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How can rationality of action be discussed without a word about the relationship between
virtue and happiness? Is not happiness humanity's good?
(Foot, 2003)






Abstract

This research aimed to examine whether organizations’ internal ethical context contributes to
fostering employees’ subjective well-being (SWB). Socially responsible human resources
management (SRHRM) and ethical leadership were also evaluated and were expected to explain
the previous relationship through a sequential mediation effect. For this purpose, data were
collected through an anonymous questionnaire to a sample of 315 participants from
organizations operating in different business sectors.

The internal ethical context was assessed using three elements: the existence of an ethics
code, the scope, and relevance of the ethics program. Findings revealed that, while the mere
existence of an ethics code did not predict SWB, the scope of the ethics program and
employees’ perception of its relevance positively influenced SWB. SRHRM, measured by
practices regarding training and development, work-life balance, professional career,
communication, and diversity attention, has revealed to be a significant mediator between
internal ethical context and SWB. Ethical leadership, on its hand, did not show significance
mediating the relationship between organizations' ethical context and SWB, but contributed to
the chain of effects of the proposed model. The results indicate that organizations’ internal
ethical context increases the adoption of SRHRM practices, that support stronger ethical

leadership behavior, and, thereby, promotes higher SWB.
Keywords: Internal Ethical Context, Ethical Infrastructure, Socially Responsible Human

Resource Management, Ethical Leadership, Subjective Well-Being

JEL Classification System: M540 — Labor Management; 1310 — General Welfare; Well-Being






Resumo

Este estudo procurou perceber em que medida o contexto ético interno das organizagdes
contribui para o bem-estar subjetivo (BES) dos seus colaboradores. A gestdo de recursos
humanos socialmente responsavel (GRHSR) e a lideranca ética foram também avaliadas na
expectativa de que explicassem a relagdo anterior através de uma mediagdo sequencial. Para
tal, foram recolhidos dados através de um questionario anénimo do qual se recolheu uma
amostra de 315 participantes de organizacdes de diferentes setores de negocio.

O contexto ético interno foi avaliado a partir de trés elementos: a existéncia de um
codigo de ética, o dmbito e a percecdo de relevancia do programa de ética. Os resultados
revelam que, embora a mera existéncia do cddigo de ética ndo preveja o0 BES, o ambito do
programa de ética e a percecdo da sua relevancia por parte dos colaboradores, influencia
positivamente o BES. A GRHSR, avaliada por préticas relativas a formacdao, equilibrio entre o
trabalho e a familia, carreira profissional, comunicacdo e atencdo a diversidade, revelou-se
como uma mediadora significativa entre o contexto ético interno e o BES. A lideranca ética,
por sua vez, ndo revelou significancia estatistica na mediacdo da relacdo entre o contexto ético
interno e o BES, mas contribuiu para a cadeia de efeitos do modelo proposto. Os resultados
indicam que o contexto ético interno das organizacfes aumenta a adogdo de praticas de
GRHSR, que por sua vez apoiam um comportamento de lideranca ética mais forte, promovendo

um maior BES dos colaboradores.

Palavras-Chave: Contexto Etico Interno, Infraestrutura Etica, Gestdo de Recursos Humanos

Socialmente Responséveis, Lideranca Etica, Bem-Estar Subjetivo

JEL Classification System: M540 — Gestdo Laboral; 1310 — Bem-Estar Geral
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Introduction

Ethics has become one of the most important factors organizations need to consider. The effects
of rising unethical behavior are extremely costly, with an estimation of millions of dollars lost
(ACFE, 2018), besides considering the indirect effects, such as the decrease in employee
motivation, and organizational reputation (Mitchell et al., 2020). The understanding of these
consequences for organizations, employees, stakeholders, and society in general, called not
only scholars’ attention to understand the environmental and psychological factors behind
unethical behavior (Mitchell et al., 2020), but also the managers’ attention, as they seek
competitive advantages, legitimacy, and a good reputation for their organizations (Chaudhary,
2017; Lee, 2008).

There is evidence that ethical behavior promotes trust within an organization and
reduces conflicts, which results in lower turnover, as employees increase their level of job
satisfaction and work engagement (Mulki et al., 2006; Koh & Boo, 2001). In turn, unethical
behaviors within the workplace, like bullying and discrimination, have a negative impact on
employees’ levels of physical and psychological well-being (Promislo et al., 2013).
Organizations that look forward to improving their performance by investing in ethical
practices and policies, will also improve their employees’ subjective well-being (SWB), since
the attempt to become ethical and socially responsible is revealed through an effort to impact
employees’ SWB (Zhang et al., 2021), and the promotion of success within the workplace
(Chida & Steptoe, 2008).

Like practices regarding ethics have a positive impact on employees’ satisfaction, so do
practices regarding corporate social responsibility (CSR), which provide safe work
environments and good salaries, reducing employees’ perceived uncertainty and consequently
improving their well-being (Shen & Zhu, 2011; Shen & Benson, 2016; Zhang et al., 2021). The
investment in ethics goes beyond having an ethical infrastructure supported by ethics codes and
programs. To foster employees’ SWB, organizations need to assure ethical leaders and human
resources (HR) with the right structure to communicate ethical policies and practices.

If the main goal of CSR is to achieve harmony between social, environmental, and
economical aspects (Duarte et al., 2010), so is the goal of HR, that try, through a strategic or
operational execution (Sarvaiya et al., 2018), to assure the sustainability of the internal systems.
Having, apparently, the same goals, the question emerges of what policies should socially

responsible human resources management (SRHRM) - HRM practices related to CSR themes



-, put in practice to improve both the promotion of employees and society’s satisfaction. The
challenge remains to understand what can support it i.e., what within an organization makes it
succeed.

Not only is SRHRM expected to affect employees' SWB, but also ethical leaders since
the application of internal ethical policies, is strictly related to the way employees will
understand and accept them, consequently, how they will also put them into practice.
Employees receive guidelines for ethical behavior through their leaders, that help them
internalize their organization’ principles and values (Cohen, 1993; Trevifio et al., 2000;
Tenbrunsel et al., 2003).

A few studies on the relationship between ethics and employees’ SWB have been
conducted, but literature is still scarce in this regard. This relationship has been researched
especially at a negative level, attempting to understand, for example, the negative consequences
of unethical behavior on employees' work satisfaction (Bowling & Beehr, 2006). Similarly,
there is still not much literature on the impact of SRHRM practices on employees, but recently,
the first association between SRHRM practices and well-being was tested considering the
mediating role of perspective-taking (Zhang et al., 2021). The mediation of SRHRM and ethical
leadership between an ethical context and SWB remains, however, unexplored.

The present research proposes to understand if organizations’ internal ethical context
marked by the existence of an ethics code, the scope of the ethics program, and its perceived
relevance, has a positive impact on employees’ SWB, revealed by their frequency of positive
feelings in comparison with negative feelings and satisfaction with life. After this, will be
considered two potential mediators, expected to be drivers of the previous relationship:
SRHRM (measured by HRM practices regarding training and development, work-life balance,
communication, professional career, and diversity attention), and ethical leadership.

To this end, the present thesis starts with a theoretical framework on all the mentioned
constructs that supports the development of the research hypotheses. This will be followed by
the presentation of the empirical investigation, namely its methodological approach and results.
Finally, conclusions and implications will be presented, relating all the findings to the existing

literature.



Chapter I — Internal Ethical Context and Subjective Well-Being






Internal Ethical Context of the Organization

The investment in ethics, besides de reputation it brings for the organization, is also a demand
that was placed by the consumers, that expect answers and attitudes from organizations, given
the scandals that have taken place in recent years (Duarte et al., 2010). An organization can
assume to be ethical, in the sense that it has ethical external relationships with clients and
partners (Foote, 2001; Simdes et al., 2019), but still operate internally with the only goal of
achieving economic results that do not seem to bring any social value to its workers.
Organizational ethics, besides considering external relations, is expected to have an internal
impact that benefits all the people involved (Koonmee et al., 2010) by influencing employees’
behavior and moral development (Vitell & Singhapakdi, 2007).

The investment in internal communication on ethical issues, training, and codes of
conduct, offers employees the possibility to develop their moral reasoning in the same way a
skill is developed. Individual ethical behavior is multidetermined, which means that is strongly
influenced, besides individual characteristics, by the context where the individuals are inserted
(Trevifio, 1986; Simdes, 2015). The contextual factors, in this case, the organization
environment, revealed by its culture, practices, and norms have an inevitable direct influence
on employees’ decision-making processes (Tenbrunsel & Messick, 1999; Trevino et al., 2014;
Trevifio & Weaver, 2001; Kish-Gephart et al., 2010; Simdes et al., 2019).

Activities that aim to promote ethics, such as activities around social responsibility
themes, affect employees’ quality of life at work (Kim et al., 2007). Similarly, ethics codes,
training, and perception of social responsibility are positively related to employee satisfaction
with work (Valentine & Fleischman, 2007). The relationship between ethics and happiness or
satisfaction with life has been discussed in philosophy where the disposition to do the good and
right thing is in accordance with the disposition of having pleasure doing it. Not only is this
linkage considered in the philosophic field, but it also moved to the business field as well, where

managers gained consciousness of the relevance of organizational ethics (Nunes, 2017).

The impact of the Internal Ethical Context on Individual Behavior

The ethical context is potentiated by what Tenbrunsel et al. (2003) call “ethical infrastructure”,
which includes formal and informal ethical systems, each strongly maximized if associated with
formal norms (Kish-Gephart et al., 2010; Trevino & Weaver, 2001; Simdes et al., 2019), that

support the entire organization and are expected to positively influence employees’ ethical



behaviors. The formal elements of the ethical infrastructure are the elements that are
documented and susceptible to be verified. These are divided between surveillance and
sanctioning formal systems, that aim to monitor, detect and report ethical or unethical behavior,
either as a reward or a sanction, and formal communication systems that officially communicate
values and ethical principles through codes of conduct, educational programs and expected
standards of performance that work as guideline norms to ethical behavior (Tenbrunsel et al.,
2003). Organizations with ethical infrastructures use mainly codes and programs of ethics as
their communication formal systems that look forward to establishing an ethical culture by
promoting ethical behavior (Kaptein, 2009; Voegtlin & Greenwood, 2016).

