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Abstract

One of the most important factors in the execution of ethical values,
ethical rules and ethical climate and their acceptance among employees is
to determine what is right and wrong. In this sense, to explain moral rules
to employees or managers and to make moral practices available stays
critical. It has been proven that ethical climate in tourism and hotel
businesses gives positive results in the working environment. In this context,
the current study aimed to examine the impact of ethical climate on work-
family conflict and job stress in a Turkish hotel setting. A sample of full-
time frontline personnel was chosen for this study, and 131 usable
questionnaires were individually collected from them on the survey grounds.
A quantitative method was used in this study and SPSS 20 version was
applied for the study analyses such as descriptive statistics, factor analysis,
correlation and regression. The findings depicts that ethical climate was
found to be negatively related to work-family conflict but this relationship
was not significant. On the other hand, a significant negative relationship
was confirmed among ethical climate and job stress. There is paucity of
research regarding the outcomes of ethical climate in hotel settings, so the
current work sheds light on the recent literature and provides implications
for the industry role players.
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Introduction

The concept of change has accelerated and reached negative
dimensions in the commercial world of today, where competition is growing
and speeding. Businesses in this industry have always focused on being
successful in order to continue operating. This can be accomplished by
realizing the necessity of elevating the values and human capital that set
firms apart from their rivals. This can only be accomplished in a setting
where trust is fostered by moral conduct (Bste, 2011). Nowadays, people
and businesses put their personal interests first out of a drive to increase
profits.

Business ethics issues have emerged as a result of changes in society’s
sociocultural norms, the moral landscape, and inadequate or problematic
legal regulations. As a result, ethics has taken center stage in business,
making it impossible to ignore (ilhan, 2005). Products that endanger
society’s health are produced, while unrealistic advertisements, general
customer rights violations, bribery, the provision of unregistered economic
benefits, unfair competition, labor exploitation, failure to pay overtime
wages, the growing presence of women in business with the emergence of
numerous issues like sexual discrimination, and a disregard for sustainability
all contribute to the prevention of environmental degradation (Aydemir,
2006; Daskin, 2016, 2019; Egri & Sunar, 2010; Karatepe, 2013; Lee, Kim,
Banks, & Lee, 2015; Lee & Tsang, 2013).

In this regard, the definition of an organization’s ethical climate is
comprised of organizational members’ support for and engagement in
certain ethical actions (Schwepker & Hartline, 2005). The ethical climate is
one of the crucial elements that affect organizational connections and the
attitudes of employees, according to Elci and Alpkan (2009). Trevino,
Butterfield, and Mccabe (1998) contend that the ethical content of
organizations can have an impact on employees’ attitudes and behaviour.
Organizational rules, procedures, and practices that have moral repercussions
are directly tied to the presence of an ethical atmosphere. Such an ethical
environment within the company lessens role conflict, boosts efforts, fosters
trust between superiors and subordinates, and results in job satisfaction
(Mulki, Jaramillo, & Locander, 2008). Moreover, employee loyalty is higher
when they believe their employer upholds ethical standards. Employees who
believe that organizational policies, methods, and practices are chosen in
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accordance with an ethical framework continue to work for the company
(Karatepe, 2013). In the hotel industry, moral principles and personnel
conduct are crucial elements of commercial transactions and customer
service (Wong, 1998). According to Davidson, Manning, Timo, and Ryder
(2001), hotel businesses are very reliant on human services; as a result, the
customer-employee connection has a considerable impact on whether a
business succeeds or fails. In these client connections, employees’ moral
character and ethical conduct are crucial. Organizational members often
breach ethical guidelines because of the enormous workload required by the
organization or because of improper policies or processes, as opposed to
personal reasons.

Visitors may also have poor opinions of the service they received if
they believe personnel attitudes or conduct to be unethical (Wong, 2000).
According to Lu and Lin (2014), creating an ethical environment that
stimulates the sharing of ethical awareness and supports ethical decision-
making and conduct is essential to fostering ethical behavior among
employees in the hospitality industry, where ethical challenges arise regularly.

