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ABSTRACT 

This thesis will focus on the study of business 

ethics and the impact gender has upon the ethical deci­

sions of corporate middle management . 

Research has attributed the lack of ethics in 

businessmen to a decline in moral standards . Because 

this condition seems to be the rule rather than the 

exception, it becomes necessary to focus more c learly 

on the corporate system and the moral devel opment of 

the individuals who make up this system. 

Over the years moral development has been the 

subject of controversy as many t heorists have de­

veloped their own ideas as to why people behave mor­

ally. Some theorists believe that there are differ ­

ences in the way males and females solve ethical 

dilemmas; others do not. 

The purpose of the present study is to investigate 

the possibility that, within a corporate setting, male 

and female middle managers may use different moral rea­

soning strategies when attempting to resolve ethical 

dilemmas. Specifically, it is hypothesized that dis-
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cernible differences exist in the ethical decision-mak­

ing processes used by male and female corporate man ­

agers. 

Fifty-two graduate and undergraduate students 

participated in the study, t wenty-six males and twenty­

six females. The subjects were administered the Defin­

ing Issues Test and a simplified version of the Situa­

tional Perceptions Observations Test for the purpose of 

measuring the differences between male and female 

ethical decision making processes from both a moral 

development and a value orientation perspective. Data 

were analyzed by a one - way analysis of variance . 

Results of t he analysis produced considerable 

evidence to suggest that the hypothesis be rejected and 

to conclude that , within this sample pool, male and fe ­

male moral development levels and value orientations 

are very similar . 
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Preface 

It is almost impossible to pick up a daily news­

paper or the current issue of a popular magazine with­

out seeing some reference to a decline in the ethical 

conduct of the corporate work force. Ar tic l es on in-

sider trading , bank fraud , stock manipulation , and tax 

evasion, just to name a few, seem to be the rule rather 

than the exception in much o f today ' s reading mater ia 1. 

For example , in a recent issue of Ti me, a pproximately 

fifteen pages were devoted to the subject of ethics, 

and much of t he mate r ial dealt with all or most of the 

above-mentioned crimes . 

White-collar crime , as it is sometimes called , is 

on the increase and it ' s costing the U. S . taxpayer a 

fortune. "While common street crime costs the U. S. an 

estimated $4 billion a year in losses , white-collar 

lawbreaking drains at least $40 billion--and probably 

much more--f r om corporations and governments " 
(Koepp 23) . At the onset it may appear that this kind 

of crime is common among corporate executives capabl e 

of wheeling and dealing within the realm of big busi -

ness ; however , this is not always the case . " Business 

crime is just as insidious on a small scale: two tow­

truck operators in New Jersey were convicted last year 
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for pouring oil on a freeway ramp to cause accidents 

and boost their business " (Koepp 23) . 

Because it is evident that white-collar crime is 

prevalent within the entire scope of the work force , 

the main concern, at this time, is discovering the 

reason for the increase in crime. The most often pro­

posed reason found in the media is a general decline 

in moral values . In a recent survey, seventy-six 

percent of the respondents attributed the lack of 

ethics in businessmen to the decline in moral standards 

(Bowen 26). If it is possible to generalize this 

statistical percentage to the overall population, then 

the perceived severity of the situation becomes obvious 

along with the necessity to focus more clearly on the 

corporate system and the moral behavior of the indi ­

viduals who make up this system. 

Therefore , this paper will focus on the study of 

business ethics and moral development. It will begin 

with a brief look at the general subject of ethics and 

then continue to consider ethics as it pertains to 

business. Next, the concept of moral development will 

be discussed along with the work of Jean Piaget , 

Lawrence Kohlberg , and Carol Gilligan. Piaget is best 

known for his theory of cognitive development. 
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Kohlberg ls recognized for his stages of moral devel­

opment, his technique of presenting moral dilemmas to 

individuals, and his assignment of these individuals to 

the different stages of development based on the 

answers rec eived in response to the dilemma. Gilligan, 

on the other hand , is noted for her research into 

Kohlberg's theories , and her claim that females gener ­

ally ranked lower in Kohlberg ' s stages of development 

because his rating scale was based on an all - male 

sample. Fi na l ly , this paper will focus on the differ ­

ences (if any) in the moral development of males and 

females in an effort to ascertain whether or not these 

differences have an impact on the ethical decision­

making processes utilized by male and female middle 

level managers. 
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Ethics 

Chapter I 

INTRODUCTION 

The origin of ethics is rather obscure . Some 

theorists believe that ethics had its inception in what 

is referred to as "prehuman ethics." This belief cen­

ters around evolutionary theory and the idea that many 

animal species shared the same group socialization 

characteristics as human beings. If it can be presumed 

that the common ancestor of humans, and man's closest 

relation, the apes , lived in social groups , then the 

social behavior of nonhuman animals and the evolution­

ary theory that explains this behavior may illuminate 

the origin of human morality (Singer 18: 628). 

As with humans, social animals behave in ways that 

benefit other members of the group. Many nonhuman 

animals living in groups practice reciprocity and kin 

altruism. For example, chimps will exchange their per ­

sonal food supply with other group members, and the 

parents of almost every higher order of animal species 

will look after their offspring in an effort to promote 
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survival of that species. In addition, research re ­

veals that a "surprising proportion of human morality 

can be derived from the twin bases of concern for kin 

and reciprocity" (628). For example, a mother nurtures 

and protects her children, a husband provides for his 

family, and workers collectively work together for the 

benefit of themselves , other workers, and their em­

ployers (628) . 

In addition to evolutionary theory, one might also 

consider religion as a source of human ethical behav­

ior. Research rev~als that the "link between morality 

and religion has been so firmly forged that it is still 

sometimes asserted that there can be no morality with­

out religion" (627) . While the issue of religion and 

ethics is somewhat complex, the link between the two 

can be simplified with the idea that religious belief 

provides a reason for d o ing what is right. This rea­

son, in its simplest form, proposes that "those who 

obey the moral law will be rewarded by an eternity of 

bliss while everyone else r oa s ts in hell" (628). It is 

agreed that while this postulate promotes an element of 

fear, it does, nonetheless, provide an impetus for 

moral behavior, especially for those who believe in the 

existence of a hereafter. 



While the origin of ethics may be subject to some 

controversy, "it is generally agreed that ethics seeks 

a critical grasp of the principles and standards that 

guide a man in making morally right choices in his 
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daily activities" (Tsanoff 9: 333). Many of these 

principles have been systematically arranged (codified) 

for the purpose of maintaining the professional stand­

ing and responsibility of organizations and professions 

that have an impact on our society. The purpose of the 

code is to serve as a guide, reminding individuals of 

the need for high standards of proficiency, improved 

relationships among individuals, and for the promotion 

of the general welfare of society as a whole. Clearly 

then, a code of ethics is for the benefit of all con­

cerned; therefore, it is of little surprise to see that 

the enterprise system which compr ises the realm of big 

business has subscribed to some form of business 

ethics. 

Business ethics 

If ethics is a set of moral principles that govern 

the actions of an individual, then business ethics, or 

management ethics, as it is sometimes referred to, sim­

ply applies these moral principles to productive 



(business) organizations. 

Some writers discussed the application of these 

principles as early as the 1920's. For example, 

Oliver Sheldon, in his book The Philosophy of 

4 

Management (1923), stated that "ethics is as essential 

to management as economics . " According to Sheldon, 

management has a duty to its employees and to the 

community. Managers are responsible for treating their 

employees with fairness and honesty, and for conducting 

business for the promotion of the highest ends of the 

community (Stoner & Wankel 37). However, the subject 

of ethics, apart from legal issues, was not a wide­

spread concern until the 1970's when business ethics 

became a separate field in its own right. Currently , 

corporations are becoming more involved with ethics . 

According to Richard T. De George, in a recent article 

on the status of business ethics, some corporations 

provide direct training in business ethic s , while 

" many firms have ethics committees and social 

policy committees which include concern for ethical 

issues" (6 : 203). De George also maintains that 

business ethics has become an academic field. He 

states that " . there are over 500 courses across 

the country at colleges, universities, and schools of 
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business, with over 40,000 students getting academic 

credit for studying the field" (203). In addition, the 

subject of business ethics is covered in most of the 

management textbooks cur rently being used in many 

colleges and universities. While not as comprehensive 

as an ethics text , these managerial texts offer the 

student an introduction to ethics, and then usually 

zero in on ethics as it pertains to managerial deci ­

sions. 

Quite often a manager will be required to make a 

decision that in all likelihood will have an affect 

upon the other member s of an organization. Often these 

decisions do not lend themselves to simple right or 

wrong answers because multiple priorities must be 

considered. To superficially demonstrate the broad and 

complex spectrum of moral dilemmas commonly faced by 

corporate employees, a nonscientific ethics test is 

presented in Table 1 . 



Table 1 

An Ethics Test 

Many situations in day- to- day business are not simple 
right-or - wrong questions, but rather fall into a grey 
area. To demonstrate the perplexing array of moral 
dilemmas faced by 20th- century Americans, here is a 
"nonscientific" test for slippage .. . . Don't expect to 
score high . That is not the purpose. But give it a 
try, and see how you stack up. 
Put your value system to the tes t in the following 
situations: 
Scoring Code: Strongly 

Agree 
Disagree 
Strongly 

Agree 

Disagree 

= 
= 

= SA 
A 
D 

= so 

l. Employees should not be expected to 
inform on their peers for wr ong­
doings. 

2 . There are times when a manager must 
overlook contract and safety viola ­
tions in order to get on with the 
job. 

3 . It is not always possible to keep 
accurate expense account records; 
therefore, it is sometimes neces ­
sary to give approximate figures. 

4. There are times when it is neces ­
sary to withhold embarrassing in­
formation from one's superior. 

5 . We should do what our managers 
suggest, though we may have doubts 
about its being the right thing to 
do . 

6. It is sometimes necess ary t o con­
duct personal business on company 
time. 

7. Sometimes it is good psychol ogy to 
set goals somewhat above normal if 
it will help to obtain a greater 
effort from the sales force. 

8. I would quote a "hopeful" shipping 
date in order to get the order. 

SA A D SD 
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Table 1 

9 . It is proper to use the company WATS 
line for personal calls as long as 
i t ' s not in company use. 

10. Management must be goal - oriented : 
therefore, the end usually justi ­
fies the means. 

11. If it takes heavy entertainment a nd 
t wisting a bit of company policy to 
win a large contract, I would autho­
rize it . 

12. Exceptions to company policy and 
procedures are a way of life. 

1 3 . Inventory controls s hould be de­
signed to report "underages " rath ­
er than "overages" in goods re­
ceived. 

1 4. Occasional use of the company's 
copier for personal or community 
activities is acceptable. 

15. Taking home company property 
(pencils, paper, tape , etc) for 
personal use is an accepted fringe 
benefit. 

Score Key : (0) for Strongly disagree (1) for Disagree 

(2) for Agree (3) for Strongly Agree 

If your score is: 
0 Prepare for canonization ceremony 

1---5 Bishop material 
6--10 High ethical values 

11--15 Good ethical values 
16--25 Average ethical values 
26--35 Need moral development 
36--44 Slipping fast 

45 Leave valuables with warden 

SOURCE: " Is Your (Ethical) Slippage Showing? " by 
Lowell G. Rein. Personnel Journal, (1980). As cited 
in Mana ging for Performance by John M. Ivancevich 
et al., (1986). 



Several alternative ethical approaches have been 

developed to assist managers in answering questions 

such as those prese nted in the aforementioned ethics 

test . For example, Hellriegel and Slocum, in summa­

rizing the work of Cavanagh, Moberg, and Velasquez, 

8 

have highlighted three ethical approaches commonly used 

for making managerial decisions: 

1 . Utilitarian approach. It judges the 
effects of decisions and behaviors on 
those who are directly involved and in 
terms of providing the greatest good for 
the greatest number of people . 

2. Moral-rights approach. It judges the con­
sistency of decisions and behaviors with 
maintenance of certain fundamental 
personal and group liberties and 
privileges. 

3. Justice approach . It judges the consis­
tency of decisions and behaviors with 
maintenance of equity, fairness, and im­
partiality in the distribution of benefits 
(rewards) and costs among individuals and 
groups. (139) 

The utilitarian approach is somewhat straightfor ­

ward in that managers usually try to consider the con ­

sequences of their decision or behavior and then selec t 

the cours e of action that is most beneficial to all 

concerned. Basi cally, this approach involves a c t util­

itarianism (the end justifies the means type of situa­

tion), and rule utilitarianism, a situation involving a 
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decision based on a preexisting standard or rule. Sat­

isfaction of both of these conditions usually results 

in a decision that renders the greatest good for the 

greatest number of individuals; consequently, it is o f 

little surprise to learn that it is the most widely 

selected method for solving corporate ethical dilemmas 

(140). 

The moral-rights approach usually involves a deci­

sion in which a manager has a duty to protect an indi ­

vidual's moral rights. These rights are considered 

basic and are somewhat self - explanatory in that they 

include the right to life and safety, the right of 

truthfulness, privacy, free speech, and so on (143). 

The justice approach guides decisions and behavior 

for the purpose of supporting fairness and equality. 