Ethics programs have nine major components (Kaptein, 2009), from which are
highlighted, firstly, the code of ethics, that is, an established document that includes norms and
regulations on the expected behavior concerning multiple circumstances (Kaptein & Schwartz,
2008; Voegtlin & Greenwood, 2016). Secondly, communication and ethical training, and most
importantly, the way these are done, as the ethics report line, which as the name indicates, is a
line of ethical communications where workers can report identified issues (Weaver et al., 1999;
Voegtlin & Greenwood, 2016). Thirdly, sanctioning policies for non-ethical actions and the
way these should be managed as well as rewarding policies, that are especially efficient on
workers’ perceptions of justice that in the understanding of consequences their action can have,
there is an understanding of the program of ethics as more than merely symbolic (Weaver et
al., 1999; Voegtlin & Greenwood, 2016).

Ethics programs tend to influence and promote workers’ ethical behavior, as they
present the expected conduct by leaders and managers, promote the necessary resources for
workers not to act against the code. Also, they promote organizational commitment since lack
of satisfaction can generate unethical acts (Greenberg, 1997; Salamon & Robinson, 2008;
Kaptein, 2009), elevate transparency on how ethical issues are addressed, and in this sense,
create openness to discussion (Trevino & Weaver, 2001).

Nevertheless, the existence of the code of ethics is not sufficient on its own, as one could
imagine, to assure an organizational culture that is efficient in employees’ behavior (Kaptein &
Schwartz, 2008; O’Fallon & Butterfield, 2005; Kish-Gephart et al., 2010; Simoes et al., 2019).
The relevance of the ethics code and program is dependent on its scope in a sense that the more
adequate the dimension of the program, its components, and composition, the more
significantly it reduces the number of unethical behaviors registered (e.g., discrimination
practices) (Kaptein, 2015; Simdes et al., 2019). Not only is the number of the components in

the ethics program relevant, but also the role of scope, sequence, and order in which those



components are integrated (Kaptein, 2015) to be efficient in the reduction of unethical
behaviors.

If the ethics program aims to provide workers with tools that guide their behavior
(Weaver et al., 1999), it is expected that the more components the program has, the more
guidelines workers have and the fewer unethical behaviors they will practice. Again, the widest
the program, the widest is the expected commitment by employees (Weaver et al., 1999;
Voegtlin & Greenwood, 2016). But this relationship is not completely linear or proportional
since the opposite perception can happen. If the ethics program is too wide and extensive, the
probability of employees not reading it and feeling saturated, restricted, and controlled is also
wider (Katz-Navon et al., 2005; Kaptein, 2015), which means the scope of the program should
be adjusted and coherent with the context it is relative to.

Ethics programs’ nature and dynamics are extremely important in impacting individual
ethical awareness and consequently their ethical behavior (Kaptein, 2015; Kaptein & Schwartz,
2008; O’Fallon & Butterfield, 2005; Simdes et al., 2019). The perceived relevance of the ethical
context is dependent on the awareness and importance employees’ give to the ethics program,
its rewarding and sanctioning systems and the role played by the heads of the different
departments in monitoring employees’ compliance (Treviiio & Nelson, 2007). The perception
of the ethics program, in turn, has its relevance dependent on managers and organization
members’ behaviors, which are expected to be in line with the defined policies (Kaptein &
Schwartz, 2008). The higher the perception of the ethical context of the organization, the higher
is it expected to affect employees’ well-being as has been suggested by research (Schwepker et
al., 2021)






The impact of the Ethical Context on Subjective Well-Being

The relationship between ethics and SWB has been researched especially at a negative level,
revealing the negative effect of unethical behaviors (e.g., bullying, discrimination, and
injustice) on a work context, not only for the victim but also for the ones who practice and
witness it (Giacalone & Thompson, 2006; Giacalone et al., 2016). The highlighted
consequences of these unethical behaviors are stress, trauma, and bad health behaviors. In the
present research, the main goal is to understand whether internal ethical context positively
influences employees’ SWB. Once again, the question for this relationship had already been
raised by philosophy, where the idea of a happy life, is already a consequence of a good and
worthy life, and well-being is not only related to a high presence of pleasure and low presence
of negative aspects but with the ethical behavior of the individual (Yang et al., 2021).

SWB as defined by Diener and Ryan (2009), encompasses a cognitive dimension and
an affective dimension. The cognitive dimension is satisfaction with life, including physical
and mental health, family, friends, and life circumstances of the individual (Gill & Feinstein,
1994; Albuquerque & Troccoli, 2004). The affective dimension is measured by two indicators.
Firstly, positive feelings related to the feeling of happiness (Sagiv & Schwartz, 2000) and to
the emotional positive states of pleasure and contentment (Albuquerque & Tréccoli, 2004).
Secondly, negative feelings related to psychological negative symptoms, for example, anxiety
and pessimism (Lucas et al., 1996; Galinha & Ribeiro, 2005; Diener et al., 1995; Busseri, 2018).
What essentially is accounted for is not the intensity of the feelings, but the frequency of
occurrence of each dimension (Diener et al., 1991; Busseri, 2018), since they are independent,
and should be measured separately (Andrews & Withey, 1976; Lucas et al. 1996; Diener et al.,
2003).

Well-being is subjective exactly because it is relative to the evaluation each person does
of his/her own life, as it is influenced by personal experiences and characteristics (Diener &
Ryan, 2009; Campbell, 1976; Albuquerque & Troccoli, 2004), such as self-esteem and
optimism (Lucas et al., 1996), extroversion and neuroticism (Diener et al., 2003; DeNeve &
Cooper, 1998). SWB corresponds to and results from a cognitive process where the individual
evaluates and balances his/her situation (Emmons, 1986), whereby, it should be accounted for
long term and not only relative to a specific moment, otherwise it would raise limitations
(Diener et al., 1997). It is subjective also because it is influenced by contextual and cultural
factors (Diener et al., 2003). Many studies show differences in SWB mean values between

nations (Inglehart & Klingemann, 2000; Veenhoven, 1993), and several factors contribute to



that difference, such as remuneration and if the culture where the individual is inserted is more
individualistic or collectivistic (Diener & Lucas, 2000; Diener et al., 2003).

At asocial and interpersonal level, people with high levels of SWB tend to have superior
levels of sociability and create their system of social support (Cunningham, 1988; Isen, 1987),
which suggest that high levels of SWB are beneficial not only individually, but it also has
effects on the social environment around. Happier employees tend to have more positive work-
related behaviors which have repercussions at a remuneration level, where higher salaries create
higher levels of SWB (Diener et al., 2002; Diener & Ryan, 2009). Satisfaction with work is a
determinant factor in citizenship organizational behaviors (Wu et al., 2015), that favors success
within the workplace (Diener et al., 2002). The benefits of SWB are also noted at a health level
since SWB directly affects positivity and longevity, because of all previous reasons, but also
because it makes individuals more prone to participate in pro-social activities, like charity and
voluntary work (Tov & Diener, 2008; Thoits & Hewitt, 2001; Krueger et al, 2001; Diener &
Ryan, 2009).

Organizations with ethical contexts strive to treat all employees with justice at a
remuneration and performance evaluation and invest in social responsibility training and
development (Vitell & Singhapakdi, 2007). Ethical practices have empirical evidence of
impacting employees’ satisfaction with work (Valentine & Fleischman, 2007) and quality of
life (Kim et al., 2017), especially if these employees value ethical issues (Koh & Boo, 2001;
Vitell & Davis, 1990; Vitell & Singhapakdi, 2007). Satisfaction with work is an important
consequent of the ethical context, and at the same time, an important predictor of employees’
happiness with life in general (Lee et al., 2015). Thus, the first hypothesis of this research,
considering the internal ethical context measured by the existence of the ethics code, the scope

of the ethics program, and the perception of the ethics program’ relevance, read as follows:

Hypothesis 1: Employees’ perception of Internal Ethical Context is positively related to their
SWB.

Employees’ perception of the organization’s ethical context and the effect it has on their SWB,
is not only dependent on the ethical context itself, but also on other key factors such as CSR
practices and ethical leadership (Jones 1991; Schwartz 2016; Schwepker et al., 2021). These

relationships will be considered in the next sections.
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Socially Responsible Human Resources Management

Human resources management (HRM) has suffered a shift where more attention started to be
given to an essentially strategic strand whose goal is to achieve economic and financial results
which contributed to ethical issues becoming secondary (Greenwood, 2002; Simdes et al.,
2019). To correct this, it became expected from companies to have an active role oriented to
social and environmental well-being, business mechanisms that are efficient as well as ethical,
and a set of HR practices that defend and respect its employees (Duarte et al., 2010). The
necessity of assuring social responsibility (SR) practices that focus on promoting employees’
well-being, resulted in the construct of SRHRM: HRM guidelines that involve the concern for
CSR practices (Sancho et al., 2018).

Voegtlin and Greenwood (2016), in reference to Watson (2010) and Mueller and Carter
(2005), define HRM as “institutions, discourses and practices focused on the management of
people within an employment relationship enacted through networks comprising multiple
public and private actors” (Voegtlin & Greenwood, 2016, p.182). On the same hand, CSR
defined as the “actions on the part of the firm that appear to advance, or acquiesce in the
promotion of some social good, beyond the immediate interests of the firm and its shareholders
and beyond that which is required by law” (Waldman et al., 2006, p. 1703) is expected to
integrate into business, activities that focus on three main pillars: economic, social, and
environmental (Neves & Bento, 2005; Barrena-Martinez et al., 2017), corresponding to the
triple bottom line (Elkington, 1998) that encompasses activities related to people, profit, and
the planet (Duarte et al., 2010).