In this context, organizational ethics studies are of great importance
and new studies are needed on the factors that will increase the ethical
climate and the outcomes as well. Therefore, this study aimed to investigate
the effect of ethical climate level on work stress and work-family conflict in
a Turkish context in Mugla Marmaris. Because the travel and tourism sector
is a fast growing industry, there are many potential growth prospects for
countries like Torkiye, which has lately risen to become one of the most
well-known tourist destinations in the world. However, according to tourism
studies carried out in Terkiye (e.g., Aksu, Bahtiyar, Deveci, & Ko3s, 2016),
there are certain organizational difficulties available in the industry. When
the general structure of hotel businesses is examined; It is thought that
employees may experience a work-life imbalance and work stress as a result
of factors like the enterprises’ increased use of seasonal workers, high
personnel turnover rates, lengthy working hours, low wage policies, industry
crises that result in layoffs, bankruptcy or change of ownership of the
enterprises, and threats from the enterprises to fire their staff (Gens et al.,
2016:98). Likewise, in many hospitality environments, workers in the hotel
and restaurant industry generally, and in the service industry specifically,
encounter significant levels of work stress and work-family conflict
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(Anbazhagan, Rajan, & Ravichandran, 2013; Kim, Murrmann, & Lee,
2009; Sousa, Chambel, & Carvalho, 2018).

Against this backdrop, ethical climate was selected to be searched as
antecedent to minimize the negative effects of work-family conflict and job
stress. The following literature review shows that there is paucity of empirical
research on the effects of ethical climate in the hotel work settings and by
first examining the aforementioned links in a hotel context in Tsrkiye, the
current study specifically contributes to the literature on hospitality. As a
result, this study expands the results to a new geographic location for the
hotel business, supporting their applicability in a different sociocultural
context. This study adds to the body of knowledge and provides numerous
helpful recommendations for hotel businesses to apply in their particular
working settings.

Literature Review
Ethical Climate in Tourism and Hotel Organizations

The moral principles and standards system ingrained in each person’s
behavior can be described as the rules that direct behavior and moral
judgments. When examined from an organizational perspective, the idea of
ethics also explains the structure that exists concerning how people in an
organization often make decisions about what is right and what is wrong
(Sar1 & Dogantekin, 2016). Employee engagement to the organization
grows if they feel treated fairly in all types of organizational work procedures.
This has a favorable impact on a variety of factors, including performance
(Jung, Namkung, & Yoon, 2010; Lu & Lin, 2014). The concept of ethical
climate now stands out as one of the key elements influencing corporate
outcomes (Dimitriou & Ducette, 2018). In addition, other terms that are
used interchangeably with ethical climate in the literature include “Moral
Climate” and “Moral Environment” (Turan, El3i, & Eminoglu, 2021).

The common understanding of the workforce regarding how ethical
issues should be addressed and what constitutes ethically right behavior is
known as the “ethical climate”. Ethical environment refers to a normative
atmosphere that reflects corporate procedures, rules, and practices related
to moral repercussions. It is one of the primary strategic tools for promoting
ethical behavior among personnel (Cheng & Wang, 2014; Tseng & Fan,
2011). Two definitions can be used to organizational ethical climate. The
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first definition of ethical climate refers to a general perception of the
organization’s customary practices and procedures that include ethical
content, whereas the second definition refers to the members of the
organization’s shared understanding of what constitutes ethically sound
behavior and how ethical issues should be handled (Oh, 2022).

The concept of organizational business climate includes ethical
climate. According to Tuna and Yesiltas (2014), the office environment
influences how employees perceive “how things are done here”. Although
there are many different business climates within an organization, the ethical
climate is crucial because it influences people’s ethical behavior (De
Connick, 2011). An organization with a strong ethical culture has informal
controls in place, and people can recognize the right and wrong of employees
and understand what is expected of them (Lopez, Babin, & Chung 2009).
When faced with a moral conundrum, the ethical environment drives
employees to ask, “What should I do?”. It also helps because it provides an
answer to the query. It also aids in identifying ethical issues. In other words,
it acts as a “perceptual lens” allowing workers to recognize and assess
circumstances (Cullen, Silverstein, & Foley, 2008).

The ethical climate, which is a crucial component of corporate
culture, can help people concentrate on their work by providing the setting
they need to deal with a variety of issues (Kottke & Pelletier, 2013). On the
other side, unethical actions and conduct are seen to have a significant role
in the rise of organizational deviation behaviors since they might lead to
employees adopting new attitudes and goals while still employed. Because of
this, the ethical climate encourages employees to act morally and appropriately
at work, which helps to establish ethical principles (Demir, 2014).