This approach involves the principles of liberty and 

difference. The liberty principle deals with the basic 

freedoms of an individual, while the difference prin­

ciple advocates an ethical decision or behavior that 

benefits the disadvantaged rather than the advantaged 

(145). 

According to Hellriegel and Slocum, the utilitar­

ian approach is favored by many corporate managers 

because it considers the majority of all concerned, and 
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because it is"· . most compatible with goals of ef -

ficiency, productivity, and profit maximization" (151). 

Both the moral-rights and justice approach, however, 

present a contrasting point of view in that greater 

emphasis i s placed "on the personal rights of indi ­

viduals and the need to distribute benefits and burdens 

among individuals fairly" (151). Hellriegel and 

Slocum maintain that "if the moral- rights and justice 

approaches were used exclusively as ethical guides by 

managers, we would be more likely to see reductions in 

innovation, technological change, risk taking, and 

efficiency" (151). 

While these three approaches to business ethics 

are among the most commonly used, there are other 

alternatives to examining the propriety of a manage ­

rial decision. One writer proposes the use of ques ­

tions (Table 2) when confronted with an ethical deci ­

sion, while other writers seem to view ethics as an 

issue of moral development. 

The question approach s eems to adequately touch on 

all the necessary bases when examining the ethics of a 

business decision. While no t nearly as complex as the 

ethical approaches mentioned earlier in the text, this 

series of questions helps the manager define the 



11 

problem and then continues on to include such important 

concerns as the manager ' s intentions, the effects of 

the manager's decision for both a short and long period 

of time, and the opinions and concerns of other levels 

of management within the corporation. 

Table 2 

Twelve Questions for Examining the Ethics 
of a Business Decision 

1. Have you defined the problem accurately? 
2. How would you define the problem if you stood on 

the other side of the fence? 
3. How did this situation occur in the first place? 
4. To whom and to what do you give your loyalty as a 

person a nd as a member of the corporation? 
5. What is your intention in making this decision? 
6. How does this intention compare with the probable 

results? 
7. Whom could your decision or action injure? 
8. Can you discuss the problem with the affected 

parties before you make your decision? 
9. Are you confident that your position will be as 

valid over a long period of time as it seems now? 
10. Could you disclose without qualm your decision or 

action to your boss, your CEO , the board of direc 
tors, your family, society as a whole? 

11. Wha t is the symbol i c potential of your action if 
understood? if mis understood? 

12. Under what conditions would you allow exceptions to 
your stand? 

SOURCE: Harvard Business Review. Exhibit from "Ethics 
without the Sermon, " by Laura L. Nash (1981). As cited 
in Management by Robert Kreitner (1983). 
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Horal Development 

One of the most comprehensive approaches to the 

issue of business ethics is the examination of ethical 

decisions from the perspective of an individual's moral 

development. Over the years moral development has been 

the subject of controversy as many the.or ists have de ­

veloped their own ideas as to why people behave mor -

ally . In the early 1920's, Hugh Hartshorn, a professor 

of religious education, and Mark May, a professor of 

psychology, conducted an extensive study on thousands 

of children at different age levels . Each child was 

subjected to both real-life and hypothetical situations 

in an effort to reveal his/her moral behavior. While 

this study was not actually concerned with the moral 

development of children per se, it did help to high­

light two rather important discoveries, namely that 

some children are more consistent than others in re­

acting to moral situations, and that religious educa­

tion seemed to have little or no effect on moral be­

havior (Biehler & Hudson 460). 

Some years later, Jean Piaget, a cognitivist who 

also worked primarily with children, maintained that 

moral development occurs "as a function of maturation 

within a context of general age- related experience" 
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(Evans & McCandless 410). Piaget used essentially two 

methods when studying moral development. First, he 

observed children playing together. Sometimes he would 

j oin them in their games in an effort to learn how the 

game was played, who established the rules, and if the 

rules could be changed. Second, Piaget conducted clin­

ical interviews with children. In these interviews, he 

made up pairs of stories and asked children of differ ­

ent ages to discuss why the character's behavior or ac ­

tion in each story may be morally wrong. From these 

two methods of research, Piaget concluded that the 

moral development of children could be categorized into 

two levels. The first level reflects the moral behav­

ior of children up to age ten and is referred to as 

mor ality of constraint. The second level reflects the 

moral behavior of c hildren of eleven or older and is 

called the morality of cooperation. The fundamental 

difference between the two is that with constraint, 

c hildren seem to view rules as originating from an 

external authority with no allowance fo r exceptions or 

intentions, but with cooperation, children see rules as 

mutual agreements among equals (Biehler & Huds on 463 -

465). 

Much of Piaget's research has been supported by 
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other theorists in the field. Thomas Lickona, for 

example , conducted a thorough review of Piaget's work 

and" · concluded that there is quite a bit of ex­

perimental evidence to support the general distinction 

Piaget has made between the moral thinking of younger 

and older elementary grade children" (467) . Another 

theorist , Lawrence Kohlberg , was fascinated by Piaget ' s 

research into mor al development. Kohlberg decided to 

expand on the idea of clinical interviews and the use 

of moral dile mmas , presenting them to preadolescents, 

adolescents , and young adults. Kohlberg 1 s methodology 

was to present dilemmas that involved stealing , mercy 

killing , or capital punishment, just to name a few. 

His most famous dilemma is the case of Heinz : 

In Europe , a woman was near death from a spe­
cial kind of cancer . There was only one drug 
that doctors thought might save her. It was 
a form of radium that a druggist in the same 
town had recently d i scovered. The drug was 
expensive to make , but the druggist was 
charging ten times what the drug cost h im t o 
make. He paid $200 for radium and charged 
$2000 for a s mall dose of the drug. The sick 
woman ' s husband , Heinz, went to everyone he 
knew to borrow money, but he could only get 
together about $1000, which is half of what 
it cost. He told the druggist that his wife 
was dying , and asked him to sell it cheaper 
or let him pay later. But the druggist said, 
"N o , I discovered the drug and I'm going to 
make money from it. " So Heinz got desperate 
and broke into the man ' s store to steal the 
drug for his wife. Should the husband have 
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done that? Why? (Kohlberg 1: 12) 

Kohlberg's chief concern in presenting this and other 

dilemmas was to hear how each child explained his/her 

judgment. He wasn't concerned with whether Heinz was 

right or wrong , but with why Heinz should or should not 

steal the drug. Kohlberg evaluated each response ac ­

cording to a complex scoring system, and the results of 

his research culminated in the formation of a universal 

sequential - stage model (Table 3) that focuses on the 

attainment of moral maturity . 

Kohlberg's model of moral development is divided 

into three distinct levels of moral thinking with each 

of these levels being further subdivided into two re­

lated stages, so that he actually proposed six develop­

mental stages of moral maturity. The preconventlonal 

level is representative of children up to age nine who 

do not fully understand the rules (conventions) of 

society. Stage one is called the Punishment-Obedience 

Orientation stage wherein the physical consequences of 

an action determine its goodness or badness. Avoid­

ance of punishment and unquestioning respect for 

authority are the chief concerns . In response to the 

Heinz dilemma , a child in stage one might say that 
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Table 3 

Kohlberg's Stages of Moral Development 

Levels and Stages Illustrative behavior 

Leve 1 I 
Stage 1 

Stage 2 

Level II 
Stage 3 

Stage 4 

Preconventional morality 
Punishment orientation 

Reward orientation 

Conventional morality 
Good-boy/good- girl 
orientation 

Authority orientation 

Obeys rules to avoid 
punishment 
Conforms to obtain 
rewards , to have fa ­
vors returned 

Conforms to avoid 
disapproval of 
others 
Upholds laws and 
social rules to 
avoid censure of au­
thorities and feel ­
ings of guilt about 
not "doing one's 
duty 11 

Level III Postconventional morality 
Stage 5 Social- contract orien­

tation Actions guided by 
principles commonly 
agreed on as essen ­
tial to the public 
welfare; principles 
upheld to retain re ­
spect of peers and , 
thus, self - respect 

Stage 6 Ethical principle 
orientation Actions guided by 

self-chosen ethical 
principles (that 

usually value justic e, dignity, and equal ­
ity); principles upheld to avoid self- condem­
nation 

SOURCE: Gerald D. Baxter & Charles A. Rarick, 
11 Educat ion for the Moral Dev elopment of Managers: 
Kohlberg's Stages of Moral Development and Integrative 
Education" Journal of Business Ethic s, April, 1987. 



Heinz should not steal the drug because he will be 

caught and sent to jail, while another child might 

advocate stealing the drug because he will get into 

trouble if he allows his wife to die. Stage two is 

called the Instrumental Relativist Orientation stage. 

17 

In this stage the correct action perceived by the child 

is one that satisfies his own needs or occasionally the 

needs of others. Elements of fairness, reciprocity, 

and equal sharing are viewed from a pragmatic perspec­

tive . A child in this stage might say that Heinz 

should steal the drug for his wife because h i s wif e 

might save his life some day (17). 

The conventional level of morality consists of 

individuals between the ages of nine and twenty years 

old. At this level the chief concern is in upholding 

the expectations of a n individual's family or social 

group. Stage three of level two is referred to as the 

Interpersonal Concordance or: '' Good Boy-Nice Girl" 

Orientation stage. In this stage, good behavior is 

predicated upon the opinions of others , and how others 

might perceive the individual's intentions. An indi­

vidual in this stage might say that Heinz should steal 

the drug because in doing so he is attempting to save a 

life--"he means well. " In stage four (Society Main-
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taining Orientation) there is an orientation toward 

social conventions , authority , and the belief tha t law 

and order is a requirement for societal continuity. In 

th is stage an indiv idua l might say that Heinz should 

steal the drug because it is his duty as a husband. 

However , in contrast to this opinion , another individ ­

ual might say that Heinz should not steal the drug 

because stealing is a violation of the law (18 , 258). 

Kohlberg refers to his third level as the Post­

conventional , Autonomous , or Principled level . Thi s 

level is achieved by individuals only after the age of 

twenty, and i s concerned wi th the definition of moral 

values and principles that are held to be valid by 

society . These conventions are viewed from an individ ­

ual ' s o wn perspective and are devoid of external 

authority or group pressure. Stage five of this level 

is called Social Contract Orientation . In this stage 

correct behavior is defined in terms of general indi­

vidual rights with the mutual acceptance of societal 

conventions . An individual in this stage views the law 

as a social contract that may be altered by democratic 

process es ; consequently , it would be alright for Heinz 

to steal the drug because a person's life is at stake. 

Stage s ix of this level i s called the Universal Ethical 
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Principle Orien~ation, and in this stage correc t be ­

havior is determined by a decision of conscience only 

after the facts have been carefully considered against 

a list of self - chosen ethical guidelines . Heinz should 

steal the drug because it is morally wrong for the 

druggist to withhold the drug in favor of a monetary 

gain (18-19). 

From the material presented above, it is clearly 

evident that Kohlberg envisaged children as moral phi ­

losophers capable of generating their own moral values. 

He saw his stages of moral development as being both 

universal and sequential; that is, they apply to all 

individuals in a fixed order of development. According 

to Kohlberg, it is not possible to jump from stage two 

to stage five or to regress from stage five to a lower 

stage. All individuals must move through the stages in 

sequence beginning at stage one and working their way 

upward. However, in some of his most recent books, 

Kohlberg has identified two important alterations to 

his theory. First, he concluded after a period of 

extensive research that stage six is a hypothetical 

construct attainable only by a select few. He cited 

Dr. Martin Luther King and Mahatma Gandhi as two 

examples of those who have reached this stage of moral 
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maturity . Second, Kohlberg reversed his trend of 

thought with respect to stage five and stated that this 

stage is not universal , but depends in part on advanced 

education. In addition , Kohlberg visualized the 

attainment of moral maturity as depending largely upon 

the combined effects of cognitive development and 

"soc iomoral experience " (Scarr et al. 476). 

Kohlberg ' s theory of moral development, although 

praised by many, has received a significant a mount of 

criticism. For example, it is often the case that the 

scoring of responses to moral dilemmas leads to dis ­

agreement about the assigned level of moral maturity . 

In addition, it is poss ible that some subjects might 

score higher than others because they are more articu­

late as opposed to being advanced moral thinkers (477). 

While other theorists have cited additional imperfec­

tions in Kohlberg ' s t heory, the most recent criticism 

to come to li ght ifi th~ ififiUP o f fi~xual bias as noted 

by Carol Gilligan. 

Gilligan maintains that Kohlberg's research me th­

odology was sexually biased. She points out that the 

scale Kohlberg used to measure moral maturity was 

calibrated on the responses of an all-male sample. 

In short , Kohlberg ignored the female point of view . 
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Gi lligan states that". . half of psychology' s pop-

ulation is female . If you selected a sample at random, 

you'd get both sexes. Any study that leaves out half 

of the population and generalizes to the whole popula­

tion is fla wed in its methodology" ( 490). In her book, 

In a Different Voice, which is a culmination of her 

research into Kohlberg ' s theory of moral development, 

Gilligan introduces Jake and Amy in an effort to 

present the complete perspective o f moral development, 

the male as well as the fema le point of view. Accord­

ing to Gilligan , Jake and Amy were participants in a 

study of morality that focused o n the variables of age 

and gender and held constant such items as intelli­

gence , education, and social class. As a result , Jake 

and Amy were both bright , articulate c hildren with 

similar intellectual, educational , and social back ­

grounds . Gilligan also points out that the children 

(both eleven years old at the time of the study) have 

not been stereotyped into a typical male/female role; 

Jake had an interest in English, whi le Amy preferred 

science ( 25) . 

