
ABSTRACT
In this study, the existence of a relationship among the
Quality Culture, Ethical Climate of an organization,
Organizational Commitment and Person-
Organization Fit is investigated using the data collect-
ed from manufacturing firms which are operating in
automotive sector in Gebze region. Hypothesized rela-
tionships are tested through a survey study of 253
employees in these firms which are currently applying
TQM practices. A hypothetical relationships tested by
regression analysis. The coefficients obtained from the
regression model supported the proposed model. The
findings revealed that Quality Culture and Person-
Organization Fit were found to be significantly relat-
ed to Organizational Commitment. Also, Quality
Culture and Ethical Climate were found to be signifi-
cantly related to Person-Organization Fit.

Keywords: Quality Culture, Ethical Climate, Person-
Organization Fit and Organizational Commitment.

INTRODUCTION
Many companies undertaking TQM programmes
have, in recent times, switched their attention from
applying the tools and techniques of TQM to attempt-
ing to align their TQM programme with their prevail-
ing organizational culture (Maull et al., 2001).
Advocates of organizational excellence eschew the
problems associated with achieving a flexible, adapt-
able and committed workforce in organizations
(Reeves and Bednar, 1994). This is because they lack
a dominant and coherent culture, in which values,
commitments and approaches are likely to diverge,
which can present a barrier to co-operation, joint
action and problem solving across the organization.
Thus, managers should periodically analyze the rele-
vance of corporate values to the evolving organiza-
tional environment. As a result, enabling managers to
adapt and nurture the constructs that support the
development of an aspired organizational culture.

There has been a push to understand the nature of
organizations through the concept of climate.
Research has demonstrated that climate is a significant
factor that influences both productivity and satisfac-
tion among its members. The factors that influence the
perception of ethical behavior in an organization
would be extremely important for the leadership or
managers of any group of people in order to foster eth-
ical conduct as opposed to unethical conduct (Malloy
and Agarwal, 2003).

Climate refers to the ways organizations operational-
ize routine behaviors and the actions that are expected,
supported and rewarded (Schneider and Rentsch
1988). A firm's Ethical Climate dictates its ethical val-
ues and the behaviors expected. Victor and Cullen
define Ethical Climate as, "the prevailing perceptions
of typical organizational practices and procedures that
have ethical content (1988; 101)." A firm's Ethical
Climate may be viewed as a composite of organiza-
tional members' perceptions of the ethical values and
behaviors supported and practiced by organizational
members. When a climate is created in which ethical
values and behaviors are fostered and supported, more
ethical behavior is expected to exist (Upchurch and
Ruhland, 1996; Wimbush and Shepard, 1994).

Creating an Ethical Climate via ethical codes, ethical
policies, and rewards/punishments should reduce the
chance of unethical choices as defined by the organi-
zation (Schwepker, et.al., 1997).

Many researches about person-organization fit have
shown essential implications for organizational out-
comes and also individual well-being. For example,
the fit between a person's values and organizational
values is associated with behavioral and affective out-
comes, such as greater organizational commitment,
better job performance and longer tenure (O'Reilly et.
al., 1991; Vianen, 2000).

We examine empirically the relationship among
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Quality Culture, Ethical Climate, Organizational
Commitment and Person-Organization Fit. We hope,
the results of our study may provide useful insights for
more effective management. We begin by describing
the theoretical foundation for this research problem.
Next, we discuss research methods and results. We
interpret our findings, assess contributions to theory,
and discuss.

THEORETICAL
FRAMEWORK
Quality Culture and
Organizational Commitment
Total quality management, is another different dimen-
sion of the culture movement. Organizational culture
and total quality management has combined together
in order to reach perfection and quality. To work with
the organizational culture or to change the organiza-
tional culture is inevitable (Lewis, 1996). For the total
quality management to be implemented common val-
ues, sample models and organizational understanding
should be changed. These changes will affect the basic
believes and values of the workers concerning their
work (Ngowi, 2000). Therefore organizations define
their organizational cultures before implementing
their TQM (TKY) programmes (Maull et al., 2001).
Organizational culture affects the activities and behav-
iors of the workers. It also changes their expectations
regarding their works (Reeves and Bednar, 1994).
Focusing on quality is a change towards making radi-
cal arrangements in the inherent culture of the busi-
ness (Sandholm, 1999).
Total quality management is a philosophy which the
organization can use for the betterment of the organi-
zation's own performance. Technique and tools it har-
bors inside serve as basis. Thus it can become a prece-
dent to a culture to be formed and is open to change
(Page and Curry, 2000). Lakhe and Mohanty (1994),
lists the criteria necessary to improve the Quality
Culture as such;

