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Abstract: In the modern world, ethical programs have high importance regarding the ethical behavior of companies. 
Developing and maintaining the corporate ethical culture and reputation is the responsibility of top managers. The current 
paper aims to reveal the main characteristics of employees influencing their attitude towards selected elements of the ethical 
program that are considered the most suitable for supporting the ethical behavior of managers, as well as to identify the 
components of the ethical program with less impact on ethical behavior of managers. The study applied the questionnaire 
survey method for quantitative data collection in the selected Slovak company. The results show that a code of ethics is an 
essential part of an ethical program and is crucial for companies. Moreover, although employees’ attitudes towards selected 
elements regarding ethical behavior are positive, only the attitude to employee care is dependent on the position of 
respondents in the company. We concluded about employees considering training, employee care, conflict of interest 
monitoring and transparency in stakeholder relations as the most influential components of the ethical program. 
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1. Introduction 
Ethical aspects play an important role in managerial decisions, as top managers in particular are responsible for 
developing and maintaining the company's ethical culture and reputation (Jones, 1995; Trevino & Nelson, 2016). 
Behavior of companies with respect to moral issues is as important as the individual morale of individual 
employees (Jones, 1995). The way ethical standards are created and communicated is based on important 
decisions made by managers to develop an ethical culture. Negative results and externalities associated with 
corporate scandals in recent decades, e.g. Trevino & Nelson (2016); Maak (2007), emphasized the importance 
of the ethics of managerial decision-making as a signal of responsible management in companies. Enderle (1987) 
addressed the issue of "managerial ethical leadership", formulating and emphasizing ethical principles that 
should provide fundamental assistance to responsible leadership, but which can never replace personal 
responsibility in decision-making. The benefits of moral enterprise include greater employee loyalty and 
dedication (Jones, 1995), better transparency in relationships with current and potential business partners 
(Godfrey et al., 2009), and lower capital costs (Cheng et al., 2014). Ethical behavior of managers is shaped and 
influenced by a large number of factors. At the organizational level, ethical programs (EPs) play an important 
role in this regard (Kaptein, 2010; Majluf & Na-varrete, 2011; Schwartz, 2013). In the available literature it is 
possible to meet with important foreign studies dealing with the theory of EP and ethical corporate culture, e.g. 
Captain (2009, 2015), Beeri et al. (2013), Verbos et al. (2007), Weaver et al. (1999a), Weber & Fortun (2005). 
Other authors, e.g. Trevino et al. (2003, 2008); Waver & Trevin (1999); Weaver et al. (2005) consider in their 
studies a managerial commitment to ethics as an influential predictor of the EP's overall success. 

The main goal of our research is to reveal the elements of the ethical program (EP) that are perceived by the 
employees of the selected company as the most suitable for supporting the ethical behavior of managers, and 
to identify components of the EP with less impact on ethical behavior of managers. We also see the contribution 
of research in the extension of the existing theory of EP set in the new context of the energy industry in the 
Slovak Republic, in the implementation and analysis of the current state of EP in a selected company. 

2. Theoretical Background 
Trevino et al. (2003) state that moral managers use leadership tools, such as rewards, communication, and 
discipline, with an emphasis on adhering to set standards according to the standards of codes of ethics when 
conducting management. According to Bláha and Dytrt (2003), it is now necessary for managers to constantly 
monitor the development of economics and management and thus be able to apply their knowledge in practice. 
Schoeman (2014) argues that managerial ethics is about making and managing people in terms of what is right 
and wrong in relation to other people, that is, all stakeholders in business. The author defines the term 
managerial ethics mainly relations between people in the workplace. It is essential in companies to adhere to 
established informal and formal rules, and great emphasis is placed on managers, who must be a role model for 
their subordinates. Individual rules should be observed and respected in all managerial positions (Kaptein, 2010; 
Majluf & Navarrete, 2011; Schwartz, 2013). Trevino et al. (2008) argued that there is a set of ethically based 
management practices that can help managers run companies efficiently and be competitive. The author also 
defines that managerial ethics is a part of business ethics, while it is also a professional ethics that respects moral 
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principles, norms, values in the position of a manager and evaluates his behavior when performing managerial 
functions from an ethical point of view. Based on the research, the authors Dytrt et al. (2011) describes 
managerial ethics as a way of leading people, which is based on humane behavior, respect for human dignity 
and responsible behavior. 