In typical Kohlbergian form , Gilligan presents 

Jake and Amy with the case of Heinz. Jake replies: 



For one thing , a human life is worth more 
t han money, and if the druggist only makes 
$1,000 , he is still going to live, but if 
Heinz doesn't steal the drug, his wife is 
going to die. 
Interviewer: Why is life worth more than 
money? 
Jake: Because the druggist can get a thousand 
dollars later from rich people wi th cancer, 
but Heinz can 't get hi s wife again. 
Interviewer : Why not? 
Jake: Because people are all different and so 
you couldn ' t get Heinz's wife again. (26) 
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Without a doubt, Jake believes that Heinz s hould steal 

the drug. When told that stealing is against the law, 

and He inz might be arrested , Jake replies t hat "the 

laws have mistakes" and " the judge would probably think 

it was the right thi ng to do . giving him the 

lightest possible sentence" (26) . Jake, in resolving 

this dilemma, sets up an equation that proceeds l ogi ­

cally toward an acceptable solution. Using this ra­

tionale , Jake believes that everyone will view the 

problem in a similar perspective and thus arrive at the 

same logical conclusion---Heinz should steal the drug 

and save his wife. According to Kohlberg's theory Jake 

is in the conventional level of moral development, be ­

tween stages three and four. Gilligan agrees with 

Kohlberg; s he recognizes Jake ' s ability to use deduc­

tive logic and reasoning and admits that these attrib­

utes help support Kohlberg's theory (27). 
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However, Amy's response to the Heinz dile mma rep ­

resents an entirely "different voice." When asked if 

Heinz should steal the drug, Amy replies: 

Well , I don't think so . I think there might be 
other ways besides stealing it, like if he could 
borrow the money or make a loan or something, but 
he really shouldn't steal the drug--but his wife 
shouldn't die either. 
Intervie wer: Why shouldn't he stea l the drug? 
Amy: If he stole the drug, he might save his 
wife then, but if he did, he might have to go 
to jail , and then his wife might get sicker 
again, and he couldn't get more of the drug, 
and it might not be good. So, they s hould 
really just talk it out and find some other 
way to make the money . (28) 

Amy's response to the dilemma (according to Kohlberg 's 

theory) places her a level (preconventional) below 

Jake, between stages two and three. Wh ile Jake 

presents a logical straightforward response to the 

dilemma, Amy's response lacks l og ic and seems somewha t 

inarticulate. Furthermore, whi le Jake believes the 

judge would give. Heinz a break, Amy believes that Heinz 

and the druggist " s hould really just talk it out." 

Similarly, where Jake sees the law to "have mistakes," 

Amy thinks the dilemma to be a mistake , capabl e of 

being resolved only by an act of s haring rather than 

stealing, ". . he [druggist) should j ust give it to 

the wife and then have the hus band pay back the money 
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later" (29). It is evident that both children see the 

solution to the problem in terms of an agreement . How­

ever, Jake sees the agreement impersonally through 

logic , justice, and law, while Amy sees the agreement 

personally through effective communication wi thin the 

scope of a relationship. 

Gilligan believes that while Kohlberg's theory is 

applicable to males, it falls short in adequately deal­

ing with females . This condition exists because of the 

way a female might perceive a problem and then set out 

to obtain a solution. For Jake, the solution is sim­

ple: Heinz should stea l the drug . Any conflict that 

results from the theft will be resolved by logical de­

duction . For Amy, the solution is more complex. She 

ponders about what Heinz should really do and then be­

gins immediately to consider other alternatives to 

theft. According to Gilligan, Amy perceives the prob­

lem differently than Jake; therefore, Amy has a differ­

ent solution . But for Kohlberg , Amy's response ''falls 

through the sieve " of hi s scoring system and this 

places her solution outside the realm of moral maturi ­

ty . According to Gilligan, Amy scores lower than Jake , 

not because she is morally immature, but because in 

attempting to provide a solution, she has been 
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evaluated for what she did not say instead of for what 

she s aid (29 - 32). 

Hypothesis 

Gi lligan ' s thesis has generated a considerable 

amount of research contrasting the moral thinking and 

behavior of me n versus women. Clear - cut differences 

have emerged in some studies , while others have pro­

duced inconclusive results. The purpose of the present 

study is to investigate the possibility that, within a 

corporate sett ing, male and female middle managers may 

use different moral reasoning strategies when at­

tempting to resolve ethical dilemmas . Specifically, it 

is hypothesized that discernible differences exis t in 

the ethical decision-making processes used by male and 

female middle level managers. 



Chapter II 

LITERATURE REVIEW 

The issue of gender difference with respect to 

moral development has been traced back to the work of 

Freud. Freud, in his theory of psychosexual develop­

ment, maintained that males , when they enter the geni ­

tal stage of development, encounter conflicts associ­

ated with the so-called " Oedipus Complex" and as a 

result experience castration anxiety . This anxiety 

triggers the defensive maneuver of identification with 

their fathers which leads t o the development of a 

strong masculine superego structure. However , due t o 

anatomical differences and the inability of females to 

have a successful Oedipal resolution, Freud perceived 

females to be developmental failures. He believed 

women "show less sense of justice than men , that they 

are less ready to submit to the great exigencies of 

life, [and] that they are more often influenced in 

their judgment by feelings of affection or hostility" 

(Reimer 2). 

Other theorists seem to share a similar view. 

26 
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Piaget, for example, in his observation of children at 

play , believed that "children learn the respect for 

rules necessary for moral development by playing rule­

bound games " (Gilligan 10). He observed that "boys 

are fascinated with the legal elaboration of rules 

. whil e girls have a tendency to view rules as 

pragmatic and are more tolerant in their a ttitudes 

toward rules " (l0). From this observation Piaget con­

cluded that " the lega l sense is far less developed in 

little girls than in boys " (10) . In a similar study, 

Janet Lever also found s upport for a gender difference 

in development . She concluded , from the games children 

play, that boys learn independence and the ability to 

deal with competit i on, wh ile girls learn the pattern o f 

human relationship a nd t he development of e mpathy and 

sensitivity (11). 

It is this pattern of human relationship, this 

development of sensitivity, that has caused women to be 

labeled, in their responses to Kohlberg's dilemmas, as 

being vague a nd less principled than men. Kohlberg sa w 

this gender difference as a product of socialization 

rather than development, and he stated t hat women learn 

through the need to identify with positively valued 

feminine traits such as feminine niceness and activi -



ties of caring. 
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He claimed that this type of morality 

is great for housewives and mothers , but falls a little 

short for businessmen and professionals. Consequently, 

from a Kohlbergian perspective , women seem inferior 

both socially and morally (Reimer 3). Lever seems to 

share Kohlberg's ideas to some degree . She believes 

that the male model is the better one for moral devel ­

opment because it fits the requirements for corporate 

success . As for females , Lever maintains that there is 

very little market value in sensitivity and altruism. 

In sum and substance , s he suggests that , " given the 

realities of life , if a girl does not want to be left 

dependent on men , she wil l have to learn to play like a 

boy " (Gilligan 10) . 

From the above quote, one could conclude that male 

moral development is generic, or applicable to every­

one . In fact , Gilligan maintains that this assumption 

has been the problem all along . She believes that 

theorists , over the years, have " implicitly adopted the 

male life as the norm" and in doing so "have tried to 

fashion women out of masculine cloth " (6) . David 

McClelland agrees wi th Gilligan to some extent and 

states that " psychologists have tended to regard male 

behavior as the 'norm' and female behavior as some kind 
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of deviation from that norm" (14). McClelland believes 

that this situation has occurred because empirical re­

search, for the most part , has been interpreted by men 

fro m the studies of men (14) . 

Gilligan claims that psychologis ts, when discus­

si ng moral ity, have historically considered women as a 

problem. She mai ntains t hat " they [women] didn 't fit 

anyone' s data , so they were ignored " (Saxton 63) . 

Ho weve r, si nce Freud, times have changed . From her 

research , Gilligan has shown that " what has been 

c haracterized as 'women's logic, ' a s upposedly irratio­

nal , illogical , a nd underdeveloped form of thought , 

actua lly has a c lear logic and rationali t y [that] is 

closely in touch with reality" (6 4). Gilligan ha s 

found that, for women, "morality is con nected to 

responsibility i n relationships . . t hey always 

ass ume a connection between self and ot hers [care], 

whereas men tend to look at moral issues in terms of 

t he rights [ just i ce I of i ndividuals " ( 63). 

Gi lligan ' s views have received support from some 

researchers, but not othe r s . Earlier research ( circa 

1977) revealed that fema l es are more empathic than 

ma les. In f act, Martin L . Hoffman, in a review of 

research pertaining to sex differences in empathy 
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(defined as the vicar ious affective response to another 

person's feelings), noted that "in every case , regard­

less of the age o f the subjects or the measures used, 

the females obtained higher scores than did the males " 

( 715) . Based on this information, Hoffman suggested 

that " females may have a greater tendency to imagine 

themselves in the other ' s place , whereas males have 

more of a set toward i nstrumental ame l iorative action" 

(712). In a later study of sex differences and 

empathy , Eisenberg and Lennon noted that sex differ­

ences wer e a function of the methods us ed to assess 

empathy . Some methods revealed inconclusive results , 

while significant sex differences favoring females were 

found when self-report or other- report measures were 

used to assess empathy. Moreover, Eisenberg and Lennon 

perceived these differences to exist (albeit inconsis­

tently) primarily with adults (100-124). 

Peter D. Lifton , in a recent study of over three 

hundred college sophomores and adults , concluded that 

t here were significant differences by sex in stages of 

moral judgment among his sample pool. According to 

Lifton, " this suggests qualified s upport for Gilligan's 

contention that men and women differ in their moral 

orientations , with men preferring the universal princi-



ple of justice, wome n the universa l principle of 

car ing" (329). Similarly, Ford and Lowery , after 

studying 202 college students , concluded that " female 

subjects were more consistent in their use of a care 

orientation, and that male subjects were more consis ­

tent in their use of a justice orientation . 
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(777). In addition, Ford and Lowery administered the 

Interpersonal Disposition Inventory (IOI) to their 

subjects . The IOI is an 85-item scale used to measure 

psychological sex roles. Scores from the IOI are used 

t o divide s ubjects into high and low masculinity and 

femininity groups , and into four sex role categories 

(masculine, feminine , androgynous , and indeterminate). 

The results of the IOI test scores revealed that "more 

feminine males were more likely to report the use o f 

care orientat i on than less feminine males " (777), and 

that females, high and low on the femininity rating, 

considered care orientation about the same (782) . 

Using interview data fr om the responses of male 

and female s ubjects to r eal - life moral conflicts, Nona 

Lyons also produced evidence o f the justice and care 

considerations in making mora l decisions . Although her 

sample size was relatively sma ll (thirty) , Lyons f ound 

that "women use considerations of response [care) more 
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frequently [75%} than rights [justice) and men use 

considerations of rights more frequently [79%) than 

response" (1 39) . However, Lyons, continuing to study 

her sample pool, looked closely at the absence of c on­

siderations of response or rights by females and males. 

She discovered that while all the females in the sample 

presented considerations of response, thirty-seven 

percent (6) failed to mention any consideration of 

rights. Moreover , all the males presented consider ­

ations of rights, but thirty-six percent (6) failed to 

menti o n any consideration of response . 

Lyons , this suggests that, 

According to 

in real-life moral conflict, individuals in 
this sample call upon and thi nk about both 
care and justice considerations but use pre ­
dominantly o ne mode which is related to but 
not defined or confined to an individual by 
virtue o f gender . ( 139) 

Lyon ' s research points out the possibility of a 

combination of justice and care or i e ntations in both 

male s and females, a condition that may suggest a limi ­

tation in the amount of gender differences in moral 

development. 

Pratt, Golding, and Hunter , after studying thirty 

males and thirty females, " indicated limited evidence 

of sex differences in moral orientati o n . II (321) • 
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Similarly, Bussey and Maughan , in a study of 1 50 male 

and female adults , concluded that the " s ub jects ' moral 

reasoning d id not differ according to their sex role 

classification" ( 701) . However , after changing the sex 

of the c entra l character within the moral dilemma, 

Bussey and Maughan n oted a stage difference for males . 

Males at stage four when the central character was a 

male regressed to stage three when t he character was 

changed to female . Females , howe ver, remained at stage 

three regardless of the sex of the central character. 

While this information does not speci fically address a 

gender difference in moral development , it does pr ovide 

an impetus for additional re s earch in that it i s con­

trary to Kohlberg ' s contention that there is an invari ­

ant s equence of moral development (704-705) (See page 

19) . 

In a n extensive review of literature on gender 

differences in moral devel opment, Lawrence Wal ker con ­

clud ed that " the mora l reasoning of males and females 

i s more similar than diffe rent " (687) . Walker, using 

metaanalys is , found a few inconsisten t sex differ ences 

in childhood and adolescence , and evidence of higher 

moral development in adult males over adult females . 