CSR is not only a set of practices that try to answer to stakeholders’ needs but is also
expected that these stakeholders contribute to the definition of the policies that should be
implemented, and so, to the definition of CSR itself (Becker-Olsen et al., 2006; Brown & Dacin,
1997; Creyer & Ross, 1997; Maignan, 2001; Sen & Bhattacharya, 2001; Duarte et al., 2010).
For this reason, CSR is extremely linked to the stakeholder theory, which puts organizations in
the place of finding a balance between the different stakeholders’ demands and expectations,
considering their economic, legal, ethical, and discretionary responsibilities (Carroll, 1991;
Branco & Rodrigues, 2006; Duarte et al., 2010).

HRM practices that aim at implementing CSR, SRHRM (Shao et al., 2019) have been
associated with different dimensions and practices. Voegtlin and Greenwood (2016) reflect on

the importance of the way HRM defines SR policies, which assumes three main theoretical
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theories: a political, an instrumental, or an integrative perspective (Parson, 1961; Barriga &
Melé, 2004; Voegtlin & Greenwood, 2016).

Firstly, the vision of SRHRM as political, as the name indicates, centers social
responsibility on political and bureaucratic topics, as if social responsibility is ensured, when
regulations are also ensured. SRHRM is conceptualized as having a political part in society
(Voegtlin & Greenwood, 2016). Secondly, the instrumental SRHRM perspective has its
fundamental thesis that employees’ involvement in social responsibility policies have financial
advantages as it is the main goal, where employees’ behavior is never an end, but a means to
the economic success of the organizations (Voegtlin & Greenwood, 2016). Thirdly, to think of
SRHRM as integrative is to think of social responsibility as integrating business needs with
society needs (Preuss et al., 2009; Martinez Lucio & Stuart, 2011; Voegtlin & Greenwood,
2016), which is, the integration of different stakeholders’ needs, from employees to the local
community. CSR policies only directed to economic factors are not enough to create social
conditions, it is needed to create and apply policies that are exclusively directed to specific
social issues (Jones & Felps, 2013; Voegtlin & Greenwood, 2016).

Concerning the implementation of SRHRM policies, Sarvaiya et al. (2018), recognize
in the literature the need for separate HRM action between operational and strategical, passive
or active since the lack of information on this distinction turns challenging the understanding
of the SRHRM role (Sarvaiya et al., 2018; Voegtlin & Greenwood, 2016; Podgorodnichenko
etal., 2021).

Strategical SRHRM considers a people management approach that has the goal of
reaching a sustainable and competitive advantage through specific policies and practices
(Bratton & Jeffery, 2003; Sarvaiya et al., 2018). But this strategical perspective is never
inseparable from an operational perspective since it always includes internal issues, such as the
promotion of employees’ well-being (Ulrich, 1997; Sarvaiya et al., 2018) since HR’
involvement is always marked by contextual factors relative to the organization’s structure.
Operational HRM in the implementation of CSR policies seems, on the contrary, to be more
direct since they are already assumed to be the promotors and drivers of employees’
participation in, for example, environmental initiatives, communitarian development, and social
causes. The role of HR in CSR is especially an internal role that considers the promotion of
well-being and other variables directly related to the organization's internal systems (Sarvaiya
et al., 2018). The productive relationship between HR and CSR suggested by the authors is the

one where HR are assumed as the operational drivers of CSR policies, but not necessarily
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drawing and thinking of those policies —a one-way link (Golden & Ramanujam, 1985; Sarvaiya
etal., 2018).

Sarvaiya et al. (2018) advocate that organizations should promote SRHRM according
to three pre-conditions. First, that the structure of social responsibility should be somehow
linked to the HRM department (Gond et al., 2011; Sarvaiya et al., 2018). Second, organizations
should develop CSR strategies that include HRM internal aspects, since not giving attention to
internal issues can create employees a negative perception of HRM support (Newman et al.
2015; Rodrigo & Arenas 2008, Sarvaiya et al., 2018). And third, the promotion of HRM
involvement on CSR initiatives (Sarvaiya et al., 2018).

The impact this integration has on an HRM level is given, mainly, in four categories.
Firstly, attraction, in the sense that the promotion of social responsibility attracts talent and
resources (Duarte et al., 2014; Greening & Turban, 2000; Turban & Greening, 1997;
Podgorodnichenko et al., 2021). Secondly, training in CSR practices enables employees to
develop specific skills, such as teamwork, acquired, for example, through voluntary action
(Frances, 2008; Syedain, 2010; Podgorodnichenko et al., 2021). Thirdly, well-being (Duarte &
Neves, 2010; Koh & Boo, 2001; Valentine & Fleishman, 2007) which is clear to be a
consequence to workers when there is a good perception of social responsibility and ethics
(Crichton & Shrivastava, 2017; Stankevicitité & Savanevi¢ien¢, 2019; Su & Swanson, 2019),
and that will be explored in the next section of this dissertation. And fourthly, retention, since
is also noticed a decrease in turnover (Podgorodnichenko et al., 2021).

At an organizational level, SRHRM has consequences in terms of performance, which
IS measured by reputation, productivity, innovation and economic impacts, and sustainable
performance (Shen, 2011). Duarte et al. (2010) highlights also the competitive advantages to
organizations insofar as the implementation of CSR practices is an important indicator to
consumers (Tenbrunsel et al., 2003). On an individual level, when there is communication
between HRM and CSR, there are improvements in employees’ attitudes, satisfaction,
organizational identity, and decreasing of cynicism (Dhanesh, 2014; Farooq et al., 2019; Farooq
et al., 2014; Sheel & Vohra, 2016). There is also empirical evidence for improvements related
to employees’ behaviors because of the increase in SR perception and adherence to CSR
policies through ethical practices (Podgorodnichenko et al., 2021). Socially responsible
recruitment processes are proven to be drivers of attention to others’ needs (Kraus et al., 2012;
Babalola et al., 2020), social responsibility training makes employees more receptive to getting
involved and communicating with stakeholders (Zhang et al., 2021). It is also proposed that HR

practices that have a focus on social issues have also a major impact on CSR, which is in turn
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significant on attitudes, behaviors and the way employees execute their everyday tasks (Shen,
2011).

The rising interest in ethics in the HRM field is suggested through practices such as
ethical training and ethical leadership (Nie et al., 2018) which reveals the importance of
SRHRM practices on employees’ perception of their organization as ethical (Duane Hansen et
al., 2016). The ethics program has as its main functions the promotion of the necessary
resources for employees not to commit actions against the established code and elevate the
transparency relative to the way ethical issues are dealt with (Kaptein, 2009; Voegtlin &
Greenwood, 2016). Having settled that an ethical context has an extreme influence on
employees’ ethical behavior, is similarly expected that it also influences the way HRM operate,
especially on CSR matters, that should be transversal to external and internal processes. Ethical
context supported the existence of an ethics code, the scope of the ethics program and perceived
relevance by employees, is expected to have a positive impact on SRHRM practices.

Regarding the relationship between SRHRM and employees’ well-being, Zhang et al.
(2021) introduce the hypothesis of SRHRM practices being drivers of well-being and favorable
situations, not only for employees but for society in general. To understand this influence, the
authors adopted the social information processing theory (Salancik & Pfeffer, 1978), which
supports individuals adapting their behavior to the context surrounding them, where the social
information collected and individual attitudes are mediated by cognitive processes (Salancik &
Pfeffer, 1978; Zalesny & Ford, 1990; Zhang et al., 2021). If low levels of employees’ SWB
reveal themselves as a concern to companies because of its consequences on performance (Goh
et al., 2015; Pfeffer, 2016, 2018), to revert this situation, companies try to invest in policies and
practices that advocate for an ethical context and socially responsible HRM practices (Shen &
Benson, 2016). This investment supposes that the concern with employees’ health reduces the
sensation of uncertainty and so, increases their SWB (Zhang et al., 2021). This leads to the

following hypothesis:

Hypothesis 2: The relationship between Internal Ethical Context and SWB is mediated by
SRHRM.
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Ethical Leadership

Besides the importance of the existence of an ethics program that stipulates the expected
behavior in an organization, the success of ethics is strongly related to the way leaders
communicate and practice these behaviors which, in turn, reflect on the perception employees
have of their organization’ values and levels of support (Trevinio, 1986). The effectiveness of
informal ethical systems occurs primarily through leaders since it is by them that the code and
program of ethics are communicated and are them who choose in which sequence are policies
applied also, the behavior of managers must also be discriminated in the code (Voegtlin &
Greenwood, 2016). Leaders’ failure to adopt their organizational code of ethics, prejudice
internal and external performance, having as a result, an increase in employees’ unethical
behavior (Mayer et al. 2009; Voegtlin & Greenwood, 2016).

Ethical leadership is defined by Brown et al. (2005) as ‘‘the demonstration of
normatively appropriate conduct through personal actions and interpersonal relationships, and
the promotion of such conduct to followers through two-way communication, reinforcement,
and decision-making’” (Brown et al. 2005, p. 120). Ethical leadership is thus, drawn from the
evaluation of ethical behavior relative to interpersonal relationships, actions, characteristics,
and personality traits of the leader (Brown & Trevifio, 2006; Brown et al., 2005), such as
honesty, integrity, reliability, and cognitive trust (Mostafa & Shen, 2019; Den Hartog et al.,
1999; Kirkpatrick & Locke, 1991; Kouzes & Posner, 1993; Posner & Schmidt, 1992;
McAllister, 1995; Brown & Trevifio, 2006). More importantly is the way these traits, behaviors,
and attitudes are promoted to employees through ethical communication and decision making,
where rewards and sanctions are attributed moral and rationally (Brown et al., 2005; Den Hartog
& Belschak, 2012; Piccolo et al., 2010; Mostafa & Shen, 2019).

