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ABSTRACT 
 
 
 
 
Integrity among public sector accountants is essential for ensuring accountability, 
transparency, and the effective management of public resources. Despite the existence 
of regulatory frameworks and institutional anti-corruption initiatives in Malaysia, 
integrity-related concerns continue to arise, highlighting the need to better understand 
the factors that influence ethical conduct among public sector accounting professionals. 
Using Hunt and Vitell’s (1986) General Theory of Marketing Ethics, this study 
examines the influence of ethical climate, professional commitment, corporate ethical 
values, and emotional intelligence on the level of integrity among public sector 
accountants in Malaysia, particularly those serving in the Accountant General’s 
Department (AGD). A quantitative research design was employed using an online 
questionnaire distributed to all public sector accountants, yielding 141 usable responses 
that were analysed using Partial Least Squares Structural Equation Modelling (PLS-
SEM). The results indicate that emotional intelligence, caring ethical climate, law-and-
code ethical climate, and corporate ethical values are positively and significantly 
associated with integrity. Professional commitment is also found to have a significant 
relationship with integrity; however, the relationship is negative, which is contrary to 
the hypothesised direction. In contrast, the rules, instrumental, and independence ethical 
climate dimensions are not significantly associated with integrity. This study contributes 
to the public sector accounting literature by providing empirical evidence on the 
organisational and personal factors influencing integrity among public sector 
accountants. The findings offer practical implications for policymakers and professional 
bodies, particularly in strengthening ethical organisational environments, enhancing 
ethics-related training, and developing competency-based initiatives aimed at 
reinforcing integrity and public trust in public financial management. 
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ثحبلا صخلم  
 
 ةلاعّفلا ةرادلإاو ةيفافشلاو ةلءاسلما نامضل ةًيساسأ ةًزيكر ماعلا عاطقلا في ينلماعلا ينبسالمحا ىدل ةهازنلا دّعتُ

 في داسفلا ةحفاكم لىإ ةفدالها ةيسسؤلما تاردابلماو ةيميظنتلا رطلأا دوجو نم مغرلا ىلعو .ةماعلا دراوملل

 في ةرثؤلما لماوعلل قمعأ مٍهف لىإ ةجالحا زبري امم ،ةحورطم لازت لا ةهازنلc ةقلعتلما `اضقلا نإف ،ز̀يلام

 ةماعلا ةيرظنلا نم اقًلاطناو .ماعلا عاطقلc ةبسالمحا لامج في ينلماعلا ينينهلما ىدل يقلاخلأا كولسلا

وط تيلا قيوستلا تايقلاخلأ
ّ

 خانلما رثأ صحف لىإ ةساردلا هذه تفده ،)م1986( ليتيفو تنه اهر

 ينبسالمحا ىدل ةهازنلا ىوتسم في يفطاعلا ءاكذلاو ،ةيسسؤلما ةيقلاخلأا ميقلاو ،نيهلما مازتللااو ،يقلاخلأا

 تدمتعاو .)AGD( ةيزيلالما ماعلا بسالمحا ةرئاد في ينلماعلا اميس لاو ،ز̀يلابم ماعلا عاطقلا في ينلماعلا

و ةينوتركلإ ةنابتسا للاخ نم تéايبلا تعجمُ ثيح ،يمكلا جهنلما ةساردلا
ُ

 ينلماعلا ينبسالمحا ىلع تعزِّ

 مادختسc تéايبلا ليلتح ىرج دقو .ليلحتلل ةلحاص ةباجتسا )141( نع ترفسأو ،ماعلا عاطقلا في

 ةساردلا جئاتن ترهظأو .)PLS-SEM( ةيئزلجا ىرغصلا تاعبرلمc ةيلكيلها تلاداعلما ةجذنم بولسأ

لكو ةهازنلا ينب ةيئاصحإ ةللاد تاذ ةقلاع دوجو
ّ
 ةياعرلا ىلع مئاقلا يقلاخلأا خانلماو ،يفطاعلا ءاكذلا نم ٍ

 ةيقلاخلأا ميقلاو ،ةينهلما حئاوللاو ينناوقلc مازتللاا ىلع مئاقلا يقلاخلأا خانلماو ،نيرخلآc مامتهلااو

 ينب ةيئاصحإ ةللاد تاذ ةقلاع دوجو مدع نع جئاتنلا تفشك ،لباقلما فيو .نيهلما مازتللااو ،ةيسسؤلما

لكو ةهازنلا
ّ
 مئاقلا يقلاخلأا خانلماو ،يعفنلا يقلاخلأا خانلماو ،دعاوقلا ىلع مئاقلا يقلاخلأا خانلما نم ٍ

 يمدقت للاخ نم ماعلا عاطقلا في ةبسالمحc ةقلعتلما تايبدلأا ءارثإ في ةساردلا هذه مهستو .ةيللاقتسلاا ىلع

 .عاطقلا اذه في ينلماعلا ينبسالمحا ىدل ةهازنلا في ةرثؤلما ةيصخشلاو ةيميظنتلا لماوعلا لوح ةيبيرتج ةلدأ

 زيزعتب قلعتي اميف اميس لاو ،ةينهلما تائيلهاو تاسايسلا يعناصل ةمهم ةيلمع تلالاد اهجئاتن مدقت امك

 ةمئاق تاردابم قلاطإو ،ةينهلما تايقلاخلأc ةطبترلما ةيبيردتلا جمابرلا ريوطتو ،ةيقلاخلأا ةيميظنتلا تائيبلا

 .ةماعلا ةيلالما ةرادإ في روهملجا ةقث زيزعتو ةهازنلا خيسرت فدهتست تاءافكلا ىلع
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CHAPTER ONE 

INTRODUCTION 

 

1.0 INTRODUCTION 

 
This chapter offers an overview of research on the determinants of integrity among 

public sector accountants in Malaysia. The remainder of this chapter contains six key 

sections: Section 1.1 provides the background and context of the study. Section 1.2 

outlines the problem statements that have driven this research. Section 1.3 details the 

research objectives and research questions. Sections 1.4 and 1.5 discuss the motivation 

and significance of the study, respectively. Finally, Section 1.6 outlines the dissertation’s 

structure and organization of the following chapters. 

 

 

1.1 BACKGROUND OF THE STUDY 

 
Notable corporate failures such as Enron, WorldCom and 1MDB highlight the critical 

importance of integrity within the accounting profession. Both organisations collapsed 

as a result of large-scale fraudulent accounting practices, including manipulation of 

financial statements, concealment of liabilities, and unethical reporting practices that 

were either perpetrated or enabled by accounting professionals. These high-profile 

scandals demonstrate how deficiencies in professional integrity can lead to severe 

financial collapse, regulatory sanctions, and long-lasting reputational damage, not only 

for the organisations involved but also for the accounting profession more broadly 

(Dobel, 2016; Huberts, 2018; Barnard, 2011; Christensen et al., 2020). Although these 

failures occurred in the corporate sector, they provide critical lessons for the public 

sector, where integrity is equally essential because breaches of ethical conduct in 

government accounting can undermine public trust, weaken accountability 

mechanisms, jeopardise the efficient use of public resources, and compromise the 

delivery of essential public services (OECD, 2021; World Bank, 2022). Governments 
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rely heavily on tax revenues collected from individuals and corporations to finance 

public expenditure; therefore, strong integrity among public sector accountants is 

fundamental to ensuring responsible stewardship of public funds and sustaining public 

confidence in government institutions (IFAC, 2023). 

 

Globally, cases of public financial mismanagement involving public officials and 

accounting personnel continue to highlight persistent governance vulnerabilities within 

public financial management systems. International evidence indicates that weaknesses 

in financial oversight, internal control systems, and ethical compliance can expose 

governments to significant fiscal risks and accountability failures (IMF, 2020; OECD, 

2021). For example, in the United Kingdom, the finance director of Thurrock Council 

was banned following major financial mismanagement involving public investments 

exceeding £1 billion, while investigations across multiple local authorities have 

revealed numerous cases of fraud and misuse of public funds involving public officers 

(Murray, 2024; Reporter, 2025). Similar cases have been reported in Malaysia, 

including instances where public sector accounting personnel were convicted for 

falsifying financial documents and misappropriating public funds, resulting in financial 

losses and legal penalties (Bunyan, 2020). These incidents demonstrate that integrity-

related risks remain a significant concern in public financial governance across both 

developed and developing contexts. 

 

In Malaysia, the Accountant General’s Department (AGD) plays a central role in 

managing government financial operations, ensuring compliance with financial 

regulations, safeguarding public resources, and maintaining the reliability of 

government accounting systems (Accountant General's Department of Malaysia, 2022). 

Public sector accountants within the AGD are therefore key actors in sustaining 

financial transparency, accountability, and sound fiscal governance, as their 

professional judgments directly influence the credibility of financial reporting and 

compliance with public financial management frameworks (Campbell & Trotter, 2018). 

Although Malaysia has established several institutional mechanisms to strengthen 

integrity such as the Malaysian Institute of Integrity (MII), the Malaysian Anti-

Corruption Commission (MACC), and the Enforcement Agency Integrity Commission 

(EAIC) reported cases of financial misconduct and governance irregularities continue 
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to raise concerns regarding the effectiveness of integrity systems within public sector 

institutions (Bernama, 2022; Siddiquee, 2010). These developments suggest that 

institutional reforms alone may be insufficient without a deeper understanding of 

behavioural, organisational, and professional determinants influencing integrity among 

public sector personnel. 

 

From a governance perspective, integrity functions as a foundational institutional 

capability that shapes the effectiveness of accountability systems and the credibility of 

public financial management. High-integrity behaviour among public officials 

strengthens compliance with financial regulations, improves the reliability of 

government reporting, and enhances the effectiveness of internal control mechanisms, 

thereby reinforcing governance quality. Conversely, integrity failures weaken 

institutional accountability systems, increase the risk of financial mismanagement, and 

erode citizens’ confidence in government institutions. Recent international governance 

framework therefore emphasises integrity as a central pillar linking ethical conduct, 

administrative accountability, and sustained public trust in the state (OECD, 2021; 

World Bank, 2022; IFAC, 2023). Within this governance framework, public sector 

accountants occupy a strategically critical role, as their professional responsibilities 

directly influence the stewardship, transparency, and credibility of public financial 

resources. 

 

While prior studies have examined ethics and integrity within the Malaysian 

public sector (Sajari et al., 2023), as well as among specific groups such as the Royal 

Malaysian Police (Bakri et al., 2015) and Certified Integrity Officers (Wan Abdullah et 

al., 2018), limited empirical attention has been given specifically to public sector 

accountants. Given the strategic responsibility of these professionals in safeguarding 

public financial accountability, a comprehensive investigation into the determinants of 

integrity within this professional group is necessary. Understanding the organisational, 

professional, and personal factors influencing integrity among public sector accountants 

is therefore essential for strengthening governance systems, enhancing financial 

accountability, and reinforcing long-term public trust in government financial 

management. 
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1.2 PROBLEM STATEMENT 

 
The integrity of public sector accountants is a critical issue in Malaysia, as evidenced 

by numerous financial scandals that have resulted in the mismanagement and leakage 

of public funds (i.e., Bunyan, 2020; Reporter, 2025; Jones, 2020). Cases such as those 

mentioned above (i.e., Bunyan, 2020; Murray, 2024; Reporter, 2025) involve public 

sector accountants in Ipoh, Perak, and similar incidents that occurred in the United 

Kingdom. 

 

 Despite the presence of regulatory bodies and legal frameworks designed to 

ensure accountability including the breach of the professional accountant conduct as 

earlier mentioned, financial scandals continue to emerge, raising concerns about the 

effectiveness of internal controls and professional ethics among public sector 

accountants. The mismanagement of public funds is often linked to procedural non-

compliance, weak internal controls, and ethical lapses among financial officers, 

auditors, and accountants responsible for managing government resources. These issues 

not only undermine public trust in government institutions but also impede economic 

and social development by diverting funds away from their intended purposes. 

 

A key concern is whether public sector accountants in Malaysia possess the 

necessary ethical standards, professional competence, and institutional support to 

uphold financial integrity. The thing to be highlighted is that a weak or permissive 

ethical climate within public sector institutions can enable or fail to prevent serious 

integrity breaches by public sector accountants, as seen in cases like Sean Clark at 

Thurrock Council and Roslan at Perak Works Department’s mechanical engineering 

branch. These instances demonstrate how the absence of ethical accountability, 

transparency, and proper oversight mechanisms contributes to unethical decision-

making and ultimately erodes the integrity expected of public servants responsible for 

managing public funds. 

 

Given the critical responsibility of public sector accountants in managing public 

funds, and instances of questionable integrity reported in financial scandals, this study 

seeks to examine the factors influencing integrity among public sector accountants in 
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Malaysia. Understanding these factors is essential to strengthening governance 

mechanisms, improving compliance with financial regulations, and fostering ethical 

financial practices within the public sector. 

 

 

1.3 RESEARCH OBJECTIVES AND RESEARCH QUESTIONS 

 
The general research objective of this study is to examine the determinants of integrity 

among public sector accountants in the Accountant General’s Department of Malaysia. 

Specifically, the study aims to achieve the following research objectives: 

 

RO1: To examine the influence of ethical climate on integrity among public sector 

accountants. 

 

RO2: To examine the influence of professional commitment on integrity among public 

sector accountants. 

 

RO3: To examine the influence of corporate ethical values on integrity among public 

sector accountants. 

 

RO4: To examine the influence of emotional intelligence on integrity among public 

sector accountants. 

 

Correspondingly, the research questions developed to address the above objectives are 

as follows: 

 

RQ1: Does ethical climate influence integrity among public sector accountants? 

 

RQ2: Does professional commitment influence integrity among public sector 

accountants? 

 

RQ3: Do corporate ethical values influence integrity among public sector accountants? 
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RQ4: Does emotional intelligence influence integrity among public sector 

accountants? 

 

 

1.4 MOTIVATION OF THE STUDY 

 

There are several key motivations to the present study. A primary factor that motivates 

for this research is the necessity to restore and reinforce public confidence in 

government agencies entrusted with managing public funds. Public sector accountants 

play a pivotal role in ensuring transparency, accountability, and proper stewardship of 

national resources. However, recurring financial scandals such as the 1MDB case have 

raised serious concerns about ethical lapses, weak governance, and the questionable 

integrity of financial officers, including accountants (Jones, 2020). These developments 

have significantly tarnished trust in public financial institutions and therefore it is 

crucial to address integrity-related issues within the AGD. 

 

Another key motivation stems from the recognition that the credibility and 

reputation of financial management institutions are intrinsically linked to the ethical 

conduct of their personnel (Osagioduwa & Ogbonmwan, 2022). Any perception of 

misconduct, fraud, or professional negligence can severely compromise the AGD’s 

legitimacy and its ability to effectively discharge its responsibilities. Thus, 

understanding the underlying factors that influence integrity among public sector 

accountants is essential for formulating strategies to safeguard ethical standards, 

reinforce institutional reputation, and enhance the quality of public financial 

governance (Osagioduwa & Ogbonmwan, 2022). 

 

In addition, while prior studies have explored ethics and integrity in broader 

public sector contexts, there remains a distinct gap in literature focusing specifically on 

the determinants of integrity within public financial management bodies such as the 

AGD. Existing research has primarily addressed integrity in enforcement agencies like 

the Royal Malaysian Police (2015), but similar empirical investigations in accounting 

and financial oversight institutions remain limited. This study, therefore, seeks to fill 

this knowledge gap by examining how factors such as ethical climate, professional 
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commitment, corporate ethical values, and emotional intelligence affect the integrity of 

public sector accountants. The findings are expected to offer valuable insights for 

policymakers, regulators, and institutional leaders aiming to foster a more ethical and 

accountable public financial management system in Malaysia (Bakri, Said, & Karim, 

2015). 

 

 

1.5 SIGNIFICANCE OF THE STUDY 
 
This study provides important contributions to theory, policy, institutional practice, and 

academic research concerning integrity in public financial management. This study 

contributes to theory by extending the application of the Hunt and Vitell ethical 

decision-making theory within the context of public sector accounting in Malaysia. The 

study provides empirical evidence on how ethical climate, professional commitment, 

corporate ethical values, and emotional intelligence influence integrity, thereby 

enriching the theoretical understanding of ethical behaviour and integrity in the public 

sector context. 

 

For the Malaysian government, the findings offer empirical evidence that can 

assist policymakers and oversight agencies in strengthening integrity management 

systems within the public sector, particularly within the Accountant General’s 

Department (AGD), which plays a central role in managing and safeguarding public 

funds. By identifying the organisational and individual factors that influence integrity 

among public sector accountants, the study provides insights that can support the design 

of targeted integrity enhancement strategies, including improvements in ethical 

governance frameworks, internal control environments, professional training 

programmes, and integrity-focused performance monitoring. Strengthening these 

mechanisms is essential for improving financial accountability, ensuring effective 

stewardship of public resources, and reinforcing public trust in government financial 

management. 

 

The study also contributes to institutional capacity-building by highlighting the 

importance of embedding ethical competencies and integrity awareness into 
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professional development initiatives for public sector accounting personnel. The results 

may inform the development of competency-based training modules, ethics-oriented 

leadership programmes, and organisational policies aimed at cultivating stronger ethical 

climates within public institutions. In addition, the findings can provide guidance for 

educational policymakers and professional accounting bodies in incorporating integrity-

related competencies into accounting education and professional certification 

programmes, thereby fostering ethical awareness and professional responsibility among 

future public sector accountants from the early stages of their professional development. 

 

From an academic perspective, this research contributes to the limited empirical 

literature examining integrity within the context of public sector accounting, 

particularly in developing economies. By empirically examining the influence of ethical 

climate, professional commitment, corporate ethical values, and emotional intelligence 

on integrity, the study expands current understanding of the behavioural and 

organisational determinants of ethical conduct in public financial management settings. 

The findings also offer a useful reference for future research exploring governance, 

accountability, and ethics-related issues within the broader public sector environment.  

 

Beyond the public sector, the insights generated from this study may also benefit 

private sector organisations and professional bodies by enhancing understanding of how 

organisational environments and individual competencies interact to shape ethical 

behaviour in accounting and financial management professions. Collectively, the 

study’s findings are expected to contribute to strengthening integrity systems, 

improving governance effectiveness, and supporting the development of more ethical 

organisational cultures across both public and private sector institutions. 
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1.6 ORGANIZATION OF THE STUDY 

 
This dissertation contains six chapters: 

 Chapter one is the Introduction. This first chapter provides information on  the 

background of the study, problem statements, research objectives and research 

questions, motivations of the study, and the significance of the study.  

 

 Chapter two is literature review. The second chapter provides the information 

on the literature review on the ethics and integrity, prior studies on factors influence 

integrity and the gaps in relevant literature of this study.  

 

 Chapter three is the theoretical framework and hypothesis development. The 

third chapter provides the information on the about the theory that relevant to this study 

and the hypothesis development of this study. 

 

 Chapter four is the research methodology. This forth chapter provides the 

information about the research methodology that used in this study, pilot study and the 

data analysis for this study. 

 

 Chapter five is the findings and discussion. This fifth chapter provides the 

information about the response rate, demographic profile of the respondents and 

research findings of the study. 

 

Chapter six is the summary, recommendations and conclusion. This last chapter 

provide the information on summary, contribution and implication and limitations of 

this study. 
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CHAPTER TWO 

LITERATURE REVIEW 

 
 
2.0 INTRODUCTION 

 
This chapter reviews the relevant literature for the current study and is organized into 

five sections. Section 2.1 explains ethics and integrity in public sector. Section 2.2 

presents a review of prior research on factors affecting integrity. Section 2.3 discusses 

other prior studies on integrity. Section 2.4 addresses gaps in the literature. Finally, 

Section 2.5 concludes the chapter.  

 

 

2.1 ETHICS AND INTEGRITY 
 
The concept of integrity originates from the Latin word integer, which means 

wholeness, completeness, and moral soundness (Widung & Fridlund, 2003). Integrity 

generally refers to the consistency between an individual’s beliefs, words, and actions 

(Musschenga, 2001). As a central concept in ethical reasoning, integrity plays a vital 

role in shaping moral behaviour and guiding individuals to act in accordance with 

ethical principles (Widung & Fridlund, 2003). In this context, integrity has been 

described as an unwavering commitment to moral values and ethical standards, even 

when individuals face pressure or challenging circumstances (Gross, 2001). 

 

Integrity is widely recognised as a fundamental ethical principle encompassing 

honesty, fairness, and strong moral character (Huberts, 2018). It requires individuals to 

adhere to ethical values and professional standards in both personal and professional 

contexts. As noted by Karssing (2007), Dobel (2016), and Jin et al. (2024), integrity 

contributes to the development of trust, accountability, and credibility within 

organisations and institutions. Consequently, integrity plays a crucial role in ensuring 

ethical behaviour and responsible decision-making. 
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In organisational settings, integrity is closely associated with ethical workplace 

behaviour. Employees who demonstrate integrity are more likely to exhibit honesty, 

fairness, and reliability in carrying out their duties (Mehrabian, 2000). Such employees 

tend to avoid behaviours that violate organisational norms, including misconduct such 

as theft, vandalism, absenteeism, and misuse of organisational resources. Conversely, 

the absence of integrity can lead to the erosion of ethical standards and undermine 

professional credibility within organisations (Arifin & Ahmad, 2022). 