However, in the concluding remarks of hi s study, Walker 
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states that his findings do " not precl ude the possibi l ­

ity o f sex differences in conte nt within a stage or i n 

the pre f erential use of var i ous orientations in the 

making of moral judgments" (688) . Walker ' s concluding 

comments not only suggest the possibility of t he exi s ­

tence of gender differences but also add credence t o 

Gil l igan ' s theory that v i able orientations ex i st i n the 

making of moral judgments , namely the orientations of 

justice and care. 

Diana Baum.rind , after a careful examination of 

Walker's data, concluded that his analysis was flawed ; 

consequently, his findings were incorrect . Baumr ind, 

in her study, points out that moral development i s a 

di scontinuous variabl e and , t herefore , should be 

analyzed using nonparametri c statist i cs . She states 

that Wal ker , in using ANOVA or t tests in hi s me t aanal ­

ysis , failed to account for the interval i nequal i ty 

between Kohlberg ' s stages of moral development. In 

addition, Baum.rind also notes that Walke r failed to 

account for education in his sample pool. She states 

that "the inconsistency of sex differences across the 

studies r eviewed by Walker may be explained by varia ­

tions in educational l evel among the samples studied" 

( 517) . She cites ev ide nce that when educational level 



35 

is controlled, no sex differences exist only in the 

middle range (i . e . three or more years of college but 

no graduate degrees). At the higher and lower ends of 

the educational spectrum, gender differences can be 

found, with wome n out scoring men in the less educated 

samples (two years of col lege or less) , and men out ­

scoring women in the more educated samples (graduate 

degree holders) (517-518). 

While both Walker and Baumrind ' s research and 

analysis of data are extremely complex, two important 

points emerge. First , Walker, while finding no sex 

differences in stages of moral development as a result 

o f hi s research, did suggest the possibility of a sex 

difference in moral reasoning. And second , Baumrind, 

after citing flaws in Walker' s research methodology, 

used a different type of statistical analysis and 

proved the existence of a sex difference in moral 

devel opment under some conditions . The issue of gender 

differences in moral development is currently undergo­

ing extensive research . Nonetheless , having estab­

lished at least the possibility of some degree of a 

gender difference in moral development, it is intrigu­

ing to consider its possible impact on the ethical 

decision- making process of middle level managers by 



examining the r o le of personal values in solving 

ethical dilemmas . 
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The ethical decision- making process of any corpor -

ation is , at the very least , complex. Complexities, 

however , are more readily understood if they can be 

reduced to a smaller scale and viewed indepe ndently . 

For example , a corporation is frequently defined as "a 

legal creation authorized to act with the r i g hts and 

liabilities of a person . " Therefore , a corporation , 

even though it may be extremely large, is not a com­

pletely impersona l entity that fu nctions sel f ­

sufficiently with i n the realm of our enterprise system. 

Corporations are created by individuals for individu-

als. Moreover , these individuals, collectively working 

together , can build corporate empires that manufactur e 

usable goods, provide employment, and are beneficial to 

our soc iety. On the other hand, the se same individ-

uals , also working together, can deteriorate or even 

destroy a corporation . A case in point is the Manville 

Corporation , an industry giant until just a few years 

ago. Currently , Manville i s in the pr ocess of convert -

ing over eighty percent of its equity into a trust that 

will be used to settle liability claims against the 

company. It seems that for over forty years , 



Manville ' s management willfully suppress ed res e a rch 

information ind icating that the company's chief 

product , asbestos , was res ponsible for a vari e ty o f 
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lung diseases . Moreover , the Manville medical depart­

ment collaborated in the cover- up and concealed chest 

X- ray results from the affected employees . Eventually 

all the details were disclosed, a bitter court battle 

e nsued and, in the end, the c ourt found that "Manville 

had made a consc ious , cold-blooded business decision t o 

take no protective or remedial action , in flagrant d is­

regard of the rights of others " (Gellerman 86) . Conse­

que ntly, the individuals who helped build Manville into 

a productive, profitable organization were also res po n­

sible for its demise. 

The Manville inc ident i s j ust one o f many cases . 

Research reveals that within the last ten years about 

t wo-thirds of America ' s 500 lar gest c orporations ha ve 

been invo lved in some form o f une thical behavior (85). 

With statistics like these, s urely one must wonder if 

there really i s an ethical side to enterprise. Lee L . 

Morgan, pre sident and chief operating o fficer o f the 

Caterpillar Tractor Company, be lieves in the moral 

integrity o f business but maintains that ethics beg ins 

wi th the individual . He c l a ims that the e thical re -
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sponsibility of a corporation must exist in the mind of 

every corporate employee . It is the individual' s high 

moral character that will put ethics in mot ion . How-

ever , according to Morgan, "moral c haracter does not 

start with the first day of employment . nothing 

can come out of the adult that was not put i nto the 

c hild" (14). Consequently, Morgan believes that cor­

porations should strive to hire people whose character 

appears to be in keeping with corporate standards . But 

t h is policy is easier said than done simply because 

fir s t, it requires a corporation to establish a code of 

ethics , and second , it requires this corporation to 

hire only those individuals who conform to the code. 

According to Michael Hoffman, director of the Cen­

ter for Business Ethics at Bentle y College in Waltham, 

Mass . , " writing a code of ethics is an important first 

step toward building an ethical corporation " 

(Dresang 1). However , not every b usiness executive 

sees ethics as an important issue . For example , Pete r 

Druc ker , the famous management consultant and philoso­

pher , has in the pas t r e ferred to business ethics as a 

passing fad and "stated flatly that there i s no such 

thing a s 'business ethics' " (Henderson 37) . Fortunate­

ly for the American enterprise system, many corporate 
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executives are beginning to get serious about ethics . 

According to Ed Hood , vice chairman and executive 

officer of General Electric , "ethical behavio r mea ns 

doing the right thing for a wide range o f constituen­

cies. No business can succeed over time unless it does 

the right things for the constituencies it serves " 

(Dresang 1). Hood believes that "ethical behavior is 

pro-business and pro- profitability" (1). Jack 

Whiteman , chief executive o fficer for Empire Southwest , 

a distributor o f construction e quipment, agrees with 

Hood . Whiteman believes that a corporation can play 

fair and still earn a profit . Refusing to go along 

with payoff schemes that occurr ed at o ne time with 

f ore ign business trans actio ns , Whiteman became adamant 

on the subject o f ethics . Whi teman maintains that his 

h o nesty and the honesty of his employees has paid off 

in the l o ng run. When commenting on the advantages of 

business ethics , White man says , " There i s no doubt i n 

my mind that ethical behavior pays o ff at the bottom 

line " (Berney 22 ). 

As more execut ives perceive the benefits of go od 

business ethics , many are developing corporate ethical 

guidelines . Recent research by the Ethics Resource 

Center in Washington , D. C . found that "seventy-five 
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percent of the USA ' s 1,200 largest companies had estab­

lished ethics codes " (Dresang 1) . Similar ly, a survey 

conducted by the Center for Business Ethics at Bentley 

College found that , of the corporations responding, 

eighty percent were in the process of estab l ishing 

ethica l guidelines (1) . 

Developing a code of ethics is not an easy task . 

According to Mark Pastin , director of the Center for 

Ethics at Arizona State University , there a re two im­

portant questions that mus t be answered before pro­

ceeding to implement a code of ethics : (1) Is senior 

manage ment willing t o make development of a code of 

e th ics a fully participative process ? (2) Is seni or 

management will ing to commit the resources necessary to 

back the code with an organization- wide traini ng pro­

gram? Pas tin maintains that unless these questions can 

be answered positively , corporate management is not 

ready to develop and implement a code o f ethics . He 

firmly believes that the pr ocess of deve l oping a code 

must be fully participative in order to gain suffi cient 

support a nd positively affect conduct . In addition, 

the code needs the implementation of a corpora t e-wide 

training program or it might be perceiv ed a s nothing 

mor e than a defensive document (1) . 
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According to Pastin, the corporate code should 

include three components : the company ' s purpose, its 

operating princi ples, and examples of those principles 

in action . Moreover , t he code should be simple , non-

legalistic and in a positive tone (2) . As far as de ­

veloping and implementing a cod e of ethics , Pastin 

says , " the chief executive must take a leadership role " 

(3) . It is up to senior management to make sure the 

components o f the code are clear, concise , and easily 

e xplained to cor por ate employees. Pastin maintains 

that a code of et h ics " is best implemented t h rough a 

rigorous training program minimally involving al l per ­

sonnel in management positions and optima lly involving 

all employees" ( 4 ) . 

s hare Pastin ' s vie ws . 

Other ethics professionals seem to 

For example , Paul Mok , an ethics 

consultant and president of Training Assoc iates o f 

Richardson , Texas , be l ieves that " it is up to the CEO 

to make ethics an acce ptable topic of conversation" 

(Berney 23). Mok says that a CEO s h ould " lead di scus ­

sions in ethics worksho ps or traini ng sessions and mak e 

vide otapes explaining t he company ' s written code and 

how to apply it" (23). 

Howe ver , Pasti n believes that it takes a little 

more than a code o f ethics and training to make a 
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difference. Management should take an active role in 

setting an ethical c limate . Pastin mainta ins that o ne 

o f the keys to an ef f ective ethics program i s manage­

ment commitment. He says " good ethics r e quires leaders 

who exemplify good ethics" (Higgins 13). Other corpor­

ate professionals sha re a similar view. For example, 

N. R. Horton , ~res ident and CEO o f the American Manage­

ment Association, be lieves that good ethics is possible 

" only by the deliberate and consci ous actions of man ­

agement at all levels" (3). According to Horton, each 

manager needs to understand his or her o wn personal 

code of ethics : 

what is fair ; what is right ; what is wrong? 
Where is the ethical line that I draw, the 
line beyond which I shall not go? And wher e 
i s the line beyond which I s hall not allow my 
organization to go? (3) 

Horton believes that once the personal code of ethics 

has been established , all levels of management must 

promote ethical training by constant example and demon ­

s trati o n (3) . 

Gary Edwards, e xecutive director o f the Ethics Re -

source Center in Washington, D.C. , agrees. He believes 

that managers must promote eth ical behavior by serving 

as an example for other e mpl oyees . Edwards sees this 



as a function of mi ddle management because " the 

manager ' s daily contact with employees provides the 
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best forum for int egrating cor pora t e values into eve ry­

day conduct and decis i on making of t he company ' s work ­

force " (15). Dorothy Schaeffer , a retired Southern 

Bell Telephone Company manager , supports Edwards ' 

th i nk ing to some degree . She believes that ethics is a 

science of moral duty , and that managers develop a 

se nse o f work ethics as a result of a combinat ion of 

both personal life and on the job experience. 

Schae f fer mai nta ins that these t wo kinds of experience 

help the manager formulate a standard with which to 

evaluate employee conduct (3) . 

I n a study of moral issues experienced by man­

agers , Waters , Bird , and Chant interviewed a va riety of 

managers a nd found that " managers often do in fact 

experience themselves as making decis i ons and taking 

actions on the basis of moral considerat i o ns " (382) . 

Waters et al concluded that managers think about cor­

porate issues in moral terms when , (1 ) they feel moral 

standards may affect their deliberations , and (2) when 

the results of the i r decisions have an impact o n the 

we l l-being of others (383) . In a subsequent study , 

Bird and Waters identified and analyzed the moral 
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standards manage rs use in address i ng corpor ate ethical 

i ssues and found that many managers see moral standards 

as self-evident cultural conventions that are often 

viewed as taken- for - granted common sense ideas (12). 

Some of these moral standards inc lude: 

(1) honesty in communication , (2 ) fair treat­
ment , (3) special consideration , ( 4 ) f a ir 
competit i o n , (5) organizational res ponsibil­
ity, (6 ) corporate social responsibil i t y , 
and , ( 7) respect for law. ( 1) 

Further more , Bird and Waters have fou nd that t hese 

standards , even t hough they are treated as self­

evide n t cultural conventions , are , for the mos t part, 

" imprecisely understood , only loosely a nd haphazardly 

fol l o wed , and invoked largely as private intuitions " 

( 13) . In a later study, Waters and Bird f ound that 

managers , because of their inability t o act in a given 

ethical s ituat i on or because they o ften f o und them­

selves in between a standard o f organizational respon ­

sibility and some ot her competing moral sta ndard , often 

experienced " moral s t ress " (17) . The key sou r ce of 

this stress , as indicated by the researchers , i s the 

lack o f commun ication between employees about corporate 

moral is s ues . It seems that morality is readily dis-

cussed among individual manage r s but not among groups 
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of managers . Water s and Bird maintain that "bec aus e 

managers do not feel able to discuss moral issues with 

peers and superiors , they often experience the stress 

of being morally on their own " (18) . 

Gary Edwards , in an article entitled "Workplace 

Ethics ," points out the importance of e ffect ive man­

agerial communicat i on. He says that managers s hould 

feel able to talk freely and openly about ethical 

issues and corporate policy. Furthermore , managers 

should strive to maintain a positive atmosphere by 

communicating to employees the principles of fai rness , 

honesty , and trust as a necessary foundation for a 

strong relationship between the individual and the 

c orporat i on (16) . 

