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Abstract: The relationship between ethical climate and negative work outcomes such as employee turnover remains largely
understudied and mostly unexplained. In addition, the question on whether ethical climate configurations can explain
variance in turnover intentions has been poorly understood. In order to address this gap, a model of ethical climate
configurations-employee turnover intentions was developed. Using a positivistic research paradigm, the study adopted a
quantitative cross-sectional design and a survey data collection strategy to test hypotheses. Structural equation modelling
was utilized to determine the nature of hypothesized relationships. Structured model was specified with 6 fit indices: chi-
square value = 1.958, GFI = 0.920, incremental fit index = 0.940, Tucker-Lewis Index = 0.924, comparative fit index =
0.939, and root mean square error of approximation = 0.057. This model explained 33% of the variance in employee turnover
intentions. This study contribute to the literature of consequences of ethical climate in three ways: (a) the understanding the
mediating role of organizational commitment—between ethical climate configurations and employee turnover intentions and
between organizational trust and employee turnover intention, (b) the identification of a direct positive significant influence
of principled climate on employee turnover intentions reveals that utilizing the promotion of independence climate for
enhancing employee retention should be used with caution, and (c) the understanding of the key role of organizational trust
in employee turnover intention models as it represents the strongest influence (f = -0.369. Implications for further research
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1. Introduction continues to escalate. Many scholars (e.g. Mbah &
Ikemefuna, 2012; Mitchell, Holtom et al., 2008; Holtom,
& Lee, 2001) indicate that voluntary turnover has become
one of the hottest issues of human resource management
that have garnered the interests and concerns of the
corporate world in both the public and private sectors
since the beginning of the 21st century.

The problem of turnover intentions among scarce skilled
workers is gaining the unprecedented attention of overall
industries globally. Scholarly works in turnover field have
been extensively published since the 1990s (Holtom et al.,
2008); nevertheless, the rate of voluntary turnover
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The researchers’ interest in turnover research is justified
by its several consequences on the organization’s
operational processes such as the rhythm of innovation,
effectiveness of service delivery, and introduction of new
programs (Abbasi & Hollman, 2000). Moreover,
voluntary turnover has significant negative effects on
financial outcomes of the organization (Jiang et al., 2012).
As suggested by Abbasi and Hollman (2000),
organizations, which are able to decrease their turnover
rate, can achieve several advantages including the
accelerated rate of innovation, quick service delivery, and
creativity that enhance the introduction of new programs.

In the similar vein, several scholars (Hancock et al., 2011;
Ongori, 2007) link employee turnover consistently with
the key organizational outcomes such as efficiency,
productivity, and financial performance. Moreover,
Carmeli and Weisberg (2007) argued that very little is
known about employee turnover intentions across
different professions. Consequently, top managers often
base their retention strategies on erroneous perspectives.

To provide explanation to the main causes of the problem
of employee turnover, various models and theories such as
the content model of turnover (Mobley et al., 1979), the
unfolding model of voluntary turnover (Lee & Mitchell,
1994), the theory of reasoned action (TRA) [Ajzen &
Fishbein, 1980; Fishbein & Ajzen, 1975], the theory of
planned behavior (TPB) [Ajzen, 1991], and the ethical
climate theory (ECT) [Victor & Cullen, 1988] have been
used. However, it seems that the phenomenon of employee
turnover has not yet been fully explained because the
turnover rate is still increasing in all industries. Hence, the
purpose of this study was to contribute to the body of
knowledge of the determinants of employee turnover
intention by proposing a new model based on ECT and on
which the variable (organizational trust) is introduced.

Specifically, this research pursued the following three
objectives:

1. To identify the causal relationships between
ethical climate configurations (benevolent
climate, egoistic climate, and principled climate)
and employee turnover intentions;

2. To assess the mediating roles of job satisfaction,
organizational commitment, and organizational
trust in the relationships between ethical climate
configurations and employee turnover intentions;

3. Toidentify the best model that predicts employee
turnover intention in the studied variables.

The search for a model that has foundations from ethical
climate components appears to be the best because ethical
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climate has an important role to play in “shaping intra-
organizational relationships and employee attitudes” (El¢i
& Alpkan, 2009, p. 297). In this perspective, some
scholars other scholars (Holtom et al., 2008; Ongori,
2007) suggest that a more effective model explaining
employee turnover intentions is still needed. In the similar
vein, Ongori (2007) suggests that “there is [a] need to
develop a fuller understanding of the employee turnover,
more especially, the sources—what determines employee
turnover, effects and strategies that managers can put in
place [to] minimize turnover” (p. 49).

