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ABSTRACT  
This study examined Managerial integrity and employee commitment in organization. The 

purpose of the study is to identify those integrity variables and their effect on employee 

commitment in organization. Commitments are important in exhibiting the characteristics of 

integrity only if the promises are not false. Managers must not commit themselves to actions 

for which they have no power or authority to implement. Commitments by management or 

anyone must be limited to those that are within their power to accomplish, if not the 

commitment should not be made. The study made use of qualitative method and draws its 

arguments basically from secondary data. The study adopted Side-Bet Theory of Employee 

Commitment propounded by Becker as the theoretical framework. The theory contends that 

commitment occurs through a process of placing side-bets. The theory states that 

commitment is evident when an individual through a side-bet, joins incidental interest with a 

reliable line of activities. The findings from available literature revealed that there is positive 

relationship between managerial integrity and employment commitment in manufacturing 

firms. The study therefore recommended amongst others that policymakers, administrators 

and managers of manufacturing companies should uphold high level of integrity to ensure 

satisfaction and growth in an organization. 
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INTRODUCTION  
Organizations‟ failures of past era have affected all stakeholders through a loss of public 

confidence, loss of jobs and loss of shareholders‟ funds. We have seen poor business 

decisions, extravagant business acquisitions, lack of attention to detail running of 

organizations, exorbitant directors‟ allowances, lack of board scrutiny and inadequate 

disclosure internationally. Improved corporate governance is increasingly being seen as the 

answer to these problems as „every mechanisms set up to provide checks and balances failed 

at the same time‟ (Monks & Minow, 2004). Today‟s corporate setting is beclouded with 

various degrees of uncertainties, evolving technology and intense competition. This reality 

has forced many business owners to re-strategize and seek for alternative ways of keeping the 

business alive. Series of scholarly research has pointed to the fact that organizational 

commitment to the organization is one of the differentiating success factors at the disposal of 

employers in their bid to take the organization to its desired state. When members of the 

organization (employee) are well committed to their organization, the tendency is that they 

help organization realize its objectives. Improved efficiency and productivity were the 

anticipated outcomes of implementing flexible employment practices (Hartman & Bambacas, 

2000). 

Organizations sometimes make a commitment to their employees or an employee in some 

situations. Commitments are important in exhibiting the characteristics of integrity only if the 

promises are not false. Management must not commit themselves to actions for which they 

have no power or authority to implement. Commitments by management or anyone must be 

limited to those that are within their power to accomplish, if not the commitment should not 

be made. Individuals who honor their word, especially management gain respect from their 

employees and thereby create a positive image in working for an organization. A number of 

researchers, however, have raised concerns about the level of employee loyalty and 

commitment that can be expected in an environment of less secure and shorter-term 

employment contracts (Hartman & Bambacas, 2000; Gallagher & Sverke, 2005).  

Organizational commitment in this context remains important because of its potential effect 

on employees‟ identification with the organization‟s goals. The desire to commitment, 

particularly in the area of work, has been analysed from several perspectives (Martin & 

O‟Laughlin, 1984; Morrow, 1983; Mowday, 1982).If employees are going to be committed to 

their organization or not is a function of how well the organization treats them. Some 

organization experience high turnover rate due to ill treatment melted out to their employees 

or lack of motivation which should have been a driving force in making employees to be 

committed. Integrity on the part of management will assist organization recognize the 

importance of organizational commitment to the organization. The subject of management 

integrity and whether it exists in society seems to be in question. Integrity in and of itself is 

an important trait which should be instilled in every individual but especially in management 

officials. Organizational commitment represents a psychological attachment to the employing 

organization, and according to Allen and Meyer (1990), may take different forms. It is 

against this backdrop that the study tends to examine how managerial integrity can lead to 

employee commitment in organization.  