Some ethics profess ionals , however , see t hese 

values as second place goals . Kenneth E . Goodpaster, 

an e thics professor at the Harvard Business Schoo l , 

maintains that businesses " often have an environment 

that pays more attention t o e c onomic success and win-

ni ng than other values " (Clayton 38 ) . In support o f 

Goodpaster ' s c la im, Richard D. Rosenberg , in a rather 

interesting study of managerial morality and behavior:, 

found t hat "ethical values , i n most cases , were s ubor ­

dinated to the manager' s duty t o achieve company goals " 



(23). Moreover , Rosenberg found that the " inner 

conflict that managers sometimes e xperience between 
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what was professed as right, and what had to be done in 

practice , was generally resolved on the basis of 

utility rather than on ethical or moral grounds" (23). 

Often times this inner conflict may be the result 

of a manager discovering misconduct by peers, super -

visors, or the ent ire organization . When t hi s occurs , 

a manager must attempt to strike a balance between 

individual and corporate values in an effor t t o decide 

whe t her or not he should "blow the wh istle " on those 

responsible for the misconduct. Whistle-blowing is 

probably one of the most sensitive and controversia l 

issues occurring in the area of business ethics . Many 

corporations support whistle- blowing within their code 

of ethics , others do not. In a recent article comment-

ing o n corporate codes of conduct , Sanderson and Varner 

b elieve that whi le a code should be worded in such a 

way as to protect whist l e blowers, they also think that 

" in the interests of overall morale , this form of 

reporting (or informing) should not be s tressed or 

heavily relied on " ( 31) . John D. Aram, professor of 

management at Case Western Reserve University, points 

out that many managerial actions that can be c hallenged 
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on ethical or legal grounds are usually performed in 

the hope of inc reas ing the bottom line . Aram maintains 

that managers, when considering the total profit pic ­

ture , often los e s ight o f such values as customer or 

public safety , honesty, and fairness. Aram be! ieves 

that this imbalance of values , if left unchecked, will 

develop into a form of managerial anxiety; managers 

will begin to feel the pressure associated with corpo­

rate loyalty, the risk of job security, and loss of 

career (38) . John Byrne , in his arti c le " Thi n k Before 

You Blow The Wh i s tl e , " suggests that managers experi­

encing thi s form of anxiety should consid er other al-

ternatives before blowing the whi s tle . Byrne points 

out that morality is a matter o f pe r s onal values and 

subject to controversy among individual employees. For 

thi s reason , Byrne suggests that managers should point 

out the misconduct privately , c i ting the bene f its of a 

correct form of behavior (161) . 

Unfortunately, for many managers , this suggest i on 

is not all that easy to follow. Nancy R . Hauserman , 

Associate Professor of I ndustrial Re l ations and Human 

Resources at the University o f Iowa , claims that many 

whistle blowers are terminated or in some way disci-

plined by their employer . Hauserman believes whistle 
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blowers are , for the most part , honest employees but 

are not treated as s uch. She claims that the y ar e not 

likely to be perceived as "teammates " by the corpo­

ration because " they violated an unwritten rule or job 

requirement : They asserted a loyalty that went beyond-­

or did not place primary emphasis on--the corporate em-

player " ( 9) . Hauserman believes that in exalting the 

aims of business , we sometimes deny the moral and cul­

tural values of the individuals within that business 

(5). Theref ore , Hauserman thinks the whistle blower 

should be protected against employer retaliation. She 

s ays, " protecting the whistleblower i s one way of re­

asserting individual morality in the corporate struc­

ture " (9) . 

The research o n whi stle blowing reveals that indi ­

vidual morality and/or personal values are frequently 

connected with ethical decision making. Other re­

searchers have examined, in different contexts , the 

importa nce of personal value structures " in directing 

individuals ' attitudes t o ward and behavior in the 

business setting " ( He garty and Sims 451) . Several 

studies support the contention that "midd le and l ower 

level managers often perceive far greater pressure than 

top managers , and top management requires good perform-



ance first and that e thical behavior is a second and 

less important objective '' (451). 

One reason this may be t he case is found in the 

research by John Brummer , who divides bus iness ethics 
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into micro and macro ethical issues . Brummer maintains 

that whil e macro ethics deals with ethical policy for­

mat ion within the corporation, mi cro ethical i ssues 

"center around p otential confl icts whi ch may emerge 

between an indiv idual's personal val ue system and the 

occupational demands of his or her profess ion" (82). 

Brummer believes that o ften times managers , and espe­

cially middle managers , are c a ught in an ambivalent 

situation , in that they find it difficult to resolve 

the conflict between personal values and occupational 

t o les. 

George W. England , of the University of Mi nn­

e sota, believes that a personal value system is "viewed 

as a relatively permanent perceptual frame work wh ich 

shapes and influences the genera l nature of an individ ­

ial's behavior " (54). England developed the Personal 

Values Quest i onnaire (PVQ) t o study t he personal value s 

{behavior) of cor porate management. While England's 

methodology is extremely complex , the basi 

t he PVQ can be summarized as follows : 



the behavior of a manager, insofar as 
behavior is a function of values , is best 
indicated by the j oin t function of those con­
cepts he considers important and those con­
cepts which fit his primary orientat i on . For 
a pragmatically oriented manager , a behavior 
is best predicted by those concepts consid­
ered important a nd successful ; for a moral ­
ethically oriented manager , behavior is best 
predicted by those concepts considered impor ­
tant and right ; whi le for an effect-oriented 
manager, behavior is best predicted by those 
concepts considered important and pleasant. 
( 5 8) 
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As a result of his studies , England believes that , 

among other things, personal value systems "may 

influence a manager ' s decisi ons and solut ions to prob-

lems [and] may set the limits for the determina-

tion of what is and what is not ethical behavior by a 

manager 11 ( 54) . 

In a comparative study of the personal values of 

female and male managers, Watson and Ryan found that 

the " primary value orientation of both the female and 

male managers was pragmatic , and the secondary value 

orientation for both groups of managers wa s moralistic" 

(310). While a chi s quare test found no significant 

difference between the female and male managerial 

groups , the f emale subjects demonstrated a greater 

tendency toward a moralistic value orientation then did 

the male subjects (311) . 

Ill 
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In a similar study which compared the personal 

values and managerial decisions of female and male 

business students , David D. Palmer found that "although 

both groups exhibited value patterns generally compara­

ble to those of [previously surveyed ] managers , signif ­

i cant d ifferences between men and women were found " 

(124). Both women and men students "exhibited strong 

pragmatic orientations and relatively strong orienta­

tions toward the seeking of positions o f power and 

l eadership '' (130) . However , "women wer e less s trongly 

oriented toward Economic , Political and Theoretical 

values and more strongly or iented toward Social , Aes ­

the t i c and Religious values" (128). These results 

suggest that , in a comparison of value profiles , males 

were very simi lar to managers, but females displayed 

evi dence of a combination of the profiles of both fe ­

males and managers ( 1 30). 

In a more recen t study, Posner and Munson , using 

England ' s PVQ , a l so found differences in the value pro ­

files of males and females . Us ing s enior business 

s tudents and college r ecruiters to make up t he subject 

pool , Pos ner and Munson f ound signific a nt differences 

in t hree out of five o f England ' s value catagories, 

whil e a f ourth category approached statistical signifi -
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cance . According to Posner and Munson , females placed 

significantly greater importance on such value items as 

organizational s tabil ity, organizational e ffi ciency, 

social welfare , employees , customers , co-workers, com­

promise, emotions , and equality (871- 873). 

In summary, this review began with a presentation 

o f empirical evidence both for and against the issue of 

a gender difference in moral development. Next, the 

ethical decision - making process of a corporati on was 

discussed along with the role of management in the 

establishment and implementati o n of a corporate code of 

ethics, and finally, personal va lue systems wer e dis­

cussed with reference t o gende r differences and their 

application to the ethical decis i o n- making process . 

Empirical evidence was presented in support o f and in 

opposition to a ge nde r difference in managerial person­

al value systems . 

Given t hat the literature presented has establi sh­

ed the importance o f moral development and personal 

value s y s tems in solving ethical dilemmas, and that 

ther e is at least the possibility o f some degree o f a 

gender difference in moral development and in a manag­

er ' s personal value system, then i t is reasonable to 

hypothesize that these gender differences may have an 



impact on the eth i cal conduct of corporate middle 

manageme nt. 

53 



Subiects 

Chapter III 

RESEARCH METHODOLOGY 

The subjects were volunteer graduat e a nd under ­

graduate students from two universities with i n the St . 

Louis metropol itan area . A total of ninety-three stu­

dents completed the tests , forty-three males [ 46.2%] 

and fifty females [53.8%] . Ten males (10 . 7%] and 

seventeen females (18.3%], who completed the tes t s , 

were not includ ed in the sample pool because they 

either did not satisfy the operational definition of 

middle manageme nt or because they left a portio n of the 

tests incomplete. The resulting samp l e included sixty­

s ix participants , thirty-three males and thirty- three 

females . The mean age o f the male students was 36 .6 

years , with a range of t we nty-four to fifty- three 

years. The mean age of the female students was 37.2 

years , wi th a range of t wenty- t hree to fifty-three 

years. Each student was employed i n a corporate set­

ti ng as a middle manager . For the purpose of this 

study, a middle manager was ope rat ionally defined as a 

54 



55 

person who has supervisory responsibilitie s involving 

the coordinati o n of work of subordinates and who 

reports to a higher level manager within the organiza­

tional structure of the corporation . The mean number 

of years of managerial experience for the male students 

was 8.5, with a range of one to eighteen years . The 

mean number of years of managerial experience for the 

female s tudents was 5 .6, with a range of one to seven­

teen years. The students had no known prior knowledge 

of this study, nor were they familiar with the research 

instruments. 

Instrument 

There were two research instruments used in this 

study. The first instrument, the Defining Issues Test 

(DIT) , was developed by Dr. James Rest, research 

director for the Center For The Study of Ethical 

Development , at the University o f Minnesota . The DIT 

is a multiple-choice test consisting of six moral­

dilemma stories . Follo wing each story, subjects are 

asked to decide on an appropriate solution to the 

dilemma . Next , subjects are presented with a series of 

t welve issues most of which might be cons idered in 

deciding how to resolve the dilemma . Each of these 
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issues i s rated on a five point scale fr om "grea t 

importance" to "no importance ." Finally, the subjects 

are asked to choose the four most important issues and 

rank them in the order of importance. The DIT contains 

two safeguards against invalid responding : an M score 

that indicates the extent to which the subjects endorse 

h igh-sounding but meaningless statements , and a consis ­

tency check that compares ratings and rankings to de­

tect random responding. The DIT gives informatio n 

about the process by which people judge what s hould be 

done in mora l dilemmas. It assumes that the basic 

moral problem-solving strategies of people can be char ­

acterized in terms of six s tages as identified by 

Kohlberg . Currently, the DIT provides three indices of 

moral reasoni ng, the P , D, and U score . The P score 

represents the relative importance that a subject gives 

to principled moral considerations (Stages 5 and 6) in 

making a moral decision . The D score represents the 

ratings of principled items in relation to preconven­

tional (Stage 2) and conv entional (Stages 3 and 4) 

i terns. The U score indicates the extent to which a 

subject is using concepts of justice in choos ing the 

" right " moral choice . The DI T is divided into two 

parts . The first part (Appendix A) includes instruc-
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tions, an e xample, and six moral dilemma stor ies. The 

second part (Appendix B) consists of statements and 

questions pertaining to each s t or y and serves as an 

answer sheet (Rest 1-12). 

The second instrume nt used in the study (Appe ndix 

C) is an excerpt from the Situational Perce ptions­

Observations Test (SPOT ) developed by Dr . Pa u l Mok . 

This test consists of eight s elf-descriptive state­

me nts . The re s pondents were asked to complete each 

statement by circling the letter next t o the phrase 

that best described h ow they would react to a gi ven 

situation. Each phrase repres ents one of fo ur groups 

of value sets. These sets include : 1 . Socially 

Oriented Values , values that are characte r ized by a 

deep concern for t he welfare of others ; 2 . Ra tional 

Values , values tha t cen t er on commitment to rules and 

regulations ; 3. Individualistic Values , values that are 

e xpressed in autonomous t hi nking and the belief that 

people should evaluate rules rather than obeying them 

blindly; 4. Competitive Values , values that are typic al 

of someone motivated by the desire " to win the game " 

(Berney/Mok 26). 
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Procedures 

The DIT and t he Ethics Tes t were administered to 

the s tudents in a relaxed atmos phere s hortly before or 

af t er their regularly scheduled class . A br ief expla ­

nat ion of the test was given; however , the purpose of 

the s tudy was not revealed at this time. To insure 

confidentiality, student names or corporate employers 

were not recorded on any of the test forms. Tests were 

identified for analysis by an Identification Numbe r. 

Student s wer e asked to complete this numbe:r by filling 

in five blank rectangle s loca ted in the upper right-

hand corner o f the DIT ans wer sheet . If a s tudent was 

male, he was asked to put a " 0" in the first rectangle 

on the left . If the student was female , s he was asked 

to put a " l " in this rectangle. In the subsequent t wo 

rectangles , s tudents were asked to record their age. 