 

Integrity is also an essential principle within the academic environment. 

Academic integrity refers to the commitment to honesty, fairness, and responsibility in 

teaching, learning, and research activities. Macfarlane et al. (2014) highlight that 

academic integrity requires adherence to ethical standards in scholarly work, including 

the avoidance of plagiarism and research misconduct. Institutions such as the 

International Center for Academic Integrity (ICAI) have developed frameworks and 

guidelines to promote ethical conduct and uphold integrity within academic 

communities. 

 

Beyond organisational and academic contexts, integrity is particularly important 

in the governance of the public sector. According to Huberts (2018), integrity in public 

administration refers to the responsible and careful execution of professional duties 

while considering the interests of the public. Public sector officials are expected to act 

responsibly, uphold ethical standards, and ensure that public resources are managed 

effectively and transparently. 

 

Public sector accountants play a critical role in managing public funds and 

ensuring accountability in financial reporting. As custodians of public resources, they 

are responsible for safeguarding public interests and ensuring that financial 

management processes comply with relevant regulations and ethical standards (Huberts, 

2018). Consequently, maintaining a high level of integrity among public sector 

accountants is essential for strengthening public trust and ensuring good governance. 

 

However, governance challenges in the public sector remain a significant 

concern worldwide. Issues such as corruption, fraud, weak internal controls, inefficient 

financial management, and governance failures continue to undermine public 
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confidence in government institutions (Rosli et al., 2015). These challenges highlight 

the importance of strengthening integrity systems within public sector organisations. 

 

The management structure of public sector organisations differs considerably 

from that of private sector entities. Government organisations typically operate under 

more formal regulations and political influences while facing less exposure to market 

competition (Caudle et al., 1991). As a result, public sector organisations may encounter 

unique challenges in ensuring efficiency, accountability, and ethical conduct. 

 

In response to these challenges, many countries have introduced various 

initiatives to strengthen integrity systems within their public institutions. Malaysia has 

also implemented several reforms aimed at improving governance and promoting 

ethical conduct within the public sector. One notable initiative is the establishment of 

the Malaysian Institute of Integrity, which aims to promote ethical values, integrity 

awareness, and good governance practices within the civil service (Rosli et al., 2015). 

 

Recognising the importance of integrity in promoting effective governance and 

public accountability, previous studies have examined how integrity systems can be 

implemented within public sector organisations by analysing employees’ experiences 

and perceptions (Izawati et al., 2022). These studies highlight the need to understand 

the factors that influence integrity among public sector employees. Given the critical 

role played by public sector accountants in managing public resources and ensuring 

accountability, the present study focuses on examining the factors that influence 

integrity among public sector accountants in Malaysia. The following section reviews 

prior studies that have investigated factors affecting integrity. 

 

 

2.2 FACTORS AFFECTING INTEGRITY 
 
Previous studies indicate that integrity is influenced by multiple factors operating at 

different levels (Adams & Balfour, 2009; Cooper, 2012; Huberts, 2018). Rather than 

being determined by a single element, integrity is shaped by the interaction of social 

environment, personal attributes, organisational conditions, and professional or external 

pressures. This perspective is consistent with the general theory of marketing ethics 
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proposed by Hunt and Vitell (1986), which suggests that ethical decision-making is 

influenced by both individual characteristics and environmental factors. Based on this 

framework, factors affecting ethical behaviour can be broadly classified into four 

categories: cultural and social factors, personal factors, organisational or institutional 

factors, and external or industry-related factors. The following sections review the 

literature based on these categories. 

 

 

2.2.1 Cultural and Social Factors 

 
Cultural and social factors play an important role in shaping ethical behaviour and 

integrity. According to Hunt and Vitell (1986), ethical decision-making does not occur 

in isolation but is influenced by the broader cultural and social environment in which 

individuals operate. These environments shape how individuals interpret ethical issues, 

evaluate right and wrong, and respond to ethical dilemmas. Cultural norms and shared 

values therefore influence the ethical standards that guide behaviour within 

organisations and societies. 

 

Cross-cultural studies provide evidence that ethical decision-making differs 

across societies. For example, Zhu and Jiang (2014) found significant differences 

between Chinese and American participants in their consequentialist orientations when 

responding to ethical dilemmas. Similarly, Ellestad and Winton (2024) reported that 

cultural dimensions such as power distance, individualism, and masculinity were 

negatively associated with integrity, whereas uncertainty avoidance was positively 

associated with integrity. These findings suggest that cultural values can either 

strengthen or weaken ethical judgement and integrity. 

 

Beyond national culture, social norms and religious values also influence ethical 

behaviour. Social norms regulate behaviour by signalling what is acceptable or 

unacceptable within a social group (Biel & Thøgersen, 2007). Mackenzie (2004) further 

argued that ethical norms can play an important role in addressing issues related to 

corporate governance and corporate responsibility. Religion has also been identified as 

an important influence on ethical conduct. For instance, Hanapiyah, Daud, and Wan 

Abdullah (2019) found that religiosity and spirituality were positively associated with 
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employee integrity. Similarly, Posas (2007) highlighted the role of religious values in 

shaping ethical responses to societal challenges, while Noor (2008) emphasised that 

religious principles may provide a universal ethical foundation for distinguishing right 

from wrong. 

 

Within organisational settings, cultural and social influences are often 

manifested through the concept of ethical climate. Ethical climate refers to employees’ 

shared perceptions regarding what constitutes ethically appropriate behaviour and how 

ethical issues should be addressed within an organisation (Victor & Cullen, 1988). 

Ethical climate theory suggests that employees rely on these shared perceptions when 

evaluating ethical situations and determining appropriate behaviour. Victor and Cullen 

(1987) further proposed that ethical climates can be classified into several types based 

on ethical criteria and locus of analysis, such as caring, rules, law and code, 

instrumental, and independence climates. 

 

A substantial body of research has examined the relationship between ethical 

climate and ethical behaviour in organisations. Peterson (2002) found that ethical 

climates characterised by law and code or caring orientations were associated with 

lower levels of unethical behaviour among employees. Similarly, Parboteeah and Kapp 

(2008) reported that principle-based ethical climates were positively related to 

responsible employee behaviour. A meta-analysis conducted by Martin and Cullen 

(2006) concluded that ethical climate significantly influences employees’ ethical 

behaviour, organisational commitment, and job attitudes across a wide range of 

organisational settings. In addition, Kaptein (2008) emphasised that a strong ethical 

organisational culture can reduce unethical behaviour and strengthen ethical decision-

making among employees. 

 

In the public sector context, ethical climate is particularly important because 

public organisations operate under high expectations of transparency, accountability, 

and public trust. Empirical evidence from Malaysia also supports the importance of 

ethical climate. Sajari et al. (2017) found that ethical climate and the presence of a Chief 

Integrity Officer were positively associated with ethics and integrity levels among 

Malaysian public sector employees. Similarly, Abdullah et al. (2014) reported that 

ethical climate significantly influenced ethical judgement among public sector 
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employees in Malaysia. Venezia et al. (2010) further demonstrated that ethical climate 

perceptions differ between public and private sector accountants in Asia, suggesting that 

sectoral context shapes ethical expectations and behaviour. 

 

Overall, the literature indicates that cultural values, social norms, religious 

beliefs, and organisational ethical climate influence how individuals understand and 

practise integrity. Among these factors, the present study focuses specifically on ethical 

climate as a representation of cultural and social influences within organisations, as 

ethical climate reflects the shared ethical values and norms that guide employees’ 

behaviour in the workplace.  

 
 
2.2.2 Personal Factors Influencing Integrity  

 
Personal factors are also important in explaining differences in integrity. These factors 

include values, beliefs, moral philosophy, personality, emotional states, and emotional 

intelligence. Ethical behaviour is often shaped by how individuals interpret ethical 

issues based on their own moral frameworks and personal characteristics. 

 

Values and beliefs are among the most fundamental influences on ethical 

judgement. Steenhaut and Van Kenhove (2006) found that individuals’ values and 

ethical ideologies directly and indirectly influenced their judgement of ethically 

questionable behaviour. Similarly, Kung and Huang (2013) reported that auditors with 

idealistic orientations were more likely to criticise clients’ actions that violated moral 

norms, whereas relativistic auditors were more lenient. These findings suggest that 

moral philosophy and ethical belief systems influence how individuals respond to 

ethical dilemmas. 

 

From a broader perspective, Rahayuningsih et al. (2020) concluded that integrity 

violations are influenced by a complex interaction of psychological, organisational, and 

cultural factors. At the individual level, personal values, motivations, and emotional 

conditions may increase or reduce the likelihood of unethical behaviour. In academic 

settings, Kisamore et al. (2007) found that personality variables explained a substantial 

proportion of variation in academic misconduct intentions, with integrity culture having 
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a stronger effect among individuals with lower adjustment levels. This suggests that 

personal traits and contextual influences interact in shaping behaviour. 

 

One important personal factor that has received increasing attention is emotional 

intelligence. Mayer et al. (2004) define emotional intelligence as the ability to perceive, 

understand, and manage emotions in oneself and others. According to Salovey and 

Grewal (2005), emotional intelligence comprises four dimensions: perceiving emotions, 

using emotions to facilitate thinking, understanding emotions, and managing emotions. 

These emotional abilities are relevant to ethical behaviour because they may help 

individuals regulate impulses, manage interpersonal conflict, and make more balanced 

decisions in difficult situations. 

 

A growing body of literature suggests that emotional intelligence contributes 

positively to work-related outcomes and ethical conduct. Ugoani (2020) argued that 

emotional intelligence is important in reducing corruption and strengthening 

governance integrity. Côté and Miners (2006) found that emotional intelligence was 

positively associated with several dimensions of job performance, while O’Boyle et al. 

(2011), in a meta-analysis, concluded that various models of emotional intelligence 

showed overall validity in predicting job performance. Pirvu (2020) also noted that 

emotional intelligence, although modestly correlated with performance, remains 

important for organisational sustainability. In Malaysia, Yong (2013) found a strong 

positive relationship between emotional intelligence and servant leadership practices, 

further suggesting that emotionally intelligent individuals may be more capable of 

acting ethically and responsibly. 

 

Taken together, prior studies indicate that personal factors, especially moral 

values, ethical beliefs, and emotional intelligence, play an important role in shaping 

integrity. These factors are particularly relevant for public sector accountants, who often 

face ethical pressure, role conflict, and accountability demands in carrying out their 

responsibilities. 
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2.2.3 Institutional Factors Influencing Integrity  

 
Institutional or organisational factors play a significant role in shaping employees’ 

ethical behaviour and integrity by influencing the ethical environment within which 

individuals operate. These factors include leadership, governance structures, internal 

control systems, professional standards, and organisational ethical values. Prior 

research suggests that organisational systems and structures provide signals regarding 

acceptable behaviour and thereby influence employees’ ethical decision-making 

(Treviño et al., 2008). 

 

Leadership has frequently been identified as an important organisational 

influence on ethical behaviour. Ethical leadership helps establish ethical standards, 

communicates organisational values, and serves as a role model for employees (Brown 

et al., 2005). In the public sector, leadership is considered essential for the effectiveness 

of integrity systems and the prevention of corruption or abuse of authority (Balogun, 

2003). Empirical evidence supports this view. For instance, Chizema and Pogrebna 

(2019) found that higher levels of government integrity contributed to improved 

corporate governance practices and reduced corruption. In the Malaysian context, Abd 

Aziz et al. (2015) reported that leadership qualities, integrity systems, and internal 

control mechanisms significantly influence accountability within public sector 

organisations. 

 

Professional standards and ethical codes also function as institutional 

mechanisms that guide ethical conduct. Professional codes of ethics provide formal 

guidance on appropriate behaviour and establish expectations for professional integrity. 

Research by Cohen and Pant (1991) found that public accountants considered 

professional ethical codes and self-regulation as important mechanisms for 

strengthening ethical standards. Similarly, Fatemi et al (2020) showed that professional 

standards influence practitioners’ ethical judgement when addressing ethical dilemmas 

in professional practice. 

 

While leadership and professional standards are important institutional 

influences, corporate ethical values represent a particularly critical organisational factor 

affecting employees’ ethical behaviour. Corporate ethical values refer to the shared 
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ethical beliefs and norms within an organisation that guide employees in distinguishing 

between acceptable and unacceptable behaviour (Hunt et al., 1989). These values shape 

employees’ perceptions regarding ethical expectations and influence how individuals 

respond to ethical dilemmas in the workplace. 

 

A substantial body of literature highlights the importance of corporate ethical 

values in promoting ethical behaviour. Hunt et al. 1989) demonstrated that corporate 

ethical values significantly influence ethical decision-making among marketing 

professionals. Subsequent studies have consistently supported this relationship. Baker, 

Hunt, and Andrews (2006) found that corporate ethical values positively influence 

ethical behaviour and organisational citizenship behaviour among employees. 

Similarly, Valentine et al. (2011) reported that corporate ethical values were positively 

associated with job satisfaction and negatively associated with turnover intention, 

suggesting that ethical organisational environments contribute to more positive 

employee outcomes. Lee (2020) also found that corporate ethical values contribute to 

organisational sustainability performance by encouraging responsible employee 

behaviour. 

 

Overall, the literature suggests that institutional factors such as ethical 

leadership, professional standards, governance mechanisms, and organisational ethical 

culture influence the level of integrity demonstrated by employees. Among these 

institutional factors, corporate ethical values play a central role because they represent 

the shared ethical norms that guide employees’ behaviour within organisations. In the 

context of the present study, corporate ethical values are therefore examined as a key 

institutional factor influencing integrity among public sector accountants 

 

 

2.2.4 External Factors Influencing Integrity  
 
External factors refer to influences arising from the broader professional, regulatory, 

and industry environment. These factors include legal requirements, integrity policies, 

industry standards, and professional expectations that shape the context within which 

ethical decisions are made. Regulatory developments increasingly affect how 

organisations manage integrity. For example, Buttke et al. (2024) examined the German 
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Supply Chain Due Diligence Act and found that regulatory requirements created both 

challenges and opportunities for sustainable and responsible business conduct. 

Similarly, Demmke et al. (2023) observed that integrity policies, particularly conflict-

of-interest policies in EU member states, have gained prominence as governance tools 

in response to contemporary public expectations and political demands. 

 

Professional commitment is another important external or profession-related 

influence. Professional commitment refers to the degree to which individuals identify 

with and are attached to their profession. It reflects the extent to which professionals 

internalise the values, norms, and ethical expectations of their occupational group. 

Rogosic and Perica (2023) found that affective professional commitment among 

accountants was positively related to the perceived importance of applying accounting 

ethics principles in practice. They also noted that better understanding and use of the 

code of ethics could reduce fraud, corruption, bias, and conflicts of interest while 

enhancing the credibility of financial information. 

 

Other studies have linked professional commitment to positive work outcomes. 

Sukirman et al. (2023) found that professional commitment was positively associated 

with job satisfaction among project managers, while Sanchez (2022) reported 

significant relationships between professional commitment, organisational climate, and 

work engagement among education employees. In the auditing context, Tama et al. 

(2023) found that professional commitment positively influenced ethical decisions, and 

that organisational culture strengthened this relationship. 

 

Industry-level systems and control frameworks also shape integrity. Al-Dmour 

et al. (2019) examined the implementation of SysTrust principles in accounting 

information systems and found moderate implementation across firms, with differences 

across sectors. This suggests that industry-specific practices and system reliability 

frameworks can influence ethical conduct and accountability in organisations. 

 

In summary, external factors such as regulations, professional commitment, and 

industry systems help shape the ethical environment in which individuals operate. For 

public sector accountants, these factors are particularly relevant because their work is 
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governed not only by internal organisational policies but also by external professional 

standards, public accountability requirements, and regulatory expectations 

 

 

2.3 OTHER PRIOR STUDIES ON INTEGRITY 

 
Beyond the factors discussed in the previous section, prior studies have examined 

integrity from several additional perspectives, including public sector governance, 

person–environment fit, leadership behaviour, organisational trust repair, academic 

integrity, and professional systems. These studies broaden the understanding of integrity 

by demonstrating that it is relevant not only to individual ethical conduct but also to 

organisational effectiveness, public trust, and institutional accountability. 

 

In the Malaysian public sector context, several studies have highlighted 

persistent integrity challenges and the need for stronger governance mechanisms. 

Mohamed et al. (2017) examined integrity issues within Malaysian local authorities and 

emphasised the importance of strengthening integrity initiatives and governance 

practices to improve public sector performance. Similarly, Rosli et al. (2015) noted that 

although integrity systems have been introduced within Malaysian public sector 

organisations, continuous improvement is required to ensure their effectiveness in 

promoting transparency and accountability. These studies indicate that integrity remains 

a critical issue in public administration and requires sustained institutional attention. 

 

Other research has examined the relationship between integrity and the 

alignment between employees and their work environment. Tannimalay et al. (2021) 

investigated the effect of person–environment fit on integrity and performance among 

public sector employees in Penang. Their findings showed that both person–job fit and 

person–organisation fit were positively associated with integrity and individual 

performance, with person–organisation fit demonstrating a stronger effect. This 

suggests that employees are more likely to demonstrate integrity when their personal 

values align with organisational expectations and culture. 

 

Leadership has also been widely recognised as an important determinant of 

integrity within organisations. Huberts et al. (2007), in a study of police officers in the 
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Netherlands, found that leadership characteristics such as role modelling, strictness, and 

openness significantly influenced the occurrence of integrity violations. These findings 

suggest that leadership behaviour plays a key role in shaping employees’ ethical 

conduct. Consistent with this view, governance literature emphasises that ethical and 

transparent leadership contributes to the prevention of misconduct and the strengthening 

of organisational integrity. 

 

Another stream of research has focused on how organisations respond to 

integrity violations and restore stakeholder trust. Eberlet al. (2015), examining the 

Siemens corruption case, found that organisations often attempt to repair trust through 

adjustments to organisational rules and governance structures. However, their study also 

showed that perceptions of such reforms may differ between internal and external 

stakeholders. Similarly, Gillespie and Dietz (2014) argue that successful trust repair 

following integrity failures requires both structural reforms and credible behavioural 

change by organisational leaders. 

 

Integrity has also been widely examined in the academic context. Kennett and 

Shkolnikov (2018) reviewed literature on academic dishonesty and integrity violations 

across different countries, highlighting the role of institutional policies, cultural context, 

and individual motivations in influencing academic misconduct. This line of research 

demonstrates that integrity challenges are not limited to organisational settings but 

extend to educational institutions and professional training environments. 

 

In professional and technological contexts, integrity has also been linked to the 

reliability of systems and professional standards. Detzen (2018) analysed developments 

in the auditing profession and showed that regulatory changes and evolving professional 

knowledge frameworks influence how auditors understand their professional 

responsibilities. Similarly, Al-Dmour et al (2019) examined the implementation of 

SysTrust principles as an internal control framework and found variations in how 

organisations apply these standards, suggesting that institutional mechanisms for 

ensuring information reliability remain uneven. 

 

Overall, the literature indicates that integrity has been examined from multiple 

perspectives, including governance, leadership, organisational alignment, trust repair, 
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academic conduct, and professional systems. However, much of this research focuses 

on integrity outcomes or specific institutional contexts rather than examining the 

determinants of integrity among public sector accountants. In particular, limited 

empirical research has investigated how organisational ethical environments and 

individual characteristics jointly influence integrity within the public sector. This gap 

provides the motivation for the present study, which examines the factors influencing 

integrity among public sector accountants in Malaysia 

 

 

2.4 GAPS IN LITERATURE 
 
Despite the growing body of literature on integrity and ethical behaviour, several gaps 

remain. First, although prior studies have examined factors related to ethical behaviour, 

there remains a lack of empirical research exploring the relationships between ethical 

climate, professional commitment, corporate ethical values, and emotional intelligence 

and their influence on integrity. Many existing studies have examined these variables 

separately. For instance, ethical climate has been linked to ethical decision-making and 

organisational misconduct (Peterson, 2002; Martin & Cullen, 2006), while professional 

commitment has been associated with ethical judgement and professional conduct 

(Elias, 2006). Similarly, corporate ethical values have been shown to influence ethical 

behaviour and organisational outcomes (Hunt et al., 1989; Baker, Hunt, & Andrews, 

2006), and emotional intelligence has been associated with ethical awareness and 

responsible leadership behaviour (Mayer et al, 2004; Ugoani, 2020). However, there is 

limited research examining the integrated effects of these variables on integrity, 

particularly within a single empirical framework. 

 

Second, existing research on integrity has largely focused on general 

organisational contexts or specific professions such as policing, academia, and 

corporate management (Eberl et al., 2015; Huberts et al., Kaptein, & Lasthuizen, 2007). 

While these studies provide valuable insights into ethical behaviour and organisational 

integrity, there is still a lack of empirical research focusing specifically on public sector 

accountants. Given the critical role played by public sector accountants in managing 

public funds, ensuring financial transparency, and safeguarding public trust, 

understanding the factors influencing their integrity is particularly important. 
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Third, much of the existing research on ethical climate and integrity has been 

conducted in developed countries such as the United States and European nations. 

Studies conducted in the Netherlands, Saudi Arabia, and the United States suggest that 

organisational culture, leadership practices, and institutional environments influence 

ethical behaviour in different ways (Huberts et al., 2007; Hamoudah et al., 2021). 