STATEMENT OF THE PROBLEM 

The general business problem was that organizational-level attrition rates from the retiring 

employee boomer generation may result in a shortage of qualified replacement junior 

executives. The specific business problem was that some leaders lack understanding of the 

relationship between a direct leader‟s leadership style and junior executives‟ commitment 
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and committed to stay with an organization. Managerial integrity is an issue, particularly at 

the organizational level (Cappelli &Keller, 2014). As experienced and skilled manager 

boomers retire, corporate businesses face the challenge of hiring replacement personnel 

(Oladapo, 2014).  Information regarding the relationship between management and 

employees to be committed is important for organizations‟ managers who want to improve 

employee retention practices, lower upfront costs of training new hires, and reduce the 

limited job fit between an employee and the organization. As Remarkably, Huselid in 

Ihionkhan & Aigbomian (2014) revealed that ethical practices or integrity represent one 

avenue that can be used by organizations in shaping their employees‟ attitudes and 

behaviours; this is because ethical practices create conditions where employees become 

highly involved in the organization and work hard to accomplish the organization‟s goals. 

Furthermore, scholars have proposed that organizations can utilize incentives, 

correspondence and motivation to boost up employee commitment (Agarwala, 2003; 

Rodgers, 1995).This is an important proposition as workers‟ morale is perceived as a crucial 

factor which needs to be kept in constant consideration by the management (Chughtai & 

Zafar, 2006), given that raised levels of workers‟ commitment breed favourable 

organizational results. Enz (2001), as well as Stamper and Van Dyne (2003), argued that a 

major problem in the service industry is the dearth in the care and motivation of human 

capital; and when employees are not adequately motivated (through process integrity, 

judgment integrity and accountability) the high stress and low input associated with it 

negatively impact on their commitment. Therefore, assumes that three key ethical practices 

that may help boost employees‟ commitment could be process, judgment and accountability. 

Consequently, although many researchers have found out that integrity of managers in the 

manufacturing companies can help in shaping the organizational commitment of the firm 

towards enhancing effectiveness, but the gap which this research is trying to fill is that 

researchers have failed to explain in clear terms the type of integrity that can best enhance the 

organizational commitment of employees in the manufacturing firms and the role of 

managerial integrity on organizational commitment of manufacturing firms in Nigeria. It is 

the aim of this study to examine the relationship between managerial integrity and 

commitment of employees in manufacturing firms in Rivers State. 

RESEARCH QUESTIONS 
The following research questions will guide the study. 

(i) Does managerial integrity affect workers commitment to the organization?  

(ii) Does accountability enhance organizational commitment to the organization? 

(iii) How does corporate culture influence the relationship between managerial integrity 

and organizational commitment to workers? 

OBJECTIVES OF THE STUDY 

The study is aimed at achieving the following objectives. 

(i) To examine how managerial integrity affect workers commitment in organization. 

(ii) To ascertain how accountability enhances organizational commitment in 

organization. 

(iii) To evaluate the extent to which corporate culture influences the relationship between 

 managerial integrity and organizational commitment to workers. 

LITERATURE REVIEW/THEORETICAL FRAMEWORK   

INTEGRITY CONCEPTUALIZED  

Integrity means adhering to a code of ethics or a set of values, and it is a vital aspect of every 

personal and professional endeavour, it means matching our actions with our beliefs across a 
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variety of situations. Integrity, as a measure of coherence and consistency, is the key to 

building and sustaining trust. We trust those who are honest and consistent in their actions, 

who fully disclose important information, who are willing to deal with tough issues, and who 

are open about their objectives and motives. Integrity is one of the most important personal 

qualities that any individual in a position of power or responsibility must possess, be it in 

business or politic, public or private life (Krogh, 2007).  

Organizations that prosper over the long run commit to fundamental integrity in their 

products and services, their processes and systems and their people. They “walk the talk,” 

even in the toughest of times. They base their interactions with clients on all principles of 

honesty, integrity, and partnership. They hold their leaders and employees accountable for 

modelling the highest ethical business practices in every aspect of their work. They keep 

their promises and follow through on commitments.  