Bandura’s (1986) social learning theory shows that all individuals, in the process of
establishing their values and moral principles, pay attention to the values, principles, and moral
attitudes of other persons that can be role models for them. Brown and Trevifio (2006) supported
by Bandura’s (1986) theory, consider leaders as having an important role within an organization
because of their capacity on influencing their followers’ ethical behavior (Brown & Trevifio,
2006; Sarwar et al., 2020). To analyze the concept of ethical leadership are used notions such
as, firstly, morally consciousness and intensity linked to ethical decision-making processes
(Jones, 1991; Rest, 1986) in the sense that ethical leaders tend to have major consideration for
their decisions’ consequences (Bass & Avolio, 2000; Burns, 1978; Howell & Avolio, 1992;

Brown et al., 2005). Secondly, motivation that is often merged with self-control, discipline, and
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care for others (McClelland, 1975, 1985; Brown & Trevifio, 2006). Thirdly, the level of moral
judgment allied to the way the individual interprets situations, as it is expected that leaders with
a strong moral judgment read and solve dubious situations in a more sophisticated way (Turner
et al., 2002; Brown & Trevifio, 2006). Ethical leaders, for all these reasons, also reveal a better
capacity for doing ethical stakeholder management (Brown & Trevifio, 2006), as they are also
more apt to understand the different needs and make decisions.

Ethical leadership predicts a better perception of internal social responsibility (Brammer
et al., 2007), an improvement in justice perception, and consequently, the perception of
organizational support (Brown & Trevifio, 2006). Also, positively affects employees’ self-
esteem (Hillenbrand & Money, 2007; Hogg & Abrams, 1988), and therefore, increase
organizational engagement (Lin, 2010; Besieux et al., 2018), satisfaction and dedication
(Brown et al., 2005; Brown & Trevifio, 2006). All these consequences are revealed in the
diminishing of deviant behaviors’ frequency (interpersonal and organizational) (Mostafa &
Shen, 2019), and in the increase of prosocial behavior (Bryan & Test, 1967; Rosenhan & White,
1967; Brown et al., 2005; Brown & Trevifio, 2006).

The more ethical leaders are, the more they are expected to contribute to employees’
SWB, since the perception of support favor employees’ motivation to achieve important goals,
stimulating favorable energy to SWB (Ryan & Deci, 2000; Diener & Biswas-Diener, 2002).
Ethical leadership, besides influencing employees’ job performance, contributes to higher
satisfaction (Neubert et al., 2013; Sarwar et al., 2020). If one of the roots of satisfaction with
life is social environments characterized by good interpersonal relationships (Diener, 2012), an
ethical leader influenced by the ethical context of his/her organization, is more likely to improve
the SWB of their employees, which leads us to the following hypothesis:

Hypothesis 3: The relationship between Internal Ethical Context and SWB is mediated by
Ethical Leadership.

There are several studies supporting ethical leaders as drivers of a socially responsible context.
For instance, Wu et al. (2015) supported CEO’s ethical leadership as a driver of employees’
CSR. De Roek and Faroog (2018) showed the impact of ethical leadership on social
responsibility behaviors. Duane Hansen et al. (2016) supported ethical leadership as a
significant mediator between CSR and ethical climate perceptions. But the literature on the
relationship between SRHRM and ethical leadership and its impact on employees is still scarce
(Christensen et al., 2014; De Roeck & Farooq, 2018).
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Organizational ethics’ perceptions, considering CSR and ethical leadership as part of
that context, positively influence employees’ well-being (Schwepker et al., 2021). If SRHRM
improves employees’ behaviors and adherence to ethical practices (Podgorodnichenko et al.,
2021), it is also expected to improve leaders’ behaviors. It is not only expected that ethical
leaders impact employees’ SWB by having an important role in communication and promoting
the ethical context and SR practices, but that also them are prone to be affected by that internal
context lived in the organization (Trevino et al., 1999; Brown & Trevifio, 2006). Therefore, we

expect that:

Hypothesis 4: SRHRM and Ethical Leadership are sequential mediators in the relationship

between Internal Ethical Context and SWB.

Based on the previous hypotheses, the present study’s research model is illustrated in Figure
1.1.

Socially Responsible Human Ethical
Resources Management

A4

Leadership

Ethical Context
« Existence of Ethics Code
* Scope of Ethics Program
+ Perceived Relevance of Ethics
Progarm

Subjective Well-Being
» Positive Feelings
» Negative Feelings
» Satisfaction with life

A 4

Figure 1.1 - Conceptual Model

In the following chapter, attention is turned to the methodological approach and its empirical

analysis.
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Chapter Il — The effect of Internal Ethical Context on Subjective Well-Being
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Method

Sample and Procedure

For the present research, it has been chosen a quantitative, correlational approach, supported by
the application of a questionnaire to employees. This is a relatively easy and quick way to
collect data from a large number of people. It is also a data gathering technique from which we
can expect more spontaneous data since participants cannot be influenced by an interviewer
(Bryman, 2012). The questionnaire (Annex A) was constructed in the software “Qualtrics” and
included informed consent and demographic and professional questions. It was available online
between February and March 2022. Social media (LinkedIn, Facebook) and the researcher’s
network were used to disseminate the questionnaire and thus maximize the number of
participations. The only requirement for participation in the study was being working in the
same company for at least 3 months. A total of 471 responses were obtained. After deleting
incomplete responses and checking for the inclusion criteria, a final convenience sample of 315
participants was obtained.

From these 315 participants, 79% were female, with a mean age of 43 years, where the
youngest had 20 years old and the oldest 68 years old (SD=9.84). Regarding scholarly levels,
more than half have a bachelor’s degree (50.8%), 24.8% has a master’s degree and 17.8% have
a high school degree. The respondents work for different companies with different
characteristics: concerning the type of entity, 73.3% work for public entities while 26.7% for
private entities; concerning its ends, 70.5% work for companies with profits. The mean tenure
in current organization was 13 years (SD = 10.97); min = 0.5; max = 60). Regarding the
dimension of the organization, 9.2% of the respondents work at an organization with a
maximum of 9 employees, for companies with a number of employees between 10 and 49, 19%,
between 50 and 249, 22.9% and between 250 and 500, 10.2%. Finally, most of the respondents
(38.7%) work for organizations with a dimension of more than 500 employees. With respect to
holding a management position, only 32.4% of respondents exert a leadership role. Concerning
the relationship with their direct supervisors, respondents referred that their interaction is
mostly daily (73%) and 19% weekly. When asked how long they worked with their actual
leader, respondents gave a mean of 7 years (SD = 7.69), where the minimum is 0,5 and the
maximum is 45 years. By the time respondents filled the questionnaire, 56.5% were working

face-to-face, 21.3% were working from home and 22.2% were on a hybrid model.
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Variables and Measures

Predictor Variables
Ethical Context was measured through the following three variables:

Existence of Ethics Code. This variable was evaluated through the question “The
organization where I work has a Code of Ethics, which means, a formal document articulating
the organization’s values and standards of conduct or something similar”, measured with a
simple dichotomous response scale (“Yes” (1) or “No” (0)) (Kaptein & Schwartz, 2008;
Kaptein, 2015; Simaes et al., 2019) (Annex A — Part 1).

Scope of Ethics Program. The respondents were questioned about five items, each
focusing on different components of an ethics program, being, ethics training, communication
of the rules on sanctions, the existence of an anonymous support line and a responsible for the
management of the code, employees monitorization regarding following the code, and if there
IS @ manager responsible for the code. Responses were measured with a simple dichotomous
response scale (“No” (0) or “Yes” (1)) (Kaptein & Schwartz, 2008; Kaptein, 2015; Simaes et
al., 2019) (Annex A —Part 1). It was created a composite variable by adding together the number
of elements of the ethics program including the existence of a code of ethics, reported by
participants (Simaes et al., 2019)

Perceived relevance of ethics program. This variable was measured through an indicator
constituted by three items (e.g., “Employees are aware of the existence of a code of ethics (or
similar document”; « = .66) (Treviio & Nelson, 2007; Simaes et al., 2019). Participants were
asked to indicate if each statement applied to their organization using a five-point response

scale (1 = “Totally Disagree”; 5 = “Totally Agree”) (Simdes et al., 2020).

Mediator Variables

Socially Responsible Human Resources Management (mediator 1). To measure
respondents’ perception of SRHRM it was applied a scale developed by Sancho et al. (2018).
This is composed by 16 items that measure the five dimensions of this variable: training and
development (e.g., “Supports employees who wish to continue or upgrade their
education/training”; o = .79), work-life balance (e.g., “Helps the employees find suitable
work/life balance (flexible working hours)”; a = .82), communication (e.g., “Establishes
channels for dialogue with employees and their representatives”; a = .87), professional career
(e.g., “Recruitment processes are formalized and rigorous”; a = .85), diversity attention (e.g.,

“Allocates resources to manage the diversity of its employees”; « = .81). The responses to each
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item are given on a five-point Likert scale where 1 corresponds to “Totally Disagree” and 5 to
“Totally Agree”. The preference of utilization for this scale is justified firstly because its
application was on small and medium organizations in Spain, a context sufficiently comparable
to the one in the present dissertation, and secondly, because it presents good reliability for all
the five dimensions (a > .70, Sancho et al., 2018) (Annex A — Part 2). Similar to Sancho and
colleagues’ (2018) analytic strategy, an overall composite variable was calculated for each
respondent (a = .91).

Ethical Leadership (mediator 2). This variable was evaluated through the ethical
leadership scale developed by Brown and colleagues (2005). This includes ten items related to
the way the leader conducts his or her life, makes decisions, communicates ethical issues, and
gives an example of how to behave. It was asked respondents to choose from a five-point
response scale (1 = “Totally Disagree” and 5 = “Totally Agree”) the extent to which each item

is aligned with their direct supervisor’s behavior (a = .94) (Annex A — Part 3).

Criterion Variable

Subjective Well-Being. This variable was measured using two scales: the Scale of
Positive and Negative Experience (SPANE) and the Satisfaction with Life Scale (SWLS),
developed by Diener et al. (2009) and Diener et al. (1985), respectively.

The first scale includes twelve items, where six of them are related to the frequency of
positive feelings, emotions, and experiences (e.g., “Good” and “Happy”), and the other six are
related to the frequency of negative feelings, emotions, and experiences (e.g., “Bad” and
“Sad”). This scale has as its main goal to measure the affective dimension of SWB and is
evaluated by a 5-point Likert scale (1= “Very Rarely or Never” to 5=" Very Often or Always”).
From this are taken two indicators, one allusive to positive feelings (¢=.94), the other, allusive
to negative feelings (a = .88).