However, fewer studies have examined these relationships in developing country 

contexts, particularly in Southeast Asia. Cultural and institutional differences may shape 

ethical perceptions and behaviour, and therefore findings from Western contexts may 

not be directly applicable to Malaysia. This highlights the need for empirical research 

examining integrity within the Malaysian public sector environment. 

 

Fourth, the rapidly evolving organisational environment characterised by 

technological advancement, digitalisation, and increasing public scrutiny has created 

new challenges for maintaining integrity in the workplace. These changes may 

influence ethical decision-making processes, professional responsibilities, and 

governance practices within public sector organisations. However, relatively limited 

research has examined how contemporary organisational environments influence 

integrity among public sector professionals. 

 

Finally, although some studies have explored integrity-related issues within the 

Malaysian public sector, such as ethical climate and ethical judgement (Abdullah et 

al.2014; Sajari et al., 2017), there is still a need for more comprehensive empirical 

investigations that integrate multiple organisational and individual determinants of 

integrity. Addressing this gap is particularly important for agencies responsible for 

financial governance, such as the AGD, where integrity plays a critical role in ensuring 

accountability and public trust. 

 

In response to these gaps, the present study investigates the factors influencing 

integrity among public sector accountants in Malaysia by examining the roles of ethical 

climate, professional commitment, corporate ethical values, and emotional intelligence.  

This study is important because integrity among public sector accountants is 

fundamental to ensuring transparency, accountability, and public confidence in 

government financial management. Integrity lapses may result in the mismanagement 

of public funds, erosion of citizen trust, and weakened governance systems. Despite the 
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importance of this issue, limited empirical research has comprehensively examined both 

organisational and individual factors influencing integrity among public sector 

accountants in the Malaysian context.  By integrating organisational and individual 

factors within a single empirical framework, this study aims to contribute to the 

literature on public sector integrity and provide insights that may assist policymakers, 

public institutions, and professional bodies in strengthening ethical practices and 

governance. 

 

 

2.5 SUMMARY OF THE CHAPTER 
 
This chapter has discussed on the relevant prior literature to the current study: factor 

affect the integrity in the public sector accountant. In this current chapter also review 

he the research conducted in the different studies on ethical behaviour. After reviewing 

the prior studies, can identified a gap in the literature is the lack of studies pertaining to 

integrity, specifically in the public sector accounting. After reviewing the literature, the 

next chapter will discuss on the theoretical framework and hypotheses development of 

the current studies.  
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CHAPTER THREE 

THEORETICAL FRAMEWORK 

 

3.0  INTRODUCTION 
 
This chapter provides the theoretical foundation for understanding the factors 

influencing integrity among public sector accountants and develops the study's 

hypotheses. It is structured into four sections. Section 3.1 introduces the study's 

underlying theory, the General Theory of Marketing Ethics. Section 3.2 discusses the 

hypothesis development for each tested variable. Section 3.3 presents the research 

framework, and Section 3.4 concludes with a summary of the chapter. 

 

 
3.1 GENERAL THEORY OF MARKETING ETHICS 

 

The theoretical framework for this study in Figure 3.1, which examines the determinants 

of integrity among public sector accountants, is grounded in the General Theory of 

Marketing Ethics (GTME) developed by Hunt and Vitell (1986, 2006). Although 

originally proposed in the marketing ethics domain, the theory has been widely applied 

across professional and organisational contexts to explain ethical and integrity-related 

decision-making. The GTME provides a comprehensive model integrating moral 

philosophy, cognitive evaluation processes, individual characteristics, and 

environmental influences to explain how individuals form ethical judgments, intentions, 

and behaviours. 

 

The theory proposes that ethical decision-making is primarily shaped by two 

types of moral evaluation: deontological evaluation and teleological evaluation (Hunt 

& Vitell, 1986). Deontological evaluation involves assessing the rightness or wrongness 

of an action based on established moral norms, ethical rules, and professional standards, 

such as honesty, fairness, accountability, and responsibility. These moral norms are 
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derived from societal expectations, professional codes, and organisational ethical 

guidelines, and they function as reference points for evaluating ethical conduct. 

 

Teleological evaluation, in contrast, focuses on the consequences of alternative 

actions. This evaluation involves four key considerations: (1) identifying the potential 

consequences of different behavioural choices for relevant stakeholders, (2) assessing 

the perceived likelihood of each consequence, (3) evaluating the desirability or 

undesirability of each consequence, and (4) determining the relative importance 

assigned to each stakeholder group. Through these processes, individuals assess the 

expected outcomes of their actions before forming behavioural intentions. 

 

 

Figure 3.1 General Theory of Marketing Ethics (Hunt & Vitell, 1986) 

 

 
 

 

Subsequent refinements of the theory (Hunt & Vitell, 2006) enhanced its 

explanatory power by incorporating additional determinants of ethical decision-making, 

including ethical sensitivity, moral intensity, social norms, cognitive moral 

development, moral character strength, and social contract considerations. The revised 

model also recognises the role of individual intentions as an intervening mechanism 

between ethical judgment and behaviour and introduces action control, reflecting the 
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extent to which individuals can translate ethical intentions into actual behaviour under 

situational constraints. Furthermore, the model acknowledges the influence of personal 

characteristics, such as religious beliefs and personal values, in shaping ethical 

evaluations and behaviour. 

 

Given these strengths, the theory was selected for this study because it provides 

a comprehensive framework for explaining ethical decision-making by integrating both 

individual and environmental influences, which aligns closely with the objectives of 

this research. Specifically, the theory is well suited to examine how emotional 

intelligence, professional commitment, ethical climate, and corporate ethical values 

collectively influence integrity among public sector accountants. Compared to other 

ethical theories that primarily focus on either personal moral reasoning or organisational 

influences alone, the Hunt and Vitell theory offers a more holistic explanation of ethical 

behaviour within professional and organisational contexts. 

 

Consistent with the GTME, ethical decision-making is influenced not only by 

internal moral reasoning processes but also by environmental and contextual factors. 

Accordingly, this study operationalises four broad categories of determinants derived 

from the theory to explain integrity behaviour among public sector accountants, namely 

cultural environment, industry environment, organisational environment, and personal 

characteristics. 

 

 

3.1.1 Cultural Environment 
 
The cultural environment influences the ethical values, social norms, and behavioural 

expectations that shape ethical decision-making (Singhapakdi et al., 2001). Cultural 

contexts determine the relative importance individuals assign to ethics, social 

responsibility, and organisational performance. For example, collectivist societies often 

emphasise group harmony and organisational objectives, which may shape ethical 

priorities differently compared to individualistic contexts (Singhapakdi et al., 2001). 

Organisational culture, as a component of the broader cultural environment, 

significantly influences employees’ ethical perceptions and behavioural responses 

(Bulutlar & Oz, 2008). Ethical climate, in particular, functions as a perceptual 
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framework through which employees interpret ethical situations and evaluate 

behavioural alternatives. Accordingly, the present study operationalises ethical work 

climate as the proxy representing the cultural environment influencing integrity 

behaviour among Malaysian public sector accountants. 

 

 

3.1.2 Industry Environment 
 

The industry environment reflects institutional pressures, professional norms, and 

regulatory expectations that shape professional ethical conduct (Martin et al., 2011). 

Professional codes of ethics serve as formal mechanisms guiding ethical decision-

making by defining acceptable behaviour, outlining potential conflicts, and prescribing 

sanctions for misconduct (Brinkmann, 2002). Within the accounting profession, 

adherence to professional ethical standards is particularly critical due to the profession’s 

responsibility for ensuring financial reporting credibility and accountability. In line with 

the GTME, the present study operationalises professional commitment as the proxy for 

the industry environment, reflecting the degree to which individuals internalise 

professional ethical standards and responsibilities. 

 

 

3.1.3 Organisational Environment 

 
The organisational environment influences ethical behaviour through organisational 

culture, leadership practices, governance systems, and ethical control mechanisms 

(Singhapakdi et al., 2001). Organisations establish behavioural expectations through 

formal ethical codes, internal policies, and ethical enforcement mechanisms, which 

shape employees’ ethical attitudes and decision-making behaviour. Corporate ethical 

values represent a central dimension of organisational culture and significantly 

influence employee behaviour (Schein, 1984; Baker et al., 2006). Organisations with 

strong corporate ethical values create environments that promote ethical compliance 

and responsible conduct. Accordingly, the present study operationalises corporate 

ethical values as the proxy representing the organisational environment influencing 

integrity behaviour. 
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3.1.4  Personal Characteristics 

 
Personal characteristics represent individual-level determinants influencing ethical 

decision-making. Personal values function as guiding principles that shape behavioural 

preferences and moral reasoning processes (Jacobs & Wollny, 2022). Within the GTME 

framework, individual traits influence how individuals perceive ethical dilemmas, 

evaluate alternatives, and translate ethical judgments into behaviour (Hunt & Vitell, 

1986). One important individual-level factor is emotional intelligence, defined as the 

ability to recognise, understand, and regulate emotions and to manage interpersonal 

interactions effectively (Salovey & Grewal, 2005). Individuals with higher emotional 

intelligence are better able to manage ethical conflicts, regulate emotional pressures, 

and maintain ethical conduct. Therefore, emotional intelligence is selected as the proxy 

representing personal characteristics influencing integrity behaviour among public 

sector accountants. 

 

By integrating the roles of cultural, industry, organisational, and individual 

determinants, the General Theory of Marketing Ethics provides a comprehensive 

framework for explaining integrity-related decision-making across professional 

contexts. In the present study, these theoretical components are operationalised through 

ethical work climate, professional commitment, corporate ethical values, and emotional 

intelligence to examine their influence on the integrity of public sector accountants. The 

operational definitions and measurement of these constructs are presented in the 

subsequent section on the research framework. 

 
 

3.2  RESEARCH FRAMEWORK OF THE STUDY 

 

As earlier mentioned, this study applies Hunt and Vitell’s Theory of Marketing Ethics 

(1986) to examine the four influencing factors: cultural environment, industry 

environment, organizational environment, and personal characteristics. These factors 

serve as the foundation for assessing the determinants of integrity among public sector 

accountants. 
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Specifically, the study uses ethical climate as proposed by Victor and Cullen 

(1988) as the proxy of the cultural environment that shapes ethical behaviour or integrity 

and highlights potential ethical management challenges within organizations. 

Specifically, five ethical climate dimensions that are rules, laws, caring, independence, 

and instrumental and it will be examined to assess their impact on integrity. 

Additionally, the industry environment is represented by professional commitment in 

the present study. Professional commitment, defined as an individual’s dedication to 

their profession, is particularly relevant within the accounting field.  

 

The research also investigates the organizational environment by assessing the 

role of corporate ethical values in shaping integrity among public sector accountants. 

Corporate ethical values reflect an organization's established principles that guide 

professional conduct and accountability, influencing how individuals navigate ethical 

dilemmas in the workplace. Finally, personal factor is considered measured through the 

lens of emotional intelligence. Emotional intelligence, which encompasses self-

awareness, empathy, and self-regulation, plays a crucial role in shaping an individual's 

ethical judgment and responses to ethical challenges. These four dimensions that are 

cultural environment, industry environment, organizational environment, and personal 

experience are incorporated into the research framework of the study. 

 

 

3.3 HYPOTHESES DEVELOPMENT 
 

This section outlines the development of hypotheses for the current study. Four key 

factors influencing ethical behaviours are examined: ethical climate, professional 

commitments, corporate ethical values, and emotional intelligence. 

 

 

3.3.1 Ethical Climate  
 

According to Victor and Cullen (1988), ethical climates are characterized by a two-

dimensional theoretical typology. The first dimension involves the ethical criteria used 

for organizational decision-making. While the second dimension represents the locus 

of analysis used as the reference for ethical decisions (Victor & Cullen, 1988). These 
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two dimensions result in a cross-tabulation that yields nine theoretical ethical climate 

types. 

 

 

Figure 3.2 Theoretical Ethical Climate Types 

 

 
 

 

Figure 3.2 shows the composition of ethical criterion, which is represented on 

the y-axis. It is labelled with three categories: egoism, benevolence, and principle. The 

x-axis in Figure 3.2 above, represents the locus of analysis dimension, divided into three 

distinct categories: individual, local, and cosmopolitan. In Victor and Cullen’s 

framework, understanding the locus of analysis involves identifying the source of 

ethical expectations, whether they originate from the individual, the organization, or the 

broader society and examining how these sources influence ethical behaviour within the 

workplace. (Victor & Cullen, 1988).  

 

In the context of the egoism criterion, the loci of analysis are defined by whose 

interests are prioritized. At the individual locus, egoism focuses on one’s own needs 

and preferences, such as self-defences or personal gain. At the local locus, the emphasis 

shifts to the organization’s interests, like profitability and strategic advantage (Victor & 

Cullen, 1988). Finally, at the cosmopolitan locus, the focus moves to the broader 
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economic or social system, with particular attention to aspects such as efficiency and 

the overall larger context. (Victor & Cullen, 1988). 

 

In the context of the benevolence criterion, the locus of analysis is based on the 

perspective of organizational members and their areas of concern, which are influenced 

by their identities. Unlike egoism, the benevolence criterion emphasizes an obligation 

to others, creating a subject-object distinction and considering others’ well-being 

(Victor & Cullen, 1988). At the individual locus, the focus is on others outside the 

organization, such as in friendships or mutual support. At the local locus, benevolence 

is concerned with the organization as a collective, such as in teamwork. At the 

cosmopolitan locus, benevolence extends to those outside the organization, such as 

through social responsibility (Victor & Cullen, 1988). 

 

The principle criterion involves applying ethical principles within organizations, 

with three distinct loci of analysis: individual, local, and cosmopolitan (Victor & Cullen, 

1988). At the individual locus, ethical principles are self-chosen, guided by personal 

values. At the local locus, principles are shaped by the organization's established rules 

and procedures. At the cosmopolitan locus, ethical principles are drawn from sources 

beyond the organization, such as the legal system or professional organizations (Victor 

& Cullen, 1988).  

 

According to Victor & Cullen (1988), there are nine theoretical types of ethical 

climate as shown in Figure 3.2. However, many researchers have commonly grouped 

certain types together, resulting in the identification of five types of ethical climate as 

depicted in Figure 3.3. This study focuses on the five main ethical climate types: 

instrumental, caring, independence, law and code, and rules (Martin & Cullen, 2006).         
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Figure 3.3 Five Types of Ethical Climate 

 

 
 

 

 The hypothesis for this ethical climate is formulated based on several 

conditions, as discussed below. The current research proposes hypotheses to be tested: 

 

Law and Code Ethical Climate 

 

One type of ethical climate is the law and code climate, which emphasises adherence to 

external legal standards, professional codes, and formal regulations in guiding 

organisational behaviour. Previous studies suggest that such a climate can reduce 

unethical behaviour and organisational misconduct. For example, Peterson (2002) 

found a significant negative relationship between employees’ engagement in unethical 

behaviour and the presence of a law and code climate. Similarly, Yoav Vardi (2001) 

identified the law and code climate as a key ethical climate dimension associated with 

lower levels of organisational misbehaviour. In the public sector context, where 

accountants are required to comply with strict regulatory frameworks and professional 

codes, a strong law and code climate may encourage ethical conduct and strengthen 

integrity in performing their professional responsibilities. Therefore, the following 

hypothesis is proposed: 

 

H1a: Law and code ethical climate is positively associated with the integrity of public 

sector accountants. 
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Caring Ethical Climate 

 

A caring climate exists when employees prioritise the well-being of others both within 

and outside the organisation. In such environments, organisational members are 

expected to consider the impact of their decisions on colleagues, stakeholders, and 

society. According to Appelbaum et al. (2005), organisations characterised by a caring 

climate demonstrate behaviours reflecting concern for individuals affected by 

organisational decisions. This climate is grounded in benevolence and utilitarian 

principles, where employees are encouraged to act in ways that promote collective 

welfare. 

 

Empirical studies suggest that employees operating in a caring ethical climate 

are less likely to engage in behaviours that harm others. For example, Parboteeah, and 

Kapp (2008) argued that caring climates foster sincere concern for others’ well-being, 

thereby discouraging harmful actions. Similarly, Bulutlar et al. (2008) reported that 

employees in caring climates are less inclined to engage in behaviours detrimental to 

others. Supporting this view, Ambrose, Maureen L. and colleagues (2008) found a 

negative relationship between ethical climates emphasising concern for others and 

behaviours such as disobedience and theft. In the public sector context, where 

accountability and ethical responsibility are highly emphasised, a caring climate may 

encourage accountants to act with greater moral responsibility and integrity in 

performing their duties. Therefore, the following hypothesis is proposed: 

 

H1b: Caring ethical climate is positively associated with the integrity of public sector 

accountants. 

 

Rules Ethical Climate 

 

A rules climate emphasises strict adherence to organisational policies, procedures, and 

internal regulations when determining appropriate behaviour. In such environments, 

employees rely on formal organisational rules to guide their ethical decision-making. 

Appelbaum et al. (2005) explain that organisations with strong rules climates expect 

employees to comply rigorously with established regulations. Similarly, Bulutlar et al. 



   
 

 35 

(2008) note that ethical judgement in such climates is largely determined by whether 

actions conform to organisational policies. 

 

Compliance with organisational rules can reduce unethical behaviour because 

employees are guided by clearly defined standards of conduct. Parboteeah. and Kapp 

(2008) suggest that rule-based climates promote responsible behaviour by emphasising 

adherence to organisational procedures. In contrast, unethical behaviour is often 

characterised as voluntary actions that violate important organisational norms 

(Peterson, 2002). Within the public sector accounting environment, where compliance 

with financial regulations and procedures is essential, a strong rules climate may 

reinforce ethical conduct and strengthen professional integrity. Therefore, the following 

hypothesis is proposed: 

 

H1c: Rules ethical climate is positively associated with the integrity of public sector 

accountants. 

 

Instrumental Ethical Climate 

 

An instrumental climate occurs when organisational members prioritise personal or 

organisational self-interest in their decision-making. In such environments, employees 

may pursue outcomes that maximise personal or organisational gains even if these 

actions negatively affect others. According to Appelbaum et al. (2005), instrumental 

climates encourage behaviours driven by self-interest rather than collective welfare. 

Similarly, Bulutlar et al (2008) argue that such climates promote egoistic decision-

making where employees prioritise personal benefits over ethical considerations. 

 

Previous studies have found that egoistic or instrumental climates are associated 

with higher levels of unethical behaviour. For instance, Peterson (2002) reported a 

positive relationship between egoism-based climates and unethical workplace conduct. 

Similarly, Wimbush et al. (1997) found that instrumental climates are significantly 

associated with organisational misbehaviour. In such environments, unethical actions 

may even be perceived as acceptable if they contribute to personal or organisational 

gain (Parboteeah, & Kapp, 2008). In the public sector, where integrity and 

accountability are fundamental values, the presence of an instrumental climate may 



 
 

36 

weaken ethical standards and reduce professional integrity. Therefore, the following 

hypothesis is proposed: 

 

H1d: Instrumental ethical climate is negatively associated with the integrity of public 

sector accountants. 

 

Independence Ethical Climate 

 

An independence climate refers to a work environment where employees rely primarily 

on their personal moral beliefs when making ethical decisions. According to Victor and 

Cullen (1988), this type of climate emphasises individual moral judgement rather than 

organisational rules or collective interests. Employees guided by an independence 

climate evaluate actions based on their own sense of right and wrong. 

 

Research findings suggest that such climates can discourage unethical behaviour 

because employees rely on their internal moral values when making decisions. For 

example, Bulutlar et al. (2008) reported a negative relationship between independence 

climate and workplace bullying. Similarly, Ambrose et al. (2008) found that 

independence climates are negatively associated with dysfunctional behaviours such as 

disobedience, lying, and being an accomplice. In the context of public sector 

accounting, where ethical judgement and professional responsibility are critical, 

reliance on strong personal moral values may reinforce integrity in performing 

professional duties. Therefore, the following hypothesis is proposed: 

 

H1e: Independence ethical climate is positively associated with the integrity of public 

sector accountants. 

 

 

3.3.2 Professional Commitment 
 

Professional commitment refers to the degree to which individuals identify with and 

feel attached to their profession, influencing their attitudes, behaviour, and adherence 

to professional standards. According to Elias (2006), individuals with strong 

professional commitment are more likely to demonstrate higher ethical awareness and 
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align their actions with the ethical standards of their profession. A strong sense of 

professional identity encourages individuals to maintain professional values, comply 

with professional regulations, and uphold ethical responsibilities in their work. 

 

Empirical studies have highlighted the importance of professional commitment 

in shaping ethical decision-making. For instance, Douglas et al. (2001) found that 

adherence to professional codes and ethical orientation significantly influence 

accountants’ ethical judgments. Similarly, a study involving accounting students 

revealed that individuals entering the profession frequently encounter ethical dilemmas, 

highlighting the importance of strong professional values in guiding ethical behaviour 

(Diyanti, R. et al., 2022). 

 

In the context of the public sector, accountants are entrusted with safeguarding 

public resources and ensuring transparency and accountability in financial reporting. A 

strong sense of professional commitment may therefore encourage accountants to 

uphold professional standards and demonstrate integrity in performing their duties. 

Accordingly, the following hypothesis is proposed: 

 

H2:  Professional commitment is positively associated with the integrity of public 

sector accountants. 