Employees in the hotel sector require a higher level of ethical
awareness than those in other sectors, as well as the capacity to make ethical
decisions in accordance with organizational values. Ethical issues should be
handled with extra care in tourism firms where the human component is
significant because of characteristics like the intangibility of the products
displayed and the simultaneous production and consumption. The need of
creating an ethical workplace environment is further emphasized by the
claim that wunethical surroundings and environments may increase
organizational expenses in the hotel industry (Ball & Ball, 2017; Karatepe,
2013; Lu & Lin, 2014; Nedkovski, Guerci, De Battisti, & Siletti, 2017).
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The Effect of Ethical Climate on Work-Family Conflict

The first work-family conflict studies were conducted by Kahn et al.
in 1964, who identified role conflict as the primary source of job stress. As
the number of dual-career, dual-income families increased, the importance
of this topic has increased (Casper Harris, Taylor-Bianco, & Wayne, 2011).
When job duties or pressures from the work and family areas are incompatible
and have a detrimental effect on an employee’s quality of work and family
life, this is referred to as work-family conflict (Ballout, 2008). Each person’s
life is structured around their family, job, and other roles. There is a symbiotic
tie between job and family. The roles or responsibilities of either family or
work are disregarded, though, when more time is dedicated to one than the
other, and the obligations are not properly met. Both work-family and
family-work conflict may arise when a person’s obligations to their family
interfere with their ability to fulfill their professional obligations (Balci &
Kopar, 2022). There is interest in the topic across a variety of business lines
and academic fields because it is well known that the issue of work-family
and family-work conflict has numerous psychological, social, economic,
behavioral, and organizational elements. This interdisciplinary diversity has
permitted substantial scientific research, which is helpful for comprehending
the complexity of work-family life and its link (Voydanoff, 2008).

With the rise of the female workforce as a result of the industrial
revolution and the consequent rise in the number of dual-income families,
the concept of work-family conflict is becoming more and more significant
(Chen, Ayoun, & Eyoun, 2018). According to previous research, a variety
of issues relating to the workplace might lead to work-family conflict. The
job’s full-time status, rigid work hours, shift work, job insecurity, a heavy
workload, job stress, and manager’s lack of support are a few of the variables
in question (e.g., Vong & Tang, 2017).

The seasonal nature of the tourism industry, the flexibility of working
hours, and the requirement to work long hours on holidays and weekends
can wear out employees and lead to stress, tension, and imbalance. This can
also have a negative impact on the employee’s private life and lead to work-
family conflict (Bora & Per3in, 2022; Parasuraman & Greenhaus, 2002). At
this point, it becomes clear that one of the important aspects that influence
employee attitudes and determine intra-organizational relationships is the
ethical climate. It should come as no surprise that organizational policies,
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processes, and practices that have ethical repercussions are intimately tied
to the presence of an ethical culture in the workplace. Such an ethical
culture within the company not only lessens role conflicts but also boosts
employee effort, fosters manager trust, and results in job happiness (Karatepe,
2013). The ethical atmosphere of the firm is also believed to have a substantial
impact on employee conduct (Haldorai, Kim, Chang, & Li, 2020). In fact,
good and enduring moral performance is attained in organizations when a
favorable organizational ethical environment is developed, and individual
and group ethical power understanding grows (Zoghbi-Manrique & Guerra-
Baez, 2016).

As can be seen from the paragraph above, no studies examining the
relationship between ethical climate and work-family conflict have been
found in hotel work settings. Instead, studies examining the relationship
between ethical climate and organizational trust, job satisfaction, and
employee behaviors have been conducted. Therefore, it is highly fascinating
to look into how and to what extent the ethical climate in the hotel and
tourism industries affects the decline or rise in work-family conflicts. Based
on the aforementioned discussion, the current study proposes the following
hypothesis;

Hypothesis 1: Ethical climate negatively impacts work-family conflict
The Effect of Ethical Climate on Work Stress