In addition, some scholars (Flint et al., 2013) suggest that
there is still a poor understanding of the determinants of
turnover intentions. Others scholars such as Holtom et al.
(2008) even recommend that more studies of employee
turnover intentions be conducted in order to find a model
that increases the amount of variance explained.-A more
specific recommendation regarding further studies of
employee turnover intentions was given by Sjéberg and
Sverke (2000) as they stated, “A more rigorous test of how
the work-related attitudes are related with turnover would
require a measure that separates the intention to leave the
occupation from the propensity to leave the organization”
(p. 250).

Consistent with the above discussion, this study was
undertaken in order to establish a model of employee
turnover intention from ethical climate perspectives. In
this model, organizational trust is added to two more
variables  (job  satisfaction and  organizational
commitment) that play the mediating role between ethical
climate configurations and employee turnover intention.
The relationships among the variables of this study are
discussed in the light of the existing literature, and a new
model is tested and confirmed.

2. Literature Review

During the late 1960s, a new trend emerged in the
organizational work climates literature. This new trend
was focused on one aspect of organizational work
climate—the ethical work climate (EWC). According to
Elci and Alpkan (2009), “Ethical climate is one of the
prime factors shaping intra-organizational relationships
and employee attitudes, thereby also having a considerable
impact on the organizational (e.g., financial performance)
outcomes” (p. 297). Even though the attention to ethics in
the organization has been increasing for more than three
decades, very few theories—discussing the relationship of
the organization’s ethical context to the other main
organizational variables—have emerged so far. At
present, only three important EWC theories have emerged:



the moral climate continuum (Vidaver-cohen & Vidaver-
Cohen, 1998), the psychological process model (PPM)
[Arnaud, 2006, 2010], and the ethical climate theory--
ECT (Victor & Cullen, 1988).

Ethical Climate

Ethical climate is considered as one of the components of
organizational culture (Cullen et al., 1989). It is one aspect
of EWCs, which are linked to interdisciplinary level with
a noteworthy contribution to the overall field of
management; it is believed that different dimensions of
EWC may provide organizational members with
important guidelines regarding what is perceived as a right
or wrong behavior (Cullen & Victor, 1988; Wimbush &
Shepard, 1994). As such, ethical climate may be
conceptually understood differently, but the central idea is
that it rests in the organizational members’ perceptions of
what is happening in their work setting.

ECT originated from two studies conducted by Victor and
Cullen (1988, 1989). This theory focuses on a typology
grounded on the three ethical philosophies (egoism,
utilitarianism, and deontology) [Martin & Cullen, 2006]
along “with the sociological theory of reference groups”
(Victor & Cullen, 1988, p. 106). ECT is considered to be
an extension of work climate theory (Fritzsche, 2000). As
such, ethical climates can be understood as subsets of
work climates (Elci & Alpkan, 2009). Thus, ethical
climates refer to how people collectively perceive the
organizational practices relative to how people in that
organization integrate their specific skills to moral
reasoning whenever they face a decision-making issue
(Victor & Cullen, 1988).

According to Denison (1996), ethical climate lies beneath
the organization’s value system. Shin (2012) states, “In
terms of ethics, employees are likely to be more strongly
affected by organizational climate than their work group
climate” (p. 300).

Ethical climates help “determine (1) which issues
organization members consider to be ethically pertinent,
and (2) what criteria they use to understand, weigh, and
resolve these issues” (Cullen et al., 1989, p. 51). Mulki et
al. (2008) also suggest that ethical climate has three
important roles to play in the organization: (a) it helps
determine important issues for a particular organization;
(b) it identifies criteria considered by the organization in
the process of evaluating ethical issues; and (c) it clarifies
the organization’s ethical expectations and the extent to
which it is committed to those ethics.
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Studies show that top management has a critical role to
play both in the generation and continuation of ethical
climate in a specific organization (Deal & Kennedy, 1982;
Schein, 1985). According to Caldwell, Hayes, and Long
(2010), “When leadership behaviors are perceived as
trustworthy through the observer’s mediating lens, trust
increases and leaders are more likely to be viewed as
ethical stewards who honor a higher level of duties” (p.
497). According to Wimbush et al. (1997), a manager who
knows “what types of ethical climates more likely to exist
in certain types of organizations will be able to devise
policies and practices to promote ethical conduct from
employees” (p. 75). In this process, the manager initiates
plans of fostering positive ethical behaviors that generate
a culture of ethics (Appelbaum et al., 2005).