 

 

3.3.3 Corporate Ethical Value 
 
Corporate ethical values represent the shared ethical beliefs, norms, and expectations 

within an organization that guide employees’ behaviour and decision-making. 

According to Hunt et al. (1989), corporate ethical values form a central component of 

organisational culture and play a crucial role in shaping ethical behaviour within 

organisations. These values include both formal mechanisms, such as ethical policies 

and codes of conduct, and informal norms that influence employees’ perceptions of 

appropriate behaviour (Baker et al., 2006). 

 

Corporate ethical values establish ethical expectations and influence employees’ 

decision-making processes by promoting ethical behaviour and reinforcing 
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organisational accountability (Vitell et al., 2006). These values also contribute to 

shaping the ethical climate of the organisation by signalling management’s commitment 

to ethical conduct (Victor & JCullen, 1988). 

 

Empirical research has consistently shown that strong corporate ethical values 

are positively associated with ethical behaviour among employees. Studies across 

different sectors have reported that organisations with strong ethical values tend to 

promote responsible decision-making and reduce unethical conduct (Valentine et al., 

2011; Lee, 2020). 

 

Within the public sector environment, corporate ethical values are particularly 

important as public institutions are expected to maintain high standards of transparency, 

accountability, and public trust. When organisations promote strong ethical values, 

employees may be more likely to demonstrate integrity in performing their professional 

responsibilities. Therefore, the following hypothesis is proposed: 

 

H3:  Corporate ethical values are positively associated with the integrity of public 

sector accountants. 

 

 

3.3.4 Emotional Intelligence 

 
Emotional intelligence refers to an individual’s ability to recognise, understand, and 

manage their own emotions as well as the emotions of others. According to Spector 

(2005), emotional intelligence represents an important aspect of social intelligence that 

enables individuals to regulate emotional responses and adapt their behaviour in social 

interactions. Similarly, Saloveyet al. (2005) conceptualise emotional intelligence 

through four key abilities: perceiving emotions, using emotions to facilitate thinking, 

understanding emotions, and managing emotions. 

 

These emotional competencies play an important role in shaping workplace 

behaviour and interpersonal relationships. Individuals with higher emotional 

intelligence are generally better equipped to manage stress, resolve conflicts, and make 

balanced decisions when faced with ethical challenges. Research has shown that 
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emotional intelligence contributes to various positive organisational outcomes, 

including leadership effectiveness, organisational commitment, and improved 

workplace relationships (Yong, 2013; Abraham, 2005). 

 

In the context of professional ethics, emotional intelligence may enhance an 

individual’s ability to consider the consequences of their actions and regulate impulses 

when confronted with ethical dilemmas. For public sector accountants, who frequently 

deal with sensitive financial information and ethical responsibilities, strong emotional 

intelligence may therefore support ethical decision-making and reinforce integrity in 

their professional conduct. Accordingly, the following hypothesis is proposed: 

 

H4:  Emotional intelligence is positively associated with the integrity of public sector 

accountants. 

 

Based on the theoretical framework and hypotheses above, Figure 3.4 below illustrates 

the direct link between the logic of the General Theory of Marketing Ethics and the 

research objectives (RO1–RO4) and figure 3.5 proposes the research framework for this 

study. 

 

 

Figure 3. 4 Link the General Theory of Marketing and Research Objectives 

 

 
 

 

 Figure 3.5 Research Framework 
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3.4 SUMMARY OF THE CHAPTER 
 

This chapter explained the theories that adapted in this current study (Hunt and Vitell’s 

theory) and the framework of this theory make the development of hypotheses of this 

current study. Other theories also discussed to review and better understand the current 

study. Based on the literature review of the study, this study formulates the eight 

hypotheses tested in the statistical analysis. The research framework governs this study 

to show relationship between ethical climate, professional commitment, corporate 

ethical value, and emotional intelligence toward ethical behaviours. The next chapter 

will discuss the methodology applied in this current study.  
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CHAPTER  FOUR  

RESEARCH METHODOLOGY 

 

4.0 INTRODUCTION 
 
This chapter presents the research methodology adopted to examine the factors 

influencing integrity among public sector accountants in Malaysia. Section 4.1 outlines 

the research design and research method employed in this study. Section 4.2 describes 

the population, sampling strategy, and characteristics of the respondents. Section 4.3 

details the development of the research instrument and the operationalization of the 

study variables. Section 4.4 discusses the pilot study conducted to ensure clarity and 

validity of the instrument prior to full-scale data collection. Section 4.5 explains the 

procedures undertaken in collecting data. Section 4.6 elaborates on the data analysis 

techniques utilized in this research. Section 4.7 provides a summary of the chapter. 

 
 

4.1 RESEARCH DESIGN AND RESEARCH METHOD 
 

This study employs primary data as its main source of information, collected through 

a structured questionnaire survey. The questionnaire survey serves as the principal 

research instrument and consists of a series of standardized questions or statements 

designed to elicit responses directly from participants regarding their perceptions, 

attitudes, and behaviors (Young, 2016). This method was chosen as it allows systematic 

investigation of factors influencing integrity among public sector accountants in 

Malaysia, providing empirical evidence to test the proposed hypotheses. 

 

The use of a questionnaire survey offers several methodological advantages. 

First, it facilitates the collection of data from a large number of respondents within a 

relatively short period, which enhances efficiency and enables comprehensive statistical 

analysis (Young, 2016). Second, it allows for wide geographical coverage, making it 

particularly suitable for a population distributed across all states in Malaysia (Das, 
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2024). Third, structured questionnaires ensure standardization of responses, which 

improves reliability and comparability of data while reducing researcher bias 

(Estremera, 2024). Additionally, pre-validated questions adapted from prior studies can 

be incorporated into the survey, enhancing construct validity and simplifying the data 

coding and analysis process (Young, 2016). 

 

Despite these advantages, questionnaire surveys have limitations. Structured 

items may restrict respondents’ ability to elaborate or clarify their answers, potentially 

limiting the depth of the data (Dalati & Gomez, 2018). Moreover, non-response bias 

can occur if certain segments of the population fail to participate, which may affect the 

representativeness of the findings (Patten, 2017). These limitations were mitigated 

through careful questionnaire design, clear instructions, and follow-up communications 

to maximize response rates. 

 

The respondents for this study were public sector accountants working in the 

Accountant General’s Department of Malaysia, covering all federal and state branches. 

Given the geographically dispersed nature of this population, the questionnaire survey 

method was considered the most practical and effective means of data collection (Dalati 

& Gomez, 2018). It allowed the researcher to reach participants efficiently, ensure 

standardized responses, and collect data suitable for statistical analysis.  

 

In conclusion, the questionnaire survey method aligns with the objectives of this 

study by providing a reliable, efficient, and replicable approach for examining the 

relationships among ethical climate, professional commitment, corporate ethical value, 

emotional intelligence, and integrity. Its adoption ensures that the data collected are 

suitable for quantitative analysis using advanced statistical techniques such as Partial 

Least Squares Structural Equation Modeling (PLS-SEM), which enables the rigorous 

testing of the hypothesized relationships.  

 
 

4.2 RESPONDENTS OF THE STUDY 
 
The respondents for this survey are the public sector accountants working at the 

Accountant General's Department (AGD) of Malaysia, including both state and branch 
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levels across the country. AGD has a total of 24 branches. Each of the 13 states in 

Malaysia; Perlis, Penang, Kedah, Perak, Kelantan, Terengganu, Pahang, Selangor, 

Negeri Sembilan, Melaka, Johor, Sabah, and Sarawak hosts an AGD state branch. 

Additionally, Sabah and Sarawak each have several sub-branches. In Sabah, the 

branches are located in Labuan, Sandakan, Tawau, and Keningau, while Sarawak has 

branches in Sri Aman, Sibu, Miri, Limbang, Sarikei, Kapit, and Bintulu. Based on the 

AGD directory as of June 2025, the total population of public sector accountants in 

Malaysia is 1137 officers. Due to large population size, a sample was drawn from the 

target population. Thus, findings are generalizable to the population within study 

limitations. 

 
 
4.3 RESEARCH INSTRUMENT 

 
The questionnaire used in this study was adapted from previous works by many authors. 

For the factor influencing integrity research by Victor & Cullen (1988), Cullen & Victor 

(1993), Ismail & Rasheed, (2019), Hunt, Wood, & Chonko, (1989), Blau, (1999) and  

for the type integrity by Zahari, Said, & Arshad, (2019). The survey is divided into two 

parts (Part A and Part B), spanning four pages. General instructions are provided to 

guide respondents to answer all questions, with more detailed instructions given in each 

section to help them understand how to respond. 

 

Part A consists of eight questions related to demographic information, including 

gender, age, work experience in the accounting field, tenure with the current 

organization, highest level of education, professional affiliations, current position or 

grade, and organizational level. Part B of the survey instrument covers the variables 

tested in the study which include ethical climate, professional commitment, corporate 

ethical values, emotional intelligence and integrity level. 

 

The first factor assessed in this study is the ethical climate. The Ethical Climate 

Questionnaire (ECQ), developed by Victor and Cullen (1988), was used to measure five 

types of ethical climates: caring, law and code, rules, instrumental, and independence. 

The explanation for each. The instrument consists of 26 items.  
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The statements that measure the instrumental ethical climate type include "In 

this company, people are mostly out for themselves," "There is no room for one’s 

personal morals or ethics in this company," "People are guided by their personal 

ethics.", "People are expected to do anything to further the company’s interests," "Work 

is considered sub-standard only when it harms the company’s interests," "People are 

concerned with the company’s interests to the exclusion of others." , "The major 

responsibility for people in this company is to consider efficiency," "The most efficient 

way is always the right way in this company," and "Each person is expected, above all, 

to work efficiently." 

 

The statements that measure the caring ethical climate type include "In this 

company, people look out for each other’s well-being,”, “Our major concern is always 

what is best for the other person.”, “ The most important concern is the good of all 

people in the company,” , “Our major consideration is what is best for everyone in the 

company.”, "It is expected that you will always do what is right for the customer and 

the public." The independence ethical climate type is represented by the following 

statements: "People are expected to follow their own personal moral beliefs," "Each 

person in this company decides for themselves what is right and wrong," "The most 

important consideration is each person’s sense of right and wrong." 

 

The statements that measure the rule ethical climate type include "Everyone is 

expected to stick to company rules and procedures," "Successful people in this company 

follow the book," "It is very important to strictly follow the company’s rules and 

procedures." Finally, the statements that measure the law and codes ethical climate type 

are "People are expected to comply with the law and professional standards above all 

other considerations," "People are expected to strictly follow legal or professional 

standards," "The law or ethical code of the profession is the major consideration." 

 

The second factor, professional commitment, refers to the level of dedication to 

the accounting profession. This factor was measured using five items developed by Blau 

(1999). These items include: "If I could get another job other than being an accountant, 

and get paid the same amount of money, I would probably take it," "I definitely want a 

career for myself in accounting," "If I could do it all over again, I would still choose to 



   
 

 45 

work in the accounting profession," "I would recommend a career in accounting to 

others," and "I am disappointed that I ever entered the accounting profession." 

 

The third factor examined in this study is ethical corporate values. This construct 

was measured using five questionnaire items developed by Hunt, Wood, and Chonko 

(1989). These items assess employees’ perceptions of the extent to which ethical 

standards are embedded within the organisation’s leadership practices and enforcement 

mechanisms. The questionnaire statements include: "Managers in my organization often 

engage in behaviors I consider to be unethical," "To succeed in my organization, it is 

often necessary to compromise one’s ethics," "Top management in my organization has 

made it clear that unethical behaviors will not be tolerated," "If a manager in my 

organization is discovered to have engaged in unethical behavior that results in 

primarily personal gain (rather than organizational gain), they will be promptly 

reprimanded," and "If a manager in my organization is discovered to have engaged in 

unethical behavior that results in primarily organizational gain (rather than personal 

gain), they will be promptly reprimanded." 

 

The fourth factor is emotional intelligence. Emotional intelligence was 

measured using 16 questionnaire items adapted from Law, Wong, & Song (2004). These 

items are: "I have a good sense of why I have certain feelings most of the time," "I have 

a good understanding of my own emotions," "I really understand what I feel," "I always 

know whether or not I am happy," "I can always tell how my friends are feeling from 

their behaviors," "I am a good observer of others’ emotions," "I am sensitive to the 

feelings and emotions of others," "I have a good understanding of the emotions of 

people around me," "I always set goals for myself and try my best to achieve them," "I 

always tell myself I am a competent person," "I am a self-motivated person," "I 

encourage myself to always try my best," "I am able to control my temper to handle 

difficulties rationally," "I am capable of controlling my emotions," "I can always calm 

down quickly when I am very angry," and "I have good control over my own emotions." 

 

Respondents were required to indicate their level of agreement with each 

statement using a seven-point Likert scale ranging from 1 (Strongly Disagree) to 7 

(Strongly Agree). The study employed a 7-point Likert scale because it provides greater 

sensitivity and variability in responses, allowing respondents to express their 
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perceptions more precisely compared to 3-point or 5-point scales. Previous studies have 

also suggested that a 7-point Likert scale improves reliability and captures finer 

distinctions in attitudes and perceptions without overwhelming respondents (Chew Har 

et al., 2016 and 2022) 

 

 
4.4 PILOT STUDY 
 
The pilot study was conducted to refine and validate the questionnaire prior to its 

distribution to the actual respondents. The primary objective was to ensure the clarity, 

accuracy, and alignment of the instrument with the research objectives. In addition, the 

pilot test aimed to identify potential ambiguities, structural weaknesses, or contextual 

inconsistencies in the questionnaire items. 

 

The pilot study involved six lecturers from the Department of Accounting at the 

International Islamic University Malaysia (IIUM), one PhD candidate in accounting 

from Universiti Teknologi Malaysia (UTM), and one public sector accountant at the 

federal level. These participants were selected due to their academic expertise and 

practical experience in the accounting field, which enabled them to provide informed 

and constructive feedback on the instrument. 

 

Although the pilot study was a limited pre-test, it generated valuable insights. 

Feedback from the participants resulted in several revisions to improve wording clarity, 

eliminate ambiguities, and enhance the contextual relevance of certain items. These 

refinements strengthened both the face validity and content validity of the questionnaire 

(Matimbwa & Ringo, 2025). 

 

The suggestions and recommendations obtained from the pilot participants were 

incorporated into the final version of the instrument. Furthermore, the finalized 

questionnaire was refined through consultation and discussion with the research 

supervisors to ensure methodological rigor and conceptual alignment with the study 

framework (Matimbwa & Ringo, 2025). The finalized questionnaire used in this study 

is presented in Appendix III. 
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4.5 DATA COLLECTION PROCEDURES 

 
Prior to distributing the questionnaire, an official email was sent to the Accountant 

General of Malaysia to obtain permission to administer the survey to public sector 

accountants within the AGD. The email included an official letter on the letterhead of 

the International Islamic University Malaysia (IIUM), together with a copy of the 

questionnaire. 

 

An email was subsequently sent to obtain the relevant contact details to facilitate 

communication and ensure accurate dissemination of the questionnaire to the targeted 

respondents. The response provided the contact information of designated officers at 

the AGD headquarters in Putrajaya, who acted as focal persons in coordinating the 

distribution process to public sector accountants. In addition, AGD staff recommended 

seeking assistance from the corporate department to ensure wider distribution of the 

questionnaire to public sector accountants nationwide. 

 

Each distribution email included the approval email from the Accountant General 

(Appendix I) and a cover letter (Appendix II). The cover letter introduced the researcher, 

explained the academic purpose of the study, and informed respondents that their 

participation was entirely voluntary. Consent was implied through the respondents’ 

completion and submission of the questionnaire. Respondents were also assured that all 

information provided would be treated with strict confidentiality and anonymity, and 

that the data would be used solely for academic and research purposes. The email also 

specified the following guidelines: 

 

1. The questionnaire was to be completed within three weeks, with a specific 

deadline clearly stated. 

2. Respondents were required to complete the questionnaire using the provided 

Google Form link within the designated time frame. 

 

The survey link was subsequently distributed via email to public sector 

accountants across Malaysia. Several follow-up communications, including emails and 

messages to the designated contact persons, were conducted to enhance the response 

rate. These efforts were important to obtain a sufficient sample size to support robust 
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statistical analysis using PLS-SEM and to ensure adequate statistical power for 

examining the factors influencing integrity among public sector accountants.  

 
 
4.6 DATA ANALYSIS  

 

In this study, the Partial Least Squares Structural Equation Modelling (PLS-SEM) was 

employed as the data analysis tool by utilising Smart PLS-SEM software. This 

methodological approach was chosen because the major strength of the approach is the 

development of predictive models and its capacity to model complex associations of 

latent variables that are measured using several indicators (Henseler et al., 2009) . PLS-

SEM is especially suitable in this study because it does not require data normal 

distribution and strongly works with smaller samples, which suits the nature of the data 

collected in this study (Hair et al.,2014). 

 

The analysis was undertaken in two phases. First, to ascertain the validity and 

reliability of the constructs, the measurement model was evaluated. The assessment 

includes measuring internal consistency (composite reliability (CR), Cronbach’s 

Alpha), convergent validity (average variance extracted - AVE), and discriminant 

validity (Fornell-Larcker criterion and HTMT ratio).   

 

The structural model was then assessed to test the hypothesised relationship. This 

approach entails analysing the importance and the magnitude of the path coefficients 

(through bootstrap), predictive quality (R2 values) of the endogenous constructs. and 

the predictive relevance of the model (Q2) (Henseler et al., 2009).  

 

 
4.7 SUMMARY OF THE CHAPTER 
 
This chapter offers information on the research methodology used in carrying out the 

study. It contains use of a questionnaire survey to study integrity among public sector 

accountants in Malaysia, detailing the population, research instrument, pilot study, data 

collection procedure, and preliminary statistical analyses. It also describes the data 

analysis methods, including descriptive and regression analyses, used to examine the 
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factors affecting integrity. To analyse the data gathered, this study employed SMART 

PLS-SEM for statistical analysis. The following chapter provides a detailed analysis 

and discussion of the research findings. 
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CHAPTER FIVE 

FINDINGS AND DISCUSSION 

 
 
5.0 INTRODUCTION  

 
This chapter presented the empirical findings of the study on the factors influencing 

integrity among public sector accountants in Malaysia.  Section 5.1 presents the 

response rate and demographic profile of the respondents. Section 5.2 reports the 

descriptive statistics for the main study variables. Section 5.3 then presents the 

preliminary statistical tests conducted prior to hypothesis testing. Next, Section 5.4 

reports the PLS-SEM results including the assessment of the measurement model and 

structural model. Also, it discusses the findings in relation to prior studies and the 

theoretical framework of Hunt and Vitell (1986). Finally, Section 5.5 summarises the 

chapter. 

 

 

5.1 RESPONSE RATE AND DEMOGRAPHIC PROFILE OF RESPONDENTS 
 

Respondents in this study comprised public sector accountants from both federal and 

state offices of the Accountant General’s Department (AGD) of Malaysia. Based on the 

AGD directory as of June 2025, the total population of public sector accountants in 

Malaysia is 1137 officers. Following the distribution of the survey and several follow-

up communications, a total of 141 completed and usable questionnaires were received, 

representing a response rate of 12.4% based on the total population of public sector 

accountants. The response rate acceptable based on the research on UK and Spanish 

SME (Vessie, Thomas, & Oliver, 2000). Table 5.1 presents the respondents’ 

demographic profiles according to their gender, age, length of work experience in 

accounting and at the AGD, level of education attained, professional affiliation and 

current position. 
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Table 5.1 Demographic Profile of the Respondents 

 
Demographic information Categories Frequency  Percent  

Gender  Male  52 36.9 

Female  89 63.1 

Total 141 100 

Age  20-29 years  4 2.8 

30-39 years  33 23.4 

40-49 years  81 57.4 

50-60 years 23 6.3 

Total 141 100 

Working Experience in 

Accounting Field  
Less than 5 years  9 6.4 

5-10 years  14 9.9 

11-15 years  21 14.9 

16-20 years  49 34.8 

After 20 years 48 34.0 

Total 141 100 

Working Experience in Current 

Organisation  
Less than 5 years  58 41.1 

5-10 years  27 19.1 

11-15 years  25 17.7 

16-20 years  10 7.1 

After 20 years  21 14.9 

Total 141 100 

Highest Educational Qualification  Diploma  25 17.7 

Bachelors  92 65.2 

Masters  17 12.1 

Others  7 5.0 

Total 141 100 

Professional Qualification CPA  20 33.9 

ACCA  6 10.2 

MICPA  9 15.3 

CIMA  24 40.6 

Total 59 100 
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Organisation Level  Federal  133 94.3 

State  8 5.7 

Total 141 100 

   Current Position  Accountant  64 45.4 

Chief Accountant  20 14.2 

Director  18 12.8 

Assistant 

Director  

28 19.8 

Head Of Section  6 4.3 

State Treasurer  5 3.5 

Total 141 100 

 

 

Out of the 141 respondents, 89 (63.1%) were female and 52 (36.9%) were male, 

indicating that female officers constitute a larger proportion of the sample. In terms of 

age distribution, the majority of respondents were between 40 and 49 years old (57.4%), 

followed by those aged 30 to 39 years (23.4%). Respondents aged 50 to 60 years 

accounted for 16.3%, while only 2.8% were between 20 and 29 years old. This suggests 

that most respondents are mid-career professionals with considerable work experience.  