MANAGERIAL INTEGRITY  
Integrity in managers means to help employees, motivate, assist, listen to their  

ideas, include their views before making any final decision and be open and friendly. Due to 

working trait in managers, the organization can achieve its goals being more responsive to 

the internal and externals needs (Celebn & Yilmazturk, 2012). Ethical code of conduct and 

values are set by the managers of the organization that possess integrity, which ultimately 

results in the employees‟ involvement in work. Top managers have authority to make and 

implement working processes which affect the overall organizational performance, this 

shows the wisdom of managers that how they can carry out their work skilfully and 

efficaciously. Moreover, manager‟s integrity is directly related to employee‟s level of job 

satisfaction and work commitment. Manager‟s spoken words and actions demonstrate 

integrity, which enables employees to follow their manager‟s rules. Due to lack of integrity, 

the employees will adapt unethical behaviour that will weaken the organizational 

performance (Peterson. 2004).  

Corporate managers are expected to maximize investor returns while complying with 

regulatory standards, avoiding principal-agent conflicts of interest, and with enhancing the 

operational capital of their firms (Edmods,2011). The recent arrests id resignations of top 

U.S. managers, however, indicate an increasing level of managerial negligence and colourate 

irresponsibility on Main Street and on Wall Street that has eroded domestic and global trust 

in U.S. markets (Elliott & Schroth 2002; Mitchell, 2002). Corporate irresponsibility in the 

Enron scandal, for example, has provoked multiple lawsuits and unprecedented outrage from 

a range of stakeholders with demands for democratizing corporate cultures of corporate 

power, improving managerial accountability, and legislating regulatory reform (Cruver 2002; 

Fusaro and Miller 2002; Swartz and Watkins, 2002).  

Managers and organizations with high integrity capacity are likely to exhibit a coherent unity 

of purpose and action in the face of accountability pressures rather than resort to moral 

evasions or other forms of irresponsible managerial decision-making (Petrick & Quinn, 

2000). Managers and organizations with low integrity capacity (those that do not walk the 

talk in the process of daily transactions, those at exercise poor or distorted judgment in policy 

formulation, those that never orally mature beyond manipulative acquisitiveness and 

domination rituals, and those that refrain from enacting supportive contexts for sound moral 

decision making) erode their reputational capital and engender management distrust and 

wrath (Sejersted, 1996). By yielding to greed in secretly exercising stock options and to 

dishonesty in falsely reporting the performance reality of the firm to her stakeholders, top 
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Enron managers abandoned the basic standards of process integrity capacity. The exposure of 

integrity capacity neglect by managers justifies the need to focus on the guidance offered by 

the construct of integrity capacity in the Enron scandal.  

EMPLOYEES’ COMMITMENT  
Employee‟s commitment refers to the employee‟s emotional attachment to, identification 

with, and involvement in the organization. In essence, measuring employee‟s commitment is 

an assessment of the congruence between an individual‟s own values and beliefs and those of 

the organization (Swailes, 2012). Commitment is characterized as employees‟ willingness to 

contribute to organizational goals. When employees are sure that they will grow and learn 

with their current employers, their level of commitment to stay with that particular 

organization is higher (Opkara, 2004). In order to make employees satisfied and committed 

to their jobs, there is a need for strong and effective motivational strategies at various levels 

of the organization. Besides that, Ayeni & Phopoola, (2007) have found a strong relationship 

between job satisfaction and organizational commitment. According to their job satisfaction 

is mostly determine how well the organization meets employee‟s expectations. Maxwell & 

Steele, (2003) believed that the organization concerned on the look after employees‟ interest. 

It is clear, the higher the experience the more positive the impact on the commitment. 