And in the last t wo rectangles , the students were asked 

to record t heir years of managerial e xperience . Those 

students who could not satisfy the operational defini ­

tion of middle management we r e asked to put a " 0 " in 

the last t wo rectangles. The Identification Number and 

the DIT number (located in the lower ri ght-hand corner 

of the DIT ans wer s heet) were then reco rded on the 

Eth ics Test . All of the students completed t he tests 
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in approximately one hour or less. 

Immediately after testing , a short debriefing 

session was held. At this time, the purpose of the 

study was discussed, the students were thanked for 

their participation , and they were informed that the 

results of the study would be mailed to their instruc-

tor for subsequent c l ass discussion. Those students 

who were unavailable during regular class hours were 

administered the tests by mail. In this case , a cover 

letter (Appendix D) was included with the tests to per­

mit a brief explanation of testing procedures . 

Data Analysis 

This was an experimental study with gender as the 

independent variable and the test scores as the depen­

dent variable. Reading and scoring of the DIT was com­

pleted by the Center For The Study of Ethical Develop-

ment. Subjects were assigned to the specific stages of 

moral development based on their test scores. The 

groups (male and female) were compared in terms o f 

their mean scores by a one - way analysis of variance 

(ANOVA). The level of s ignif icance was set at .05. 

The Ethics Test was hand scored . Responses to the 

self-descriptive statements were coded according to the 
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value set they represent . Scores o btained for each 

value set were totaled , and mean scores were calculated 

and statistically compared for each group (male v. 

female) by a one- way analysis of variance . The level 

of sign ificance was set at . 05 . 



Chapter IV 

RESULTS 

The sample pool was reduc ed somewhat due to the 

invalid responding safeguards incorporated in the DIT 

scoring procedures (See page fifty-si x ). Eleve n 

[16 . 6\J of the sixty-six questionnaires were rejected 

because they violated the consistency stand a rds . None 

o f the questionnaires was rejected because o f exces ­

sive M scores . Three questionnaires were randomly 

selected for rejection so as to mai ntain a balanced 

sample pool . The resulting sample included f i fty- t wo 

participants , t wenty-six males and twenty-six female s . 

Table 4 contains the means and standard deviations 

of the sample pool . 

AGE 

EXPERIENCE 

Table 4 

Descriptive Statistics 
Sample Pool 

X 
36 . 6 

9.4 

MALE 

SD 
7. 26 

5.40 

61 

FEMALE 

X 
36.4 

5.2 

SD 
7.63 

4 . 60 



Table 5 contains the means and standard deviations 

for the DIT and Ethics Test variables. 

Table 5 

Descriptive Statistics 
DIT and Ethics Test Variables 

MALE FEMALE 

X SD X SD 
p SCORE 36 . 35 11. 99 40.71 1.4 .4 9 

u SCORE .15 .12 .15 .12 

SOCIAL 1. 50 .9 8 1.00 . 80 

RATIONAL 2.88 1. 68 2.88 1. 47 

INDIVIDUAL 2.65 1. 52 3.03 1. 34 

COMPETITIVE . 96 .99 1. 07 1. 01 

The DIT uses several scoring indices in the 

analysis of data. Two of these , t he P score and the U 

score, were used in this study. The P score is inter ­

preted as the relative importance that subjects give to 

principled moral considerations when making a moral 

decision. It consists of the simpl e s um of scores from 

Stages 5A, 5B , and 6 , converted to a percent. Accord­

ing to Rest, the P score represents the degree to which 

a person's thinking is like the think ing of mora l phi -



losophers. P scores generally range in the 40s for 

college students and adults in general , 50s for 

graduate students , and 60s for moral philosophers. 

Standard deviations in each of the student groups 

usually range between six and fourteen. 
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Table 6 represents a one - way analysis of var iance 

between male and female P scores . 

SOURCE 
BETWEEN 
WITHIN 
TOTAL 

N=52 

ss 
246 . 863 

8851.111 
9097 .974 

Table 6 

ANOVA of P Scores 

D.F. 
1 

50 
51 

MS 
246 . 863 
177.022 

F 
1. 395 

PROB 
. 2432 

The U score indicates the extent to which a sub­

ject is using concepts of justice in choos ing the 

" right " moral choice . Investigated by Dr. Stephen 

Thoma (See Thoma , 1986), the U score is derived from 

two pieces of DIT data: the action choices that sub­

jects make (i.e . , Heinz should steal, or Heinz should 

not steal), and the items that they rank as most 

important. According to Thoma, the twelve items for 

each moral dilemma have a logical implication that 
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favors one action or the other . High U scores are 

obtained when a subject's item se l ect i on tends t o go 

along with their action choice. The U score can r a nge 

from +1. 0 to -1 . 0, but most scores are usually between 

.10 and . 20 . 

Table 7 represents a one - way analysis of variance 

between male and female U scores. 

SOURCE 
BETWEEN 
WI THIN 
TOTAL 

N=52 

Table 7 

ANOVA of U Scores 

ss 
8 . 3200E- 04 

.735 

. 736 

D. F . 
1 

50 
51 

MS 
8.3200E- 0 4 

. 015 

F 
. 057 

PROB 
.8130 

With the second instrument (An Ethics Test) , there 

were four possible ans wers to each of the eight self­

descriptive statements. Each answer was c oded accord ­

ing to an assigned value set. There were four value 

sets used in the study (See page fifty- seven). 

Table 8 represen ts a one - way analysis of variance 

between the male and fe male social value set test 

scores. 



SOURCE 
BETWEEN 
WITHIN 
TOTAL 

N=52 

Table 8 

ANOVA of Social Scores 

ss 
3.250 

40. 500 
43.750 

D.F. 
1 

50 
51 

MS 
3 .250 

. 810 

F 
4.01 2 
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PROB 
. 0506 

Tabl e 9 represents a one - way analysis of variance 

between the male and female rational value set t est 

scores. 

SOURCE 
BETWEEN 
WITHIN 
TOTAL 

N=52 

Table 9 

ANOVA of Rati onal Scores 

ss 
8.1538E-26 

125 . 308 
125 . 308 

D.F . 
1 

50 
51 

MS 
8 . 1538E-26 

2 . 506 

F PROB 
3.2535E-26 1.0 

Table 10 represents a one-way analysis of variance 

between the male and female individualistic value set 

test scores . 



SOURCE 
BETWEEN 
WITHI N 
TOTAL 

N=52 

Table 10 

ANOVA of Individualistic Scores 

ss 
1. 923 

102.846 
104.769 

O.F . 
1 

50 
51 

MS 
1. 923 
2 . 057 

F' 
. 935 

66 

PROB 
.3382 

Table 11 represents a one - way analysis of variance 

between the male and female competitive value set test 

scores. 

SOURCE 
BETWEEN 
WITHIN 
TOTAL 

N=52 

Table 11 

ANOVA of Competitive Scores 

ss 
. 173 

50 . 808 
50 . 981 

D.F. 
1 

5 0 
51 

MS 
.173 

1.016 

F 
.17 0 

PROB 
.6816 



Chapter V 

DISCUSSION 

The data introduced in the preceding chapter re ­

veals interesting information about the subject pool. 

Mos t of this data has been arranged in tables and is 

explained as follows: Table 4 shows that while the 

students were very close to the same age , the male s had 

approximately four more years of managerial experience 

than did the females. Table 5 contains a list of 

variables used in both the DIT and the Ethics Test. 

The first two variables concern the DIT, while the 

remaining four variables apply only to the Ethics Test. 

Fr om the mean scores presented in Table 5, it is easy 

to determine t hat the females outscored the males on 

the first , fifth and sixth variables, the males out­

scored the females on the third variable , and both 

males and f emales scored approximately the same on the 

seco nd and fourth variables . 

The reason for using the DIT in this study was to 

examine the moral judgment level of male and female 

corporate managers. The DIT accomplishes this task 

using the two indices, the P score and the U s c ore , 
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explained in the previous chapter. With respect to the 

P score , the females showed a higher level of moral 

judgment development than did the males ; however, 

reference to Table 6 reveals that a one-way ANOVA 

determined that the difference between the means did 

not approach statistical significance (F = 1.395, df = 

1/50). Similar results wer e obtained in Table 7 when 

the U score was subjected to a one-way ANOVA. Since 

both male and female U scores were almost identical , it 

goes without saying that the means did not approach 

statistical significance (F = .057, df = 1/50) . More­

over , this analysis, and the comparison of the sample 

means to the U score norms (see page 6 4 ) , indicates 

that the subjects ' item selection tended to coincide 

with their selection of a course of a ction for each 

dilemma , a good indication that the subjects used the 

concepts of justice in making their moral judgments. 

Given the expectation that there might be a 

difference in the moral judgement levels of males and 

females in the subject pool, a fol l o w- up study was 

designed to determine if any such differences could be 

due ta differences in underlying value orientations. 

As mentioned previously, the Ethics Test consisted of 

eight self-descriptive statements , each with an 
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assigned value set , or orientation. The purpose of the 

test was to measure how a subject would apply their 

values to the descriptive statements . For example, if 

the majority of statements selected by a subject we:r:e 

assigned to the rational value set , then it might be 

concluded that this s ubject ' s values centered on a 

commitment to rules and regu lations. Once again, the 

mean scores fo:r: both males and females wi t h respect to 

the Ethics Test variables wer e very similar , with one 

exception . Males outscored the female s on the Social 

value set , and this was the only variable t hroughout 

t he study that came close t o approaching statistical 

s ignificance ( F = 4 .012 , p = . 0506)(Table 8). This 

result indicates that the male respondents we:r:e gov­

e rned more , in their decision making , by a concern for 

the welfare of othe:r:s than the female respondents . 

This is an unexpected finding in light of Gilligan ' s 

theory and prevai ling sexual stereotypes . 

With respect to t he rational value set , male and 

female me an sco:r:es were identical and , as could be 

expec t ed , a o ne- way ANOVA (Table 9) r e vealed no signi­

ficant diffe:r:ences (F = 3 . 253 , df = 1/50). Fe males 

outscored the males in both the indi v idual (Table 10) 

and competitive (Table 11 ) value sets , but , once again, 
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ANOVA' s revealed no significant differences between the 

mean scores . 

Summary 

This study has covered a number of different as­

pects pertaining to the corporate ethical decision 

making process . Ethical problems confronting today ' s 

managers have been cited along with alternative solu-

tions to these problems. In addition, the notion that 

moral development plays a big part in how a manager may 

attempt to so lve an eth i cal dilemma has been discussed 

including the possibility that male managers may differ 

in their level of moral development from f e ma l e man­

agers. Personal value systems and their relationship 

to the ethical decision making process were also 

discussed. Empirical evidence both for and against the 

i ssue of gender differences in personal value systems 

and moral devel opment were presented lead ing to the 

hypothesis that discernible differences do exist in the 

ethical decision-making processes used by male and 

female middle level managers . 

Specifically, the intent of this research was to 

measure the differences between male and female ethical 

decision making processes fr om both a moral development 



and a value orientation perspective ; however, test 

scores and the subsequent statistical analysis pre ­

sented in the preceding chapter have produced consid ­

erable evidence t o suggest that the hypothesis be re­

jected and to conclude that, within this sample pool, 

male and female moral development levels and value 

orientations are very similar. 

Limitat ions 
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The limitations of this study should be carefully 

cons idered when attempting to discuss the research 

results . First , the subjects used in this study were 

adult graduate students occupying corporate management 

positions. While this s ub ject pool , for all intents 

and purposes , may seem to be ideal for thi s type of 

research , it must be bor ne in mind that work days are 

long and evenings pursuing graduate stud y are even 

longer . Research involving the use of complex tests 

such as the DIT require s ub jects who are sufficiently 

motivated, and testing conditions that permit full 

concentration on the material at hand. Perhaps the 

subject rejection rate (16.6~) would ha ve been lower if 

all of the students had been prepared for the test in 

adva nce , and a s pecial time had been set aside for its 
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administration that did not conflict with other obliga ­

tions. Under thes e circumstances , it is also possible 

that different results would have been obtained from 

the subjects who were not rejected. Second , it is 

believed that the DI T may have been too complex and the 

Ethics Test too simple . Perhaps the short version of 

the DIT would have been sufficient for this type of 

research and easier to complete , while a l onger version 

of the Ethics Test may have given a better assessment 

of an individual ' s value set profiles and produced more 

divergent test scores . 

Suggestions for Future Research 

For future research , a replication of this study 

would be appropriate ; however , certain modifications in 

research methodology may be necessary to achieve more 

conclusive results. It is advised that the subject 

pool be drawn from a group of corporate managers repre ­

senting a diverse enterprise system. Perhaps a profes ­

sional managerial organization such as the Administra ­

tive Management Society (AMS) or the American Associa­

tion of Industrial Management (AAIM) may be a reliable 

source of qualified managers. In addition, it may be 

advisable to examine alternative research instruments . 
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An instrument that measures moral development and per­

sonal value orientations , while offering ethical dilem­

mas from a corporate perspective , may be more in line 

with the objectives of this type of study. 