ECT puts forward that various kinds of ethical climate
emanate from two-dimensional theoretical perspectives:
“ethical criterion and locus of analysis” (Victor & Cullen,
1988, p. 104). The ethical criterion dimension comes from
moral theories, and it suggests that one’s decision is
derived from the three “basic criteria used in moral
reasoning, i.e. maximizing self-interest [egoism],
maximizing joint interests [benevolence], or adherence to
principle [principled]” (Victor & Cullen, 1988, p. 104).
The locus of analysis dimension, on the other hand, comes
from the sociological theory of reference groups. It
considers whether the concern of the decision-maker is
primarily self-interests (individual), company interests
(local), or societal interest (cosmopolitan). As shown in
Table 1, a cross-tabulation of the ethical climate
dimensions generated nine hypothesized types of ethical
climate (Cullen et al., 1993; Victor & Cullen, 1988).

Consistently, previous empirical studies (Bulutlar & Oz,
2009; Martin & Cullen, 2006; Simha & Cullen, 2012;
Wang & Hsieh, 2012) validated only the following five
out of nine hypothesized ethical climates: (a) instrumental
climate (which conceptualizes self-interest combined with
company profit), (b) caring climate (which conceptualizes
friendship and team interest), (c) independence climate
(which conceptualizes personal morality), (d) rules
climate (which conceptualizes organizational rules and
procedures), and (e) law and code” climate (which
conceptualizes laws and professional codes). They have
been the most frequently validated; hence, they have been
considered as the foundation of Victor and Cullen’s (1988)
ethical climate model. The hypothesized climates of
efficiency and social responsibility did not emerge in
several empirical studies.



Table 1: Ethical Climate Types Framework

Ethical Locus of analysis
criterion Individual Local Cosmopolitan
Egoism Self-interest Company profit Efficiency
Benevolence  Friendship Team interest Sacial responsibility
Principle Personal morality Company rules and Laws & professional
Independence procedures code

Note. From “The Organizational Bases of Ethical Work Climates,” by B. Victor and J. B. Cullen, 1988, Administrative Science

Quarterly, 33(1), pp. 101-125, 104. doi:10.2307/2392857

Ethical Climate
Configurations

Across the literature on ethical climate, an agreement
exists that Victor and Cullen’s (1988) nine typologies of
ethical climates can be classified into the following two
managerial orientation categories—desirable ethical
climates and undesirable ethical climates—based on how
important they are to the organization. For managerial
purposes, three basic ethical climate configurations: (a)
benevolent climate (BC), (b) egoistic climate (EC), and (c)
principled climate (PC) have been proposed in ethical
climate literature (Barnett & Vaicys, 2000; Cullen et al.,
2003; El¢i & Alpkan, 2009; Shafer, 2015). The following
subsections discuss each ethical climate configuration.

In BC configuration, the tendency of decision-making is
the maximization of common interests between the
decision-maker and the opposite side, regardless of the
level of satisfying one’s needs (Weber, 1995). In addition,
there is a greater tendency for supervisors in benevolent
climate to display behaviors which promote employees’
well-being (Simha & Stachowicz-Stanusch, 2015).
Furthermore, Cullen et al. (2003) suggest that positive
feelings about tasks are among typical characteristics of
benevolent climate. Hence, leaders expect that these
positive feelings about tasks that result from a benevolent
climate will rise to the highest level the worker’s
consideration for efficiency. Similarly, it increases
employees’ willingness to uphold the organizational
goodwill above anything else (Cullen et al., 2003)—which
refers to organizational commitment.