 

Consistent with this, the working experience of respondents in the accounting 

field shows that 34.8% had between 16 and 20 years of experience, while 34.0% had 

more than 20 years of experience. Meanwhile, 14.9% had 11 to 15 years of experience, 

9.9% had 5 to 10 years, and 6.4% had less than five years of experience. In terms of 

working experience within their current organisation, 41.1% of the respondents had 

served for less than five years, followed by 19.1% with 5 to 10 years, 17.7% with 11 to 

15 years, 14.9% with more than 20 years, and 7.1% with 16 to 20 years of service.  

 

Regarding educational qualifications, the largest proportion of respondents held 

a Bachelor’s degree (65.2%), diploma holders (17.7%), and respondents with a Master’s 

degree (12.1%), while 5.0% reported other qualifications. In terms of professional 

qualification, respondents were affiliated with recognised professional bodies such as 

CIMA (40.6%), CPA (33.9%), MICPA (15.3%), and ACCA (10.2%).  
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Most respondents were from the federal level (94.3%), while only 5.7% were 

from the state level. In terms of current position, the largest group of respondents were 

Accountants (45.4%), followed by Assistant Directors (19.8%), Chief Accountants 

(14.2%), Directors (12.8%), Heads of Section (4.3%), and State Treasurers (3.5%). 

Overall, the demographic profile indicates that the respondents largely consist of 

experienced and professionally qualified public sector accountants occupying various 

levels of responsibility within the organisation, suggesting that the sample is appropriate 

for providing informed perspectives on issues related to integrity within the public 

sector accounting environment. 

 

 

5.2 PRELIMINARY STATISTICAL ANALYSIS  
 

Preliminary statistical analysis was conducted to examine the suitability and quality of 

the data prior to performing further statistical analyses. Three preliminary tests were 

performed, namely the reliability test using Cronbach’s Alpha, the normality test, and 

the multicollinearity test. The results of these tests are discussed in the following 

subsections. 

 

 

5.2.1 Cronbach’s Alpha Test 

 
To ensure the reliability of the data collected, the Cronbach’s Alpha test was conducted. 

This test assesses the internal consistency of responses for each set of measurement 

items among the respondents. According to Taber (2018), a Cronbach’s alpha value of 

0.70 or above is generally considered acceptable and indicates satisfactory reliability of 

the measurement scale. 

 

The results of the Cronbach’s Alpha test for each variable in this study are 

summarized in Table 5.2. The reliability test results indicate strong internal consistency 

across all measured constructs. Ethical climate, professional commitment, and 

corporate ethical value recorded Cronbach’s alpha values of 0.842, 0.842, and 0.817 

respectively, all of which fall within the acceptable range and demonstrate reliable 
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measurement of these constructs with minimal random error (Taber, 2018; Tavakol & 

Dennick, 2011). 

 

Emotional Intelligence shows an exceptionally high Cronbach’s alpha value of 

0.955, indicating very high internal consistency among the items measuring this 

construct. Similarly, the Integrity (dependent variable) construct recorded a Cronbach’s 

alpha value of 0.926, which also exceeds the recommended threshold of 0.70 (Taber, 

2018; Tavakol & Dennick, 2011). This confirms that the items used to measure integrity 

demonstrate strong reliability and internal consistency. The detailed results of the 

reliability test are presented in Table 5.2. 

 

 

Table 5.2 Reliability Statistics 

 
Variables Cronbach’s Alpha Number of items 

Integrity  0.842 26 

Ethical climate 0.842 3 

Professional Commitment 0.817 3 

Corporate ethical value 0.955 16 

Emotional intelligence 0.926 15 

 
 
5.2.2 Normality Test 

 
The normality test was conducted to examine whether the data follow a normal 

distribution prior to performing further statistical analyses. Assessing normality 

provides an indication of the distribution pattern of the dataset and determines the 

appropriate statistical techniques to be applied (Shukla, 2016). The normality of the data 

can be evaluated by examining skewness and kurtosis values, which describe the 

symmetry and peakedness of the data distribution respectively (Kim, 2013). 

 

According to Black, Babin, and Anderson (2010), skewness values between -

1.0 and +1.0 and kurtosis values close to zero indicate that the data are approximately 

normally distributed. In addition to skewness and kurtosis, statistical tests such as the 
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Kolmogorov-Smirnov and Shapiro-Wilk tests are commonly used to assess data 

normality. If the significance value of these tests is below 0.05, the null hypothesis of 

normality is rejected, indicating that the data are not normally distributed (Kim, 2013). 

The results of the normality tests conducted on the five variables: Ethical Climate, 

Professional Commitment, Corporate Ethical Value, Emotional Intelligence, and 

Integrity (DV), indicate that the data do not follow a normal distribution. Both the 

Kolmogorov-Smirnov and Shapiro-Wilk tests produced significant p-values (p < 0.05) 

for all variables, suggesting a deviation from normality. 

 

Specifically, Ethical Climate recorded a Kolmogorov-Smirnov statistic of 0.297 

and a Shapiro-Wilk statistic of 0.808. Professional Commitment showed a Kolmogorov-

Smirnov statistic of 0.228 and a Shapiro-Wilk statistic of 0.895. Similarly, Corporate 

Ethical Value, Emotional Intelligence, and Integrity (DV) also displayed significant 

deviations from normality based on their respective statistics. These findings indicate 

that the assumption of normality is not satisfied. In this study, the Kolmogorov-Smirnov 

test was used as the primary indicator of normality. As shown in Table 5.3, the 

significance values for all variables were 0.000, confirming that the data are not 

normally distributed. However, this issue does not pose a major concern for the present 

study. According to the Central Limit Theorem, when the sample size exceeds 30, the 

sampling distribution of the mean tends to approximate normality regardless of the 

distribution of the data (Field, 2013). Since the sample size in this study is 141, the data 

can still be analysed using parametric statistical techniques such as multiple regression 

analysis.  

 
 

Table 5.3 Tests of Normality 

 

 

Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Ethical Climate 0.297 141 0.000 0.808 141 0.000 

Professional 

Commitment 

0.228 141 0.000 0.895 141 0.000 

Corporate Ethical 

Value 

0.220 141 0.000 0.886 141 0.000 
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Emotional 

Intelligence 

0.274 141 0.000 0.856 141 0.000 

Integrity (DV) 0.253 141 0.000 0.870 141 0.000 

 

 

 
5.2.3 Multicollinearity Test 
 
The multicollinearity test was conducted to determine whether the independent 

variables in the study are highly correlated with one another. Multicollinearity occurs 

when two or more independent variables are strongly correlated, which may distort the 

estimation of regression coefficients and affect the interpretation of the regression 

model (Shrestha, 2022).  

 

Multicollinearity can be assessed using two main indicators, namely the 

Tolerance value and the Variance Inflation Factor (VIF). Tolerance measures the 

proportion of variability in an independent variable that is not explained by other 

predictors in the model. A tolerance value below 0.10 indicates a potential 

multicollinearity problem. Meanwhile, the Variance Inflation Factor (VIF) indicates 

how much the variance of a regression coefficient is inflated due to multicollinearity. A 

VIF value exceeding 10 suggests the presence of serious multicollinearity. The results 

of the multicollinearity test are presented in Table 5.4. The tolerance values for all 

independent variables: Ethical Climate, Professional Commitment, Corporate Ethical 

Value, and Emotional Intelligence—are greater than 0.10, indicating that the variables 

do not exhibit high correlations with one another. Additionally, the VIF values for all 

variables are well below the threshold value of 10.0. These results confirm that 

multicollinearity is not present among the independent variables in this study. 

Therefore, the assumption of multicollinearity is not violated, and all independent 

variables can be included in the regression model to examine their influence on the 

dependent variable. 
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Table 5.4 Multicollinearity Test 

 
Variables Collinearity Statistics 

Tolerance VIF 

Ethical climate 0.763 1.310 
Professional commitment 0.839 1.192 
Corporate ethical value 0.886 1.129 

Emotional intelligence 0.677 1.477 

 

 

5.3 DESCRIPTIVE STATISTICS 

 
This section presents the descriptive statistics of the survey data collected from 141 

public sector accountants. The purpose of this analysis is to provide an initial overview 

of the variables examined in this study and to describe the general perceptions of 

respondents regarding the factors influencing integrity within their organisations. The 

descriptive analysis is based on the mean scores and standard deviations of the 

variables, which provide information on the central tendency and dispersion of the 

responses.  

 

Table 5.5 presents the mean and standard deviation values for all variables 

included in the study. A seven-point Likert scale was employed to measure all 

constructs, ranging from 1 (“strongly disagree”) to 7 (“strongly agree”). The mean 

values indicate the general level of agreement among respondents regarding each 

construct, while the standard deviation values reflect the variability of responses within 

the sample. The results in Table 5.5 indicate that respondents generally reported 

moderate perceptions across all constructs. Among the variables, corporate ethical value 

recorded the highest mean score (M = 4.196, S.D = 1.205), suggesting that respondents 

moderately perceive their organisations as promoting ethical values through leadership 

practices and organisational policies. This was followed by ethical climate (M = 3.995; 

S.D = 0.647), which reflects respondents’ perceptions of the ethical environment within 

their organisations. 
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Table 5.5 Mean and Standard Deviation 

 
 

  
Mean 

(N = 141) 
Std. 

Deviation 

Ethical Climate  3.995 0.647 

Professional Commitment  3.557 0.755 

Corporate Ethical Value  4.196 1.205 

Emotional Intelligence  3.633 1.559 

Integrity   3.490 1.514 

 

 

The mean scores for Emotional Intelligence (M = 3.633; S.D = 1.559) and 

Professional Commitment (M = 3.557; S.D = 0.755) indicate moderate levels of 

agreement among respondents regarding their emotional awareness and attachment to 

their profession. Meanwhile, the dependent variable, Integrity (M = 3.490; S.D = 

1.514), recorded the lowest mean value among the constructs, suggesting a relatively 

moderate level of perceived integrity among the respondents. 

 

 

5.4 EVALUATION OF PLS-SEM RESULTS 
 
The present study employed a two-stage procedure consisting of (a) the evaluation of 

the measurement model and (b) the evaluation of the structural model (Hair et al., 2014; 

Henseler et al., 2009). 
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5.4.1 Measurement Model 

 
 

Figure 5.1 Measurement Model 

 

 

 

 

Figure 5.1 illustrates the PLS-SEM construct used based on this study’s independent 

and dependent variables. The results for every analysis are discussed in depth below. 

 

As mentioned in Chapter 4, the first step is the measurement model to check this 

study’s validity and reliability. The analysis was conducted using PLS-SEM and 

evaluated three key aspects: internal consistency reliability, convergent validity, and 

discriminant validity. 

 

First, the internal consistency reliability assessed how the items within a single 

construct measure the same concept. Two measures were employed to assess reliability, 

namely Cronbach’s alpha and composite reliability, as shown in Table 5.6.  

 

For Cronbach’s Alpha and composite reliability, values more than 0.70 are 

acceptable (Hair et al.,2014). Based on the table, the value for this study is more than 
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0.70. The Cronbach’s Alpha values range from 0.795 (IND) to 0.958 (IV), all of which 

are well above the 0.70 threshold. The CR (rho_c) values range from 0.880 (IND) to 

0.963 (IV), also significantly exceeding the required minimum. All variable constructs 

in this study are highly reliable and exhibit strong internal consistency. This finding 

indicates that the questionnaire items for each construct are consistently measuring the 

same underlying concept. 

 

 

Table 5.6 Validity and Reliability 

 
 Cronbach’s 

alpha  

Composite 

reliability 
(rho_a)  

Composite 

reliability 
(rho_c)  

Average 

variance 
extracted 

(AVE)  

CAR  0.901  0.901  0.924  0.669  

CEV  0.885  0.949  0.928  0.812  

EI  0.934  0.938  0.944  0.654  

IND  0.795  0.801  0.880  0.710  

INS  0.864  0.905  0.901  0.610  

IV  0.958  0.963  0.963  0.684  

LAC  0.817  0.818  0.892  0.733  

PC  0.886  0.886  0.929  0.814  

RUL  0.810  0.931  0.883  0.716  

CAR – caring ethical climate 

CEV – corporate ethical value 

EI – emotional intelligence 

IND – independence ethical climate 

INS – instrumental ethical climate 

IV – Integrity 

LAC – law and code ethical climate 

PC – professional commitment  

RUL – rule ethical climate 
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Convergent validity confirms that the items of a construct converge or share a 

high proportion of common variance. The key metric for this is the AVE. The AVE 

value is more than 0.50, which is acceptable. The lowest AVE is 0.610 (INS), and the 

highest is 0.814 (PC). The most significant dependent variable is the integrity value (IV) 

with AVE = 0.684, which indicates that the variance in its indicator items is explained 

by the construct itself, which is more than 68%. The measurement model has a high 

level of convergent validity. The finding in Table 5.7 implies that the items included in 

each construct have high and positive correlations and effectively represent the meaning 

that the construct is intended to be measured. 

 

 

Table 5.7 Fornell-Larcker Criterion 

 
Fornell-Larcker Criterion  

  CAR  CEV  EI  IND  INS  IV  LAC  PC  RUL  

CAR  0.818                          

CEV  0.446  0.901                       

EI  0.751  0.510  0.809                    

IND  0.598  0.238  0.599  0.843                 

INS  0.698  0.419  0.711  0.566  0.781              

IV  0.719  0.511  0.801  0.541  0.548  0.827           

LAC  0.679  0.478  0.786  0.476  0.587  0.754  0.856        

PC  0.760  0.411  0.739  0.466  0.704  0.569  0.625  0.902     

RUL  0.678  0.309  0.599  0.428  0.671  0.490  0.578  0.687  0.846  

 CAR – caring ethical climate 

CEV – corporate ethical value 

EI – emotional intelligence 

IND – independence ethical climate 

INS – instrumental ethical climate 

IV – Integrity 

LAC – law and code ethical climate 

PC – professional commitment  

RUL – rule ethical climate 
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Discriminant validity assures that one construct is different from other 

constructs in the model. In simple words, discriminant validity quantifies a phenomenon 

that is not quantifiable by other constructs. Two methods were used: the Fornell-Larcker 

Criterion and the Heterotrait-Monotrait Ratio (HTMT) 

 

This criterion requires that the square root of the AVE of a construct (shown in 

the diagonal) should be greater than its highest correlation with any other construct. For 

every construct, the diagonal value (0.818 for CAR value) is greater than the correlation 

coefficients in its corresponding row and column (CAR has the highest correlation, 

which is 0.760 with PC). This pattern holds true for all constructs. For example, the 

square root of the AVE for IV is 0.827, which is higher than its correlation with any 

other construct (the highest being 0.801 with EI). The model in Table 5.8 meets the 

Fornell-Larcker criterion, providing initial evidence of discriminant validity.  

 

 

Table 5.8 Heterotrait-Monotrait Ratio (HTMT) – List 

  
Heterotrait-Monotrait Ratio 

(HTMT) 

CEV <-> CAR 0.484 

EI <-> CAR 0.812 

EI <-> CEV 0.544 

IND <-> CAR 0.700 

IND <-> CEV 0.272 

IND <-> EI 0.687 

INS <-> CAR 0.786 

INS <-> CEV 0.476 

INS <-> EI 0.764 

INS <-> IND 0.669 

IV <-> CAR 0.771 

IV <-> CEV 0.524 

IV <-> EI 0.827 

IV <-> IND 0.608 
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IV <-> INS 0.570 

LAC <-> CAR 0.789 

LAC <-> CEV 0.540 

LAC <-> EI 0.899 

LAC <-> IND 0.584 

LAC <-> INS 0.660 

LAC <-> IV 0.843 

PC <-> CAR 0.853 

PC <-> CEV 0.460 

PC <-> EI 0.808 

PC <-> IND 0.561 

PC <-> INS 0.793 

PC <-> IV 0.615 

PC <-> LAC 0.734 

RUL <-> CAR 0.767 

RUL <-> CEV 0.372 

RUL <-> EI 0.650 

RUL <-> IND 0.508 

RUL <-> INS 0.775 

RUL <-> IV 0.518 

RUL <-> LAC 0.663 

RUL <-> PC 0.784 

 

 

The criterion is regarded as a more robust assessment of discriminant validity. 

An HTMT value below 0.90 indicates that two constructs are distinct. The majority of 

HTMT values are below the 0.90 threshold. Nevertheless, some values are very close 

to or slightly above 0.90, which requires attention, such as LAC <-> EI: 0.899 

(Extremely close to the threshold, but acceptable), LAC <-> IV: 0.843 (Acceptable), 

and PC <-> CAR: 0.853 (Acceptable).  

 

The comprehensive evaluation of the measurement model confirmed its 

robustness and suitability for testing the structural model (path analysis). There are key 
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findings for this construct, namely high reliability, strong convergent validity, and 

satisfactory discriminant validity.  

 

First, all constructs were measured for high consistency and reliability 

(Cronbach’s Alpha and composite reliability > 0.70). Second, there was strong 

convergent validity because the items for each construct effectively converged to 

measure their intended concept (AVE > 0.5). Third, satisfactory discriminant validity 

indicated that the constructs, although sometimes highly correlated, were empirically 

distinct from one another, as confirmed by both the Fornell-Larcker and HTMT criteria. 

 

Therefore, the measurement model is valid and reliable. The significant path 

coefficients reported in the previous section (EI -> IV = 0.482, PC -> IV = -0.162) were 

based on a sound measurement instrument, lending credibility to the findings regarding 

the factors influencing integrity among public sector accountants in Malaysia. 

 

 

5.4.2 Structural Method 

 

Figure 5.2 presents the structural model assessed using Partial Least Squares Structural 

Equation Modelling (PLS-SEM) in SmartPLS. Following the assessment of the 

measurement model in the previous subsection, the structural model was examined to 

test the hypothesised relationships between the independent variables: emotional 

intelligence (EI), professional commitment (PC), corporate ethical value (CEV), and 

the five dimensions of ethical climate and the dependent variable, integrity. 
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Figure 5.2 Structural Method 

 

 

 

Bootstrapping analysis generated path coefficients (β), t-statistics, and p-values 

to assess the significance of each hypothesised relationship. The results are presented 

in Table 5.9. 

 

 

Table 5.9 Result Structural Method 

  
Original 

sample (O) 
Sample 

mean (M) 
Standard 
deviation 

(STDEV) 

T statistics 
(O/STDEV) 

p-
values 

CAR -> IV 0.320 0.321 0.100 3.204 0.001 

CEV -> IV 0.106 0.103 0.049 2.156 0.031 

EI -> IV 0.482 0.486 0.098 4.896 0.000 

IND -> IV 0.067 0.072 0.069 0.970 0.332 

INS -> IV -0.113 -0.118 0.103 1.096 0.273 

LAC -> IV 0.269 0.266 0.079 3.402 0.001 

PC -> IV -0.162 -0.161 0.080 2.023 0.043 

RUL -> IV -0.045 -0.045 0.079 0.573 0.567 
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Overall, the results in Table 5.9 indicate that five of the eight hypothesised 

relationships are statistically significant, comprising four significant positive 

relationships and one significant negative relationship, while the remaining three 

relationships are not significant. 

 

The findings indicate that H4 (EI>IV), which hypothesised that emotional 

intelligence positively influences integrity, is supported (β = 0.482, p < 0.001). 

Emotional intelligence shows the strongest positive relationship with integrity among 

all variables examined. This result suggests that individuals with higher emotional 

intelligence which is characterised by self-awareness, emotional regulation, empathy, 

and interpersonal sensitivity are more likely to demonstrate ethical behaviour and 

integrity in their professional roles. This finding is consistent with previous studies by 

Yong (2013) and Côté and Miners (2006), which emphasise the role of emotional 

intelligence in shaping ethical decision-making. Within the framework of Hunt and 

Vitell (1986), emotional intelligence can be interpreted as an important individual 

characteristic that influences ethical judgement and evaluation of consequences, thereby 

increasing the likelihood that individuals behave in accordance with ethical standards. 

This finding addresses RO 4 by demonstrating that emotional intelligence is a 

significant determinant of integrity among public sector accountants in Malaysia. 

 

The results further show that H1b (CAR>IV), which proposes that caring ethical 

climate positively influences integrity, is supported (β = 0.320, p = 0.001). This finding 

indicates that employees working in organisational environments characterised by 

mutual concern, cooperation, and trust are more likely to demonstrate integrity. A caring 

ethical climate encourages employees to consider the welfare of others when making 

decisions, thereby promoting ethical behaviour. This result is consistent with earlier 

studies such as Vardi (2001) and supports the argument that supportive organisational 

environments foster ethical conduct. In the context of Hunt and Vitell’s (1986) theory, 

a caring climate represents an organisational ethical context that shapes employees’ 

ethical evaluations by emphasising stakeholder welfare and collective responsibility. 
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Similarly, H1a (LAC>IV), which hypothesised that the law and code climate 

positively influences integrity, is also supported (β = 0.269, p = 0.001). This finding 

suggests that organisations that emphasise adherence to professional standards, laws, 

and ethical codes promote higher levels of integrity among employees. The presence of 

clear ethical guidelines provides employees with a framework for evaluating ethical 

dilemmas and encourages behaviour that aligns with professional expectations. This 

finding echoes the arguments of previous research highlighting the importance of 

ethical regulations and professional codes in guiding ethical behaviour. From the 

perspective of Hunt and Vitell (1986), such institutional norms provide strong ethical 

cues that influence ethical judgement and behavioural intentions. These findings on H1a 

and H1b collectively address RO1, which examine the influence of ethical climate 

dimensions on integrity among public sector accountants. 