APPENDIX A 

DEFI NI NG ISSUES TEST 

INSTRUCTION BOOKLET 

University o f Minnesota 
Copyr i ght , James Rest 
All Rights Reserved, 1979 

Opinions about Social Problems 

The purpose of this questionnaire i s t o help us 
understand how people think about social pr oblems . 
Different people have different opinions abou t ques­
tions of right and wr ong . There are no " r i g h t " an­
s wers to such p r oblems i n the way that math problems 
have right a ns wers . We would like you to tell us what 
you t h i nk abo ut severa l problem stor ies . 

You will be asked to read a story from t h is book­
let . Then you wi ll be asked to mark your ans wers on a 
separate answer sheet . More details about h ow to do 
this wil l follo w. But it is important that you fill in 
your answers on the answer sheet with a #2 pencil . 
Please make sure that your mark completely fills the 
little circle , that the mark is dark , and that any 
erasures that you make are completely clean . 

The identi f icat io n Number at the top of the answer 
sheet may already be fi lled in when you rece i ve your 
materials . If not , you will receive special instruc­
tions about how to fi l l i n that number. 

In this questionnaire you will be asked to read a 
story and then to place marks on the answer sheet. In 
order to illustrate how we would like you to do this, 
consider the following story: 
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FRANK AND THE CAR 

Frank Jones has been thinking about buy­
ing a car. He is married, has two small 
children and earns an average income. The 
car he buys will be his family's only car. 
It wi ll be used mostly to get to work and 
drive around town , but sometimes for vaca­
tion trips also . In trying to decide wha t 
car to buy, Frank Jones realized t hat there 
were a lot of questions to consider. For 
instance, should he buy a larger used car or 
a smaller new car for about the same amount 
of money? Other questions occur to him. 
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We note that th i s is not really a social problem, 
but it will illustrate our instructions . After y ou 
read a story you will then turn to the answer sheet to 
find the section that corres~onds to the s t ory. But in 
this sample story , we present the questions below 
(along with some sample answers). Note that all your 
answers will be marked on the separate answer sheet. 

First, on the answer sheet for each story your 
will be asked to indicate your recommendation for what 
a person should do. If y ou tend to favor one action o r 
another (even if you are not completely sure ) , indicate 
which one. If you do not favor either action, mark the 
circle by " can ' t decide ." 

Second , read each of the items numbered 1 to 12. 
Think of the issue that the item is raising. If that 
issue is important in making a decision , one way or the 
other , then mark the circle by "great ." If that issue 
is not important or doesn't make sense to y ou , mark 
" no." If the issue is relevant but not critical, mark 
"much ," " some ," or " little " --depending on how much 
importance that issue has i n your opinion . You may 
mark several items as "great " (or any other level of 
importance) -- there is no fixed number of items that 
must be marked at any one level. 

Third , after you have made your marks along the 
left hand side o f each of the 12 items , then at the 
bottom you will be asked to choose the item that is the 
most important consideration out of all the items 
printed there. Pick from among the items provided even 
if you th ink that none o f the i te rns are of "great '' im­
portance. Of the items that are presented there, pick 
one as the most important (relative to the others) , 
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then the second most important , third , and fourth most 
important. 

SAMPLE ITEMS and SAMPLE ANSWERS: 

FRANK AND THE CAR : I buy new car 0 can ' t decide 
0 buy used car 

Great Some No 
Much Little 

0 0 0 0 • 1 . Wh ether the car dealer was in the 
same block as where Frank lives . 

• 0 0 0 0 2 . Would a used car be more economi-
cal in the long run than a new 
car . 

0 0 • 0 0 3 . Whether the color was green , 
Frank's favorite color . 

0 0 0 0 • 4 . Whether the cubic inch displace-
ment was at least 200. 

• 0 0 0 0 5 . Would a large, roomy car be bet-
ter than a compact car . 

0 0 0 0 • 6 . Whether the front conn ibilies 
were differential. 

1 2 3 4 5 6 7 8 9 10 11 12 

Most important item 0 0 0 0 • 0 0 0 0 0 0 0 
Second most important 0 • 0 0 0 0 0 0 0 0 0 0 

Third most important 0 0 • 0 0 0 0 0 0 0 0 0 
Fourth most important • 0 0 0 0 0 0 0 0 0 0 0 

Note that in our sample responses , the first item 
was considered irrelevant ; the second item was consid­
ered as a critical issue in making a decision; the 
third item was considered of only moderate importance ; 
the fourth item was not c l ear to the person respo nd ing 
whether 200 was good or not , so it was mar ked " no"; the 
fifth item was also of critical importance; and the 
sixth jtern didn ' t make any sense , so it was marked 
" no." 

Note that the most important item comes from one 
of the items marked on the far left hand side . In 
deciding between item #2 and #5, a person should reread 
these items , then put one of them as the mos t impor -



tant , and the other item as second , etc. 
Here is the first story for your considera tion . 

Read the s tory and then turn to the separate answer 
sheet to mark your responses. After f illing in t he 
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four most important items for the story, return to this 
booklet to read the next story. Please remember to 
fill l n the c ircle completely , make dark ma rks , and 
completely erase all corrections. 

HEI NZ AND THE DRUG 
In Europe a women was near death from a specia l 

kind o f cancer . There was one drug that doctors 
thought might s ave her . It was a form of radium that a 
druggist in t he same town had recently discovered. The 
drug was expe nsi ve to make , but the druggist was 
charging ten times what the d r ug cost to make . He paid 
$200 f or the radium and charged $2 , 000 for a small d ose 
o f t he drug . The sick woman' s husband , Heinz , we nt to 
everyone he knew t o borrow money, but he could only get 
together about $1 , 000 , which is half of what it cost . 
He told the druggist that his wife was dyi ng , and asked 
him to sell it cheaper or let him pay later . But the 
druggist said , " No , I discovered the drug and I'm going 
to make money from i t ." So Heinz got desperate and 
began to think about breaking into the man ' s store to 
steal the d rug for his wife . Should Heinz steal the 
drug? 

ESCAPED PRI SONER 
A man had been sentenced to prison for 10 y ea r s . 

Af ter one year , however , he escaped from pr i son, moved 
to a new area of the country , and took on the name of 
Tho mpson . For eight years he worked hard , and 
gradually he saved enough money to buy h i s own busi­
ness . He was fair to his customers , gave his employees 
top wages , and gave most of his own profits to char ity . 
Then one day, Mrs . Jones , and old neighbor , recognized 
him as t he man who had escaped from prison eight years 
before , and whom the police had been looking for . 
Should Mrs . Jones r eport Mr. Thomps on to the police and 
have him sent back to prison? 

NEWSPAPER 
Fred, a senior in high school , wanted t o publish a 

mime ographed newspaper for students so that he could 
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express many of his opinions. He wanted to speak out 
against the use of the military in international dis­
putes and to speak out against some of the school's 
rules , like the rule forbidding boys to wea r long hair. 

Whe n Fred started his newspape r , he asked his 
principal for permission. The principal said it would 
be all right if before every publication Fred would 
turn in all his articles for the principa l ' s approval . 
Fred agreed and turned in several articles for approv­
al . The principal approved all of them and Fred pub­
lished t wo issues of the paper in t he next two weeks . 

But the principal had not expected that Fred ' s 
newspa per would receive so much attention . Students 
were so excited by the paper that they began to organ­
ize protests against the hair regulation and other 
school rules. Angry pa rents objected to Fred's opin­
ions. They phoned the principal tel l ing him tha t the 
newspaper was unpatriotic and should not be published. 
As a result of the rising excitement , the principal 
ordered Fred to stop publishi ng . He gave as a reason 
that Fred's activities were disruptive to the operation 
of the school . Should the principal stop the news ­
paper? 

DOCTOR'S DILEMMA 
A lady was dying of cancer whi ch could not be 

cured and she had only about six months to live . She 
was in terrible pa in , but she wa s so weak that a good 
dose of pain-killer like morphine would make her die 
sooner . She was delirious and almost crazy with pain , 
and in her calm periods , she would ask the doctor to 
give her enough morphi n e t o kill her. She said she 
couldn ' t stand the pain and that she was going to die 
in a few months anyway. Should the doctor give her an 
overdose of morphine that would make her die? 

WEBSTER 
Mr . Webster was the owner and manager of a gas 

station. He wanted to hire another mechanic to help 
him, but good mechanics wer e hard to find . The only 
person he found who seemed to be a good mechanic was 
Mr . Lee , but he was Chinese. While Mr. Webster himself 
didn ' t have anything against Orientals , he was afraid 
to hire Mr . Lee because many of his customers didn't 
like Orientals. His customer s might take their 
business elsewhere if Mr. Lee was working in the gas 
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station. 
When Mr. Lee asked Mr. Webster if he could have 

the job, Mr . Webster said that he had already hired 
somebody else. But Mr . Webster really had not hired 
anybody, because he could not find anybody who was a 
good mechanic besides Mr . Lee. Should Mr. Webster have 
hired Mr. Lee? 

STUDENT TAKE-OVER 
Back in the 1960s at Harvard University there was 

a student group called Students for a Democratic 
Society (SDS). SDS students were against the war in 
Viet Nam, and were against the army training program 
(ROTC) that helped to send men to fight in Viet Nam. 
While the war was still going on , the SDS students 
demanded that Harvard end the army ROTC program as a 
university course . This would mean that Har vard stu­
dents cou ld not get army training as part of their 
regular course work and not get credit for it towards 
their degree . 

Harvard professors agreed with the SDS students . 
The professors voted to end the ROTC program as a uni­
versity course. But t he President of the University 
took a different view. He stated that the army program 
should stay on campus as a course. 

The SDS students felt tha t the Presiden t of the 
University was not going to pay attention to the vote 
of the professors , and was going to keep the ROTC 
program as a course on campus . The SOS students then 
ma rched to the university ' s administration building to 
force Harvard ' s President to get rid of the army ROTC 
program on campus for credit as a course . 

Were the students right to take over the adminis ­
tration building? 

Please make s ure that all your marks are dark, fill the 
circles , and that all erasures are clean . 

THANK YOU. 



ANSWER SHEET 

APPENDIX B 

DEFINING ISSUES TEST 

Identification Number 
University of Minnesota I I I I l I 
Copyright, James Rest 
All Rights Reserved, 1979 

HEINZ AND THE DRUG : 0 Should Steel 0 Can ' t Decide 
0 Should not steal 

Great Some No 
Much Little 

0 0 0 0 0 1. Whether a community ' s laws are 
going to be u pheld . 

0 0 0 0 0 2 . Isn•t it only natural for a 
loving husband to care so much 
for his wife t hat he ' d steal? 

0 0 0 0 0 3 . Is Heinz willing to risk get-
ting shot as a burglar or going 
to jail f or the chance that 
stealing the drug might help? 

0 0 0 0 0 4 . Whether Heinz is a professional 
wrestler, or has considerable 
influence with professional 
wrestlers. 

0 0 0 0 0 5. Whether Heinz is stealing for 
himself or doing this solely to 
help someone else . 

0 0 0 0 0 6 . Whether the druggist ' s righ ts 
to his invention have to be 
respected. 

0 0 0 0 0 7 . Whether the essence of living 
is more encompassing than the 
termination of dying , socially 
a nd individually. 

0 0 0 0 0 8. What values are going to be the 
basis for governing how people 
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act towards each other. 
0 0 0 0 0 9 . Whether the druggist is going 

to be allowed to hide behind a 
worthless law which only pro -
tects the rich anyhow. 

0 0 0 0 0 10. Whether t h e law in this case is 
getting in the way of the most 
basic claim of any member of 
society . 

0 0 0 0 0 11. Whether the druggist dese:r::ves 
to be robbed for being so 
g:r::eedy and cruel . 

0 0 0 0 0 12 . Would stealing in such a case 
bring about more total good for 
the whole society or not . 

1 2 3 4 5 6 7 8 9 10 11 12 

Most important item 0 0 0 0 0 0 0 0 0 0 0 0 
Second most impor tant 0 0 0 0 0 0 0 0 0 0 0 0 
Third most important 0 0 0 0 0 0 0 0 0 0 0 0 
Fourth most important 0 0 0 0 0 0 0 0 0 0 0 0 

ESCAPED PRISONER : 0 Should report him 0 Can't decide 
0 Should not repo:r::t him 

Great Some No 
Much Little 

0 0 0 0 0 1. Hasn't Mr. Thompson been good 
enough for such a long time to 
prove he isn't a bad person? 

0 0 0 0 0 2 . Everytime someone escapes 
punishment for a crime, doesn't 
that just encourage rno:r::e crime? 

0 0 0 0 0 3 . Wouldn ' t we be better off with-
out prisons and the oppression 
of our legal system? 

0 0 0 0 0 4 . Has Mr . Thompson really paid 
his debt to society? 

0 0 0 0 0 5 . Would society be failing what 
Mr. Thompson should fairly 
expect? 

0 0 0 0 0 6 . What benefits would prisons be 
apart from society , especially 
for a charitable man? 
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0 0 0 0 0 7 . How could anyone be so cruel 
and heartless as to send Mr . 
Thompson to prison? 