Regarding the EC configuration, it refers to the behavior
that is chiefly concerned with self-interest. It indicates
employees’ perceptions Of whether their “organization
generally promotes self-interested decisions at the
expense of other constituents” (Cullenetal., 2003, p. 130).
EC configuration may occur at different levels—(a) at an
individual level (EC-individual) where the decision-maker
does not care about anybody else but himself or herself,
(b) at a local level (egoistic climate-local) where
employees perceive that decision making in the company
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is more concerned with company’s interests even at the
expense of employees’ well-being (Simha & Stachowicz-
Stanusch, 2015), or (c) at a cosmopolitan level (egoistic
climate-cosmopolitan).

Lastly, for PC configuration, the focus of decision makers
is no more on the best outcomes for individuals or the
organization; instead, they “resort to decisions that are
based on adherence to rules and codes” (Cullen et al.,
2003, p. 131). PC configuration is divided into three
distinguishable climates depending on the referent. They
are termed as PC-individual, PC-local or PC-cosmopolitan
as they relate to the individual level, company level, or
cosmopolitan level, respectively.

Consequences
of Ethical
Climate
Configurations

In general, the literature on ethical climate suggests a wide
range of the consequences brought by ethical climate
configurations to the organization. Some of these
consequences are positive (desirable), and others are
negative (undesirable). According to Martin and Cullen
(2006), these outcomes may take the affective, behavioral,
or cognitive aspects of organizational actors. Specifically,
many scholars (Elci & Alpkan, 2009; Filipova, 2011; Fu
& Deshpande, 2012; Rothwell & Baldwin, 2007;
Parboteeah & Kapp, 2008) concur that the most cited
desirable consequences of ethical climate configurations
include job satisfaction, organizational commitment, job
performance, whistle-blowing behaviors, organizational
trust, perceived organizational support, and workplace
safety behavior.

On the other hand, the frequently cited undesirable
outcomes of ethical climate configuration include
employee turnover intention, actual turnover, workplace
bullying  behavior,  counterproductive  behaviors,
questionable sales tactics, bribery, and organizational
corruption (Barnett & Vaicys, 2000; Bulutlar & Oz, 2009;



DeConinck et al., 2013; Simha & Stachowicz-Stanusch,
2015;Wang & Hsieh, 2012). Although any type of ethical
climate can be expected to be associated with
organizational ethical or unethical behavior, it was found
that among the most common ethically derived climates,
instrumental climate was the most related to unethical
behavior.

Another important consequence of ethical climate,
although not very much cited in literature, is the
organizational trust. According to Lilly et al. (2016),
“Trust is very important in ongoing relationships between
individuals and organizations. Without trust, the
transaction costs of maintaining the relationship increase
tremendously for both parties (p. 35).” Several studies
have established that a high level of trust is beneficial on
local level (Cook & Schilke, 2010), organizational level
(Brashear et al., 2003; DeConinck, 2010; Lai et al., 2009),
and societal level (Cook & Schilke, 2010).

The importance of trust has been recognized across several
disciplines including communication, ‘“organizational
psychology, management, public administration,
organizational communication, and education, among
others” (Dirks & Ferrin, 2002, p. 611). Likewise, the
finding of Dirks and Ferrin (2002) revealed that trust in
direct leader could greatly influence employee work
outcomes. For Dirks and Ferrin (2002), these work
outcomes included “[job] performance, altruism, intent to
quit, [organizational commitment], and job satisfaction”
(p. 623). Consistent with this discussion, the variable of
organizational trust was added in the new ECT-turnover
intentions model proposed in this study.

3. Methodology

This study addresses this general question: “How does
each of the three ethical climate configurations (BC
configuration, EC configuration, and PC configuration)
influence employee turnover intention through the
mediation of job satisfaction, organizational commitment,
and organizational trust?” Given the nature of
relationships among variables of this study as found in the
existing literature, a positivist worldview was adopted and
it led to the adoption of a mono-method quantitative
research design.

To accomplish the objective of this research, the concepts
of the study were operationalized, and an instrument of 51
structured questionnaires (see appendix) was used to
collect sufficient related quantitative data. Initially, 62
questionnaires were adapted from several previous
publications and tested for reliability, using a sample of 50

156

teachers from two private universities that did not take part
in the final phase of data collection. Ultimately, data were
collected using 51 questionnaires distributed to a sample
of 470 teachers and professors from both public and
private higher education institutions of Rwanda.