 

The analysis also reveals that H3 (CEV>IV), which proposes that corporate 

ethical value positively influences integrity, is supported (β = 0.106, p = 0.031). 

Although the magnitude of the relationship is relatively smaller compared to other 

predictors, the result indicates that organisational commitment to ethical values 

contributes positively to employees’ integrity. Organisations that emphasise ethical 

leadership, ethical policies, and strong ethical culture create an environment that 

encourages employees to behave ethically. This finding is consistent with studies by 

Baker et al. (2006), Valentine et al. (2011), Lee (2020), and Vitell and Hidalgo (2006), 

which highlight the role of corporate ethical values in influencing employee behaviour. 

Within the Hunt and Vitell (1986) framework, corporate ethical values function as 

environmental influences that shape individuals’ ethical evaluations and reinforce 

ethical behavioural intentions. This result therefore fulfils RO3 by confirming the 

significant role of corporate ethical values in influencing integrity. 

 

In contrast, H2 (PC>IV), which hypothesised that professional commitment has 

a positive relationship with integrity, is not supported. The results indicate that the 

relationship between professional commitment and integrity is statistically significant 

but negative, which is opposite to the hypothesised direction (β = −0.162, p = 0.043). 

This finding suggests that higher levels of professional commitment may, in certain 

situations, be associated with lower levels of integrity. This counter intuitive result may 

indicate that strong loyalty to professional norms or occupational expectations could 
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sometimes lead individuals to prioritise professional goals over broader ethical 

considerations. Similar findings were reported by Karakoc (2016). However, this result 

contradicts studies by Tama et al. (2023), Rogosic and Perica (2023), Sanchez (2022), 

and Sukirman et al. (2023), which found that professional commitment tends to enhance 

ethical behaviour. From the perspective of Hunt and Vitell (1986), ethical behaviour 

results from the evaluation of competing influences. Professional norms may sometimes 

shape ethical judgement in ways that conflict with broader moral considerations, which 

may explain the negative association observed in this study. Accordingly, this finding 

addresses RO2 concerning the relationship between professional commitment and 

integrity. 

 

Meanwhile, the results indicate that H1c (RUL>IV) , H1d (INS>IV), and H1e 

(IND>IV) are not supported, as these relationships were not statistically significant. 

Specifically, rule climate (β = −0.045, p = 0.567), instrumental climate (β = −0.113, p 

= 0.273), and independence climate (β = 0.067, p = 0.332) did not significantly 

influence integrity. These findings suggest that internal organisational rules, self-

interest-oriented climates, and reliance on personal moral judgement alone may not 

strongly predict integrity within the context of Malaysian public sector accountants. 

Similar findings have been reported in earlier studies by Abdullah, Sulong, and Said 

(2014), Johari et al. (2020), and Peterson (2002). 

 

Overall, the structural model demonstrates that integrity among public sector 

accountants is influenced by a combination of individual capabilities and 

68rganizational ethical environments, which is consistent with the theoretical 

framework proposed by Hunt and Vitell (1986). Emotional intelligence emerges as the 

most influential determinant of integrity, followed by caring climate and law and code 

climate, while corporate ethical values also play a significant supporting role. These 

results highlight that integrity is shaped not only by formal 68rganizational rules but 

also by interpersonal workplace environments and individual psychological 

competencies. The findings therefore reinforce the theoretical argument that ethical 

behaviour arises from the interaction between personal moral characteristics and 

68rganizational ethical contexts. Overall, the findings collectively address all four 

research objectives and corresponding research questions by demonstrating that 
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integrity among public sector accountants is influenced by both organisational ethical 

environments and individual characteristics. 

 

Table 5.10 summarises the results of the hypothesis testing based on the 

structural model analysis. 

 

 

Table 5.10 Summary of the Hypothesis Testing Results 

 
Research 
Objective (RO) 

Hyphothesis Statement Result 

RO1: To examine 

the influence of 

ethical climate on 

integrity among 

public sector 

accountants. 

H1a 

  

Law and code ethical 

climate is positively 

associated with the 

integrity of public 

sector accountants. 

Supported 

  H1b Caring ethical climate 

is positively associated 

with the integrity of 

public sector 

accountants. 

Supported 

  H1c Rules ethical climate is 

positively associated 

with the integrity of 

public sector 

accountants. 

Not Supported 

  H1d Instrumental ethical 

climate is negatively 

associated with the 

integrity of public 

sector accountants. 

Not Supported 
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  H1e Independence ethical 

climate is positively 

associated with the 

integrity of public 

sector accountants. 

Not Supported 

RO2: To examine 

the influence of 

professional 

commitment on 

integrity among 

public sector 

accountants. 

H2 Professional 

commitment is 

positively associated 

with the integrity of 

public sector 

accountants. 

Not Supported 

RO3: To examine 

the influence of 

corporate ethical 

values on integrity 

among public sector 

accountants. 

H3 Corporate ethical 

values are positively 

associated with the 

integrity of public 

sector accountants. 

Supported 

RO4: To examine 

the influence of 

emotional 

intelligence on 

integrity among 

public sector 

accountants. 

H4 Emotional intelligence 

is positively associated 

with the integrity of 

public sector 

accountants. 

Supported 

 

 
5.5 SUMMARY OF THE CHAPTER  
 
This chapter presented the empirical findings of the study on the factors influencing 

integrity among public sector accountants in Malaysia. The analysis began with the 

presentation of the response rate and demographic profile of the respondents, followed 

by descriptive statistics of the main study variables. Preliminary statistical tests were 
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then conducted to ensure that the data satisfied the necessary assumptions prior to 

hypothesis testing. Subsequently, the PLS-SEM analysis using SmartPLS was 

performed to evaluate both the measurement model and the structural model. The 

measurement model assessment confirmed the reliability and validity of the constructs, 

while the structural model analysis examined the hypothesised relationships between 

emotional intelligence, professional commitment, corporate ethical values, ethical 

climate dimensions, and integrity. The findings were also interpreted in relation to prior 

studies and the theoretical framework of Hunt and Vitell (1986). The next chapter 

summarises the findings, discusses the implications of the study, outlines its limitations, 

and provides recommendations for future research before concluding the study.  
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CHAPTER SIX 

CONCLUSION 

 
 
6.1 INTRODUCTION 
 
This chapter serves as the concluding part of the study, synthesizing the key findings 

to provide a definitive summary of the research. It outlines the practical 

recommendations derived from the results for relevant stakeholders, including the 

Accountant General's Department, policymakers, and accounting professionals. The 

chapter also acknowledges the study's limitations and suggests avenues for future 

research, concluding with final remarks on the overall investigation into factors 

influencing integrity among Malaysian public sector accountants. 

 
 
6.2 SUMMARY OF RESEARCH FINDINGS 
 

This study was conducted to examine the factors influencing integrity among public 

sector accountants in Malaysia. Guided by Hunt and Vitell’s (1986) General Theory of 

Marketing Ethics, the study investigated how ethical climate, professional 

commitment, corporate ethical values, and emotional intelligence influence integrity 

within the public sector accounting environment. 

 

A quantitative research design was adopted, and data were collected through a 

structured questionnaire distributed to public sector accountants working at both 

federal and state offices of the Accountant General’s Department (AGD) of Malaysia. 

A total of 141 responses were obtained and analysed using descriptive statistics and 

Partial Least Squares Structural Equation Modelling (PLS-SEM) through SmartPLS. 

 

Overall, four hypotheses were supported while the remaining hypotheses were 

not supported. Specifically, H1a (law and code ethical climate), H1b (caring ethical 

climate), H3 (corporate ethical values), and H4 (emotional intelligence) were 
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supported. In contrast, H1c (rules ethical climate), H1d (instrumental ethical climate), 

H1e (independence ethical climate), and H2 (professional commitment) were not 

supported.  

 

The findings indicate that integrity among public sector accountants is 

influenced by both individual characteristics and organisational ethical environments. 

Among the variables examined, emotional intelligence emerged as the most influential 

determinant of integrity, suggesting that personal competencies such as self-awareness, 

emotional regulation, and empathy play an important role in guiding ethical judgement 

and behaviour in the workplace. 

 

The results also highlight the significance of certain dimensions of ethical 

climate in shaping integrity. Ethical climates characterised by law and code orientation 

and caring values were found to have a positive and significant relationship with 

integrity. These findings suggest that organisational environments that emphasise 

compliance with legal and professional standards, as well as concern for the well-being 

of others, are more likely to encourage ethical behaviour among public sector 

accountants. 

 

In addition, corporate ethical values were found to have a positive and 

significant relationship with integrity. This result indicates that organisations that 

actively promote strong ethical values, ethical leadership, and ethical policies are more 

likely to foster integrity among their employees. However, compared to emotional 

intelligence and certain ethical climate dimensions, the influence of corporate ethical 

values was relatively smaller. 

 

Interestingly, the findings also reveal that professional commitment has a 

significant but negative relationship with integrity, which is contrary to the 

hypothesised direction. This suggests that stronger attachment to professional roles or 

norms may sometimes create tensions between professional expectations and broader 

ethical considerations. This unexpected finding highlights the complex nature of 

professional commitment in influencing ethical behaviour. 
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Furthermore, several ethical climate dimensions namely rules climate, 

instrumental climate, and independence climate were not found to have a significant 

influence on integrity in this study. This indicates that not all organisational ethical 

climates contribute equally to promoting ethical behaviour among public sector 

accountants. 

 
 
6.3 IMPLICATIONS OF THE STUDY 
 

The findings of this study provide several important implications for public sector 

organisations, professional accounting bodies, policymakers, and future research on 

integrity in the accounting profession. First, the findings have important implications 

for public sector organisations, particularly the Accountant General’s Department 

(AGD) of Malaysia and other government agencies responsible for financial 

management. As emotional intelligence emerged as the strongest predictor of integrity, 

organisations should consider incorporating emotional intelligence competencies into 

recruitment, training, and promotion processes for accounting personnel. In addition 

to evaluating technical knowledge and professional qualifications, organisations may 

include assessments related to empathy, emotional regulation, ethical sensitivity, and 

interpersonal skills in their selection and professional development practices. 

Strengthening these competencies may help cultivate accountants who are better 

equipped to handle ethical dilemmas and make responsible decisions in complex 

organisational environments. 

 

Second, the study highlights the importance of cultivating supportive ethical 

climates within public sector organisations. The findings indicate that caring and law-

and-code climates play a significant role in promoting integrity. Therefore, 

organisations should actively foster a caring climate by encouraging supportive 

leadership, collaboration, mutual respect, and shared responsibility among employees. 

At the same time, organisations should strengthen a law-and-code climate by ensuring 

that legal requirements, professional standards, and ethical guidelines are clearly 

communicated and consistently enforced. Rather than relying solely on rigid 

procedural controls, organisations should aim to build a culture of ethical responsibility 

that combines principled compliance with interpersonal trust. 
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Third, the findings suggest that corporate ethical values also contribute to 

strengthening integrity within organisations. This implies that ethical values should not 

merely be articulated in formal policies or mission statements but must be consistently 

demonstrated through leadership behaviour and organisational practices. Senior 

management plays a crucial role in modelling ethical conduct and reinforcing ethical 

expectations through decision-making processes, performance evaluation systems, and 

reward mechanisms. When ethical values are embedded in organisational culture and 

leadership practices, employees are more likely to internalise and uphold ethical 

standards. 

 

Fourth, the study provides important implications for professional accounting 

bodies and educational institutions. The results indicate that integrity is influenced not 

only by professional knowledge but also by personal ethical competencies. Therefore, 

ethics education and professional training programmes should move beyond focusing 

solely on rules and professional codes. Accounting education and continuing 

professional development programmes should incorporate components that develop 

emotional intelligence, ethical awareness, and ethical decision-making skills. Training 

modules that simulate real-world ethical dilemmas and encourage reflective thinking 

may help accountants develop stronger ethical judgement and resilience when facing 

professional pressures. 

 

Another important implication concerns the unexpected negative relationship 

between professional commitment and integrity. This finding suggests that strong 

professional commitment may sometimes create tensions between professional 

expectations and broader ethical considerations. Professional accounting bodies may 

therefore need to encourage critical reflection on the ethical responsibilities of 

accountants, particularly with regard to balancing professional loyalty with the broader 

public interest. Ethics education and professional dialogue should address potential 

conflicts between professional norms, organisational expectations, and societal ethical 

standards. 

 

The findings also have implications for policymakers and public sector 

governance initiatives. The results suggest that effective integrity management systems 

should combine both structural and behavioural approaches. Policymakers and anti-



 
 

76 

corruption agencies should therefore support integrity programmes that integrate 

formal regulatory mechanisms, such as laws, codes, and internal controls, with 

developmental initiatives that strengthen ethical awareness, leadership integrity, and 

organisational culture. In addition, public sector organisations may benefit from 

periodically assessing their organisational ethical climate to identify areas where 

ethical culture can be further strengthened. 

 

Finally, this study offers several directions for future research. Future studies 

may adopt longitudinal research designs to examine how integrity and its influencing 

factors evolve over time within public sector organisations. In addition, qualitative 

approaches such as interviews or case studies could provide deeper insights into how 

public sector accountants experience and respond to ethical dilemmas in their 

professional roles. Future research may also replicate this study in different 

organisational contexts, such as other public sector agencies or private sector 

accounting and auditing firms, in order to examine the generalisability of the findings 

and to further explore the complex relationship between professional commitment and 

integrity. 

 

From a theoretical perspective, the findings of this study also extend the 

application of Hunt and Vitell’s (1986) General Theory of Marketing Ethics within the 

context of public sector accounting. The results demonstrate that ethical behaviour, as 

reflected through integrity, is influenced by the interaction between individual moral 

characteristics and organisational ethical environments. In particular, the strong 

influence of emotional intelligence highlights the importance of personal ethical 

competencies in shaping moral judgement, while the significance of caring and law-

and-code climates confirms the role of organisational norms and institutional structures 

in guiding ethical decision-making. These findings therefore reinforce the central 

proposition of Hunt and Vitell’s theory that ethical behaviour is not determined by a 

single factor but emerges from the combined influence of personal attributes and 

contextual organisational factors. 
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6.4 LIMITATIONS OF THE STUDY AND SUGGESTIONS FOR FUTURE 

STUDIES 
  
Although this study provides important insights into the factors influencing integrity 

among public sector accountants in Malaysia, several limitations should be 

acknowledged, which also provide directions for future research. 

 

First, the scope of the sample represents a limitation. The data were collected 

exclusively from accountants within the AGD of Malaysia, with the majority of 

respondents coming from federal-level offices. Specifically, 133 respondents (94.3%) 

were from the federal level, while only eight respondents (5.7%) represented state-

level offices. This imbalance means that the findings largely reflect the perspectives of 

federal-level public sector accountants and may not fully represent the views of 

accountants working at the state level or in other public sector organisations. Future 

research should therefore expand the sampling frame to include a broader and more 

balanced representation of public sector accountants across different ministries, 

government agencies, and state-level departments to enhance the generalisability of 

the findings and enable comparative analyses across organisational levels. 

 

Second, this study relied solely on a self-administered questionnaire to measure 

sensitive constructs such as integrity and ethical perceptions. Self-reported data may 

be subject to social desirability bias, whereby respondents provide answers that they 

perceive as socially acceptable rather than reflecting their actual beliefs or behaviours. 

Although several steps were taken to mitigate this issue, including assuring 

confidentiality and clarifying the academic purpose of the research, the possibility of 

bias cannot be eliminated. Future studies may therefore benefit from adopting mixed-

method research designs that combine quantitative survey techniques with qualitative 

approaches such as in-depth interviews or focus group discussions. Such approaches 

would provide richer insights into the contextual and organisational factors that 

influence ethical behaviour. 

 

Third, the cross-sectional design of this study represents another limitation. As 

the data were collected at a single point in time, the analysis is limited in its ability to 

establish causal relationships between the independent variables and integrity. While 
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PLS-SEM analysis can identify statistically significant relationships, these findings 

should be interpreted as associations rather than definitive causal effects. Future 

research may address this limitation by adopting longitudinal research designs that 

track changes in ethical climate, professional norms, or organisational practices over 

time, thereby providing stronger evidence regarding the causal development of 

integrity among public sector accountants. 

 

Finally, the operationalisation of variables in this study may also represent a 

limitation. The constructs derived from Hunt and Vitell’s (1986) theoretical framework 

such as cultural, organisational, industrial, and personal factors were represented 

through specific proxy variables in the research model. While these proxies were 

selected based on prior literature, alternative measures may capture these theoretical 

dimensions differently. Future research may therefore explore additional variables that 

could enrich the theoretical model, such as leadership style, perceived organisational 

support, religiosity, ethical orientation, or professional experience. Incorporating these 

variables may provide a more comprehensive understanding of the determinants of 

integrity within the public sector accounting environment. 

 
 
6.5 CONCLUSION 

 

In conclusion, this study contributes to the understanding of integrity within the 

Malaysian public sector by examining the influence of ethical climate, professional 

commitment, corporate ethical values, and emotional intelligence among public sector 

accountants. Guided by Hunt and Vitell’s (1986) General Theory of Marketing Ethics, 

the findings demonstrate that integrity is shaped by both individual characteristics and 

organisational ethical environments. These findings provide valuable insights for 

policymakers, professional bodies, and public sector organisations seeking to 

strengthen ethical governance and accountability in public financial management. 

Ultimately, enhancing integrity within the accounting profession requires not only 

strong regulatory frameworks but also the development of ethical organisational 

cultures and individual moral competencies. It is hoped that this study will serve as a 

useful reference for future research and contribute to ongoing efforts to strengthen 

integrity and ethical conduct within the public sector. 



   
 

 79 

REFERENCES 
 
 
Abd Aziz, M. A., Ab Rahman, H., Alam, M. M., & Said, J. (2015). Enhancement of the 

accountability of public sectors through integrity system, internal control system 
and leadership practices: A review study. Procedia Economics and Finance, 28, 
163-169. https://doi.org/10.1016/S2212-5671(15)01096-5  

 
Abdullah, A., Sulong, Z., & Said, R. M. (2014). An analysis on ethical climate and 

ethical judgment among public sector employees in Malaysia. Journal of Applied 
Business and Economics, 16(2), 133-142. 

 
Abraham, R. (2005). Emotional intelligence in the workplace: A review and synthesis. 

In Schulze, & R. Roberts, Emotional intelligence: An international handbook (pp. 
255 - 267). USA: Hogrefe & Huber. 

 
Adams, G. B., & Balfour, D. L. (2009). Unmasking administrative evil (3rd ed.). 