If a code of ethics is established in the company, the behavior of managers and other employees should be 
governed by it (Beeri et al., 2013). Adherence to ethics and the code of ethics is a necessity in every managerial 
position. They are expected to adhere to the principles of good and loyal behavior among employees, 
subordinates, superiors and also with the general public. If the company wants to be prosperous at the same 
time and at the same time do business in accordance with ethical principles, then it is necessary to base its 
business on organized mutual relations between company owners, employees and top management (Brožík, 
2007). 

Brown and Trevino (2015) came to the conclusion that the support and development of ethical behavior of 
employees, whether managers or subordinates, can be realized in the form of hiring young employees. They 
further concluded that these employees must have a strong ethical role model. Kofman (2010) argues that if 
employees do not feel intellectual, spiritual but also physical satisfaction, the company can get into unwanted 
and serious problems. Kaptein (2010) says that from the point of view of managerial ethics, it is necessary for all 
stakeholders to participate together in the development of the company, while managers and managers have 
an irreplaceable function in achieving positive results. Within the country and the state, such a concept was 
lacking, and so the initiative was taken over by private business entities and they began to develop managerial 
ethics (Remišová et al., 2019). 

Research by Smith et al. (2020) demonstrates that ethical behavior and decision-making in many cases outweigh 
the need for success. This phenomenon is also related to the fact that in recent years, more and more emphasis 
has been placed on the ethical aspects of employee behavior in the company. Sroka & Szántó (2018) argue that 
ethical behavior can bring significant benefits to the company and its business, for example, the company can 
gain more customers through ethical behavior, reduce turnover in the company or attract investors and thus 
maintain a high share price.  

In their study, Sitanala et al. (2019) also explain the fact that codes of ethics can only influence managers' 
decisions if they are familiar with their content and objectives. Payne et al. (2019) argues that the 
implementation of a code of ethics without its written commitment to it is ineffective. Thomas (2017) conducted 
research on the impact of codes of ethics on ethical behavior and confirmed theories regarding the existence of 
codes of ethics. Research has confirmed that it is not enough for codes of ethics to be developed, but that proper 
implementation is also needed. Dytrt (2006) argues that the individual principles of the code of ethics must be 
observed by all employees of a given company, regardless of their functional position. 

Currently, a number of companies around the world are implementing codified rules of conduct in the context 
of the ethical program, which Kaptein (2015) characterizes as a formal, organizational control system that serves 
to eliminate unethical behavior in the company. By creating and implementing an EP, the company has a long-
term commitment to certain standards of behavior and values. Majluf & Navarrete (2011) defined the EP as a 
way for companies to implement their principles of ethical behavior in terms of basic principles and values, 
strategies, company policy, as well as in terms of precisely defined standards and rules. Ethical programs provide 
support to guide employees in solving problems in accordance with ethical principles and provide guidelines for 
ethical business (Beeri et al., 2013). Kaptein (2015) draws attention to the diversity of the individual components 
of the EP. According to him, a key element of the EP is a code of ethics, which is why it is important that it be 
created already in the first phase of EP creation. This idea is also supported by Merchant (2017), who in his 
article is of the opinion that the Code of Ethics is an integral part of the ethical program. The success of the EP 
depends on adapting to the context of the environment in which it is embedded (Hogenbirk et al., 2021). Kaptein 
(2010) considers the EP to be an important factor in the organizational level of a company, which plays an 
important role in influencing the behavior of managers and employees in the field of ethical behavior. 

According to Stansbury & Barry (2007), ethical programs that rely on controls and other enforcement measures 
can reduce employees' ability to address ethical issues. According to Gosovic (2020), the purpose of the EP in 
the company is to direct employees to certain ways of behaving and to ensure that they make decisions in 
accordance with ethical rules. According to Majluf & Navarrete (2011), the implementation of ethical programs 
is important for their function of reducing unethical behavior of employees at all levels of the company. 
Hogenbirk et al. (2021) explains that the function of an ethics program cannot be just a plan to change employee 
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behavior, but the EP must also include ways in which the company will move forward to change the behavior of 
both managers and employees.  