The second scale is composed of five items (e.g., “In most ways my life is close to my
ideal”; o = .83) whose goal is to measure the cognitive dimension of SWB. The items are
measured through a 7-point Likert scale where 1 corresponds to “Strongly Disagree” and 7 to
“Strongly Agree” (Annex A — Part 4).
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Results

Data were analyzed using IBM SPSS Statistics version 26, as well as PROCESS macro (Hayes,
2018) version 4.0.

Table 2.1 presents the mean, standard deviation, Spearman’s correlations regarding the
existence of the ethics code since it is measured by an ordinal scale, Pearson’s correlations for
all other variables, and the value of reliability (Cronbach’s alpha) for each variable. Regarding
the mean and standard deviation, it is possible to observe that respondents have a moderate
perception of ethical leadership (M = 3.38; SD = .89) as well as SRHRM (M = 3.46; SD = .85).
The scores of positive and negative feelings can vary between 6 and 30 (Diener et al., 2009). In
the current study, they have, respectively, a mean of 21.41 (SD = 4.44) and 14.08 (SD = 4.32),
which suggests moderate feelings but a high discrepancy between participants.

Regarding the correlations between variables, it is noteworthy that the existence of an
ethics code has a significant correlation with ethical leadership (rho = .15, p <.01) and SRHRM
(rho = .29, p <.01), but not with SWB (negative feeling: rho = .01; ns.; positive feelings: rho
= .06; ns., and with satisfaction with life: r =.05; ns.) The scope of the ethics program and the
perceived importance of the ethics code have low to moderate correlations with all the other
variables. Ethical leadership and SRHRM have moderate relations with SWB indicators, but a
high correlation between them (r = .70, p < .01). Finally, it is important to note that negative
feelings have a moderate negative correlation to all variables, except for positive feelings,
where the negative correlation is high (r = -.75, p < .01).

It is possible to conclude that all variables have adequate reliability. Most of them have
high Cronbach’s alphas, with exception of the perceived importance of the ethics program.

The analysis of the results will be divided into four main sections. In the first three
sections is considered whether the existence of an ethics code, the scope of the ethics program,
and the perceived relevance of the ethics program, respectively, affect the entire model. In these
first three sections all 4 hypotheses will be considered according to each predictor variable. The
last section analyzes the effect of ethical leadership and SRHRM as mediator variables and the
relationship between them, as well as the validity of the entire model considering the previous

results.
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Table 2.1 - Means, Standard Deviations, Correlations, and Internal Consistencies (Cronbach’s alphas) (N=315).

M SD 1 2 3 4 5 6 7 8

Ethical Context

1. Existence of Ethics i

code (0=No; 1=Yes)

2. Scope of Ethics 3.94 176

Program

3. Perceived

Importance of the 3.64 0.79 B53** (.66)

Ethics Program
4. SRHRM 3.46 0.85 29** H53** 56** (.91)
5. Ethical Leadership 3.68 0.89 15** 39** A3F* 70** (.94)
Subjective Well-Being

6. Positive Feelings 21.41 4.44 .06 33** A3F* H9** 52** (.94)

7. Negative Feelings 14.08 4.32 .01 -.34** - 42** -53** -.50** - 75%* (.88)

8. Satisfaction with 2481 575 05 4% 2p%%  3gex  3gex  Bg%x _Agxx (83)

Life

Notes: **. p < 0.01; *. p <0.05; Cronbach's alpha coefficients in parentheses and in bold.
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The effect of the Code of Ethics on SWB

The total effect of the existence of an ethics code on SWB, as can be seen in Table 2.2, is not
statistically significant, since it does not explain the frequency of positive feelings (R? =.01; F
(1,313) = 3.13, p < .01), negative feelings (R? = .00; F (1,313) = .04, n.s.), or satisfaction with
life (R? = .00; F (1,313) = .80, n.s.). Thus, hypothesis 1 is not supported when considering the
existence of an ethics code as the predictor variable.

Relatively to SRHRM, it is explained by the existence of an ethics code (B=.52; BootIC
=.33; .72) and has a strong effect on positive feelings (B=2.47; BootlC=1.80; 3.14), negative
feelings (B = -2.10; BootlC=-2.77; -1.43) and satisfaction with life (B=1.73; BootlC=.73; 2.27).
Hypothesis 2, that proposed that SRHRM mediates the relationship between ethical context
elements and employees’ SWB, is strongly supported in what concerns ethics code since its
indirect effects on the three components of SWB are statistically significant (positive feelings:
B = 1.29; BootIC = .73; 2.01; negative feelings: B = -1.10; BootIC = -1-75; -.58; satisfaction
with life: B = .90; BootlC = .34;1.54). Since the total effects were not significant, we can
conclude that the effect of the existence of an ethics code on SWB is completely indirect. That
is, occurs only because the ethics code contributes to perceptions of SRHRM.

As for ethical leadership, it is not influenced by an ethics code since the result is not
significant (B = -0,09; BootIC = -.25; .06; R? = .50), but ethical leadership positively influences
the respondents’ positive feelings (B = .98; BootlC = .36; 1.61), negative feelings (B = -1.12;
BootIC =-1.75; -.50) and satisfaction with life (B = 1.34; BootIC = .42; 2.27). When considered
the ethics code as the predictor, the indirect effects for these relationships, for positive feelings
(B =-.09; BootIC =-.32; .06), for negative feelings (B =.10; BootIC = -.08; .33) and satisfaction
with life (B = -.12; BootIC = -.45; .09), are statistically not significant. So, hypothesis 3 is not
supported for these models.

Hypothesis 4 refers to the double mediation having ethics code as the predictor is
supported, considering that the indirect effect is significant for the positive feelings (B = .38;
BootIC = .13; .71; R? = .38), for the negative feelings (B = -.44; BootIC = -.79; -.16; R? = .33),
and for satisfaction with life (B = .52; BootIC = .14; 1,02; R? = .17). Accordingly, the results
indicate that the existence of an ethic code promotes employees” SWB indirectly by fostering
SRHRM, and, subsequentially, enhancing ethical leadership behavior.
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Table 2.2 - The effect of the Existence of an Ethics Code on SWB.

SEHEM Ethical Leadership Fositive Feelings Megative Feelings Satisfaction with life
B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI
Total effect
Constant 2078 1992 2164 1415 1331 1498 2440 2328 2551
Ethics Code 94 -11 1.99 -10 113 92 62 -74 1.98
R2 =01 R:=00 R2=00
F(1,313)=3.13 p<.01 F(1,313)=.04 n.s. F(1,313)=.80 n.s.
Direct effect
Constant 111 2.95 327 1.15 86 1.45 9.68 7.89 1147 2458 2278 2637 1437 1.7 17.03
Htfvics. Code 52 33 72 -.09 -25 06 -85 -1.52 22 1.33 46 221 69 -1.99 61
SRHRM 75 66 83 247 1.80 114 210 277 -143 1.73 73 2.72
Ethical Leadership 98 36 1.61 -1.12 -1.75 -.50 1.34 42 227
R2=08 R2=50 R2=38 R2=33 R:=17

F(1,313)=28.50 p<.001

F(2,312)=153.50 p<.001

F(3,311)=62.31 p<.001

F(3,311)=52.13 p<.001

F(3,311)=21.83 p<.001

Indirect effect

Effect BootLLCI BootULCI  Effet  BootLLCI BootULCI  Effect  BootLLCI BootULCI
Ethics code -= SRHRM -> Criterium 1.29 73 2.01 L1000 -1T75 -.58 90 34 1.54
Ethies code - EL -= Criterium -9 32 06 10 08 33 -12 -45 09
Ethics code -> SRHRM -> EL -> Criterium 38 13 71 44 -79 16 52 14 1.02

Note: Existence of ethics code: 0 = No; 1 = Yes.
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The effect of Scope of the Ethics Program on SWB

Considering now Table 2.3, and considering the scope of the ethics program as the predictor
variable, it is possible to conclude hypothesis 1 is partially supported, since it does influence
positive feelings (B = .78; BootlC = .47; 1.08), negative feelings (B = -.81; BootIC = -1.11; -
.50), but not satisfaction with life (B = .47; BootIC = .02; .91; F (1,206) = 4.27, n.s.). The R?
for these three components is .11, .12, and .02 respectively.

The direct effect of the scope on SRHRM is low but significant (B = .24; BootIC = .18; .29),
and SRHRM has a strong effect on SWB (B = 2.37; BootlC = 1.57; 3.18 for positive feelings;
B = -1.67; BootIC = -2.54; -.80, for negative feelings; and B = 2.80; BootIC = 1.53; 4.06 for
satisfaction with life). The indirect effect of the mediation is, then, significant for positive
feelings (B = .56; BootlC = .32; .83), negative feelings (B = -.40; BootIC = -.67; -.15) and
satisfaction with life (B = .66; BootlC =.34; 1.02). Hypothesis 2 taking the scope of the ethics
program as the predictor variable is supported (R?=.28; F (1,206) = 78.88, p < .001).

Even tough ethical leadership is not significantly influenced by the scope of the ethics
program (B = .03; BootIC = -.03; .29; R? = .43), it affects SWB by affecting the positive (B =
1.18; BootlIC = .48; 1.88) and negative feelings (B =-1.17; BootIC = -1.93; -.41) and satisfaction
with life (B = 1.37; BootIC = .27; 2.48). Hypothesis 3 regarding the mediating role of ethical
leadership is not supported since the indirect effect is not significant for none of the SWB
dimensions (positive feelings B =.04; BootIC = -.03; .12, negative feelings B = -.04; BootIC =
-.13; .03 and satisfaction with life B = .04; BootIC =-.03; .17).

Finally, and still considering the scope as the predictor variable, the double mediation
(hypothesis 4) is supported. The indirect effect is significant for the positive feelings (B = .18;
BootIC = .07; .33; R? = .40), for the negative feelings (B = -.18; BootIC = -.33; -.56; R? = .30),
and for satisfaction with life (B = .21; BootIC = .03; .40; R? = .23). An adequate scope of the
ethics program promotes employees’ SWB indirectly by fostering SRHRM, and,

subsequentially, enhancing ethical leadership behavior.
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Table 2.3 - The effect of the Scope of Ethics Program on SWB.