Routledge. https://doi.org/10.4324/9780429432293 
 
Al-Dmour, A. H., Abood, M., & Al-Dmour, H. H. (2019). The implementation of 

SysTrust principles and criteria for assuring reliability of AIS: empirical 
study. International Journal of Accounting & Information Management, 27(3), 
461-491. https://doi.org/10.1108/IJAIM-05-2017-0067 

 
Ambrose, M. L., Arnaud, A., & Schminke, M. (2008). Individual moral development 

and ethical climate: The influence of person–organization fit on job 
attitudes. Journal of business ethics, 77(3), 323-
333.  https://doi.org/10.1007/s10551-007-9352-1 

 
Ampofo, A., Mujtaba, B., Cavico, F., & Tindall, L. (2004). The relationship between 

organizational ethical culture and the ethical behavior of employees: A study of 
accounting and finance professionals in the insurance industry of United 
States. Journal of Business & Economics Research (JBER), 2(9). 
10.19030/jber.v2i9.2915 

 
Appelbaum, S. H., Deguire, K. J., & Lay, M. (2005). The relationship of ethical climate 

to deviant workplace behaviour. Corporate Governance: The International 
Journal Of Business in Society, 5(4), 43-55. 
https://doi.org/10.1108/14720700510616587 

 
Arifin, M. A., & Ahmad, A. H. (2022). Kepentingan budaya integriti dan etika kerja 

dalam organisasi di Malaysia: Suatu tinjauan umum. Malaysian Journal of 
Society and Space, 138 - 149. 10.15282/jgi.5.3.2022.7442 

 
Baker, T. L., Hunt, T. G., & Andrews, M. C. (2006). Promoting ethical behavior and 

organizational citizenship behaviors: The influence of corporate ethical 
values. Journal of Business Research, 59(7), 849-857. 
https://doi.org/10.1016/j.jbusres.2006.02.004 

 

https://doi.org/10.1016/S2212-5671(15)01096-5
https://doi.org/10.4324/9780429432293
https://doi.org/10.1108/IJAIM-05-2017-0067
https://psycnet.apa.org/doi/10.1007/s10551-007-9352-1
https://doi.org/10.19030/jber.v2i9.2915
https://doi.org/10.1108/14720700510616587
https://doi.org/10.15282/jgi.5.3.2022.7442
https://doi.org/10.1016/j.jbusres.2006.02.004


 
 

80 

Bakri, H. H. M., Said, J., & Abd Karim, Z. (2015). Case study on integrity among Royal 
Malaysian Police (RMP): an ethical perspective. Procedia Economics and 
Finance, 28, 121-125. 10.1016/S2212-5671(15)01090-4 

 
Balogun, M. J. (2003). Performance management and agency governance for African 

development: The search for common cause on excellence in the public service. 
African Development Review, 15(2–3), 459–478. https://doi.org/10.1111/j.1467-
8268.2003.00083.x 

 
Bernardi, R. A., Melton, M. R., Roberts, S. D., & Bean, D. F. (2008). Fostering ethics 

research: An analysis of the accounting, finance and marketing 
disciplines. Journal of Business Ethics, 82(1), 157-170. 10.1007/s10551-007-
9569-z 

 
Biel, A., & Thøgersen, J. (2007). Activation of social norms in social dilemmas: A 

review of the evidence and reflections on the implications for environmental 
behaviour. Journal of Economic Psychology, 28(1), 93-112. 
https://doi.org/10.1016/j.joep.2006.03.003 

 
Brinkmann, J. (2002). Business and marketing ethics as professional ethics. Concepts, 

approaches and typologies. Journal of Business Ethics, 41(1), 159-177. 
https://www.jstor.org/stable/25074913 

 
Brown, M. E., Treviño, L. K., & Harrison, D. A. (2005). Ethical leadership: A social 

learning perspective for construct development and testing. Organizational 
behavior and human decision processes, 97(2), 117-134. 
https://doi.org/10.1016/j.obhdp.2005.03.002 

 
Bulutlar, F., & Öz, E. Ü. (2009). The effects of ethical climates on bullying behaviour 

in the workplace. Journal of Business ethics, 86(3), 273-295. 10.1007/s10551-
008-9847-4 

 
Bunyan, J. (3 August 2020). Malaymail. Retrieved from 

https://www.malaymail.com/news/malaysia/2020/08/03/perak-works-dept-
assistant-accountant-jailed-12-months-fined-rm70000-for-fa/1890562 

 
Buttke, L., Schötteler, S., Seuring, S., & Ebinger, F. (2024). The German Supply Chain 

Due Diligence Act: impacts on sustainable supply chain management from a 
stakeholder perspective. Supply Chain Management: An International 
Journal, 29(5), 909-925. https://doi.org/10.1108/SCM-01-2024-0058 

 
Campbell, R., & Trotter, P. (2018). ICAEW. Retrieved from Public Money for the public 

good: https://www.icaew.com/-/media/corporate/files/about-icaew/what-we-
do/policy/public-finances/public-money-web.ashx?la=en 

 
Caudle, S. L., Gorr, W. L., & Newcomer, K. E. (1991). Key Information Systems 

Management Issues for the Public Sector1. MIS Quarterly, 15(2), 171-188. 
https://doi.org/10.2307/249378.  

 

https://doi.org/10.1016/S2212-5671(15)01090-4
https://doi.org/10.1111/j.1467-8268.2003.00083.x
https://doi.org/10.1111/j.1467-8268.2003.00083.x
https://doi.org/10.1007/s10551-007-9569-z?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1007/s10551-007-9569-z?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1016/j.joep.2006.03.003
https://www.jstor.org/stable/25074913
https://doi.org/10.1016/j.obhdp.2005.03.002
https://doi.org/10.1007/s10551-008-9847-4?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1007/s10551-008-9847-4?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://www.malaymail.com/news/malaysia/2020/08/03/perak-works-dept-assistant-accountant-jailed-12-months-fined-rm70000-for-fa/1890562
https://www.malaymail.com/news/malaysia/2020/08/03/perak-works-dept-assistant-accountant-jailed-12-months-fined-rm70000-for-fa/1890562
https://doi.org/10.1108/SCM-01-2024-0058
https://www.icaew.com/-/media/corporate/files/about-icaew/what-we-do/policy/public-finances/public-money-web.ashx?la=en
https://www.icaew.com/-/media/corporate/files/about-icaew/what-we-do/policy/public-finances/public-money-web.ashx?la=en
https://doi.org/10.2307/249378


   
 

 81 

Chew Har, L., Ismail, S. and Abdul Hamid, F. (2016). The Perceptions of Public Auditors on 
Performance Audit in Malaysia: An Exploratory Study.  Asian Review of 
Accounting, 24 (1), 90-104.  

 
Chew Har, L., Ismail, S. and Abdul Hamid, F. (2022). Ethical Work Climate and its 

Influence on Work-Related Ethical Behaviour Among the Malaysian Public Sector 
Auditors.  International Journal of Ethics and Systems, 38 (4), 720-740. 

 
Chizema, A., & Pogrebna, G. (2019). The impact of government integrity and culture 

on corporate leadership practices: Evidence from the field and the laboratory. The 
Leadership Quarterly, 30(5), 101303. 
https://doi.org/10.1016/j.leaqua.2019.101303 

 
Cohen, J. R., & Pant, L. W. (1991). The role of professional codes of conduct in 

influencing behavior. Accounting Horizons, 5(4), 1–14. 
 
Cohen, J., & Pant, L. (1991). Beyond Bean Counting: Establishing High Ethical 

Standards in the Public Accounting Profession. Journal of Business Ethics, 45 -
56. 

 
Cooper, T. L. (2012). The responsible administrator: An approach to ethics for the 

administrative role (6th ed.). Jossey-Bass. 10.2307/2649163 
 
Côté, S., & Miners, C. T. (2006). Emotional intelligence, cognitive intelligence, and job 

performance. Administrative Science Quarterly, 51(1), 1-28. 
https://doi.org/10.2189/asqu.51.1.1 

 
Dalati, S., & Gomez, J. C. (2018). Survey and Questionnaire. Modernizing Academic 

Teaching and Research, 175 - 185. 10.1007/978-3-319-74173-4_10 
 
Das, S. (2024). Questionnaire: An Overview. The Academic International Journal of 

Multidisciplinary Research, 681-688.  
 
Demmke, C., Autioniemi, J., & Lenner, F. (2023). Explaining the Popularity of Integrity 

Policies in Times of Critical Governance—The Case of Conflicts of Interest 
Policies for Ministers in the EU-Member States. Public Integrity, 1-14. 
https://doi.org/10.1080/10999922.2021.1987056 

 
Detzen, D. (2018). A “New Deal” for the profession: Regulatory initiatives, changing 

knowledge conceptions and the Committee on Accounting 
Procedure. Accounting, Auditing & Accountability Journal, 31(3), 970-992. 
https://doi.org/10.1108/AAAJ-06-2016-2584 

 
Diyanti, F., Bone, H., Norsita, M., Febriani, M., & Ningsih, P. (2022). Facing ethical 

dilemmas as professional accountants in the future: do they aware. In Journal of 
International Conference Proceedings (Vol. 5, No. 3, pp. 171-179). 
10.32535/jicp.v5i3.1840 

 

https://doi.org/10.1016/j.leaqua.2019.101303
https://doi.org/10.2307/2649163?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.2189/asqu.51.1.1
https://doi.org/10.1007/978-3-319-74173-4_10?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1080/10999922.2021.1987056
https://doi.org/10.1108/AAAJ-06-2016-2584
https://doi.org/10.32535/jicp.v5i3.1840


 
 

82 

Douglas, P. C., Davidson, R. A., & Schwartz, B. N. (2001). The effect of organizational 
culture and ethical orientation on accountants' ethical judgments. Journal of 
business ethics, 34(2), 101-121.  

 
Dufrene, R. L., & Glosoff, H. L. (2004). The ethical decision-making scale-

revised. Measurement and Evaluation in Counseling and Development, 37(1), 2-
14. 10.1080/07481756.2004.11909746 

 
Eberl, P., Geiger, D., & Aßländer, M. S. (2015). Repairing trust in an organization after 

integrity violations: The ambivalence of organizational rule 
adjustments. Organization Studies, 36(9), 1205-1235. 
https://doi.org/10.1177/0170840615585335 

 
Elias, R. Z. (2006). The Impact of Professional Commitment and Anticipatory 

Socialization on Accounting Students’ Ethical Orientation: Rafik Z. 
Elias. Journal of business ethics, 68(1), 83-90. 10.1007/s10551-006-9041-5 

 
Ellestad, A. I., & Winton, B. G. (2026). The push and pull between culture and integrity 

in the workplace: an ethical decision-making context. International Journal of 
Ethics and Systems, 42(1), 79-95. https://doi.org/10.1108/IJOES-02-2024-0042 

 
Estremera, M., & Mendoza-Sarmiento, M. A. (2024). Content validity and reliability of 

questionnaires: Trends, prospects and innovation in the digital research 
epoch. ASEAN Innovative and Transformative Education Journal, 1(1), 1-10. 
10.13140/RG.2.2.34015.64166 

 
Fatemi, D., Hasseldine, J., & Hite, P. (2020). The influence of ethical codes of conduct 

on professionalism in tax practice. Journal of Business Ethics, 164(1), 133-149. 
https://www.jstor.org/stable/45283807 

 
Fatemi, D., John, K., & Hite, P. (2020). The influence of professional standards on 

ethical decision-making in tax practice. Journal of Business Ethics, 162(2), 363–
379. https://doi.org/10.1007/s10551-018-3990-5 

 
Federal Government Revenue. (2022). Retrieved from Fiscal Outlook: 

https://budget.mof.gov.my/pdf/2022/revenue/section2.pdf 
 
Gross, S. (2001). On Integrity. Psychodynamic Counselling, 207 - 216. 

https://doi.org/10.1080/13533330110053603 
 
Hair Jr, J., Hult, T. G., Ringle, C., Danks, N., & Ray, S. (2014). Partial Least Squares 

Structural Equation Modeling (PLS-SEM) Using R. Springer. 10.1007/978-3-
030-80519-7_6 

 
Hamoudah, M. M., Othman, Z., Abdul Rahman, R., Mohd Noor, N. A., & Alamoudi, 

M. (2021). Ethical leadership, ethical climate and integrity violation: A 
comparative study in Saudi Arabia and Malaysia. Administrative Sciences, 11(2), 
11-43. https://doi.org/10.3390/admsci11020043 

 

https://doi.org/10.1080/07481756.2004.11909746?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1177/0170840615585335
https://doi.org/10.1007/s10551-006-9041-5?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1108/IJOES-02-2024-0042
https://doi.org/10.13140/RG.2.2.34015.64166
https://www.jstor.org/stable/45283807
https://doi.org/10.1007/s10551-018-3990-5
https://budget.mof.gov.my/pdf/2022/revenue/section2.pdf
https://doi.org/10.1080/13533330110053603
https://doi.org/10.1007/978-3-030-80519-7_6
https://doi.org/10.1007/978-3-030-80519-7_6
https://doi.org/10.3390/admsci11020043


   
 

 83 

Hanapiyah, Z. M., Daud, S., & Abdullah, W. M. T. W. (2019). Maintaining integrity 
among employees through empowerment religiosity and 
spirituality. International Journal of Business, Economics and Law, 19(2), 38-46. 

 
Hassan, R. A., Zakaria, M. A. H. E. R. A. N., & Yusoff, M. S. A. (2022). Influencing 

Factors of Ethical Judgments among Government Officials: Good Governance 
and Strengthening Internal Control. Asian Journal of Accounting and 
Governance, 17, 22. http://dx.doi.org/10.17576/AJAG-2022-17-04 

 
Henseler, J., Christian, Ringle, M., Rudolf, & Sinkovics, R. (2009). The Use Of Partial 

Least Squares Path Modeling In International Marketing. International 
Marketing, 277-319. 0.1108/S1474-7979(2009)0000020014 

 
Huberts, L. W. (2018). Integrity: What it is and Why it is Important. Public 

integrity, 20(sup1), S18-S32. https://doi.org/10.1080/10999922.2018.1477404 
 
Huberts, L. W., Kaptein, M., & Lasthuizen, K. (2007). A study of the impact of three 

leadership styles on integrity violations committed by police officers. Policing: 
an international journal of police strategies & management, 30(4), 587-607. 
https://doi.org/10.1108/13639510710833884 

 
Hunt, S. D., & Vitell, S. (1986). A general theory of marketing ethics. Journal of 

Macromarketing, 6(1), 5-16. https://doi.org/10.1177/02761467860060010 
 
Hunt, S. D., Wood, V. R., & Chonko, L. B. (1989). Corporate ethical values and 

organizational commitment in marketing. Journal of Marketing, 53(3), 79-90. 
https://doi.org/10.1177/002224298905300307 

 
IFAC, I. F. (2023). Public Sector Accounting—A Discipline in Its Own Right. Retrieved 

from https://www.ifac.org/knowledge-gateway/discussion/public-sector-
accounting-discipline-its-own-right 

 
Ilyas, S., Abid, G., & Ashfaq, F. (2020). Ethical leadership in sustainable organizations: 

The moderating role of general self-efficacy and the mediating role of 
organizational trust. Sustainable Production and Consumption, 22, 195-204.  
https://doi.org/10.1016/j.spc.2020.03.003 

 
Izawati, W., Hasnah, H., Rosli, S., Zulkiple, G. A., Mohad, A. H., & Arif, F. M. (2022). 

Ethics and integrity in a public sector organisation in Malaysia: An assessment of 
understanding and perception of the employees. Journal of Governance and 
Integrity, 5(3), 382 - 392. 10.15282/jgi.5.3.2022.7442 

 
Jacobs, I., & Wollny, A. (2022). Personal values, trait emotional intelligence, and mental 

health problems. Scandinavian Journal of Psychology, 63(2), 155-163.  
https://doi.org/10.1111/sjop.12785  

 
Jones, D. S. (2020). 1MDB corruption scandal in Malaysia: a study of failings in 1MDB 

corruption scandal in Malaysia 59 Received 6 November 2019 Revised 21 
February 2020 Accepted 28 February 2020 control and accountability. Public 
Administration and Policy, 59-72. 

http://dx.doi.org/10.17576/AJAG-2022-17-04
https://doi.org/10.1108/S1474-7979(2009)0000020014
https://doi.org/10.1080/10999922.2018.1477404
https://doi.org/10.1108/13639510710833884
https://doi.org/10.1177/027614678600600103
https://doi.org/10.1177/002224298905300307
https://www.ifac.org/knowledge-gateway/discussion/public-sector-accounting-discipline-its-own-right
https://www.ifac.org/knowledge-gateway/discussion/public-sector-accounting-discipline-its-own-right
https://doi.org/10.1016/j.spc.2020.03.003
https://doi.org/10.15282/jgi.5.3.2022.7442
https://doi.org/10.1111/sjop.12785


 
 

84 

 
Kaptein, M. (2008). Developing and testing a measure for the ethical culture of 

organizations: The corporate ethical virtues model. Journal of Organizational 
Behavior: The International Journal of Industrial, Occupational and 
Organizational Psychology and Behavior, 29(7), 923-947. 
https://doi.org/10.1002/job.520 

 
Karakoc, E. Y. (2016). The Relationship among Ethical Ideologies, Ethical Sensitivity 

and Attitude of Business Students towards Accounting. nternational Journal of 
Academic Research in Business and Social Sciences, Vol. 6, No. 
4.10.6007/IJARBSS/v6-i4/2080 

 
Kennet, A. M., & Shkodkina, Y. (2018). A Review of the Factors behind Academic 

Integrity Violations: Comparing the United States and Ukraine. Business Ethics 
and Leadership, 84 - 96. 10.21272/bel.2(2).84-96.2018 

 
Kim, H.-Y. (2013). Statistical notes for clinical researchers: assessing normal 

distribution (2) using skewness and kurtosis. Korea: Restorative Dentistry & 
Endodontics. https://doi.org/10.5395/rde.2013.38.1.52 

 
Kisamore, J. L., Stone, T. H., & Jawahar, I. M. (2007). Academic integrity: The 

relationship between individual and situational factors on misconduct 
contemplations. Journal of Business Ethics, 75(4), 381-394. 10.1007/s10551-
006-9260-9 

 
Kung, F. H., & Li Huang, C. (2013). Auditors' moral philosophies and ethical 

beliefs. Management Decision, 51(3), 479-500. 
https://doi.org/10.1108/00251741311309616 

 
Lee, S. H. (2020). Achieving corporate sustainability performance: The influence of 

corporate ethical values and leader–member exchange on employee behaviors and 
organizational performance. Journal of Business Ethics, 162(4), 755–768. 
https://doi.org/10.1007/s10551-018-3990-5  

 
Li, F., Zhang, S., & Yang, X. (2016). Moral Integrity and Relationship Commitment: 

An Empirical Examination in a Cross-Cultural Setting. Springer 
Science+Business Media Dordrecht. 0.1007/s10551-016-3246-z 

 
Macfarlane, B., Zhang, J., & Pun, A. (2014). Academic integrity: A review of the 

literature. Studies in higher education, 39(2), 339-358. 
https://doi.org/10.1080/03075079.2012.709495 

 
Mackenzie, C. (2004). Moral sanctions: Ethical norms as a solution to corporate 

governance problems. Journal of Corporate Citizenship, (15), 49-61. 
 
Martin, K. D., & Cullen, J. B. (2006). Continuities and extensions of ethical climate 

theory: A meta-analytic review. Journal of Business Ethics, 69(2), 175–194. 
https://doi.org/10.1007/s10551-006-9084-7.  

 

https://doi.org/10.1002/job.520
https://doi.org/10.21272/bel.2(2).84-96.2018
https://doi.org/10.5395/rde.2013.38.1.52
https://doi.org/10.1007/s10551-006-9260-9?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1007/s10551-006-9260-9?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1108/00251741311309616
https://doi.org/10.1007/s10551-018-3990-5
https://doi.org/10.1007/s10551-016-3246-z?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1080/03075079.2012.709495
https://doi.org/10.1007/s10551-006-9084-7


   
 

 85 

Martin, K. D., Johnson, J. L., & French, J. J. (2011). Institutional pressures and 
marketing ethics initiatives: the focal role of organizational identity. Journal of 
the Academy of Marketing Science, 39(4), 574-591. 0.1007/s11747-010-0246-x 

 
Matimbwa, H., & Ringo, C. (2025). Role of Pilot Studies on Validity and Reliability of 

Social Science Research Instruments: A Systematic Review. East African 
Journal of Education and Social Sciences, 14-27. 

 
Mayer, J. D., Salovey, P., & Caruso, D. R. (2004). Emotional Intelligence: Theory, 

Findings, and Implications. Psychological Inquiry, 15, 197 - 215. 
https://doi.org/10.1207/s15327965pli1503_02  

 
Men, C., Fong, P. S., Huo, W., Zhong, J., Jia, R., & Luo, J. (2020). Ethical leadership 

and knowledge hiding: a moderated mediation model of psychological safety and 
mastery climate. Journal of Business Ethics, 166(3), 461-472. 10.1007/s10551-
018-4027-7 

 
Mohamed, I. S., Alykallam, A., Othman, R., Omar, N., & Rahman, S. A. (2017, 

February). Issues of integrity and efforts for improvement in malaysian local 
authorities. In Proceedings of Global Business and Social Science Research 
Conference (pp. 23-24). 

 
Mukoro, A. S., & Ojeje, M. (2024). Leadership integrity framework for improving 

university governance in Nigeria: Promoting stability and 
innovation. International Journal of Institutional Leadership, Policy and 
Management, 6(2), 251-262. 

 
Murray, J. (2 February 2024). The Guardian. Retrieved from 

https://www.theguardian.com/uk-news/2024/feb/02/lawyers-raise-alarm-at-
struggle-to-tackle-uk-local-government-corruption 

 
Musschenga, A. W. (2001). Education for moral integrity. Journal of Philosophy of 

Education, 35(2), 219-235. https://doi.org/10.1111/1467-9752.00222 
Noor, A. (2008). Ethics, religion and good governance. Journal of Administration & 

Governance, 3(2), 62 - 77. 
 
O'Boyle Jr, E. H., Humphrey, R. H., Pollack, J. M., Hawver, T. H., & Story, P. A. (2011). 

The relation between emotional intelligence and job performance: A meta‐
analysis. Journal of Organizational Behavior, 32(5), 788-818. 
https://doi.org/10.1002/job.714 

 
Osagioduwa, L. O., & Ogbonmwan, E. E. (2022). Professional Accountants Codes of 

Ethics and the Public Sector Experience. Journal of Accounting and 
Management, 18-42. 

 
Otaye-Ebede, L., Shaffakat, S., & Foster, S. (2020). A multilevel model examining the 

relationships between workplace spirituality, ethical climate and outcomes: A 
social cognitive theory perspective. Journal of Business Ethics, 166(3), 611-626. 
10.1007/s10551-019-04133-8 

 

https://doi.org/10.1007/s11747-010-0246-x?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1207/s15327965pli1503_02
https://www.theguardian.com/uk-news/2024/feb/02/lawyers-raise-alarm-at-struggle-to-tackle-uk-local-government-corruption
https://www.theguardian.com/uk-news/2024/feb/02/lawyers-raise-alarm-at-struggle-to-tackle-uk-local-government-corruption
https://doi.org/10.1111/1467-9752.00222
https://doi.org/10.1002/job.714
https://doi.org/10.1007/s10551-019-04133-8?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle


 
 

86 

Parboteeah, K. P., & Kapp, E. A. (2008). Ethical climates and workplace safety 
behaviors: An empirical investigation. Journal of Business Ethics, 80(3), 515-
529. 0.1007/s10551-007-9452-y 

 
Patten, M. L. (2017). Questionnaire Research A Practical Guide. London: Pyrczak 

Publishing. 
 