People spend the majority of their time at work. Because of their
work activities, interactions with coworkers and superiors, and a variety of
othervariables, they may be subjected to stress. The concept of “organizational
stress” has emerged in the organization as a result of this circumstance. The
stress brought on by this environment affects anyone who completes a
variety of activities during the course of their employment. Workplace
demands that are above their capabilities cause employees to experience job
stress, which is described as their psychological responses to these conditions
(Yiwen, Lepine, Buckman, & Feng, 2014). However, the concept of “work
stress” relates to emotions like overwhelming difficulty, tension, and anxiety
that are brought on by a job’s demands (Bani-Melhelm, Abukhait, &
Shamsudin, 2020). Both the company and the employees benefit from
reducing workplace stress and maintaining it at a level that will have good
benefits. Understanding the elements that contribute to workplace stress is
crucial for this. If the causes of work stress are not addressed by organizations,
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employees may exhibit behaviors like poor performance, a lack of enthusiasm,
arriving late or not at all, taking frequent leaves of absence, and even quitting
their jobs (Kale & Akgbndbz, 2019). Management style, organizational
policies, organizational structure, working conditions, intra-organizational
relationships, the nature of the job, workload, promotion opportunities,
high expectations for performance, role conflict, and uncertainty are all
sources of workplace and organizational stress (Tongchaiprasit &
Ariyabuddhiphongs, 2016). In addition, certain personality traits may also
contribute to stress. In this context, personality qualities, non-work economic
issues, non-work social relationship issues, etc. are analyzed (Chiang,
Birtch, & Kwan, 2010).

In hotel businesses where labor is a priority, employees play a
significant role in raising client happiness. Particularly in some departments,
like food and beverage, where working hours are unpredictable, workloads
are excessive, work environments are inadequate, subordinate-superior
relationships are strained, and there are little prospects for advancement,
work stress among employees is made worse. Given the results of previous
study, it can be concluded that, particularly in the hospitality and food and
beverage industries, organizational and work-related stress are more
prevalent than personal stress (Chung, Jung, & Sohn, 2017). Job stress is
regarded as one of the most important concerns that managers deal with in
the tourist sector. Because workplace stress has an impact on everyone’s
performance levels, wellbeing, and inclination to quit their jobs, both
managers and hourly workers. According to international studies, the
tourism sector has one of the largest turnover rates, so it is critical to
comprehend the causes of job stress and find ways to deal with them
(Rehman & Mubashar, 2017).

Favoritism is one of the characteristics that causes employees the
most stress, according to a study by Bste (2011). Inter-employee conflict
and an excessive workload were shown to be the main sources of stress,
according to O’Neil and Davis (2011). They also noted that high levels of
stress are linked to poor physical health, low levels of job satisfaction, and a
high rate of employee turnover. In a study conducted with kitchen staff
members in international 5-star chain hotels operating in Seoul, Jung,
Yoon, and Kim (2012) looked at how kitchen staff members perceived the
connection between job stress, burnout, and the propensity to leave the
workplace, as well as the regulatory role of working hours. The study’s
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findings indicate that while role stress impacts burnout, burnout affects a
person’s propensity to quit their work.

In this context, Mulki et al. (2008) revealed that role stress,
interpersonal conflict, emotional tiredness, supervisor trust, and job
satisfaction were all fully mediating factors between ethical climate and
turnover intention. Jaramillo, Mulki, and Boles (2013) found that ethical
climate had a significant beneficial impact on perceived meaningfulness,
which reduces stress, but they did not identify a direct relationship between
ethical climate and work-related stress in their investigations. According to
Briggs, Jaramillo, and Weeks (2012: 430), a salesperson’s impressions of the
ethical atmosphere affect their stress levels and attitudes at work. Although
many studies show that ethics plays a significant influence in companies,
there is very little study on the ethical climate and work-related stress in
hospitality work settings. Thus, by conducting this research, the current
study aims to present new findings in the related literature. The following
hypothesis was proposed;