Process, procedure and policy of the organization
should emphasize the quality certainly.
Anybody working in the organization should
understand the importance of the quality in fulfill
ing the aims of the business.
Workers at all levels should for sure be aware of
the requirements and needs of the customer.
Business infrastructure should permit the continual
betterment attempts.
Internal and external customer requirements should
be integrated into quality plan of the business.
Using performance criteria based on customer is

important.
A tight communication network should be devel
oped.
Customer loyalty should be developed.
Values and believes concerning customer should be
emphasized and assisted by top management.

Implementation of total quality is not easy. It is neces-
sary that the culture of the organization be changed,
the responsibility assumed by the management of the
business and the integration in the process of better-
ment of the culture (Lakhe and Mohanty, 1994).
Taking into consideration above mentioned informa-
tion, we predict that Quality Culture affects Person-
Organization Fit and Organizational Commitment.

H1: Quality Culture is positively related to Person-
Organization Fit
H4: Quality Culture is positively related to
Organizational Commitment

Ethical Climate and
Organizational Commitment
Although Organizational Commitment continues to
interest researchers because of its positive effects on
organizations, we know relatively little about the
effects of the ethical context on Organizational
Commitment. As such, we contribute to the
Organizational Commitment field by assessing the
effects of Ethical Climates on Organizational
Commitment.

About Organizational Commitment inquiries remain
popular. This maintains effort to study Organizational
Commitment. There are important relationships with
Organizational Commitment and a number of organi-
zational phenomena such as absenteeism and tardiness
(Bateman and Strasser, 1984), organizational citizen-
ship behaviors (Williams and Anderson, 1991), and, in
some cases, performance and productivity (Morris and
Sherman, 1981). However, although the plenty of
research on Organizational Commitment, we know
relatively little about the effects of Ethical Climate on
Organizational Commitment.

Organizational Commitment as the relative strength of
an individual's identification and involvement in a par-
ticular organization (Steers, 1977). According to
Porter et al. (1974) Organizational Commitment can
be characterized by: (1) a strong belief and acceptance
of the organization's goals and values, (2) willingness
to exert considerable effort for the organization, and
(3) a strong desire to remain a member of the organi-
zation.
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The researches done recently have shown that organizational
climates are related with Organizational Commitment of
those who work (Randi, 1998; 386-392; Zehir, Elçi and Savi,
2003; Valentine et.al., 2002).

Similarly, a research done with marketing managers
found a positive relation between Organizational
Commitment and the dimension of the Ethical Climate
regarding to its dimension. Finally, a research done
with a group of hospital workers most of whom are
women have shown that the workers are more com-
mitted to their organizations when the Ethical Climate
they have chosen and the ethical work climates they
work in match (Schwepker, 2001; 41-42).

Similar to recent studies with professionalized work-
ers (e.g., Schwepker, 2001), Cullen and Victor (2003)
found a positive relationship between Organizational
Commitment and individual perceptions of principled
Ethical Climates for the study. Their results showed
that benevolent climates are positively related to
Organizational Commitment while egoistic climates
are negatively related to commitment. They also found
a positive relationship of Organizational Commitment
with a principled climate.

Cullen and Victor (2003)'s findings consistent with the
research (Trevino et al., 1998; Wimbush and Shepard,
1994) perceptions of egoistic climates were negative-
ly related to Organizational Commitment. If individu-
als perceive an egoistic or self-interested climate, they
believe they are encouraged by the organization to
promote their own self-interest and probably also view
other employees as self-interested (Cullen and Victor,
2003; 138). Research in this area leads to the follow-
ing hypothesis:

H3: Ethical Climate is positively related to
Organizational Commitment

Organizational Commitment
and Person-Organization Fit
Chatman (1989) defines Person-Organization Fit "as
the congruence between the norms and values of
organizations and the values of persons" (p. 339). The
emphasis here is on the congruity between personal
and organization beliefs or individual and company
goals. The degree of fit can also depend on how well
a firm supports employee needs or on how appropri-
ately the personality of an individual fits the company
context "(Kristof, 1996; 4).