SEHEM Ethical Leadership Positive Feelings Mepative Feelinps Satisfaction with life
B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI
Total effect
Constant 18.7 1738 20.02 17.21 1590 1853 2324 2132 2516
Scope 78 47 1.08 -8l -1.11 -05 47 02 91
R:=11 R:=12 R:=(2
F(1,206)=25.03 p<.001 F(1,206)=27.22 p<.001 F(1,206)=4.27 n.s.
Direct effect
Constant 271 2.48 2.94 1.27 86 1.68 8.67 6.41 10.94 253 2285 2775 11.50 7.91 15.08
Scope 24 18 29 03 03 09 -01 -30 29 19 -.51 13 -45 -92 02
SRHREM 66 53 79 237 1.57 318 167 <254 -80 2.80 1.53 4.06
Ethical Leadership 1.18 A8 1.88 -1.17 -1.93 -41 1.37 27 2.48
R:=328 R:=43 R:=40 R:=30 R:=33

F(1,2060)=T78.88 p=001

F(2,205)=77.76 p=.001

F(3,204)=45.62 p=.001

F(3,204)=29.72 p=.001

F(3,204)=20.16 p=.001

Indirect effect

Effect BootLLCI BootULCI  Effect  BootLLCI BootULCI  Effect  BootLLCI BootULCI
Scope -> SRHEM -> Criterium 56 32 83 -.40 - 67 -15 66 34 1.02
Secope - EL -> Criterium 04 -.03 12 -4 -13 03 04 -03 17
Scope -> SRHEM -> EL -> Criterium 18 07 a3 18 =33 -.56 21 03 40
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The effect of Perceived Relevance of the Ethics Program on SWB

Table 2.4 considers the findings regarding the conceptual model having the perceived relevance
of the ethics program as the predictor variable. It is possible to conclude, that hypothesis 1 is
supported since the total effect of the predictor is significant for positive feelings (F (1,210) =
42.27,p < .001; R?=.18; B =2.27; BootIC = 1.61; 2.92), for the negative feelings (F (1,210)
=43.33, p <.001; B =-2.21; BootIC = -2.87; -1.55), and for satisfaction with life (F (1,210) =
15.13, p <.001; B = 1.92; BootIC= .95; 2.89).

Considering now the mediation of SRHRM, it is once again supported and the most
significant of the conceptual model. The indirect effect is strong for positive (B = 1.20; BootIC
= .66; 1.84) and negative feelings (B = -.85; BootIC = -1.47; -.29), and for satisfaction with life
(B = 1.36; BootlC = .57; 2.26). Hypothesis 2 is supported when considering the perceived
relevance of the ethics program as the predictor.

For the relationship between perceived relevance of the ethics program and ethical
leadership, it is possible to observe that the predictor variable has a low and non-significant
influence on this mediator (B = .91; BootIC = -.04; .22; R? = .45), but once again, ethical
leadership significantly affects positive feelings (B = 1.15 BootlC = .46; 1.84), negative
feelings (B = -1.14; BootIC = -1.88; -.40) and satisfaction with life (B =1.33; BootIC = .23;
2.43). However, hypothesis 3 is not supported, since the indirect effects are not statistically
significant for positive feelings (B =.11; BootIC = -.05; .33), negative feelings (B =-.10; BootIC
= -.35; .05), and satisfaction with life (B = .12; BootlC = -.05; .41), the three components of
SWB.

Hypothesis 4, is for this predictor variable, supported, since the indirect effect is
significant for positive feelings (B = .43; BootIC = .15; .78), explaining the model partially (R?
= .42), for negative feelings (B= -.43; BootIC = -.79; -.12; R? = .33), and for satisfaction with
life (B = .50; BootIC = .06; 1.01 R?=.23). The results indicate the higher the perception of the
ethics program’ relevance, the higher employees’ SWB indirectly by fostering SRHRM, and,

subsequentially, enhancing ethical leadership behavior.
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Table 2.4 - The effect of Perceived Relevance of the Ethics Program on SWB.

SEHEM Ethical Leadership Positive Feelings Megative Feelings Satisfaction with life
B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI B LLCI  ULCI
Total effect
Constant 1346 1101 1591 22.08 197 2454 1803 1441 2165
Perceived relevance 227 1.61 2.92 221 287 -1.33 1.92 95 2,89
R2=0.18 R:=17 R:=07
F(1,210)=42.27 p<.001 F(1,210)=43.33 p<.001 F(1,210)=15.13 p<.001
Direct effect
Constant 1.56 1.13 1.99 1.06 60 1.52 7.78 5.36 10.2 2677 2417 2938 1156 7.69 15.43
Perceived relevance g7 45 69 91 -.04 22 53 -15 1.20 -83 155 -0 -06  -l34 102
SRHRM 66 53 79 211 1.31 2.91 149 235 64 2.38 111 3.65
Ethical Leadership 1.15 46 1.84 -1.14 -1.88 - 40 1.33 23 243
R2=31 R2=45 R2=42 R2=33 R:=23

F(1,210)=94.96 p<.001

F(2,209)=84.31 p<.001

F(3,208)=49.82 p<.001

F(3,208)=33.75 p<.001

F(3,208)=20.37 p<.001

Indirect effect Effect BootLLCI BootULCI  Effect  BootLLCI BoofULCI  Effect  BootLLCI BootULCI
Perceived relevance = SRHRM > Criterium 1.20 66 1.84 -85 -1.47 .29 1.36 57 2.26
perceived relevance - EL - Criterium 11 -05 33 -10 .35 05 12 -05 A1
Percerved relevance <> SRHRM <> EL <> Criterium 43 15 78 .43 - 79 -12 50 06 L.01
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The impact of Ethical Context on SWB and the effect between the mediator variables

Considering the previous analysis of Tables 2.2, 2.3, and 2.4, it is now possible to conclude that
Hypothesis 1 is partially supported. Both the code of ethics and the scope of the ethics program
do not have a significant influence on any of the components of SWB, the perceived relevance
of the ethics code is the element with more impact. As for the criterium variables, satisfaction
with life is the least explained by any of the components of ethical context.

For hypothesis 2, it is possible to conclude that it is supported. SRHRM is the mediator
variable that has the strongest indirect effect between all the indicators of both ethical context
and SWB, and the variable that shows higher values of R2. This suggests that SRHRM practices
are the variable of the model that has the most impact on employees’ SWB.

The mediation of ethical leadership between internal ethical context and SWB,
considering the past analysis, is not significant since the indirect effects are not significant for
all the three antecedents and all the three consequents. Hypothesis 3 is, thus, not supported. The
presence of an ethical leader does not explain the effect of internal ethical context on
employees’ SWB.

It is also important to notice the effect of SRHRM practices on ethical leadership is
statistically significant, considering the predictor variable the code of ethics (B =.75; BootIC =
.66; .83), the scope of the ethics program (B = .66; BootIC =.53; .79) or the perceived relevance
of the ethics code (B = .66; BootIC = .53; .79). This effect is also an important factor when
analyzing the indirect effect of the double mediation, which behaves in the same positive way.

Hypothesis 4, again, considering tables 2.2 to 2.4, is supported. The indirect effect of
the double mediation is statistically significant for all the variables considering the evaluation

of the internal ethical context, and for all the variables that explain SWB.
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Discussion and Conclusions

This study sought to understand the relationship between the internal ethical context of
organizations and employees’ SWB, sequentially mediated by SRHRM and ethical leadership.

Since the internal ethical context was measured by three different variables, also three
different sub-models have emerged, being the first, the effect of the existence of an ethics code,
secondly, the effect of the scope of the ethics program, and finally, the effect of employee
perceived importance of the ethics program on SWB. According to the literature, the existence
of the code of ethics on its own seems to not affect employees’ diminishing of unethical
behavior (Bowie, 1990; Wood & Rimmer, 2003; Kaptein, 2011) and the results corroborate the
lack of effectiveness as well as on employees’ SWB. The scope of the ethics code is more
effective in preventing unethical behaviors (Kaptein, 2015; Simdes et al., 2019), The present
study’s results show that it is also more effective on employees’ affective dimension of SWB,
but still not statistically significant on the cognitive dimension. The perceived relevance of the
ethics program, consonant to the results, is the indicator of the ethical context that explains
SWB the most, especially the affective part, which means, that it has the highest impact on the
increase the frequency of positive feelings and diminishing on the frequency of negative
feelings.

Even though the internal ethical context of the organization partially explains
employees’ SWB, it was expected that this relationship would be reinforced when considering
SRHRM as a mediator. Based on the current research results, it is possible to conclude that
SRHRM is the variable with the strongest impact on SWB. Apart from the discussion around
HRM having a strategical or operational approach or the influence stakeholders and consumers
have on the definition of CSR practices, the consequence of the practices are clear. The creation
of conditions through policies directed to specific social issues in addition to the ones directed
to economic aspects (Jones & Felps, 2013; Voegtlin & Greenwood, 2016), the ambition of
creating a system of involvement and harmony that looks forward to assuring everyone’
satisfaction (Winstanley et al. 1996; Legge, 1998; Shen, 2011), and especially, the alliance
between CSR and HRM is what, according to the literature, promotes, between other
consequences, employees’ retention and work engagement (Albinger & Freeman, 2000; Duarte
et al., 2014; Farooqg et al., 2019; Lin & Liu, 2017), and well-being (Duarte & Neves, 2010; Koh
& Boo, 2001; Valentine &Fleishman, 2007). The results of the present research point exactly
in this way since the indirect effect of the mediation of SRHRM s statistically significant

between all the elements of the ethical context and all the elements of SWB.
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The perception of SRHRM policies is strictly dependent on the way they get to
employees. Practices that are only symbolic will not impact on employees’ SWB. On the other
hand, substantive attributions of SRHRM transmit the message that the company does not
worry about social issues in a superficial way (Zhang et al., 2021). The spreading of
organizational values and principles that ought to have an impact on employee satisfaction
should count not only on the communication of the leaders but also, and especially, on the
internal communication of the HR.