Payne, D. M., Corey, C., Raiborn, C., & Zingoni, M. (2020). An applied code of ethics 

model for decision-making in the accounting profession. Management Research 
Review, 43(9), 1117-1134. https://doi.org/10.1108/MRR-10-2018-0380 

 
Peterson, D. K. (2002). The relationship between unethical behavior and the dimensions 

of the ethical climate questionnaire. Journal of Business Ethics, 41(4), 313-326. 
10.1023/A:1021243117958 

 
Peterson, D., Rhoads, A., & Vaught, B. C. (2001). Ethical beliefs of business 

professionals: A study of gender, age and external factors. Journal of business 
Ethics, 31(3), 225-232. 10.1023/A:1010744927551 

 
Pîrvu, C. (2020). Emotional intelligence–A catalyst for sustainability in modern 

business. Theoretical and Empirical Researches in Urban Management, 15(4), 
60-69. https://um.ase.ro/v15i4/5.pdf  

 
Posas, P. J. (2007). Roles of religion and ethics in addressing climate change. Ethics in 

Science and Environmental Politics, 7, 31-49. 10.3354/esep00080 
 
Rahayuningsih, I., Suhariadi, F., & Hadi, C. (2020). Violation of integrity from the 

perspective of psychology, organizational context and culture values 
orientation. Journal of Educational, Health and Community Psychology, 9(4), 
591-626. https://doi.org/10.12928/jehcp.v9i4.17685 

 
Reporter. (9 May, 2025). BBC News. Retrieved from 

https://www.bbc.com/news/articles/c771l56xjxxo?utm_source=chatgpt.com 
 
Rogošić, A., & Perica, I. (2023). Affective professional commitment and accounting 

ethics principles: examining the mediating role of the code of ethics. Economic 
research-Ekonomska istraživanja, 36(1), 480-498.  
https://doi.org/10.1080/1331677X.2022.2077791  

 
Rosli, M. H., bin Abd Aziz, M. A., Mohd, F., & Said, J. (2015). Integrity systems in 

Malaysian public sector: an empirical finding. Procedia Economics and 
Finance, 28, 260-265. https://doi.org/10.1016/S2212-5671(15)01109-0  

 
Sajari, A., Haron, H., & Ismail, I. (2017). Ethical climate, chief integrity officer and 

level of ethics and integrity in Malaysian public sector. In FGIC 1st Conference 
on Governance & Integrity (pp. 297-307). 

 
Sajari, A., Haron, H., Ganesan, Y., & Khalid, A. A. (2023). Factors influencing the level 

of ethics and integrity in Malaysian public sector. Journal of Islamic Accounting 

https://doi.org/10.1007/s10551-007-9452-y?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1108/MRR-10-2018-0380
https://doi.org/10.1023/A:1021243117958?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1023/A:1010744927551?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://um.ase.ro/v15i4/5.pdf
https://doi.org/10.3354/esep00080
https://doi.org/10.12928/jehcp.v9i4.17685
https://www.bbc.com/news/articles/c771l56xjxxo?utm_source=chatgpt.com
https://doi.org/10.1080/1331677X.2022.2077791
https://doi.org/10.1016/S2212-5671(15)01109-0


   
 

 87 

and Business Research, 14(1), 141-158. https://doi.org/10.1108/JIABR-09-2021-
0256 

 
Salovey, P., & Grewal, D. (2005). The science of emotional intelligence. Current 

directions in psychological science, 14(6), 281-285. 
https://doi.org/10.1111/j.0963-7214.2005.00381. 

 
Sanchez, O. P. (2022). Influence of professional commitment and organizational climate 

on the work engagement of employees in the department of education. 
International Journal of Scientific Research and Management, 2321 - 3418. 
10.18535/ijsrm/v10i1.em14  

 
Schein, E. H. (1984). Coming to a new awareness of organizational culture. Sloan 

management review, 25(2), 3-16. 
 
Shrestha, N. (2020). Detecting multicollinearity in regression analysis. American 

journal of applied mathematics and statistics, 8(2), 39-42. 
  
Shukla, S. (4 April, 2016). Normality Test. Retrieved from Research Gate: 

https://www.researchgate.net/publication/299597986 
 
Siddiquee, N. A. (2010). Combating corruption and managing integrity in Malaysia: A 

critical overview of recent strategies and initiatives. Public Organization 
Review, 10(2), 153-171. 10.1007/s11115-009-0102-y 

 
Singh, K. (2008). Emotional intelligence & work place effectiveness. Indian Journal of 

Industrial Relations, 44(2), 292-302. https://www.jstor.org/stable/27768197  
 
Singhapakdi, A., Karande, K., Rao, C. P., & Vitell, S. J. (2001). How important are 

ethics and social responsibility? ‐A multinational study of marketing 
professionals. European Journal of Marketing, 35(1-2), 133-153. 
https://doi.org/10.1108/03090560110363382 

 
Smithikrai, C., Wongpinpech, V., Peijsel, C., Homklin, T., & Charoenviangvetchakit, P. 

(2025). How conscientiousness and ethical climate affect job performance: 
Mediating role of integrity. SA Journal of Industrial Psychology, 51, 2294. 
https://doi.org/10.4102/sajip.v51i0.2294 

 
Spector, P. E. (2005). Introduction: emotional intelligence. Journal of organizational 

Behavior, 26(4), 409. https://www.jstor.org/stable/4093860 
 
Steenhaut, S., & Van Kenhove, P. (2006). An empirical investigation of the relationships 

among a consumer’s personal values, ethical ideology and ethical beliefs. Journal 
of Business Ethics, 64(2), 137-155. 10.1007/s10551-005-5905-3 

 
Sukirman, E., Muhyi, H. A., Raharja, S. U. J., & Tahir, R. (2024). Impacts of Managers’ 

Professional Commitment and Organisational Commitment on Job 
Satisfaction. Review of Integrative Business and Economics Research, 13(1), 
184-202. 

 

https://doi.org/10.1108/JIABR-09-2021-0256
https://doi.org/10.1108/JIABR-09-2021-0256
https://doi.org/10.1111/j.0963-7214.2005.00381.x
https://doi.org/10.18535/ijsrm/v10i1.em14
https://www.researchgate.net/publication/299597986
https://doi.org/10.1007/s11115-009-0102-y?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://www.jstor.org/stable/27768197
https://doi.org/10.1108/03090560110363382
https://doi.org/10.4102/sajip.v51i0.2294
https://www.jstor.org/stable/4093860
https://doi.org/10.1007/s10551-005-5905-3?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle


 
 

88 

Taber, K. S. (2018). The use of Cronbach’s alpha when developing and reporting 
research instruments in science education. Research in science education, 48(6), 
1273-1296. 10.1007/s11165-016-9602-2 

 
Tama, G. M., Yasa, G. W., Ramantha, I. W., & Rasmini, N. K. (2023). Organizational 

culture as a moderation of influence of professional commitment and moral 
reasoning on independent auditors' ethical decisions. Wiga: Jurnal Penelitian 
Ilmu Ekonomi, 13(1), 17-27. 

 
Tannimalay, S., Rahim, N. F. A., & Hong, M. C. (2021). The effect of person-

environment fit on public servant integrity and performance: Investigating the 
moderating role of public service motivation. Journal of Governance and 
Integrity, 5(1), 185-199. 10.30741/wiga.v13i1.945 

 
Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach’s alpha Editorial. 

International Journal of Medical Education, 2, 53-55. 10.5116/ijme.4dfb.8dfd 
 
Treviño, L. K., Weaver, G. R., & Reynolds, S. J. (2006). Behavioral ethics in 

organizations: A review. Journal of management, 32(6), 951-990. 
https://doi.org/10.1177/0149206306294258 

 
Ugoani, J. (2020). Emotional Intelligence as Preventive Strategy for Curbing 

Corruption: Towards a Model for Building Governance Integrity. Journal of 
Social Sciences and Humanities, 6(4), 347-355. 

 
Valentine, S., Godkin, L., Fleischman, G. M., & Kidwell, R. (2011). Corporate ethical 

values, group creativity, job satisfaction and turnover intention: The impact of 
work context on work response. Journal of Business Ethics, 353 - 372. 
10.1007/s10551-010-0554-6 

 
Vardi, Y. (2001). The effects of organizational and ethical climates on misconduct at 

work. Journal of Business Ethics 29, 325-337. 0.1023/A:1010710022834 
 
Venezia, G., Venezia, C. C., & Hung, C.-w. (2010). A comparative study of ethical work 

climates among public and private sector asian accountants. International 
Business & Economics Research Journal, 77-83. 10.19030/iber.v9i4.555 

 
Vessie, L., Thomas, J. M., & Oliver, A. (2000). Health and Safety Management in UK 

and Spanish SMEs:A Comparative Study. Journal of Safety Research, 35-43. 
 
Victor, B., & Cullen, J. B. (1987). A theory and measure of ethical climate in 

organizations. Research in Corporate Social Performance and Policy, 9, 51–71. 
 
Victor, B., & Cullen, J. B. (1988). The organizational bases of ethical work climates. 

Administrative Science Quarterly, 33(1), 101–125. 
https://doi.org/10.2307/2392857 

 
Vitell, S. J., & Hidalgo, E. R. (2006). The Impact of Corporate Ethical Values and 

Enforcement of Ethical Codes on the Perceived Importance of Ethics in Business: 

https://doi.org/10.1007/s11165-016-9602-2?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.30741/wiga.v13i1.945
https://doi.org/10.5116/ijme.4dfb.8dfd
https://doi.org/10.1177/0149206306294258
https://doi.org/10.1007/s10551-010-0554-6?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1023/A:1010710022834?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.19030/iber.v9i4.555
https://doi.org/10.2307/2392857


   
 

 89 

A Comparison of U.S. and Spanish Managers. Journal of Business Ethics, 31 - 
43. 0.1007/s10551-005-4664-5 

 
Widung, I., & Fridlund, B. (2003). Self-respect, Dignity and Confidence: Conceptions 

of Integrity Among Male Patients. Journal of Advanced Nursing, 42. 
https://doi.org/10.1046/j.1365-2648.2003.02578.x 

 
Wimbush, J., Shepard, J., & Markham, S. (1997). An Empirical Examination of the 

Relationship Between Ethical Climate and Ethical Behavior from Multiple Levels 
of Analysis. Journal of Business Ethics, 1705 - 1716. 
https://www.jstor.org/stable/25073040 

 
Yong, B. (2013). Relationship between emotional intelligence, motivation, integrity, 

spirituality, mentoring and servant leadership practices. Arts and Social Sciences 
Journal, 1 - 9. https://scholarworks.waldenu.edu/dissertations 

 
Young, T. J. (2016). Questionnaires and Surveys. Ed. Research Methods in Intercultural 

Communication: A Practical Guide, 165-180. 10.1002/9781119166283.ch11 
 
Zhu, W.-Z., & Jiang, G.-R. (2014). Influence of Culture on Ethical Decision Making in 

Psychology. Ethics & Behavior, 510 - 522. 10.1080/10508422.2014.891075 
 
 

 
 
 
 
 
 
 
 

 
 
 
 
 
 
  

https://doi.org/10.1007/s10551-005-4664-5?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1046/j.1365-2648.2003.02578.x
https://www.jstor.org/stable/25073040
https://scholarworks.waldenu.edu/dissertations
https://doi.org/10.1002/9781119166283.ch11?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle
https://doi.org/10.1080/10508422.2014.891075?urlappend=%3Futm_source%3Dresearchgate.net%26utm_medium%3Darticle


 
 

90 

APPENDIX I 
 

APPROVAL EMAIL 
 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



   
 

 91 

 

APPENDIX II 
 

COVER LETTER 

 
 

 



 
 

92 

APPENDIX III 
 

QUESTIONNAIRE 
 

PUBLIC SECTOR ACCOUNTANTS’ OPINION 
Your responses to this questionnaire are confidential. The results of the questionnaire    

will only be presented in summary form. 
 
 

SECTION A: DEMOGRAPHIC INFORMATION 
Instruction: Please answer ALL questions (1 to 9) by placing a TICK (√) in the 

applicable box and filling in the relevant spaces 

 
1. Gender Male                   Female 

2. Age below 20 years       20- 29 years      30- 39 years 
 

40-49 years         50-60 years       

3. Working experience in 
accounting field. 

before 5 years 5-10 years 11- 15 years 
 

16 -20 years after 20 years 

4. Working 
experience in 
current 
organization 

before 5 years   5-10 years    11- 15 years 
 

16 -20 years   after 20 years 

5. Highest educational 
qualification 

Diploma Bachelors Masters 

Professional qualification 

Others: (please specify) …….…………. 

6. Professional affiliation CPA ACCA 
 

MICPA CIMA 
 

ICAEW Others (please specify) ………………. 

7 Current position  Please specify: 
 
_____________________ 

8 Current Grade 
 

W19                             W32                     W44 
 
W27                              W41             Other (please specify) 
 
                                                             ……………… 
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9 Organization level Federal 

State 

 
SECTION B: OPINION ON ORGANIZATION, PROFESSION AND PERSONAL 
FACTORS 
 
Instruction:  There are five parts in this section. Please circle the appropriate number in 
the scale to indicate the extent to which you agree with the following statements. 
 
PART 1: Please indicate your level of agreement with these statements on the ethical 
culture at the Accountant General’s Department of Malaysia (JANM).  

 
 Strongly Strongly 

Disagree Agree 
1. In this organization, people are mostly out 

for themselves. 
1 2 3 4 5 6 7 

2. The major responsibility of people in this 
organization is to consider      efficiency first. 

1 2 3 4 5 6 7 

3. In this organization, people are 
expected to follow their own    
personal moral beliefs. 

1 2 3 4 5 6 7 

4. People are expected to do anything to 
further the organization’s interests. 

1 2 3 4 5 6 7 

5. In this organization, people look out for each 
other’s welfare. 

1 2 3 4 5 6 7 

6. There is no room for one’s own 
personal morals or ethics in this   
organization. 

1 2 3 4 5 6 7 

7. It is very important to follow strictly the 
organization’s rules and    procedures here. 

1 2 3 4 5 6 7 

8. Work is considered sub-
standard only when it hurts the    
organization’s interests. 

1 2 3 4 5 6 7 

9. Each person in this organization decides 
for himself what is right    and wrong. 

1 2 3 4 5 6 7 

10. In this organization, people protect their own 
interest above other   considerations. 

1 2 3 4 5 6 7 

11. The most important consideration in this 
organization is each person’s sense of right 
and wrong. 

1 2 3 4 5 6 7 

12. The most important concern is the welfare of 
all the people in the organization. 

1 2 3 4 5 6 7 

13. The first consideration is whether a decision 
violates any law. 

1 2 3 4 5 6 7 

14. People are expected to comply with the law 
and professional standards over and above 
other considerations. 

1 2 3 4 5 6 7 

15. Everyone is expected to comply by 
organization rules and procedures. 

1 2 3 4 5 6 7 

16. In this organization, our major concern is 
always what is best for the other person. 

1 2 3 4 5 6 7 

17. People are concerned with the organization’s 
interests. 

1 2 3 4 5 6 7 
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18. Successful people in this organization go by 
the book. 

1 2 3 4 5 6 7 

19. The most efficient way is always the right 
way, in this organization. 

1 2 3 4 5 6 7 

20. In this organization, people are expected to 
strictly follow legal or professional 
standards. 

1 2 3 4 5 6 7 

21. Our major consideration is what is best for 
everyone in the organization. 

1 2 3 4 5 6 7 

22. In this organization, people are guided by 
their own personal ethics. 

1 2 3 4 5 6 7 

23. Successful people in this organization strictly 
obey the organization policies. 

1 2 3 4 5 6 7 

24. In this organization, the law or ethical code 
of their profession is the major consideration. 

1 2 3 4 5 6 7 

25. In this organization, each person is expected, 
above all, to work   efficiently. 

1 2 3 4 5 6 7 

26. It is expected that you will always do what is 
right for the public. 

1 2 3 4 5 6 7 

 

PART 2: Please indicate your level of agreement with the following statements on 
how you feel about the accounting profession. 

 Strongly                                      Strongly 
Disagree                                           Agree 

1. If I could get another job other than being an 
accountant, and get paid the same amount of 
money, I would probably take it. 

1 2 3 4 5 6 7 

2. I definitely want a career for myself in 
accounting. 

1 2 3 4 5 6 7 

3. If I could do it all over again, I would still 
choose to work in the accounting 
profession. 

1 2 3 4 5 6 7 

4. I would recommend a career in accounting 
to others. 

1 2 3 4 5 6 7 

5. I am disappointed that I ever entered the 
accounting profession. 

1 2 3 4 5 6 7 

 

PART 3: Please indicate your level of agreement with the following statements on 
how you feel about the ethical value practices in your current work organization.  

 Strongly                                      Strongly 
Disagree                                          Agree 

1. Managers in my organization often engage in 
behaviours that I consider to be unethical. 

1 2 3 4 5 6 7 

2. To succeed in my organization, it is often 
necessary to compromise one’s ethics. 

1 2 3 4 5 6 7 

3. Top management in my organization has 
made it clear that unethical     behaviours will 
not be tolerated. 

1 2 3 4 5 6 7 

4. If a manager in my organization is discovered 
to have engaged in unethical behaviours that 
results in primarily personal gain (rather than 
organization gain), he or she will be promptly 
reprimanded. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 
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5. If a manager in my organization is discovered 
to have engaged in unethical behaviours that 
results in primarily organization gain (rather 
than personal gain), he or she will be 
promptly reprimanded. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

PART 4: Please indicate your level of agreements with each of the following 
statements by putting a circle in the appropriate box. 

 
 

Strongly 
Disagree 

         
Strongly 
        
Agree 

1. I have a good sense of why I have certain 
feelings most of the time. 

1 2 3 4 5 6 7 

2. I have good understanding of my own 
emotions. 

1 2 3 4 5 6 7 

3. I really understand what I feel. 1 2 3 4 5 6 7 
4. I always know whether or not I am happy. 1 2 3 4 5 6 7 
5. I always know my friends’ emotion from their 

behaviours. 
1 2 3 4 5 6 7 

6. I am a good observer of others’ emotions 1 2 3 4 5 6 7 
7. I am sensitive to the feeling and emotions of 

others. 
1 2 3 4 5 6 7 

8. I have good understanding of the emotions of 
people around me. 

1 2 3 4 5 6 7 

9. I always set goals for myself and try my best to 
achieve them. 

1 2 3 4 5 6 7 

10. I always tell myself I am a competent person. 1 2 3 4 5 6 7 
11. I am a self-motivated person. 1 2 3 4 5 6 7 
12. I would always encourage myself to try my 

best. 
1 2 3 4 5 6 7 

13. I am able to control my temper so that I can 
handle difficulties rationally.  

1 2 3 4 5 6 7 

14. I am quite capable of controlling my own 
emotions. 

1 2 3 4 5 6 7 

15. I can always calm down quickly when I am 
very angry. 

1 2 3 4 5 6 7 

16. I have good control of my own emotions. 1 2 3 4 5 6 7 
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PART 5: Please indicate your level of agreement with the following practices at 
workplace. 

 Strongly                                      Strongly 
Disagree                                          Agree 

1. Accepting gifts with a value over RM50 is 
acceptable in my organization 

1 2 3 4 5 6 7 

2. Accepting gifts with a value over RM1000 is 
acceptable in my organization if it is for the 
organization’s benefits 

1 2 3 4 5 6 7 

3. Doing personal business during office hours is 
common in this organization (GRAB, MyCar, 
Multilevel networking, finding business agents 
as for examples) 

1 2 3 4 5 6 7 

4. Taking teatime breaks for breakfast or lunch 
during working hours occurs in my 
organization 

1 2 3 4 5 6 7 

5. Conducting personal family matters during 
working hours occurs in my organization 
(fetching kids from school, visiting sick 
friends, or buying family groceries as for 
examples) 

1 2 3 4 5 6 7 

6. Employees in my organization sometimes 
clock in or punch card for their friends. 

1 2 3 4 5 6 7 

7. Some of the employees in my organization 
are always missing after punching in their 
card 

1 2 3 4 5 6 7 

8. Accepting bribes (money or favours) to do 
or neglect something while on duty is 
common in the organization 

1 2 3 4 5 6 7 

9. Offering of bribes (money or favours) to do 
or neglect something while on duty is 
common in the organization 

1 2 3 4 5 6 7 

10. Accepting bribes (money or favours) for 
delivering better service is common in the 
organization 

1 2 3 4 5 6 7 

11. Using organizational resources for personal 
benefit is common in my organization 

1 2 3 4 5 6 7 

12. Doing personal work during office hour is 
common in the 

      organization 

1 2 3 4 5 6 7 

13. Using the Internet, e-mail, or telephone for 
personal   purposes is common in my 
organization 

1 2 3 4 5 6 7 

14. Taking home office resources is common in 
my organization (Office equipment such as a 
pen or computer) 

1 2 3 4 5 6 7 

15. There is over claim of overtime or travelling 
expenses (Tolls or mileage claims as for 
example). 

1 2 3 4 5 6 7 

 
Thank you for agreeing to be part of this study. Your input is greatly appreciated. 
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