According to Trevino & Nelson (2016), one of the most complicated parts of the EP is measuring the effectiveness 
of the EP, because ethical programs do not lead directly to savings or increased economic results, but contribute 
to these positive changes. According to the authors Pelletier & Bligh (2006), the importance of ethical programs 
is most effectively determined by conducting a questionnaire survey among the employees of the company in 
which the ethical programs were implemented. 

3. Methodology and Data 
The article presents an analysis of the elements of the ethical program and their impact on managerial ethics in 
the selected Slovak company - which components of the EP are perceived as valuable and useful for shaping 
managerial ethical behavior in the selected company (through a different gender and a work position). The 
research was carried out through established research questions and on the basis of established hypotheses. 
Through appropriately selected questions in the questionnaire survey, we obtained the necessary data from a 
selected sample of respondents. Based on the analysis of the obtained data and the evaluation of hypotheses, 
we drew conclusions and managerial recommendations resulting from our research activities. 

The basis for the creation of research questions is the paradigm of the ethical program and its impact on the 
ethical behavior of managers in the selected company.  

Research question no. 1: 

What is the impact of the code of ethics on shaping the ethical behavior of managers? 

The chosen research question deals with the issue of the code of ethics and its influence on the ethical behavior 
of managers. This question contributes to the main goal of the article. As already mentioned in the theoretical 
part of the work, the code of ethics is considered to be the main element of the EP and for this reason we deal 
with this specific element in our research. 

Research question no. 2: 

What is the interconnectedness of the investigated EP components? 

Using this research question, we analyze the interconnectedness of EP elements, their impact on the formation 
and perception of managerial behavior. Hypotheses were established for selected elements of the EP, which we 
subsequently subjected to statistical analysis. Statistical methods such as Pearson's chi-square test and Z-score 
were applied to determine statistically significant differences between selected groups of respondents according 
to selected criteria. Through the selected research question and statistical evaluation of hypotheses, we will find 
out which components of the EP are perceived as valuable and useful for the formation of managerial ethical 
behavior in the selected company.  

Research question no. 3: 

Does ethical training contribute to a higher perception of EP components among the employees of the selected 
company? 

This question aims to analyze the importance of ethical training in the selected company and their impact on 
supporting the ethical behavior of managers, but also other employees. We also use this question to identify 
whether the company's employees consider ethical training to be an appropriate tool to support the 
implementation of the EP in practice. 

In order to be able to use statistical evaluation to accurately interpret selected research results, we will also use 
hypotheses in the work. These hypotheses are based on selected research questions, which we want to clarify 
using defined statistical methods. The hypotheses have the same basis, but a different field of research, i. j. one 
statement can be examined from several perspectives. 

In the presented research, the empirical data necessary for the fulfillment of the selected goal were collected in 
a quantitative form through a questionnaire survey. The reason for using this form is mainly the rapid 
distribution and ensuring the anonymity of respondents. In particular, the last reason was an important element 
that ensured a relatively high return and the involvement of a large number of employees of the selected 
company in completing the questionnaire. The use of a quantitative research method also allowed us to work 
with a larger research sample. 
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The questionnaire was compiled in the form of scale, closed questions in electronic form and contained a total 
of 22 questions. The answers to the questions were largely expressed on a 5-point Likert scale. For the most 
part, the questionnaire contained questions conceived in the form of expressing consent ("strongly agree", 
"agree", "disagree", "disagree" and "strongly disagree") using the Liker scale. In selected cases, the questions 
were conceived as selective with predefined answers. The questionnaire was sent to all employees of the 
selected company via email. To determine statistically significant differences between selected groups of 
respondents according to selected criteria, statistical methods such as Pearson's chi-square test and Z-score 
were applied and were performed using SPSS Statistics, at the significance level a = 0.05. 

4. Results 
In connection with the objectives of the work, an electronic questionnaire survey was conducted, which was 
attended by 118 respondents, of which 75 were women and 43 men, through different possitions. It was a 42% 
return on the total number of employees of the selected company. 64% of women and 36% of men took part in 
the research. 

Within the research, we selected 2 of the 9 elements of the ethical program (the most important (P1 to P2)), 
which were then subjected to statistical analysis: 

P1: Ethical and communication training. 