Hypothesis 2: Ethical climate negatively impacts job stress

Methodology
Sampling and data collection

The Aegean region’s southwest coast, where Marmaris is situated,
has a strong potential for tourism. People refer to Marmaris, one of Tberkiye’s
top yachting destinations, as “Green Marmaris” because of the surrounding
pine trees. It has contemporary facilities because of its strong potential for
tourism. It has numerous coasts and gulfs. Despite having numerous
structures for cultural tourism, it also benefits from being close to other
tourist destinations. In Marmaris, a popular tourist destination with daily
boat tours, frequent trips to Rhodes Island, nightlife, shopping opportunities,
regular minibus and bus services, and numerous transit options, souvenirs
like jewelry, leather, rugs, and carpets are readily available. In addition to
being the birthplace of numerous civilizations, including the Karia
Civilization, Marmaris Castle, ancient cities, and ruins may all be seen
there. With its ideal temperature and vegetation (see Figure 1), it is also one
of Torkiye’s top tourist destinations (see Figure 1) (Mugla Provincial
Directorate of Culture and Tourism, 2018).
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Figure 1: A view from Marmaris

Source: Mugla Marmaris Municipality.

This study, which was conducted to determine the effect of ethical
climate on work-family conflict and job stress, applied to frontline employees
(front office, food& beverage, guest relations, and housekeeping departments)
working in 4 and 5 star hotels in Mugla Marmaris/Tsrkiye. The rationale
behind picking frontline workers is that they frequently contact face-to-face
or voice-to-voice with customers and guests, making them crucial role
players to increase customer satisfaction, foster loyalty, and improve image
(Daskin and Yilmaz, 2015).

Four 5-star hotels and eight 4-star hotels took place in the current
work due to research restrictions. The number of room capacity is nearly
3000 in these hotels. No statistics are available regarding the number of
frontline workers, but, according to the participant hotels’ reference, more
than half of the total employees hold frontline positions and the numbers of
total full-time employees work in 4-star hotels changes around 50-100 and
100-150 in 5-star hotels depending their bed number and amenities. Thus
the maximum number of frontline employees in these hotels may be accepted
as a thousand and the research team aimed to collect data from the minimum
10% of this population.

Simple random sampling procedure was adopted in the current
research. It is a kind of probability sampling in which the researcher chooses
a sample of individuals at random from a population, giving each person an
equal chance to be included. Researchers tend to choose this method of
sampling when they want to make generalizations about the larger population.
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First of all, for the data collection, population of the study was specified as
4 and 5-star hotel frontline employees. Then the frontline units were also
specified in these hotels and at least 3 frontline employees from each unit
were aimed to collect data in order to reach ten percent of the entire
population size. The respondents were randomly selected from each frontline
unit of the participant hotels. After that, a pilot was conducted including 5
employees in order to check if there is any problem with the questionnaire
content. In order to obtain a higher return rate in the research, the data was
mostly collected by face-to-face basis at shift ends and partially through
emails. Such that, with the permission of hotels, the research team distributed
the questionnaires to voluntary employees after shift ends to be collected
next day at the shift end again, but later, some respondents reached via
phone call to give back. In addition to this, a group of employees were
reached via social media and email contacts by the support of some
acquaintance employees who work in same hotels. As a result, despite data
collection restrictions, the majority of the questionnaires were collected on
a face-to-face basis with voluntary participants. The research team abled to
distribute 200 questionnaires and 131 were completed. Therefore, the total
response rate was calculated as of 65% for the current work.

Instrument development and measures

The research questionnaire composed of 11 items for ethical climate
scale, 4 items for work-family conflict, and 3 items for job stress. Ethical
climate scale was used from 3elik (2010). 11 items for organizational ethical
climate were used without any modification and the Cronbach alpha was
found over 0.70 in this study. Work-family conflict scale was adopted from
Daskin (2019) who reported satisfactory Cronbach alpha level (0.86) for this
scale. Finally, questions about work stress were adopted from Babin and
Boles (1998) who reported satisfactory level of reliability. The scales items
were modified based on the current study format when needed.

All measurements carried out a Likert-type scale that ranged from
“5”="%“strongly agree” to “1”="“strongly disagree”. Additionally, the research
questionnaire includes demographical questions: gender, age, tenure, and
education.
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Procedure

The association between the independent and dependent variables
was examined in the present study using SPSS Version 20. The study scales
were submitted to Exploratory Factor Analysis (EFA) after the psychometric
qualities of the assessments to establish dimensionality and convergent
validity. Then, correlation and hierarchical regression analyses were carried
out. The analysis and findings section included a presentation of all test
results.