Data were collected from eight higher education
institutions located in all the regions of Rwanda, selected
using convenience sampling. This might be considered as
a limitation to the generalizability of the findings;
however, in order to overcome this shortcoming, relevant
inclusion criteria (such as size of the organization, ranking
in the industry, location, and number of years in operation)
for selecting organizations were used, while stratified
sampling was also used to assign the number of
participants by each represented organization. In addition,
a simple random sampling was used to select individuals
who participated in this study.

At the end of data collection exercise, only a sample of
331 out of 470 distributed questionnaires was returned,
which makes 66.2% return rate. Potential multivariate and
univariate outliers were detected and removed by viewing
from the normal Q-Q plot and conducting Mahalanobis
test. The remaining data set after the removal of all outliers
contained only 291 respondents, and these are the only
ones used for further analyses. The data were analysed
using both descriptive and inferential statistics to confirm
or delineate the needed modifications of the theory based
on the findings.

More specifically, multiple correlation and structured
equation modelling (SEM) techniques were adopted; the
multiple correlations were used to evaluate how strong or
weak one variable is correlated with the other variables in
the model, whereas SEM was used for determining the
cause and effect relationships among the variables by
accounting for all possible measurement errors in the
determination of the best model that fits the data. In
addition, regarding fit indices, a combination of seven
indices (x2, CMIN/df, GFI, IFI, TLI, CFIl, and RMSEA)
was chosen for this study in order to produce a more
informed model. Using SEM, data screening was carried
on through several stages (Blunch, 2008; Shah &
Goldestein, 2006; Tabachnick & Fidell, 2013).

4. Results and Discussion

Consistent with the objectives of this study, the data

analysis sought to answer the following three questions:
1. Are there statistically significant influences
among ethical climate configurations, mediating



variables (job satisfaction, organizational
commitment, and organizational trust), towards
employee turnover intention?

2. How do job satisfaction, organizational
commitment, and organizational trust mediate
the influences of ethical climate configurations
on employee turnover intentions?

3. What is the best predictive model of employee
turnover intention, given the various ethical
climate configurations and their desirable
consequences in terms of job satisfaction,
organizational commitment, and organizational
trust?

In order to find answers to these questions
comprehensively, SEM analysis was utilized. On the first
question, the major findings of this analysis are presented
hereafter: Firstly, given the existing literature, it was
expected that BC configuration and PC configuration
respectively would exert direct positive influences on job
satisfaction, organizational commitment, and
organizational trust on one hand, whereas their influence
on employee turnover intention would be negative and
indirect through job satisfaction, organizational
commitment, and organizational trust on the other hand.
However, in terms of direct influences of ethical climate
configurations, the findings indicate that only the
parameters leading to organizational commitment and
organizational trust were significant (see Appendix 4).

As for the indirect influences, results were as hypothesized
except for job satisfaction where all the hypothesized
relationships were not significant. In similar manner, it
was expected that EC configuration would have negative
influences on  job  satisfaction, organizational

commitment, and organizational trust; but only those
parameters leading to organizational commitment and
organizational trust were significant (see Appendix 3).

Regarding the relationships of job satisfaction with its
outcomes, final results of model modification revealed
that all of them were not significant whereas they were
expected to be significant (Lee et al., 2000). We suggest
that these non-significant influences happened due to the
nature of specific indicator variables that measured
organizational commitment and employee turnover
intentions in the final model; whereas Lee et al., (2000)
found that one dimension of job satisfaction (job-specific
characteristics) influences significantly an individual’s
professional commitment and hence exert significant
influence employee turnover intentions, the indicators
variables used in this study were specific to “satisfaction
with the supervisor” (see Apppendix 3). In addition, the
indicators of employee turnover intentions in the final
model of this study are specific to professional turnover
dimension(see Apppendix 3) whereas the indicators of
previous studies were for general intent to quit.

Lastly, it was expected that each of the three dimensions
of PC configuration would have positive effects on all the
three mediating variables. However, among all proposed
relationships, it was found that only principled climate
/independence had a significant but negative (f =-.229, p
<.005) influence on organizational commitment (table 4).
Moreover, an unexpected direct significant ( = .239, p <
.001) influence of principled climate/independence on
employee turnover intention occurred (table 4). Hence, the
parameter principled climate-employee turnover intention
was added in the model.