P2: Conflict of interest monitoring and anti-corruption policy of the company. 

The following hypotheses were defined for element P1 (ethical and communication trainings): 

H1a: There are statistically significant differences in the attitudes of employees to the element of the 
ethical program P1 depending on the education achieved. 

H1b: There are statistically significant differences in the attitudes of employees to the element of the 
ethical program P1 depending on the position that the respondent holds in the company. 

H1c: There are statistically significant differences in the attitudes of employees to the element of the 
ethical program P1 depending on the length of employment in the company. 

The following hypotheses were defined for element P2 (conflict of interest monitoring and anti-corruption policy 
of the company): 

H2a: There are statistically significant differences in the attitudes of employees to the element of the 
ethical program P2 depending on the education achieved. 

H2b: There are statistically significant differences in the attitudes of employees to the element of the P3 
ethics program depending on the position that the respondent holds in the company. 

H2c: There are statistically significant differences in the attitudes of employees to the element of the 
ethical program P3 depending on the length of employment in the company. 

Element of ethics program P1: Ethical and communication training 

Table 1: Structure of answers to hypothesis H1a   

 
High school 
[47]  

University 
1st  level 
[12] 

University 2nd and 3rd 
level [59] Z-score Z-score 

p-value 
No. % No. % No. % 

Very suitable + 
quite suitable 46 97,87 11 91,67 57 96,61 HS/U1 -0,5096 0,6101 

I don't take a stand 1 2,13 1 8,33 2 3,39 

HS/U23 0,3893 0,6965 Relatively 
inappropriate + 

very inappropriate 
0 0,00 0 0,00 0 0,00 

χ2 1,1241 ɑ = 0.05     

HS – high school 

U1 – university 1st level 

U23 – university 2nd and 3rd 
level χ2 p-value 0,5701 
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Table 2: Structure of answers to hypothesis H1b  

 
Manager 
[24] 

Administrativ
e worker [44] 

Trader / 
seller [29] Analyst [21] 

Z-score Z-score 
p-value 

No. % No. % No. % No. % 

Very suitable + 
quite suitable 23 95,83 43 97,73 28 96,55 20 95,24 M/AW -0,4417 0,6599 

I don't take a 
stand 1 4,17 1 2,27 1 3,45 1 4,76 M/TS -0,1366 0,8887 

Relatively 
inappropriate + 

very 
inappropriate 

0 0,00 0 0,00 0 0,00 0 0,00 M/AN 0,0967 0,9203 

χ2 0,3329 
M - manager 

AW – admin. worker 

TS – trader / seller 

AN - analyst 

ɑ = 0.05 
χ2 p-value 0,9537 

Table 3: Structure of answers to hypothesis H1c  

 
Up to 1 
year [8] 

1-3 years 
[25] 3-5 years [26] > 5 years [59] 

Z-score Z-score 
p-value 

No. % No. % No. % No. % 

Very suitable + 
quite suitable 7 87,50 24 96,00 25 96,15 58 98,31 Y1/Y2 -0,8770 0,3789 

I don't take a 
stand 1 12,50 1 4,00 1 3,85 1 1,69 Y1/Y3 -0,9097 0,3628 

Relatively 
inappropriate + 

very 
inappropriate 

0 0,00 0 0,00 0 0,00 0 0,00 Y1/Y4 -1,6853 0,0910 

χ2 2,5899 
Y1 – up to 1 year 

Y2 – 1-3 years 

Y3 – 3-5 years 

Y4 – more than 5 years 

ɑ = 0.05 
χ2 p-value 0,4593 

By evaluating the examined element of the EP using descriptive statistics, we found that almost all respondents 
evaluated the element of "ethical and communication training" as a positive tool of the EP to support managerial 
ethics. Only a minimal amount, 3.39% of respondents were unable to assess their opinion. Based on these data, 
we can argue that training focused on communication and ethics is perceived as appropriate to support the 
ethical behavior of employees in the company. 

The statistical calculations for hypothesis H1a show that there are no statistically significant differences in the 
attitudes of employees to the element "Ethical and communication training" depending on the education 
achieved. This means that respondents divided by education have the same approach, resp. preference for this 
element to support the ethical behavior of managers. Therefore, we reject hypothesis H1a, because there are 
no statistically significant differences in the attitudes of employees to ethical and communication training in 
relation to the achieved education. 