Analyses and Findings
Descriptive statistics

The demographic profile of the respondents was presented in the
table 1. The current study employed a descriptive analysis to explain the
demographic structures of the respondents such as gender, age, tenure, and
education. According to the frequency test, slight majority of the participants
were males (61.8%). The majority of respondents were highly young under
39 years old with 80.1%. The result show that 22.9% of the employees have
less than 1 years of experience and 55% had experience between 1-5 years.
This shows that young generation is employed mostly in the sector. Finally,
half of the respondents with 49.6% had higher education degrees. This
singals that the rate of educated people in the industry is increasing with the
new generation.

Table 1. Demographic profiles.

Demographic variable Sample composition Frequency Percentage
Age Less than 20 years 2 1.5
21-29 years 49 37.4
30—39 years 54 41.2
40—49 years 23 17.6
50 and over 3 2.3
Female 50 38.2
Gender Male 81 61.8
Education Primary-Secondary 66 50.4
Vocational school 29 22.1
Bachelor’s and over 36 27.5
Work Experience Less than 1 year 30 22.9
1-5 years 72 55.0
6-10 years 18 13.7
11-15 years 9 6.9
16 years and over 3 1.5
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Psychometric properties of the measures

Measurement items are detailed in Table 2. Cronbach’s alpha ()
values were not less than a thresold value of .60. This shows that the items
represent latent structures and internal consistency is sufficient (Hair, Black,
Babin & Anderson, 2010). For further analysis, the Kaiser-Meyer-Olkin
(KMO) sampling measurement, as suggested by Field (2000), checked
whether the distribution of values was adequate for each structure and
ultimately each exceeded the 0.50 threshold (ethical climate = 0.637; work-
family conflict = 0.798; job stress = 0.700). Kurtosis and Skewness values
are between -1.5 and +1.5, that is considered to be a normal distribution
(Tabachnick and Fidell, 2007). Also, based on Bartlett’s test of sphericity,
the multivariate normality of the distribution set is normal for each study
variable (p = 0.000), indicating a significant value. As a result, the data are
suitable for applying factor analysis (Hair, Anderson, Tatham & Black,
1998). As shown in Table 2, as a result of the Explanatory Factor Analysis,
it is seen that each item is above the 0.40 threshold value, thus providing
convergent validity (Hair, Black, Babin & Anderson 2014; Tabachnick &
Fidell, 2007). However, item 4 from ethical climate scale was omitted for
further analysis due to its low factor load value.

Finally, the mean and standard deviations were presented in the
table 2. The average mean score for ethical climate was calculated as 3.57
which, in general, means the respondents are slightly agree on ethical
climate. Second, the average mean score for work-family conflict was
calculated as 3.19 which, in general, means the respondents are undecided
on work-family conflict and lastly the average mean score for job stress was
calculated as 3.04 which, in general, means the respondents are undecided
again on job stress factor in the organizations. These results show that some
respondents are restless of work-family conflict and stress.

Table 2. Factors loads, standard deviation, mean and reliability results.

Scale items Factor SD Mean o«
Loads
ETCHICAL CLIMATE 0,78
1. In our institution, business ethics are stated in writing” 0,58 1,29 3,61
2. “I encounter situations that I think do not comply with
business ethics in our institution” 0,62 1,28 2,77
3. “In our institution, business ethics takes place as a
compelling rule” 0,56 1,28 2,98
5. “Frequent use of mechanisms that reward honesty
motivates us in our work” 0,65 0,90 4,29
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Scale items Factor SD Mean a
Loads

6. “Customer satisfaction is at the forefront for our company” 0,77 0,89 447
7. “It is stated with clear rules that behaviours that do not

