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Abstract

Ethics is an integral part of the culture of public organizations, and designing an ethical
organization requires a systematic analysis of all aspects of the organization's culture and
aligning them in a way that supports ethical behavior and prevents unethical behavior. From
this point of view, the present study aims to explain the framework of ethical culture in public
organizations with a meta-synthesis approach. This study is developmental in terms of its goal
and follows a qualitative research method. The research community consisted of articles
published in the scientific journals of the world, which were selected after screening 41
articles. Therefore, in the first step, by using the meta-synthesis, the components of the ethical
culture framework including the antecedents, consequences, and threats of the ethical culture
were extracted, and in the second step, the theme analysis technique was used to categorize the
data and more accurately identify the effective components. The findings showed 25
antecedent components, 17 consequences, and eight threats to ethical culture in public
organizations. The results indicate that in order to effectively establish an ethical culture in
public organizations, short-term goals should be pursued and realized through the long-term
goals of the organization (improving ethical culture).
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Extended abstract

1. Introduction

The influence of ethical culture on the decision-
making process in social and governance
structures is of particular importance and has
been theoretically discussed in many studies;
however, a universal model of ethical culture
has not yet been presented (Brun and Trevino,
2006; Brun and Trevino, 2013; Pychlak and
Zerumk, 2021). Ethical culture includes various
contextual factors that promote or prevent
ethical and unethical behaviors and is considered
a very important factor in the sustainability of
public and government organizations (Brown
and Trevino, 2006; Huberts et al., 2007; Kaptin,
2008). In today's global landscape, the public
sector is a key point for achieving governance
goals, especially in public and social
frameworks. This is because governments are
the governing institutions responsible for
determining the policies to be implemented, and
whether they prioritize technological factors
(hard) or emphasize ethical and cultural
practices (soft) is a matter of fact that has always
been discussed (Zahari et al., 2024). In addition,
the employees of these organizations have an

important role in responding to adopting ethical
culture frameworks and creating sustainable
working conditions (Singania and Saini, 2023).
However, despite the increasing development of
science and the vital role of the public sector in
these areas, the challenges in cultivating an
ethical work culture that are aligned with the
principles of governance and public have been
ignored and it is for this reason that many recent
studies are looking for how public sector
organizations can effectively define the ethical
work culture in their frameworks operationally
(Zahari et al., 2024). Considering the research
gap of ethical culture in public organizations that
exists in this field, the present research seeks to
categorize and consolidate the framework of
ethical culture in public organizations based on
valid international studies.

2. Research Methods

This study followed the qualitative research
method to achieve the research objective. It is
also a developmental study in terms of its goal
as it takes a step toward explaining the
framework of ethical culture in public
organizations. Data collection was done by
examining library studies. The present research
is also descriptive-exploratory in terms of the
type of method. The collected data was analyzed
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using the method of qualitative implementation
of the research. In meta-synthesis, the author
examines the studies of previous thinkers
(Shafiei et al., 2020, 47) to combine guantitative
and qualitative findings (Manimoji and
Srinivasan, 2018, 632) of the research
background in the field in question, which
includes various techniques. There is a direction
to conduct research with a meta-combination
method, which is done in this study with the
method of Lachal and his colleagues (2017). It
should be noted that in order to extract data and
identify components, the analysis technique and
method suggested by Naeem et al. (2023) was
used.

3. Results

Studying numerous papers from researchers and
theorists in the field of behavioral and social
sciences shows that government and even
private organizations are required to be based on
the cultures and internal values that are assigned
to them. Arranging and using the models and
patterns governing the organization and the
indigenous approach to humanities theories are
considered one of the original functions of
today's theories. However, some of the
characteristics and patterns governing the
theories of humanities at the international level
have a surprising commonality with each other
(such as the theory of chaos) and this is the issue
that makes the overlap of the nature of human
communities in the world of creation more
obvious. From this point of view, the present
research was done with the aim of explaining the
framework of ethical culture in public
organizations with the meta-synthesis method
after a detailed review of 41 articles (out of 205

initial papers). Thus, in the first step, by using
the meta-synthesis method, the components of
the ethical culture framework including
antecedents, consequences, and threats to the
ethical culture were extracted (Lachal et al.,
2017). In the second step, to categorize the data
and identify the component more precisely, the
theme analysis technique (Naeem et al., 2023)
was used. The results revealed 25 antecedent
components, 17 consequences, and eight threats
to moral culture and created a comprehensive
model to better guide future research in the field
of moral culture.

4. Conclusion

The findings of this study revealed 25
antecedent components, 17 consequences, and
eight threats to ethical culture in public
organizations. The results indicated that in order
to effectively establish an ethical culture in
public organizations, short-term goals should be
pursued and realized through the long-term
goals of the organization (improving ethical
culture).
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