Examining the aspect of position (hypothesis H1b), we found that there are no statistically significant differences 
in the attitudes of employees to the element "Ethical and communication training" depending on the position 
held in the company. This means that respondents who were divided according to position have the same 
approach - perception of the suitability of this element to support managerial ethics in the company. Therefore, 
we reject the H1b hypothesis because there are no statistically significant differences in the attitudes of 
employees to ethical and communication training depending on the position they hold in the selected company. 

From the results of the examination of the aspect of the length of employment (hypothesis H1c), we did not find 
significant statistical deviations in different attitudes according to the duration of employment in the company. 
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Therefore, we also reject the H1c hypothesis. There are no statistically significant differences in the attitudes of 
employees to ethical and communication training in relation to the period of operation in the company. 

Element of ethical program P2: Conflict of interest monitoring and anti-corruption policy of the company 

Structure of answers to hypothesis H2a   

 
High school 
[47]  

University 
1st  level 
[12] 

University 2nd and 
3rd level [59] Z-score Z-score 

p-value 
No. % No. % No. % 

Very suitable + quite 
suitable 43 91,49 11 91,67 53 89,83 HS/U1 -0,0197 0,9840 

I don't take a stand 1 2,13 1 8,33 6 10,17 

HS/U23 0,2903 0,7718 Relatively 
inappropriate + very 

inappropriate 
3 6,38 0 0,00 0 0,00 

χ2 0,1006 ɑ = 0.05     

HS – high school 

U1 – university 1st level 

U23 – university 2nd and 3rd level χ2 p-value 0,9509 

Structure of answers to hypothesis H2b  

 
Manager 
[24] 

Administrativ
e worker [44] 

Trader / 
seller [29] Analyst [21] 

Z-score Z-score 
p-value 

No. % No. % No. % No. % 

Very suitable + 
quite suitable 23 95,83 38 86,36 26 89,66 20 95,24 M/AW 1,2280 0,2187 

I don't take a 
stand 1 4,17 4 9,09 3 10,34 0 0,00 M/TS 0,38476 0,3953 

Relatively 
inappropriate + 

very 
inappropriate 

0 0,00 2 4,55 0 0,00 1 4,76 M/AN 0,0967 0,9203 

χ2 2,2760 M - manager 

AW – admin. worker 

TS – trader / seller 

AN - analyst 

ɑ = 0.05 χ2 p-value 0,5171 

Structure of answers to hypothesis H2c  

 
Up to 1 
year [8] 

1-3 years 
[25] 3-5 years [26] > 5 years [59] 

Z-score Z-score 
p-value 

No. % No. % No. % No. % 

Very suitable + 
quite suitable 7 87,50 20 80,00 19 73,08 50 84,75 Y1/Y2 0,2403 0,8103 

I don't take a 
stand 0 0,00 4 16,00 4 15,38 4 6,78 Y1/Y3 -0,0738 0,9442 

Relatively 
inappropriate + 

very 
inappropriate 

1 12,50 1 4,00 3 11,54 5 8,47 Y1/Y4 -0,8307 0,4065 

χ2 2,8188 
Y1 – up to 1 year 

Y2 – 1-3 years 

Y3 – 3-5 years 

Y4 – more than 5 years 

ɑ = 0.05 
χ2 p-value 0,4204 
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With a basic view of the EP element "conflict of interest monitoring and anti-corruption policy", only 6.8% of 
respondents could not assess how they perceive this element in terms of the support component for managerial 
ethics. At the same time, only 2.5% of respondents consider it an inappropriate element. More than 90% of 
respondents had a positive attitude towards this element in the research and think that the selected element is 
a suitable tool to support the ethical behavior of managers in society. 

We found that the monitoring of conflicts of interest and the company's anti-corruption policy are perceived by 
the company's employees as a very suitable element of an ethical program to support the ethical behavior of 
managers. Only 2.54% of respondents rated this element as inappropriate. From the point of view of the 
structure of respondents, these were respondents with lower educational attainment. However, in the context 
of educational attainment, there are no statistically significant differences in respondents' answers. We 
therefore reject hypothesis H2a. 