comply with business ethics will not be tolerated” 0,65 1,19 3,93
8. “In our institution, it is not considered appropriate for
employees to give and receive gifts” 0,85 1,24 2,61
9. “The business ethics values of the business increase the
success of the business strategy” 0,48 1,38  3.80
10. “The ideas suggested by the employees to improve the
business ethics model in the organization are rewarded” 0,52 1,22  3.42
11. “I think that there is a safe and healthy work environment
in our institution” 0,56 1,08 3,85
WORK-FAMILY CONFLICT 0,60
1. “The requirements of my job and the requirements of my
home, family and social life are mixed with each other” 0,64 1,36 3,24
2. “Because of my job, I cannot establish the close relationships
I want to have with my family or friends” 0,80 1,39 3,00
3. “I cannot do the things I want to do at home because of
my workload” 0,74 1,25 3,21
4. “Because of my job, I am often unable to participate in
important family or social activities” 0,71 1,36 3,32
JOB STRESS 0,82
1. “I feel stressed” 0,79 1,30 2,84
2. “At the end of the day, I feel exhausted and very tired” 0,67 1,17 3,35
3. “There is a tense and stressful environment at my
workplace” 0,75 1,33 2,93

Notes: “All items are measured on five-point Likert scales ranging from 1 =
strongly disagree to 5 = strongly agree”. “All loadings are significant at the 0.05
level or better”

Correlation analysis

Table 3 shows the correlation values for all constructs. According to
these results, it is seen that there is a negative correlation among ethical
climate and work family conflict but not significant (r = -0.132, p > 0.05).
Second, there is a negative and significant correlation among ethical climate
and work job stress (r = -0.233, p < 0.01). Although it is not hypothsezied
in the current work, a positive and significant correlation was found among
work-family conflict and stress (r = 0.456, p < 0.01). Since these values are
not higher than 0.90, they are indicative of discriminant validity as well
(Tabachnick & Fidell, 2007).
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Table 3. Correlation analysis.

Scales 1 2 3
Ethical climate 1.00

Work-family conflict -0.132 1.00

Job stress -0.233** 0.456** 1.00
Mean 3.57 3.19 3.04
Standard deviation 1.17 1.34 1.26

Notes: **p <0.01
Hierarchical regression anlaysis

As shown in Table 4, hierarchical regression was used to test the
proposed hypotheses in the current work. All ¢-values over 1.96 are accepted
as significant values (Hair et al., 2014). Accordingly, the present study
proposed a negative significant relationship among ethical climate and
work-family conflict, but the findings did not confirm the relationship
between ethical climate and work-family conflict in this context (r = -0.34,
p > 0.05). Thus, Hypothesis 1 was rejected. Secondly, the present study
proposed a negative significant relationship among ethical climate and job
stress and the study finding confirmed this relationship (r = -2.26, p < 0.05).

Thus, Hypothesis 2 was accepted.

Table 4. Hierarchical regression test result

Hypotheses Beta t-value Sig. Result
HYPOTHESIS 1
Ethical Climate — Work-family conflict -0.033 -0.34  0.736 REJECT
HYPOTHESIS 2
Ethical Climate — Job stress -0.218 -2.26% 0.026 ACCEPT

Notes: “N = 131; *t values indicates a statistically significant relationship at the 0.05 level
or better”
“Sig: Significance”

Conclusion

A hospitality company’s main objective is to maintain profitability
so that it can continue to operate. The quality of service should be
continuously improved by hotel businesses in order to fulfill the demands of
the fiercely competitive marketplaces. The only way to realize this is to
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reduce the impact of the aforementioned difficulties by identifying their
potential antecedents. To determine the causes and effects of these
difficulties, new empirical research is required in the context of Turkish
hotels. Accordingly, the present research proposed the ethical climate as a
potential antecedent on the work-family conflict and job stress experienced
by frontline employees. The hotel sector is a labor-intensive one and people
who work in this sector may experience work-family conflict and work stress
because of elements like working conditions (such as long hours, shift work,
seasonal work and etc.), low wage policies, high staff turnover, adverse
effects from all types of crises, and economic fluctuations because of the
characteristics of the tourism industry. These unfavorable circumstances
might have an impact on how well they perform at work.

The present study findings depicted that ethical climate had a
negative influence on work-family conflict but this relationship was not
significant in this hotel context. But this finding could be accepted as
consistent with the past research revealed the effects of ethical climate in the
organizations (Daskin, 2019; Haldorai et al., 2020; Karatepe, 2013; Zoghbi-
Manrique & Guerra-Baez, 2016). There may be some reasons for this result
such as the rate of male respondents included in current study was higher;
female employees, due to their work and home responsibilities, have more
work-family conflict when compared to male counterparts (Daskin, 2019;
Kim et al., 2009). People serving in this sector gradually accept the realities
of this sector, one of them being the inadequacy of social life and irregular
working conditions. In addition, there may be other reasons like cultural
context differences, but hotel businesses should know that as a result of this
research, work-family conflict was perceived and ethical climate had
negative impact on work-family conflict.