Table 2: Indirect Standardized Effects of Independent Variables on Dependent Variable

Relationships B1 B2 B3 Indirect Effect on ETI
BC —» OC — ETI -0.304  -0.302 -0.092
BC - OT - ETI 0.190  -0.250 -0.047
E%I - OT » OC—» 0.190 0.393  -0.302 -0.023
Total BC — ETI -0.162
EC - OC — ETI -0.365  -0.302 0.110
EC - OT— ETI -0.374  -0.250 0.094
EC > OT - OC » -0374 0393 -0.302 0.044
"}lz"gal EC —» ETI 0.248
PC - OC — ETI -0.229  -0.302 0.069
OT - OC — ETI 0.393  -0.302 -0.119
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On the second question that sought to identify the nature
of influence of mediating variables on the relationships
between ethical climate configurations and employee
turnover intentions, the final results (table 2) show a
significant total indirect negative influence (= -.162) of
BC configuration on employee turnover intention. In like
manner, a total indirect positive influence (B=.248) of EC
configuration on turnover intention was also identified.
Regarding PC configuration, an indirect significant
positive effect (B= .069) on turnover intention was
identified. These findings indicate that the influence of
both BC configuration and EC configuration were totally
mediated by  organizational commitment and

organizational trust, whereas the influence of PC
configuration on turnover intention was only partial
through organizational commitment.

Another major findings is the pivotal influences played by
organizational trust; it has the largest direct positive effect
(8 =0.393) on organizational commitment, and it partially
mediates the effects of two ethical climate configurations
(BC and EC configurations) which are antagonistic in
nature. Therefore, organizational trust plays a key role in
the establishment of a desired level of organizational
commitment.

Table 3: Fit Indices in the Final Model

Measure
of fit Fit guideline Initial result Final result Evaluation
CMIN/df < 2 (Tabachnick et al., 2.427 1.761 Good fit
2012)
GFI > .92 (Hair et al., 2011) .640 0.930 Good fit
IFI > .92 (Hair et al., 2011) .682 0.952 Good fit
TLI > .92 (Hair et al., 2011) .664 0.937 Good fit
CFlI > .92 (Hair et al., 2011) .678 0.951 Good fit
RMSEA < .07 (Hair etal., 2011) .070 .051 Good fit

On the third question, after a comprehensive assessment
of various competing models, the best model that fits the
data was specified as presented in Figure 1. Data
pertaining to the major fit indexes for this model were also
in the acceptable range (see table 3). Although chi-square
was significant [? (153, df = 107, N = 291) = 188.403, p
< .001], the CMIN/df ratio of this model (1.761) was
below 2, which is the cut-off measures suggested by
Tabachnick and Fidell (2012) to be used as a valid
measure of good fitting model whenever a significant chi-
square index is identified (p. 620). According to Hair et al.
(2011), a significant chi-square can always be expected
when the sample size is greater than 250. Hence, the
finding of a significant chi-square in this study is not a
surprise since the sample size was 291.

158

Ultimately, this model represents the best predictive
model of employee professional turnover intention as
prescribed by the baseline theories of the model. In terms
of the weights of the direct relationships among the latent
variables in the model, all of them are significant (p <.05).
This model explains 33% of employee intentions to quit
their profession, whereas the remaining portion can be
accounted for other factors.

In addition, for all the parameters of this model, the
estimated regression weights and p-values were tested and
found to be significant (Appendix 3). Compared with
previous turnover intention models, this model has the
advantage over them because it specifically explains
professional turnover intentions while the previous ones
had remained in the broad picture of turnover intention



Benevolent climate
- Caring

Egoistic climate
- Instrumental

Principled climates
- Independence

Organizational commitment
Affective

Organizational trust
- Trust in supervisor

Employee turnover intention
Intent to leave profession

Figure 1: Model of employee professional turnover intention

This closeness between the identified model and the
measurement model is the first indicator of the best model
that fits the data because “the measurement model fit
provides an upper bound to the goodness of fit of a
conventional structural model” (Hair et al., 2011, p. 650).
Moreover, all the 9 parameters maintained in this final
model were significant at least with p < .05 (see Table 3).

As depicted in Figure 1, the final model of this study
comprises (a) the causal relationships between three

ethical climate configurations (benevolent climate,
egoistic climate, and principled climate) with three
endogenous variables (employee turnover intention,
organizational commitment, and organizational trust) and
(b) the causal relationships among endogenous variables.
Overall, findings revealed that employee turnover
intention is influenced by each of the remaining variables
either indirectly or directly.