Person-organization (P-O) fit, or the compatibility
between people and the organizations in which they

work, is a key to maintaining a flexible and committed
workforce that is necessary in a competitive business
environment (Cable and Parsons, 2001; 1). Several
attempts to study Person-Organization Fit have been
undertaken by a number of research studies (Valentine
et al., 2002; Vancouver et.al., 1994; Vancouver and
Schmitt, 1991, Dawes, 1988; Rothstein and Jackson,
1980; Sims and Kroeck, 1994; Snyder et al., 1988).
Poor person-organization match has been shown to
result in greater of turnover (Chatman, 1991; O'Reilly
et. al., 1991; Vancouver et.al., 1994; Vancouver and
Schmitt, 1991) and poor job performance (Bretz and
Judge, 1994; Downey et. al., 1975; Pritchard and
Karasick, 1973; Tziner, 1987).

Organizational Commitment may also enhance indi-
vidual's perceptions of P-O fit. Because
Organizational Commitment is related to the degree to
which employees take ownership of company values
and prefer to help the firm (Mowday et. al., 1979),
which would likely increase the perceived congruence
between individual and company characteristics
(Valentine et. al., 2002).

Research has shown that congruence between individ-
ual values and corporate values correlates significant-
ly with such job outcomes as individual productivity,
job satisfaction, and commitment (O'Reilly et al.,
1991). Some other researchers have also showed
Organizational Commitment was positively related to
Person-Organization Fit (Meglino et al., 1989;
Chatman, 1991; Vancouver and Schmitt 1991; Ostroff,
1993; Valentine, et. al., 2002; Saks and Ashforth,
1997). Therefore, we hypothesis that:
H5: Employees' perceptions of P-O fit will have a pos-
itive impact on Organizational Commitment

Ethical Climate and
Person-Organization Fit
Sims and Keon, (1997) purposed determine if there is
a relationship between the Ethical Climate of the
organization and the development of Person-
Organization Fit. Results indicate that a match
between individual preferences and present position
proved most satisfying. Subjects expressing a match
between their preferences for an ethical work climate
and their present ethical work climate indicated that
they were less likely to leave their positions. Another
result of the researches, (1997) study provides partial
support for the assumption that individuals and organ-
izations with similar ethics and values provide satisfy-
ing environments. Finally, Sims and Keon's, (1997)
paper indicated that as employees find themselves in
work climates that are similar to their preferences,
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they tend to be more satisfied and less likely to leave.
The development of an ethical context might enhance
Person-Organization Fit because employees often pre-
fer moral company values (Vidaver-Cohen, 1998; Jose
and Thibodeaux, 1999). Valentine et. al. (2002), also
find that corporate ethical values were positively asso-
ciated with Person-Organization Fit. The evidence
suggests that Ethical Climate may be related to
Person-Organization Fit as follows:

H2: Ethical Climate is positively related to Person-
Organization Fit

The purpose of this study is to interrogate many pro-
posed relationships that are not fully explored in the
ethics literature. Our model (Figure 1) emphasizes
associations among Ethical Climate, Organizational
Commitment and Person-Organization Fit will be test-
ed. This study is important because if managers devel-
op strong Ethical Climates in their organizations, they
can set a strong link up between the workers and their
organizations.

METHOD
Procedure and Sample
The data was collected via questionnaire from
employees who work in manufacturing firms which
are operating in automotive sector in Gebze region. A
total of 253 responses were collected from employees
of ten automotive organizations which had adopted
TQM programs.

Measures
The Ethical Climate (EC) measure, previously used by

Schwepker, Ferrell and Ingram (1997), consisted of
seven items which measure the presence and enforce-
ment of codes of ethics, corporate policies on ethics,
and top management actions related to ethics. Higher
average scores reflect employees' perception of a more
Ethical Climate. Person-Organization Fit assessed
with a 4-item scale developed by Netemeyer et.al.
(1997). Organizational Commitment, on the other
hand, was measured with the 4-item scale which is
developed by Ackfeldt and Coote (2003), Babin and
Boles (1998), Hartline and Ferrell (1996), Netemeyer
et. al. (1997). Quality Culture was measured with the
10-item scale which is developed by Ahire et al.
(1996). All items were measured on a five point
Likert-type scale where 1 = strongly disagree and 5=
strongly agree.