Along with this, the result shows that employees who believe that
ethical behavior is encouraged, supported, and shared inside the company
experience less stress. This result was in line with earlier research (Briggs et
al., 2018; Jaramillo et al., 2012; Mulki et al., 2008).

Implications

Maintaining employee commitment, capitalizing on their abilities,
and maintaining productivity is crucial for an organization’s growth. As the
foundation of the Turkish economy, tourism and hospitality businesses must
meet the aforementioned obstacles and continue their managerial
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development. When an organization is perceived as ethical, it is possible for
all stakeholders to create trust, dedication, and effort (DeConinck, 2011;
Hosmer, 1997; Karatepe, 2013).

In a similar vein, the results of the current study point to ethical
climate as one of the factors that might help employees deal with work-
family conflict and workplace stress. Importantly, it is recognized that
employees who work in an environment where moral behavior and attitudes
are valued experience less stress, which may help them remain motivated in
challenging situations. As a result, it is believed that the moral climate of the
workplace influences employees’ moral thinking, which may increase their
level of job engagement and social responsibility. Therefore, essential steps
should be made by the hotel organizations to promote more ethical job
climates in Turkish hotel work settings. When managing a hotel or overseeing
a team of employees, hotel organizations and supervisors should take the
effort to comply with laws and professional codes. In addition, supervisors
should also grant subordinates autonomy and discretion so they can
demonstrate their own moral convictions when making decisions or carrying
out tasks. Accordingly, ethics trainings for the personnel working in the
hotel departments.

An essential question is how individuals and couples may meet their
multiple demands and duties while juggling work and family. Some
researchers contend that a number of workplace strategies, including the
nature of jobs in the workplace, business culture, work environment, flexible
working arrangements, autonomy, remote working, encouraging peers and
managers, and a number of integrated human resources practices, can give
employees the freedom to set their own working boundaries, resulting in the
achievement of work-life balance and the reduction of work-family conflict
(Abstein & Spieth, 2014). The organizations should create better working
circumstances for female employees who balance work and family duties.
Establishing a work environment that is family-friendly and better recognizes
this by offering on-site childcare, flexible shift schedules, and family leave
would be more likely to reduce conflict. Offering family-friendly benefits at
work is also a successful strategy for recruiting top performers for open
positions and keeping tenured staff. Another implication would be using
mentors to support employees by providing them with immediate support
for resolving conflicts at the junction of work and home life.
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Along with this, job stress that is extreme and ongoing might have
serious consequences on lodging facilities. The importance of this issue
cannot be overstated, as ongoing and excessive stress will have a severe
impact on the physical, psychological, and behavioral elements of the
workers and will prevent their productivity. The staff turnover rate will
become apparent if no explanation is found for this circumstance. In this
regard, the businesses should take some actions like social assistance,
employment enrichment, stress management classes, improving the physical
conditions of the workplace, an equitable and adequate pay system and etc.
A job analysis may be a useful tool for both recovering the job itself and
fulfilling the expectations of the workforce. In order to accommodate
technology use and other factors, organizations could modify their working
environments.

Limitations and future research directions

Like other studies, the current work has a few limitations due to
time and data collection restrictions, because the current work was organized
as an introductory one in itself. A qualitative dimension was unable to be
used in this study. In-depth interviews and careful observation should be the
focus of future study in this area in order to give a more thorough
understanding of the effects of ethical climate. The data was collected from
more than 10% of the total number of frontline employees but more
participants could make the study findings stronger. Also, more research on
frontline workers in Torkiye is required to verify the results of the current
study, widen its coverage, and draw generalizations. Hotels were the only
service environment used in the current study to test the linkages. It would
be beneficial to replicate this study in other service sectors such dining
establishments, airlines, and travel agencies in order to cross-validate the
existing findings. Last but not least, including job resources like organizational
learning, character qualities, or supervisory support in the study model in
follow-up studies would add to our understanding of the factors that
moderate the aforementioned employee outcomes.
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