Further, an individual‟s experience with their co-workers had the impact on highly 

commitment to the organization (Maxwell & Steele, 2003). High level of organizational 

commitment provides a clear focus for human resource manager on the grounds that 

commitment is in itself good and positive that should lead to high level of work performance.  

While according to Lok & Crawford (2001), a number of demographic variables, frequently 

included in this study. Variables such as age (Celeb & Yilmazturk, 2012), organization 

tenure and position tenure have been found to be positively associated with organizational 

commitment. Mathieu & Zajac, (2013) concluded that age is considerably more strongly 

related to attitudinal than to behavioural commitment. They further suggested that older 

workers are more satisfied with their job, receiving better positions and having „cognitively 

satisfaction‟ in the organization. Cognitively satisfy means satisfied to all what they get and 

they felt comfortable in the organization. The researcher also found that the number of years 

in position significantly and positively related to attitudinal commitment, and length of 

service is significantly and positively related to behavioural commitment. Similar results 

were reported by (Gregersen & Black, 1992).  

MEASURES OF EMPLOYEES’ COMMITMENT 

According to Joolideh & Yeshodhara, (2008) several alternative models of commitment were 

proposed in the 1980s and early I990s; multidimensional was common to all (Meyer & 

Allen, 2003). There are three-component model of affective, continuance, and normative 

commitment as mentioned above (Gunlu et al., 2009). According to Meyer & Allen (2002), 

individuals who have strong affective commitment remain in the organization because they 

feel they want to. Some with a stronger normative commitment remain because they ought to 

and those with strong continuance commitment remain because they need to. Organizational 

commitment in this context remains important because of its potential effect on employees‟ 

identification with the organization‟s goals, the desire to Commitment, particularly in the 

area of work, has been analysed from several perspectives (Martin & O‟Laughlin, 1984; 

Morrow, 1983; Mowday, 1982). 

All the three components namely affective commitment that is psychological attachment to 

organization; continuance commitment- costs associated with leaving the organization; and 

normative commitment- perceived obligation to remain with the organization have 
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implications for the continuing participation of the individual in the organization (Ayeni & 

Phopoola, 2007). Studies on commitment have provided strong evidence that affective and 

nominative commitment are positively related and continuance commitment is negatively 

connected with organizational outcomes such as performance and citizenship behaviour 

(Bilgin& Denurer, 2012). Research also provides evidence that, employees with higher levels 

of affective commitment to their work, their job and their career exhibit higher levels of 

continuance and normative commitments. According to Robbins & Judge (2008) 

organizational commitment is a condition in which an employee is favouring a particular 

organization as well as the goals and desires to retain membership in the organization. Thus, 

a high job involvement means favouring certain work of an individual, while a high 

organizational commitment means favouring organizations that recruit such individuals.  

CORPORATE CULTURE  
 Culture gives a group its uniqueness and differentiates it from other groups. Individuals in a 

group share common values, beliefs and assumptions about what is wrong and right, 

effective and ineffective (Nikandrou et al., 2003). Irrespective of their methodological and 

conceptual approach, all studies concur on one point: similar cultural backgrounds produce 

similar thinking and behavioural patterns, which are distinct for each culture. Impressions 

about people and their culture, however, are not static (Bhaskaran & Sukumaran, 2007).  

Generally, studies on nationality-influenced business behaviour and orientations do not 

discuss sub-cultures within countries. In many countries, the ethnic and religious 

backgrounds of the owners and managers of business entities could become an important 

issue because the role and power of ethnic and religious minorities may be completely 

disproportionate to their population size. Sub-nationalities within a country and the business 

values, beliefs, behaviour and orientations of sub-nationalities, historical influences, 

government policies, and government programs can foster the growth of business entities 

with distinct cultures and management practices (Steward, 2010). 

There are five aspects or the relationship between managerial integrity and organizational 

commitment has been primarily explained in terms of social exchange (Lee & Peccei, 2007).  