Table 3: Regression Weights Estimates in the Final Model

Relationship B p-value
EC - OT -374 .000***
BC —» OT 190 .010
BC —» OC .304 .000***
OT - 0C .393 .000***
EC - OC -.365 .000***
PC —» OC -.229 .002
OC — ETI -.302 .004
OT — ETI -.250 .008
PC — ETI .239 .000***

Note: OC = Organizational commitment, OT = Organizational trust, BC = Benevolent climate,
EC = Egoistic climate, PC = Principled climate, ETI = Employee turnover intention; *** = p <.001

Another noteworthy finding is the controversial influence
of EC configuration in the present predictive model: It has
the biggest effect total negative effects on organizational
commitment (B = -.512) and on organizational trust (§ = -
.374). In addition, EC configuration co-varies negatively
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(r = -.122) with BC configuration, which is the most
desirable ethical climate; meaning that EC configuration
also interferes with the desirable effects which would be
expected from BC configuration on all its outcomes.



Table 4: Standardized Effects Sizes in the Final Model

Relationship Direct effect Indirect effect Total effect
EC —» OT -0.374 -0.374
BC — OT 0.190 0.190
PC - OC -0.229 -0.229
EC —» 0OC -0.365 -0.147 -0.512
BC — OC 0.304 0.075 0.379
OT —»>0C 0.393 0.393
PC — ETI 0.239 0.069 0.308
EC — ETI 0.000 0.248 0.248
BC — ETI 0.000 -0.162 -0.162
OT - ETI -0.250 -0.119 -0.369
OC — ETI -0.302 -0.302

Note. OC = Organizational commitment, OT = Organizational trust, BC = Benevolent climate, EC = Egoistic climate,
PC = Principled climate, ETI = Employee turnover intention

Lastly, these findings suggest the important role of
organizational trust in the predictive model of
professional turnover intentions, as it represents the
strongest influence ( =-0.369) on employee turnover
intention compared with other mediating variables
(table 4). This total effect includes a direct effect (p =
-0.250, p < .005) and one indirect effect (B = -0.119)
through organizational commitment, which, as it
reads in table 4, has the greatest direct influence (p =
-0.302) on employee turnover intentions. Bottom-
line, these findings concur with empirical evidences
from previous studies (Canipe, 2006; Cho & Song,
2017; Dirks & Ferrin, 2002; Mulki et al., 2008; Wong
et al.,, 2015) in which strong negative relationships of
organizational trust with employee turnover
intention (r = -43; r = -.60; r = -38; B = -.29; r = -.24,
respectively) have been reported.

5. Conclusion and Recommendations

The purpose of this study was to contribute to the body of
knowledge of the determinants of employee turnover
intention by proposing a new model based on ECT and on
which a new variable (organizational trust) was added.
This purpose was achieved using the data collected from
291 university lecturers from both private and public
universities in Rwanda.

The moderate variance explained by the model (R? = .33)
suggests that there is 67% of the variance in employee
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professional turnover intention, which could be explained
by other variables not included in the model. Nevertheless,
the wide range of turnover literature explored in the course
of this study did not identify any predictive model that
deals with intention to leave the profession as a dependent
variable. Therefore, it is highly estimated that the model
identified in this study will serve as a starting point for
future academic endeavors aiming the establishment of
best predictive models that can be used to enhance
employees’ willingness to keep up with their profession.

The findings pertaining to each of the three areas that
formed the main themes of this study (ethical climate
configurations, desirable consequences of ethical climate
configurations, and undesirable consequences of ethical
climate configurations) provide the following directions
for further studies: Firstly, This study identified a model
which explains only 33% of variance in employee
turnover intentions, with regard to intent to leave the
profession specifically. Hence, future studies are needed
in order to find out which variables account for the
remaining 67% of variance in this type of employee
turnover intentions.

Secondly, further studies should explore possible links
between employee turnover intentions and other
organizational commitment components such as
normative commitment and continuance commitment.
Thirdly, longitudinal studies are needed, which would
reveal the extent to which specific changes in ethical
climate configurations can generate variations of



employee turnover intention. One of the important
implications for practice is that decision-makers should
consider entrusting supervisory positions to competent,
caring, and trustworthy people. These characteristics are
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