0 0 0 0 0 8 . Would it be f air to all the 
prisoners wh o had to serve out 
their full sente nc e s if Mr. 
Thompson wa s let off? 

0 0 0 0 0 9 . Was Mrs . Jones a good friend of 
Mr . Thompson? 

0 0 0 0 0 10. Wouldn ' t it b e a c i tizen ' s duty 
to report a n esca ped c riminal , 
regardless of the c i rcum-
stances? 

0 0 0 0 0 1 1. How would t he will of the 
people and t he public good best 
be served? 

0 0 0 0 0 1 2 . Would going t o prison do any 
good for Mr . Th ompson or pro-
tect anybody? 

1 2 3 -4 5 6 7 8 9 1 0 11 1 2 

Most i mportant item 0 0 0 0 0 0 0 0 0 0 0 0 
Second most i mportant 0 0 0 0 0 0 0 0 0 0 0 0 
Th ird most important 0 0 0 0 0 0 0 0 0 0 0 0 
Fourth most important 0 0 0 0 0 0 0 0 0 0 0 0 

Pleas e d o no t wr ite in this box 
I I I I O I O I I O O I O I O O O O O 1 0 6 7 1 
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NEWSPAPER : O Should stop it O Can ' t decide 
0 Should not stop it 

Great Some No 
Much Little 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 1. Is the pr i nc i pal mo r e respon ­
sible to students or to par ­
ents? 

0 2. Did the pri ncipal g i ve his word 
that the newspaper could be 
published for a l ong time , or 
d id he just promise to approve 
the newspaper o ne issue at a 
time? 

0 3 . Would the students start pro­
t e sting even more if the prin­
c i pal stopped t he ne wspaper? 

0 4 . When the welfare o f the school 
is threatened , does the princi ­
pal have t he righ t t o give 
orders to students? 

0 5 . Does the principal have the 
freedom of speech to say " no" 
in this case? 

0 6. If the principal s t opped the 
newspaper would he be prevent­
i ng full discussion of impor­
t ant problems ? 

0 7 . Whether the princ ipal ' s order 
would make Fred lose faith in 
the principal. 

0 8 . Whether Fred was really loyal 
to his school a nd patriotic to 
h is country. 

0 9 . What effect woul d stopping the 
paper have on t he student ' s 
education in critical thinking 
and judgment? 

0 10 . Whether Fred was in any way 
v i olating the rights of others 
in publishing his own opinions. 

O 11. Whether the principa l should be 
influe nced by some angry par­
ents when it is the principal 
that knows best what is going 
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on in the school . 
0 0 0 0 0 12 . Whether Fred was using the 

newspaper to stir up hatred and 
discontent . 

1 2 3 4 5 6 7 8 9 10 11 12 
tj 

Most i mportant item 0 0 0 0 0 0 0 0 0 0 0 0 
Second most important 0 0 0 0 0 0 0 0 0 0 0 0 
Third most important 0 0 0 0 0 0 0 0 0 0 0 0 
Fourth most important 0 0 0 0 0 0 0 0 0 0 0 0 

DOCTOR ' S DILEMMA: 0 He should give the lad y an overdose 
that will make her die 

0 Can ' t decide 
0 Should not give the o ve r dose 

Great Some No 
Much Little 

0 0 0 0 0 1. Whether the woman' s fa mily is 
i n favor of giving her the 
overdose or not . 

0 0 0 0 0 2 . Is t he doctor obligated by the 
same laws as everybody else if 
giv i ng an overd ose would be the 
s a me as killing her. 

0 0 0 0 0 3 . Whether people wo uld be much 
better off without society 
regimenting their lives and 
even their deaths. 

0 0 0 0 0 4 . Whether the doctor c ould make 
i t appear like an acci dent. 

0 0 0 0 0 5 . Does the state have t he right 
to force continued existence on 
t hose who don ' t want to live . 

0 0 0 0 0 6 . What is the value of death 
prior to society ' s perspective 
on personal val ues. 

0 0 0 0 0 7. Whether the d octor has sympathy 
for the woma n' s suffering or 
cares more about what society 
might think . 
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0 0 0 0 0 8. I s helping to end another's 
life ever a responsible act of 
cooperation. 

0 0 0 0 0 9. Whether only God should decide 
when a person ' s life should 
end . 

0 0 0 0 0 10. What values the doctor has set 
for himself in his own persona l 
code of behavior . 

0 0 0 0 0 11. Can society afford to let 
everybody end their lives when 
they want to. 

0 0 0 0 0 12 . Can society allow suicides or 
mercy killing and still protect 
the lives of individuals who 
want to live. 

1 2 3 4 5 6 7 8 9 10 11 12 

Most important item 0 0 0 0 0 0 0 0 0 0 0 0 
Second most important 0 0 0 0 0 0 0 0 0 0 0 0 
Third most important 0 0 0 0 0 0 0 0 0 0 0 0 
Fourth most important 0 0 0 0 0 0 0 0 0 0 0 0 

WEBSTER : 0 Should have hired Mr . Lee 0 Can ' t Decide 
0 Should not have hired him 

Great Some No 
Much Little 

I 

0 0 0 0 0 1. Does the owner of a business 

II have the right to make his own 
business decisions or not? 

0 0 0 0 0 2 . Whether there is a law that 
forbids racial discrimination 
in hiring for jobs . 

0 0 0 0 0 3 . Whe ther Mr . Webster is preju-
diced against or i entals himself 
or whether he means nothing 
personal in refusing the job. 

0 0 0 0 0 4. Whether hiring a good mechani c 
or paying attention to his cus-
tomers' wishes would be best 
for his business. 



0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 

0 0 0 0 
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0 5 . What individual d if f erences 
ought to be relevant in dec id­
ing how society ' s ru le s are 
fil led? 

0 6. Whether the greedy and competi ­
tive capitalis tic s ystem ought 
to be completely abandoned. 

0 7 . Do a majority o f people in Mr. 
Webster's society feel like his 
customers or are a ma jority 
agains t prejudice? 

0 8. Whether hiring capable men like 
Mr. Lee wou ld use talents that 
would otherwise be l ost to 
society? 

0 9 . Would refusing the job to Mr . 
Lee be consis tent with Mr. 
Webster's own moral bel iefs? 

0 10 . Could Mr . Webste r be so hard ­
hearted as to refuse the job, 
knowing how much it means t o 
Mr. Lee ? 

0 11. Whether the Christian command ­
men t to love your fell ow man 
applies to this case. 

0 12 . If s omeone ' s in need , shouldn ' t 
he be helped regardless of what 
you get back from h im? 

1 2 3 4 5 6 7 8 9 10 11 12 

Most important item 
Second most important 
Third most important 
Fourth most important 

0 0 0 0 0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 0 0 0 0 

STUDENTS : 

Great Some 
Much 

0 0 0 

0 Take it over O Can' t d ecide 

No 
Little 

0 0 

0 Not take it over 

1. Are the students d o ing this to 
really help other people or are 
they doing it just for kicks. 



0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 0 0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 
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0 2 . Do the students have any right 
to take over property that 
doesn ' t belong to them . 

0 3. Do the students realize that 
they might be arrested and 
fined, and even expelled from 
school. 

0 4. Would taking over the building 
in the long run benefit more 
people to a greater extent . 

0 5. Whether the president stayed 
wi thin the limits of his au­
thority in ignoring the faculty 
vote. 

0 6. Will the takeover anger the 
public and give all students a 
bad name. 

0 7 . Is taking over a building con­
sistent with principles of 
justice. 

0 8. Would allowing one student 
take-over encourage many other 
s tudent take-overs . 

0 9 . Did the president bring this 
misunderstanding on himself by 
being so unreasonable and un­
cooperative. 

0 10 . Whether running the university 
ough t to be in the hands of a 
fe w administrators or in the 
hands of all the people. 

0 11 . Are the students following 
principles which they believe 
are above the law . 

0 12. Whe ther or not university 
decisions ought to be respected 
by students . 

1 2 3 4 5 6 7 8 9 10 11 12 

Most important item 
Second most important 
Third most important 
Fourth most important 

0 0 0 0 0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 0 0 0 0 



APPENDIX C 

An Ethics Test 

DIT No. ______ _ Identification No . _______ _ 

To complete the eight self-descriptive statements, 
please circle the letter next to the phrase that best 
describes you. 

1. In relating to a boss , I may: 
a. express a lack of concern if a lack of concern is 

expressed to me. 
b . convey impatience with ideas that i nvo lve depar ­

tures from procedures. 
c. show little interest in thoughts and ideas that show 

little or no originality or understanding of the 
company. 

d. tend to get impatient with lengthy explanations and 
direct my attention to what needs to be done right 
now. 

2. When circumstances prevent me from doing what I 
wa nt, I find it most useful to: 

a . review any roadblocks and figure out how I can get 
around them. 

b . rethink all that has happened and develop a new 
idea, approach or view of my job . 

c . keep in mind t he basics , pinpoint the key obstacles 
and modify my game plan accordingly . 

d. analyze the motivations of others and develop a new 
" feel " for: those around me. 

3. If I must deal with an unpleasant customer, I would 
probably try to: 

a. clarify the problem and explore the alternatives. 
b. highlight in plain language what I want, need or 

expect the customer to do. 
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c. explain the " big picture" and h ow the situation 
relates to it. 
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d. e xpress empathy by putting myself in his/her s h oes . 

4 . In terms o f things like persona l phone calls on the 
job, a company s hould probably : 

a. be understanding of the employees if the y don't 
overdo it . 

b. make the rules clear and see that they are followed. 
c. do what is best f o r company profits. 
d. explore company policies that are consistent wi th 

personal needs . 

5. If a fri e nd told me he was " padding" the expense 
account f or $10 , I would probably: 

a . advise the person not to ; that he is stealing and 
should not do it. 

b . figure t hi s is common practice even if it isn't 
right. 

c . figure each perso n is trying to survive the best he 
can. 

d . try not be judgmental and see if I could h elp . 

6. If I have done something that goes against the com 
pany policy and procedures , I probably : 

a. would have done so to help others in the company. 
b . would be upset and need to re-examine my actions. 
c . would have done so to get r esults in the most 

practical way. 
d. would cons ider how the policies and procedures could 

be modified in the future . 

7. When I start a ne w job, I f eel it i s preferable to : 
a . learn wha t is expected , what the rules are , and 

follow them . 
b. see where the company is and what its orientation 

really is. 
c . make a name for myself based on competit ive results. 
d. make friends and show I am a " regular " person. 

8 . When workmates take shortcuts , my actions will 
probably depend on: 

a . whe ther the workmates are good friends or not . 
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b. whether they knew the rules ; i f t hey d i dn't , I would 
explain them. 

c . whether their actions would hurt me and my depart-
ment . 

d . wheth er such shortcuts would significantly affect 
results . 

SOURCE : Situational Perceptions-Observat i ons Test b y 
Dr . Paul Mok . As c ited i n ''Find ing The Ethical Edge " 
by Karen Berney. Na t ion ' s Business (August 1 987) . 

Thank you for your part i cipation in th i s study. 



APPENDIX D 

COVER LETTER 

October 18, 1987 

1290 Jackson Lane 
Florissant, Missouri 63031 

Dear 

As per our telephone conversation , enc losed herewith is 
the Defining Issues Test (DIT) and a simplified version 
o f an ethics test . Please complete both tests as soon 
as possible , and return all forms to me in the enclosed 
self - addressed stamped envelope. 

To insure confidentiality , please do no t put your name 
or your employer on any of these for ms. In the upper 
right hand corner o f the DIT answer sheet there is a 
series of five blank rectangles entitled " Identifica­
tion Number." This number wil l be used for test 
identificat ion during statistical analy s is . It is im­
portant that this number be completed correctly . If 
your are male put a " 0 " in the first rectangle on t h e 
l eft . If you are female r;>ut a " l" is this rectangle. 
In the subsequent t wo rectangles record your age. And 
in the las t two rectangles place the number of years of 
experience that you have a s a middle manager . Now, 
record th is number in the ur;>per right -ha nd corner of 
the Ethics Test. At this time , you will not i c e a blank 
space in the upper left hand corner of the Eth ics Test . 
This space i s to be used for the DIT number. You wi ll 
find the DIT number in the lower right -hand corner of 
the DIT answer sheet . Please record the DIT number in 
this s pace now. 

Please read over t he DIT instruction booklet and ans wer 
the questions by filling in the appropria te c ir c le on 
the DI T answer s heet . The DIT is , for the most part , 
self-explanatory; however , if you s hould have a prob­
lem, please do no t hesitate to call me at 837- 5870 . 
Reme mber to answer a ll the questions as a blank answer 
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will negate a portion of the scori ng procedure. The 
average time for completing the DI T is approximately 
forty- five minutes. 
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After completing the DIT , you may proceed to t he Ethics 
Test . Th is t est is r elatively short i n comparison to 
the DIT and should take you approximately fi f teen 
minutes to complete . Please be sure to answer all 
eight of the self - descriptive statement s by circling 
onl y o ne letter for each statement . 

I am extremely grateful for your participation in this 
study . Thanking you in advance and anxiously a waiting 
your rep ly, I rema in , 

Respect f ully , 

Daniel W. Kemper 
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