Based on the reciprocity norm (Gouldner, 1960), the social exchange theory (Blau, 1964) 

holds that social life is regulated by social exchange processes Social exchange theory Posits 

that when an individual does Something in favour of another individual the other individual 

is expected to return the favour. 

In opposition to economic exchanges, which are related to financial and tangible aspects, 

Social exchanges are often associated to socio emotional aspects of the relation (Shore & 

Barksdale, 2006). The terms of the exchange are therefore generally unclear and mainly 

based on trust (Blau, 2001) In line with this view, managerial integrity theory holds that 

managerial integrity would increase organizational commitment by creating a felt obligation 

to care about the organization‟s welfare and to help it to reach its goals (Rhoades et al, 2001).  

Forces from the market, technology and institutional context promote convergence among 

countries, while, cultural forces contribute to more divergent tendencies. Therefore, attributes 

and entities that distinguish a given culture from other cultures are predictive of practices of 

the organizations of that culture and predictive of leader attributes and behaviour that are 

most frequently enacted, acceptable and effective in the culture. Leaders are more likely to be 

affected and are more likely to behave in ways that are accepted and favoured in their culture. 
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Therefore, different beliefs and expectations about how a leader should behave is one 

potential source of variance across Cultures (Nikandrou et al., 2003).  

The cultural selectivity hypothesis posits a relationship between national culture and national 

Competitiveness Individualistic cultures emphasize personal identity and hence encourage 

the creation of unique ideas (Tsang, 1999).  

With the trend towards globalization, organizations and managers need to have a greater 

understanding of organizational variables such as leadership behaviour that determine levels 

of commit1ent and job satisfaction in different national contexts. Since individuals bring 

their personal values, attitudes and beliefs to the workplace their levels of commitment to the 

organization may differ. Values, attitudes, and beliefs are reflected in different national 

cultures (Lok & Crawford, 2004).   

It is purported that the more important self-transcendence and conservation values are, the 

greater one‟s affective commitment will be (Glazer, Daniel & Short, 2004). Jung and Avolio, 

(1999) manipulated transformational and transactional leadership behaviour and compared 

them in individual and group task conditions to determine whether they had different impacts 

on individualists and collectivists performing a brainstorming task. Results and showed that 

collectivists with a transformational leader generated more ideas, but individualists generated 

more ideas with a transactional leader. Group performance was generally higher than that of 

individuals working alone. However, contrary to expectations collectivists generated more 

ideas that required fundamental organizational changes when working alone.  

Culture is a set of underlying assumptions, norms, and beliefs shared by members of a group. 

In the case of personality traits, culture is especially significant because leader will not be 

able to understand the true needs of followers if they do not understand their values, norms, 

and beliefs. Many leadership characteristics are universally endorsed, whereas many others 

are culture-bound. It is anticipated that there will be unique dimensions in the 

operationalisation of personality traits in nations that have unique cultures. 
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OPERATIONAL CONCEPTUAL FRAMEWORK 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.1: Operationalized framework on employee job satisfaction and organizational 

performance. 

Source: Researchers 2021 

 

THE RELATIONSHIP BETWEEN MANAGERIAL INTEGRITY AND 

ORGANIZATIONAL COMMITMENT 

Organizational commitment has been shown to be related to a broad range of attitude in a 

land behavioural outcomes such as job satisfaction, in-role and extra-role performance, 

absenteeism, turnover intentions, and effective turnover (Meyer, 2000; Meyer, 

2002).Concerning its antecedents, managerial integrity (Eisenberger et al., 2000) has been 

proposed as a key predictor of organizational commitment. Managerial integrity is defined as 

the ability of a manager to strictly adhere to a moral code, reflected in transparent, honesty 

and complete harmony in .at he thinks, says, and does. Although they both focus on the 

connection between an individual employee and organization (Bishop et al. 2005), there is 

evidence at the theoretical and the empirical level that organizational commitment and 

managerial integrity are distinct constructs. Indeed, it has been argued that organizational 

commitment reflects an attitude of employees toward the organization whereas managerial 

integrity reflects employees‟ perceptions about manager‟s attitude toward them. Accordingly, 

numerous studies have shown that organizational commitment and managerial integrity are 

empirically distinguishable yet strongly related (Bishop et al., 2005).  