Sample Characteristics
The sample characteristics are as the following:
Around 72,7% of the sample are males and 66% of
them are married. The mean of the age is 33. Around
45% of the smple have university graduate degree and
33,5% of them have high school degree. The 39,8% of
the respondents are office staff and 36,5% of them are
middle level managers.

Data Reduction
Table 1 shows the results of a principal component
factor analysis including a varimax rotation for each
of 22 questionnaire items included in this analysis.
Four of these items in the study were Organizational
Commitment indicators, four were Ethical Climate
indicators, four were Person-Organization Fit indica-
tors and ten were Quality Culture indicators. The four
factors captured all of the variance with 26%, 19%,
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14%, and 10% of the variance respectively. Items can
be dropped if factor loadings are less than. 400. The
lowest loading in this study was .639, factor loadings
above. 40 can be retained in exploratory studies (Hair,
Anderson and Tatham, 1987), so all items were
retained in the analysis.

Descriptives, Correlations and
Alpha Reliabilities of the
Measures
Displayed in Table 2 are the correlations across
Quality Culture, Ethical Climate, P-O Fit and

Organizational Commitment. As shown in the Table,
all variables are significantly and positively correlated
with each other.
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MEAN SD OC EC POF QC

OC 3,59 ,95 ,87a ,473** ,597** ,535**
EC 3,69 ,85 ,91a ,694** ,525**
POF 3,15 1,02 ,90a ,514**
QC 3,65 ,82 ,93a

Table 2: Descriptives, Correlations and Alpha Reliabilities of the
Measures

** Correlation is significant at the 0.01 level (2-tailed).
a Chronbach alfa



Chronbach ? statistics were computed with values of.
87, .91, .90, .93 for each of the four factors, respec-
tively. For exploratory research, Chronbach ? greater
than. 70 is generally considered reliable (Nunnally,
1967).

Regression Analysis
Having identified four factors for these organizations,
a primary purpose of this study was to observe the
relationship between these factors. As shown in Table
1, the factors described in section data reduction were
utilized as independent variables to determine their
usefulness for predicting changes in the dependent
variables. For each of the factors, a factor variable was
created by averaging the responses for this items con-
tained within the factors (n=253). These hypothetical
relationships are shown in Fig.1. Regression was used
to explore these relationships.
Table 3 shows the result of regression analysis, relat-
ing these three factors to Organizational Commitment.
This table shows only the statistically significant mod-
els. As shown in Table 3, all of the regressions were
highly significant (p<.01).
Table 4 shows the result of regression analysis, relat-
ing two factors to Person-Organization Fit. This table
shows only the statistically significant models. As
shown in Table 4, all of the regressions were highly
significant (p<.01).

In Table 3; Factor 1 was significantly related to
Organizational Commitment. Factor 3 was not related
to Organizational Commitment. This implies that
Ethical Climate does not affect Organizational
Commitment. Factor 4 was significantly related to
Organizational Commitment. This implies that per-
son- organization fit affects Organizational
Commitment. In Table 4; Factor 1 and 3, are signifi-
cantly related to Person-Organization Fit.

Discussion and Implications
The factors that we created in this study were found to
be related to Organizational Commitment within the
plants in these firms. As is shown in Table 3, Person-
Organization Fit and Quality Culture were found to be
significantly related to Organizational Commitment.
On the other hand Ethical Climate was not found relat-
ed to Organizational Commitment. We also found that
Quality Culture and Ethical Climate were found to be
significantly related to Person-Organization Fit.
On the other hand, according to our findings, Person-
Organization Fit fully mediates the relationship
between Ethical Climate and Organizational
Commitment. This mediation suggests that Ethical
Climate increases Person-Organization Fit through its
positive effects on Organizational Commitment.
Quality Culture impacts the employees' activities and
behaviors. By means of this impact, employees will
have similar basic believes and values concerning
their work with the other person and the organization.
This case, will supply to spread Quality Culture in
organization and also it will obtain to facilitate
employees' adaptation to organization and to increase
the employee's commitment to their organizations.
Ethical Climate supplies employees both to adapt and
to feel dependence to their organizations. If an organi-
zation's Ethical Climate similar with the employees'
values, the employee can easily adapt to their organi-
zation.
Consequently, if managers want to increase to
employee's Organizational Commitment, they should
diffuse the Quality Culture and should strengthen
Ethical Climate in their organizations.
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