As for the second mediator, ethical leadership, the results were not completely in line
with the expected. Literature indicates that the leader is the main promoter of the ethical context
since it is through the leader that the values and principles described by the ethics program are
put into practice, increasing the organization's ethical conduct (Trevifio, 1986). It is through the
way ethics are communicated and put in practice by the leader that employees adapt their
behaviors as well, in such a manner that their perception of their organization as ethical and
supportive is expected to be in line with their perception of their direct leader, who,
consequently, affects employee’s satisfaction (Brown et al., 2005; Brown & Trevifio, 2006).
The present study’s results show that ethical leadership explains SWB but the indirect effect of
ethical leadership’ mediation between ethical context and SWB is not statistically significant,
especially considering the cognitive part of SWB. These results suggest that employees’
perceptions of the ethical context are more linked with CSR activities developed by HR than
by their direct leaders. It is also worth noticing that the impact of the ethical context on SRHRM
is higher than the impact on ethical leadership, which reveals HRM has an appropriate structure
to communicate and develop CSR initiatives (Sarvaiya et al., 2018). This can imply that HRM
takes a more active role in communicating organizational values and principles related to ethics
than leaders, or what Kalshoven and Boon (2012) have already suggested, that HRM is a
possible substitute for ethical leadership in the promotion of employees’ well-being (Howell et
al., 1990; Kalshoven & Boon, 2012).

For the double mediation, which constitutes the last hypothesis regarding the
significance of the entire research model, it is possible to conclude its statistical relevance. In
the present study, the results show that there is a chain of effects between the considered
variables. The more ethical the internal organizational context is, combined with SRHRM and

ethical leadership, the higher is employees’ SWB.
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Practical and Theorical Implications

At a practical level, this study’s results ought specially to highlight the impact of the ethical
context on employees’ SWB. The existence of an ethics code, the scope of the ethics program,
and its perceived relevance are elements that organizations should consider to improve
employees’ SWB. SWB, besides being already a consequence of the context lived within an
organization, has itself consequences that, in turn, contribute to that same context. By adopting
ethical policies, it is expected that organizations will attain higher engagement, motivation,
performance, and satisfaction among their employees (Diener & Ryan, 2009; Diener & Biswas-
Diener, 2002; Chida & Steptoe, 2008; Huang & Tsai, 2019). The investment in SWB should be
made beyond its financial return since it is per se already a positive consequence for
organizations.

Secondly, it was empirically supported that HRM has the right structure to invest in and
put into practice CSR initiatives. SRHRM practices, like work-life balance, contribute to
organizational effectiveness and competitive advantages due to their increasing importance to
employees (Bardoel et al., 2008; Sancho et al., 2018). The investment also in training and
development, ethical and transparent communication, and attention to professional career and
diversity, has a high impact on employees’ SWB and maximization of performance and
commitment (Barrena-Martinez et al., 2017; Sancho et al., 2018).

Thirdly, even though ethical leadership did not show statistical relevance in mediating
the relationship between internal ethical context and employees’ SWB, ethical leadership on its
own affects SWB and the entire model considering is significant. Leaders are part and affected
by the context at the same time, which suggests that the investment in ethics will affect leaders
and vice-versa. Hence, since leaders have the responsibility to create ethical work environments
(Sarwar et al., 2020), it is recommended that ethical leaders in their daily practice encourage
employees to adhere to ethical behaviors.

At a theorical level, the present dissertation looked to acknowledge the lack of research
on SWB and contribute to filling this gap by considering two mediators - SRHRM and ethical

leadership - that help to analyze the importance of the context to explain SWB.
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Limitations and Suggestions for Future Research

Regarding the study limitations, it is possible to emphasize, firstly, the nature of the
convenience sample, which even if acceptable is not representative of a population, and
secondly, the vulnerability of the data collection method to same source bias since it was only
based on a single instrument and self-report of the participants, which does not exclude the
possibility of a common method bias (Podsakoff et al., 2003). It is then suggested the
application of the model in two different moments, a moment O where data was collected
regarding the internal ethical context and SRHRM followed by a moment 1 four weeks after,
collecting data concerning ethical leadership and employees’ SWB.

To control possible effects of the common method variance, which is the amount of
false information concerning correlations between variables that were tested by the same
method (in this case, a survey) (Craighead et al., 2011) is recommended that future research use
different methods to analyze each variable. It is also recommended the adoption of a
longitudinal study that could count on employees from a single organization and information
concerning its socially responsible practices to reduce the amount of false results.

Future research should continue the analysis of the relationship between internal ethical
context and SWB by considering other mediator or moderator variables that can explain what
can potentiate that relationship. Contextual variables such as organizational rewards and job
conditions could be considered as a mediator with the expectation of reflecting the internal
ethical context on employees’ SWB. The moderator role of individual variables like moral
disengagement or organizational identification could also be added to the model proposed in

this study.
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Annex A - Questionnaire
Informed Consent

Dear participant,

Within the scope of the Master’s in Human Resources Management and Organizational
Consultancy, the present investigation seeks to study the Subjective Well-Being of workers in
relation to the Ethical Behavior of their organization as well as the Social Responsibility of

Human Resources Management.

The completion of the questionnaire, where all answers are multiple-choice, takes
approximately 5 minutes. Most questions are about personal opinions and perceptions, so your
sincerity is crucial.

At no time is the participant asked to identify him/herself, being the data collection confidential,
covering maximum anonymity. Regarding the processing of data, will always be done in an
aggregated and never in an individualized way. Its eventual future dissemination will be strictly
for academic circles or possible scientific publications.

Thank you for your collaboration!

For questions related to your participation, please contact xxxxx@iscte-iul.pt

LI 1 certify that | have read and understood the instructions described and I intend to

collaborate by answering the questionnaire.
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Part 1 — Code of Ethics

The organization | work for...

Yes No

1. Has a code of ethics, i.e. a formal document articulating the
organization’s values and standards of conduct, or something similar?

In case your answer is “No”, please advance to part 2.

The next questions are relative to the specific characteristics of your organization. Please

indicate if the following elements exist.

Yes No

1. Is there training for employees on the code of ethics (or similar)?

2. Are there clear rules on sanctions for alleged misconduct?

3. Is there an anonymous and confidential “helpline” on ethical issues?

4. Is there a manager responsible for the code of ethics?

5. Is there monitoring of employees in compliance with the code of ethics
(or similar)?

Indicate your agreement level according to the reality of your organization.

Totally . Nor Agree or Totally
Disagree IREYES Disagree Ui Agree
1 2 3 4 5
1. Employees are aware of the existence of a code of
; S . o 1 2
ethics (or similar document) in the organization
2. Workers who violate the standards established by the
. - . 1 2
code are investigated and punished
3. The different department heads of the organization
play an active role in monitoring employees’ compliance 1 2
with the code of ethics
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Part 2 — Socially Responsible Human Resources Management

Indicate to what extent you agree or disagree with the following statements, considering the

Social Responsibility of Human Resources of the organization in which you work.

Totally . Nor Agree or Totally
Disagree DIEEY(ES Disagree ALJiES Agree
1 2 3 4 5
1. Supports employees who wish to continue or upgrade
. . - 1 2 3 4 5
their education/training.
2. Develops/Implements regular training programs. 1 2 3 4 5
3. Helps the employees find suitable work/life balance
. . 1 2 3 4 5
(flexible working hours).
4. Recognizes the importance of stable employment for
. . 1 2 3 4 5
your employees and society (in the local area).
5. Assesses employees' work/labor environment regularly. 1 2 3 4 5
6. Takes into account the employees’ interests in company
. . 1 2 3 4 5
decision-making.
7. Registers suggestions and complaints from employees. 1 2 3 4 5
8. Establishes channels for dialogue with employees and
. . 1 2 3 4 5
their representatives.
9. Provides tools that facilitate internal communication ! 5 3 4 5
within the firm (internet, newsletters, etc.).
10. Recruitment processes are formalized and rigorous. 1 2 3 4 5
11. Promotions are based on objective criteria (age, goals
. 1 2 3 4 5
compliance, etc.).
12. Staff performance assessment/evaluation is done
. 1 2 3 4 5
routinely and regularly.
13. Employees are informed of their assessment/ evaluation
1 2 3 4 5
results.
14. There is diversity within the firm. 1 2 3 4 5
15. Allocates resources to manage the diversity of its N 5 3 4 5
employees.
16. Its objectives include the management of diversity 1 2 3 4 5)
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Part 3 — Ethical Leadership

Choose in which grade you agree or disagree with the following affirmations.

Totally . Nor Agree or Totally
Disagree DIEEY(ES Disagree ALJiES Agree
1 2 3 4 5
My direct leader...
1. Listens to what employees have to say. 1 2 3
2. Disciplines employees who violate ethical
1 2 3
standards.
3. Conducts his/her personal life in an ethical manner. 1 2 3
4. Has the best interests of employees in mind. 1 2 3
5. Makes fair and balanced decisions. 1 2 3
6. Can be trusted. 1 2 3
7. Discusses business ethics or values with 1 5 3
employees.
8. Sets an example of how to do things the right way
) . 1 2 3
in terms of ethics.
9. Defines success not just by results but also by the
. 1 2 3
way that they are obtained.
10. When making decisions, asks “what is the right
: . 1 2 3
thing to do?”’.
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Part 4 — Subjective Well-Being

Based on what you have been experiencing over the past four weeks, indicate how often you

have experienced the following feelings:

Very Rarely
or Never

Rarely

Sometimes

Often

Very Often or
Always

1

2

3

5

Positive

Negative

Good

Bad

Pleasant

Unpleasant

Happy

Sad

Afraid

Joyful

Angry

Contented

N N N N N TN N SN S SRR [ SEN S

NINDINININDINDINDINDINDINDINDIN
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Indicate the degree to which you agree or disagree with the following statements.