Evidence for a positive relationship between perceived managerial integrity and  

organizational commitment has been found in numerous studies (e.g., Bishop et al., 2005; 

Eisenberger et al., 1990; Rhoades & Eisenberger, 2002; Shore& Wayne, 2001). More 

precisely, Rhoades and her colleagues (2001) have shown, using a cross-lagged panel design, 
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that managerial integrity was positively related to changes in organizational commitment 

over time, whereas the reverse was not true, supporting the antecedence of managerial 

integrity on organizational commitment. However, their results indicated that felt obligation 

acts as a Partial mediator in the perceived managerial integrity-organizational commitment 

relationship, raising the question of other potential mechanisms involved in this relationship.  

THEORETICAL FRAMEWORK    

This work anchored its precept on the Side-Bet Theory of Employee Commitment 

propounded by Becker (1960), contends that commitment occurs through a process of 

placing side-bets. It also states that when an individual makes a side-bet, he has staked 

something of value to him, something originally unrelated to his present line of activities. 

The theory also state that the greater the number of side-bets, the greater the commitment of 

the employee. He further asserted that commitment is evident when an individual through a 

side-bet, joins incidental interest with a reliable line of activities. In side-bet theory, contract 

determines the link that exists among the workers and organization. Employees are therefore 

committed to the firm owing to the investments side-bet that have been accrued by staying in 

the organization, and if they quiet the work, it will be difficult to claim the investment. 

Conclusively, with time, those accrued cost make it difficult for employee to withdraw from 

the organization. Finally, it is observed that the Becker‟s side-bet theory is related with 

continuous commitment. 

EMPIRICAL REVIEW 

Maaja & Krista (2006) conducted a study on the importance of value honesty: determining 

factors and some hints to ethics. The aim of this paper is to explore to what extent and in 

what ways the individual value honest signifies in the organisations of Baltic States and 

Russia and to draw some managerial implications on the basis of our findings. The subjects 

of study had different cultural background (Estonians from Estonia, Russians from Russia, 

Lithuania, Latvia, and Estonia) and they were asked to rank their own terminal and 

instrumental values, including the value honest as well as to speculate how their co-workers 

would rank the same list of values. Consequently, there were two lists of terminal and 

instrumental values for every respondent and the following analysis focuses on the 

comparisons of the importance, impact of other values and socio-demographic characteristics 

(i.e. gender, age, organisational position, and country of residence). One of the most 

important findings of our study is that the assessment of peer‟s value honest tells the most 

how important honest is for the focal person. Results reveal also the role of some other 

personal values as well as the country of residence in respect with the importance of value 

honest. 

Huberts (2018) conducted a study on Integrity: what it is and why it is important. This 

contribution will address basic questions about integrity. What views and interpretations of 

“integrity” can be distinguished? Eight different views will be summarized, with additional 

reflection on the underlying basics of an integrity “approach” and on its relationship with 

concepts/views with “ethics” or “corruption” or “good governance” in the center. It will be 

concluded that integrity is a crucial concept for an understanding of governance. Not as an 

alternative for “ethics theory and approaches” but to be embedded in existent “approaches” 

and theory development. In that sense it belongs on the agenda for further progress in these 

fields of study, in particular in empirical research on the actual significance of integrity and 

ethics in governance. 
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Ayi & Akhigbe (2018) conducted a study on workplace ethics and employee commitment of 

oil servicing firms in Nigeria. We adopted the cross-sectional design technique and data 

collected was further analyzed using the spearman‟s ranked order correlation coefficient. The 

population of the study was made up of all the oil servicing companies in Port Harcourt and 

the population size was 342 employees of 4 selected Oil servicing firms. The sample size of 

184 was derived. A total of 160 questionnaires were retrieved out of which 150 valid 

questionnaires were used for the analysis, representing 82 percent. The results indicated that 

a significant association exists between civility, trustworthiness, integrity and measures of 

employee commitment, and that culture moderated the influence of workplace ethics and 

employees‟ commitment. Based on the study findings, it was concluded that trustworthiness, 

integrity and civility have significant effect on employees‟ commitment to the organization. 