From the point of view of the position that the respondents hold in the selected company, we did not find that 
any of the positions had a significantly different relationship to the P2 element. We found the lowest number of 
positive perceptions among administrative staff. We reject the H2b hypothesis because there are no statistically 
significant deviations in the context of the position on the P2 element. 

Even in the case of differentiation according to the length of employment in the company, there are no 
statistically significant differences between individual groups. Element P2 was given the greatest importance by 
employees who worked in the selected company for more than 5 years and it was almost 95% of respondents. 
We reject the H2c hypothesis.  

5. Discussion 
When asked whether ethical training contributes to a higher perception of elements of the ethical program 
among the company's employees, as many as 88% of respondents answered in the affirmative. Based on the 
above, we can conclude that the research has shown that ethical training contributes to a higher perception of 
EP components among the employees of the selected company. Our findings are also confirmed by the 
conclusions of Valentine et al. (2011), who consider ethical training as the primary method for harmonizing 
employee behavior with ethical principles. Jones (2009) sees ethical training as the most direct means of 
informing and influencing the behavior of employees and managers. Brown & Treviño (2015) and Treviño et al. 
(2008) argue, however, that there is little evidence of the impact of ethical training and that its effectiveness 
cannot be clearly confirmed. Based on the results, the most suitable element of the ethical program for the 
support of managerial ethics according to the employees of the selected company were moral principles and 
decent behavior (98%), which were followed by other elements. These included ethical and communication 
training (97%), transparency between stakeholders (95%), conflict of interest monitoring and anti-corruption 
policy (91%), anti-discrimination elements (89%), doing business in accordance with environmental protection 
(84%), employee care (81%). Only seventh of the nine elements were sanctions for unethical behavior (78%) and 
the adoption of the ISO 14 001 environmental management system (65%). For the purposes of the article, only 
selected most important elements, selected according to the authors of the article, were statistically evaluated. 

Conflict of interest monitoring and the company's anti-corruption policy were considered by employees to be 
an appropriate element of the EP. We did not find that some of the examined criteria were different from others, 
where we could confirm that a given group of employees prefers or does not prefer a selected element more 
than another group of employees. This finding is also valid for the last statistically examined element, which was 
transparency in relations between stakeholders. These elements are suitable for supporting managerial ethics 
according to all employees without distinction. According to Gluchman (2008), these elements are the basis of 
trust in business relationships, in which managers apply the principles of the code of ethics uncompromisingly. 
In general, we can say that the best perceived elements do not show a significant preference for the selected 
group of employees. This means that these elements are equally perceived by all employees at different levels 
of the organizational structure of the selected company. 

6. Conclusions 
We examined the ethical behavior of employees (managers) and its impact in the selected Slovak company using 
a questionnaire. The aim of the research was to reveal the elements of the ethical program that are perceived 
by the employees of the selected company as the most suitable for supporting the ethical behavior of managers 
and to identify the components of the ethical program with less impact on ethical behavior of managers. We 
managed to fulfill this goal, both by identifying the theoretical basis associated with the researched issues and 
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basic concepts on the selected topic (managerial ethics, code of ethics, ethical program, etc.) and by conducting 
research focused on managerial ethics in the selected company. 

In the theoretical basis of our research, we found that the existence of a code of ethics as an element of the EP 
is extremely important for companies, as it defines certain "standards" of employee behavior in the workplace. 
Codes of ethics are also an important part of ethical programs, which also include other areas, resp. components 
related to the ethical conduct of employees. These include, for example, accountability policy, monitoring and 
audit, incentive policy or reporting on ethical behavior. 

In the empirical part of the research, we found that employees rank among the most influential components of 
the EP to support managerial ethics elements of ethical and communication training, employee care, conflict of 
interest monitoring (including company anti-corruption policy) and transparency in stakeholder relations. The 
employees of the selected company included sanctions for unethical behavior and the adoption of the ISO 14 
001 environmental management system as the components of the EP with the least impact on ethical behavior. 

The importance of this research also lies in pointing out the importance of the EP's existence in private 
companies. The work also points to the possibility of strengthening information and general overview of 
employees about the EP and managerial ethics. 
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