: Neither '
St_rongly Disagree S_Ilghtly agree nor Slightly Agree Strongly
Disagree disagree di agree Agree
isagree
1 2 3 4 5 7
1. In most ways my life is close to my 9 3 5 5
ideal.
2. The conditions of my life are 9 3 5 5
excellent.
3. | am satisfied with my life. 2 3 5 6
4. So far | have gotten the important
. - 2 3 5 6
things | want in life.
5. If I could live my life over, | would
: 2 3 5 6
change almost nothing.

59



Part 5 — Demographic Questions

We remind you that the entire questionnaire is covered by confidentiality and total anonymity,
so the following answers to socio-demographic questions will be collected and treated purely

for academic purposes.

1. Sex
L] Female
O Male
LI Other

2. Age

3. Literary Qualifications
[ Basic education
LI High school
L Bachelor’s degree
O Master's degree
0 Doctorate

4. The organization you work for is a...
O Private Entity
O public Entity

5. How many employees does your organization, approximately, have?
L o9
L 10-49
[ 50-249
[ 250-500
LI More than 500

60



6. What modality do you work in?
L] Face-to-face
L1 Home office

0 Mixed or flexible regime

7. Seniority in the Organization (answer in years, if less than one year, please use a

decimal place, for example, 6 months = 0.5)

8. How long have you been working with your direct manager? (responda em anos, caso
seja inferior a um ano, pedimos que utilize uma casa decimal, por exemplo, 6 meses =
0,5)

9. How much interaction do you have with your direct supervisor?
O Daily
O Weekly
O Monthly
O Annually
LI Almost null
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Annex B — Questionnaire in Portuguese

Consentimento informado

Caro(a) participante,

No ambito do mestrado em Gestdo de Recursos Humanos e Consultadoria Organizacional, a
presente investigacdo procura estudar o Bem-Estar dos trabalhadores relativo ao
Comportamento Etico da sua organizag&o assim como a Responsabilidade Social da Gesto dos

Recursos Humanos.

O preenchimento do questionario € de aproximadamente 5 minutos, onde todas as respostas sao
de escolha maltipla. A maior parte das questdes sdo relativas a opinides e percecdes pessoais

pelo que sua sinceridade é crucial.

Em nenhum momento é pedido ao participante que se identifique, sendo por isso a recolha de
dados, totalmente confidencial, abrangendo o méximo anonimato. Relativamente ao tratamento
dos dados, este sera sempre feito de modo agregado e nunca de forma individualizada e a sua
eventual futura divulgacdo estritamente para meios académicos ou possivel publicacdo
cientifica.

Obrigada pela sua colaboragao!

Para questdes relacionadas com a participagao, por favor, contacte xxxxx@iscte-iul.pt

LI certifico que li e compreendi as instrugoes descritas e pretendo colaborar, respondendo ao

questionario.
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Parte 1 — Cddigo de Etica

A organizagdo em que trabalho...

Sim Né&o
1. Tem um codigo de ética, isto ¢, um documento formal que articula os
valores e padroes de conduta da organizagao ou algo similar?
Caso a resposta seja “Nao” avance para a Parte 2 do questionario.
As questdes seguintes sdo relativas a caracteristicas especificas da organizacdo em que
trabalha. Indique se existem, ou ndo, os elementos que Se enumera.
Sim Né&o

1. Existe formagao aos colaboradores sobre o codigo de ética (ou similar)?

conduta?

2. Existem regras claras sobre as sangoes em caso de alegacao de ma

éticas?

3. Existe uma “linha de apoio” anonima e confidencial sobre questoes

4. Existe um gestor responsavel pelo codigo de ética?

ética (ou similar)?

5. Existe monitorizagao dos colaboradores no cumprimento do codigo de

Indique o seu grau de concordancia tendo em conta a realidade da sua organizagéo.

Discordo Discordo Nao Concordo Concordo Concordo
Totalmente nem Discordo Totalmente
1 2 3 4 5
1. Os colaboradores tém consciéncia da existéncia de 1 9
um codigo de ética (ou similar) na empresa.
2. Os trabalhadores, que violam os padroes
: I . i : 1 2
estabelecidos pelo codigo, sao investigados e punidos.
3. Os responsaveis das diferentes areas da organizagao
tém um papel ativo na monitorizagao dos colaboradores| 1 2
no cumprimento do codigo de ética (ou similar).
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Parte 2 — Lideranca Etica

Indique em que nivel concorda ou discorda com as seguintes afirmacoes.

Discordo Discordo Né&o Concordo Concordo Concordo
Totalmente nem Discordo Totalmente
1 2 3 4 5

A minha chefia direta...

1. Ouve o que os empregados tém para dizer. 1 2
2. Disciplina os empregados que violam os principios 1 5
éticos.

3. Conduz a sua vida pessoal de uma forma ética. 1 2
4. Tem em mente os melhores interesses da empresa. 1 2
5. Toma decis0es justas e equilibradas. 1 2
6. E uma pessoa de confianca. 1 2
7. Discute valores éticos com os empregados. 1 2
8. Da o exemplo de como fazer as coisas de forma 1 5
mais ética.

9. Define sucesso, ndo apenas pelos resultados em si

mesmos, mas também pela forma como foram 1 2
obtidos.

10. Quando toma decisbes questiona sobre o que é 1 9
mais correto fazer.




Parte 3 - Recursos Humanos Socialmente Responsaveis

Indique em que medida concorda ou discorda com as seguintes afirmacdes, tendo em conta a
Responsabilidade Social dos Recursos Humanos da organizacdo em que trabalha.

Discordo Discordo Nao Concordo Concordo Concordo
Totalmente nem Discordo Totalmente
1 2 3 4 5

1. Apoia os trabalhadores que desejam dar continuidade ou

~ ~ 1 2 3 4
aumentar a sua educacdo/formacao.
2. Desenvolve/implementa programas de formacéo 1 9 3 4
regulares.
3. Ajuda os trabalhadores a encontrar um equilibrio
adequado entre trabalho-familia (horéario de trabalho 1 2 3 4
flexivel).
4. Reconhece a importancia do emprego estavel para os
. 1 2 3 4
seus trabalhadores e a sociedade.
5. Avalia regularmente o ambiente de trabalho dos
1 2 3 4
trabalhadores.
6. Tem em consideracdo os interesses dos trabalhadores na 1 5 3 4

tomada de decisdo da organizacao.

7. Regista as sugestdes e reclamacdes dos trabalhadores. 1 2 3 4

8. Estabelece canais para diadlogo com os trabalhadores e

1 2 3 4
seus representantes.
9. Fornece ferramentas que facilitam a comunicacéo dentro
. 1 2 3 4
da organizacéo (internet, newsletters, etc.).
10. Os processos de recrutamento sdo formalizados e 1 2 3 4
rigorosos.
11. As promocdes sdo baseadas em critérios objetivos
g ; . 1 2 3 4
(antiguidade, cumprimento de objetivos, etc.).
12. A avaliacdo de desempenho dos trabalhadores é feita de 1 9 3 4
forma sistematica e regular.
13. Os trabalhadores sdo informados acerca dos resultados
. 1 2 3 4
da sua avaliacdo de desempenho
14. Existe diversidade de pessoas dentro da organizacao
S ; ) s 1 2 3 4
(e.g., diversidade de idade, sexo, origem étnica, etc.).
15. Atribui recursos para a gestdo de diversidade dos seus
1 2 3 4
trabalhadores.
16. Os seus objetivos incluem a gestdo de diversidade. 1 2 3 4
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Parte 4 - Bem-estar Subjetivo

Tendo em conta o que tem vivenciado ao longo das Gltimas quatro semanas indique com que

frequéncia experienciou o0s seguintes sentimentos:

Nunca Raramente

Algumas Vezes

Frequentemente

Sempre

1 2

3

4

5

Positivo/a

Negativo/a

Bem

Mal

Agradavel

Desagradavel

Feliz

Triste

Receoso/a

Alegre

Irritado/a

N N N N N TN N SN S SRR [ SEN S
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Indique em que grau concorda ou discorda com as seguintes afirmagoes.

. Discordo Nao Concordo
Discordo . . Concordo . Concordo
Discordo | Mais ou Mais ou | Concordo
Totalmente nem Totalmente
Menos . Menos
Discordo
1 2 3 4 5 6 7
1. Em.munos aspetos, a mlpha vida 1 5 3 4 5 6
aproxima-se dos meus ideais.
2. As minhas condi¢es de vida séo 1 5 3 4 5 5
excelentes.
3. Estou satisfeito com a minha vida. 1 2 3 4 5 6
4. Ate agora, consegui obter aquilo que 1 5 3 4 5 5
era importante na vida.
5. Se pudesse viver a minha vida de
N . . 1 2 3 4 5 6

novo, ndo alteraria praticamente nada.
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Parte 5 - Questbes Sociodemograficas

Relembramos que todo o questionario € abrangido pela confidencialidade e anonimato total,
pelo que as seguintes respostas a questdes socio-demograficas serdo recolhidas e tratadas de

modo puramente para fins académicos.

1. Sexo
LI Feminino
LI Masculino
LI outro

2. ldade

3. Habilitagbes Literarias
L1 Ensino Basico
LI Ensino Secundario
L Licenciatura
LI Mestrado

U Doutoramento

4. A organizacgdo para a qual trabalha € uma...
O Entidade Privada
0 Entidade Publica

5. Quantos colaboradores tem a sua organizacdo, aproximadamente?
L o9
L 10-49
[ 50-249
[ 250-500
O Mais de 500
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6. Qual a modalidade em que trabalha?
O Trabalho presencial
O Teletrabalho

O Regime misto ou flexivel

7. Antiguidade na Organizacdo (responda em anos, caso seja inferior a um ano, pedimos

que utiliza uma casa decimal, por exemplo, 6 meses = 0,5)

8. Haquanto tempo trabalha com a sua chefia direta? (responda em anos, caso seja inferior

a um ano, pedimos que utilize uma casa decimal, por exemplo, 6 meses = 0,5)

9. Qual o grau de interagdo que tem com a sua chefia direta?
LI Diério
0 semanal
01 Mensal
O Anual

O Quase nulo
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