It was recommended that managers in oil servicing firms should instil ethical values in the 

workplace in order to stimulate employee commitment. Finally, contribution to knowledge 

was proffered and suggestions for further studies to investigate how workplace ethics relate 

with employee satisfaction and turnover rate recommended. 

Seita & Mona (2019) conducted a study on the relationship between ethical leadership and 

teacher‟s continuance organizational commitment. The study employed a quantitative 

approach as follows: a formatted questionnaire was distributed to a random sample, of which 

372 valid questionnaires were returned to the researchers. In addition to examining the 

research hypotheses, several statistical methods were used to analyse the compiled data. The 

study showed that when the supervisor displays positive behaviours and a moral leadership 

style, this has leverage on the employees‟ performance. The study found that there is 

statistically important engagement relevance between ethical leadership ethical leadership 

and teachers‟ loyalty teachers‟ loyalty. Moreover, the study showed that teachers' loyalty 

facilitated the association between EL and COC. The current research recommended that it 

was essential to increase the standard of ethical leadership EL for managers, to positively 

influence COC and to enhance teacher‟s loyalty. 

Thomas, (2005) conducted a study on development and validations of a situational judgment 

test of employee integrity. In this study, he examines whether scores on this test predict 

integrity-relevant outcomes. The analysis of data from fast service employees, engineers, and 

production workers revealed that employees‟ integrity scores were correlated with 

managerial ratings of career potential, leadership activities, and job performance. Integrity 

was not related to the quality of interpersonal relationships. 

Andi et al., (2015) conducted a study on the influence of organizational culture, ethical 

awareness and experience to ethical judgements auditor through professional commitment at 

Inspectorate Sub-province of Bombana. Therefore, this study aimed to give empirical 

evidence that ethical judgment auditor is affected by organizational culture, ethical awareness 

and auditor‟s experience with professional commitment as a moderating variable. The 

research samples of 37 people are internal auditors in Inspectorate of Bombana Regency.  

The study employs a multiple regression model to analyse the data.  As a result, the findings 

indicate that auditors in making their ethical judgments are affected by organizational 

culture, ethical awareness, experience and professional commitment.  

CONCLUSION 

It is concluded that there exists a constructive relationship between managerial integrity and 

workers‟ commitment. Also, when there is integrity and trust, the top management 

communicates expectations clearly so that the employees become proactive and responsive to 
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those actions that will keep the organization competitive. Managerial integrity increases the 

commitment of workers thereby increasing productivity. 

Integrity is a vital element in all domains of social economic life. Integrity makes friendship 

closer and intimate, it simplifies bargaining and negotiations, reduces transaction cost in 

company‟s exchanges. It increases employees‟ commitment and loyalty. Every employer 

strongly desires to build the employees‟ commitment in the organization.  

RECOMMENDATION 
The following points are recommended;  

(i) Organization executives and managers should lead with integrity, openness, and be 

reliable that would inspire the best in their subordinates and increase the support 

needed for success.  

(ii) The organization should device policies and procedures designed to ensure there are 

penalties for those whose unpredictability and lack of integrity inhibits with 

organization performance. 

(iii) Organizations should create an enabling environment that will make employees feel 

among  within the organization, so as to aid their commitment level.  

(iv) Management should attempt to ensure there is recurrent communication between 

 employees and supervisors so as to boost trust in supervisor by subordinate. 
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