Acta Polytechnica Hungarica Vol. 15, No. 6, 2018

Survey of Ethical Managerial Behavior —a
Three Country Comparative Study

Andrea Bencsik, Renata Machova, Lilla Csokas

Faculty of Economics, J. Selye University
Bratislaska cesta 3322, 945 01 Komarno, Slovak Republik,
e-mail: bencsika@ujs.sk; machovar@ujs.sk; 107564 @student.ujs.sk

Timea Juhész

SAP-consultant, Hostlogic Co., Hungary, e-mail: tjuhasz@hostlogic.hu

Kornélia Lazanyi

Keleti Karoly Faculty of Business and Management, Obuda University
Tavaszmez6 u. 17, 1084 Budapest, Hungary
e-mail: lazanyi.kornelia@kgk.uni-obuda.hu

Abstract: The research presented in this study is focusing on upright managerial skills,
considering the expectations towards the manager and ethical leadership behavior. The
research, including quantitative and qualitative elements have addressed 3 countries
(Hungary, Slovakia, Czech Republic). The questions of the survey focused on differences
between upright managerial and leadership qualities, as well as the questions of ethical
managerial behavior. In addition to employee opinion and considering the managerial
aspects, the authors conducted a questionnaire survey to complement the research results.
The results of the descritive and complex statistical analysis have shown that there is
significant difference in the opinion of respondents of the mentioned countries regarding the
leadership qualities and expectations, as well as the ethical behavior.
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1 Introduction

The changes on the labour market require a new type of leadership (Mura et al.,
2017, Poor et al., 2017). Earlier, high-level of intelligence and professional
competence were the key features of managerial success. Nowadays, the importance
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of emotions is in focus, as human factors are becoming more and more appreciated.
Commitment of the employee and the need for ethical leadership behavior are also
widely discussed issues, when we consider leadership efficiency and success of the
workplace as a community.

Rational behavior was expected from leaders in the past, while emotions were
considered an irrational factor (Lazéanyi, 2009 a,b). Nowadays, communication and
decisions of managers should be influenced by emotions, so the role of emotions
cannot be excluded. Since the 1980s it has been widely accepted that managers have
to deal with emotions of their subordinates because ignoring emotions can result in
decreased management efficiency (Lazanyi, 2011). A good manager has the
appropriate mental skills and expertice, but emotional intelligence is a key to
succeed (Podr, 2009). However, besides cognitive and emotive components, ethical
factors also seem inevitaable when describing an upright manager or leader. As
ethical leaders are moral agents of their organisation (Xu et al., 2016) they are key
determinants of organization-focused justice. Just and ethical leaders engender
employees’ trust in their employing organization, which in turn promotes their
justice perceptions toward their organisation.

Hence, to achieve success and recognition of the organization it is necessary to
introduce a leadership style, where emotional involvment and ethical behavior are
emphasized. To achieve efficiency and employee satisfaction we need managers
with a focus on emotions, rather than managers exercising their power. These
managers are called,leaders” and have distinctive characteristics of their behavior
and leadership style. The main objective of the research is to detect a relationship
between these factors and explore their application in practice.

2 Theoretical Overview — Leadership

The basics of leadership as a science are connected with the origin of the
civilization. The rulers of Egypt, the Greek heroes and the biblical patriarchs have
one thing in common — leadership style.

Numerous definitions and theories emerged about the concept, content and meaning
of management and leadership. Based on the scientific background, it is a process
influencing the behavior between the superior and the subordinate. Our main
objective was to find out how the behavior and qualities of superiors influence the
business processes, how the superiors tend to motivate their employees to meet
objectives that serve the goals, needs and expectations of both sides (Bakacsi,
2004); (Day, Antonakis, online, 2015); (Stoner,Patterson, online, 2005). The
leadership expectations and the qualities of a good leader had been defined by the
Greek philosopher, Plato (The Republic). There are four qualities that make a good
leader. These qualities are: wisdom, courage, moderation and justice. Numerous
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researchers and professionals addressed the theoretical and practical aspects of
leadership. The question “Who is a good leader?” reoccurs in most of the
publications. The 20™ century has become the decade of development of the
management science. The science is a subject to constant change, which is
constantly influenced by social and economic systems (Sedlak, 2009); (Sziics,
Rady, Matkd, 2013); (Tureckiovd, 2007). The research of Kurt Lewin (2015), a
representative of behavioral science became a pioneer in several aspects. He
outlined the conclusions about leadership styles in 1938, and summarized the results
of a series of experiments based on simulated problem solving in a team. He
interpreted three different management styles (Bakacsi, 2004); (Heidrich, 2011).

His theory is based on three types of behavior:

1. Autocratic leadership style: all the important issues are managed by the

leader; he is sets the tasks and organizesthe teams. He is solely responsible
for decision making, controlling, evaluation and providing reward for the
employees. The leader’s behavior can be characterized rather friendly and
impersonal than hostile.
The experiments of Lewin have shown the highest performance in this
group (74%), but the performance was combined with stress. Resignation
of the leader was followed by declining performance (29%). The autocratic
leader is significantly limiting the independence of team members.

2. Democratic leadership style: the most important issues are decided by
team members following a debate. The leader acts as a facilitator and
encourages members of the team. The members of the team can decide
who they want to work with, and the team is responsible for sharing tasks
among the team members. The leader is objective or realistic. This style of
leadership leads to 50% of performance. The activity can be characterized
by creativity.

3. Laissez-faire/ delegative leadership style: the leaders are hands-off and
allow team members and individuals to make decisions; they do not
cooperate. The leader provides different tasks to team members and
encourages the staff to ask for further information, if necessary. He is not
involved in debate or consultation. The Laissez-faire style of leadership is
characterized by low quality of work. The team performance is only 33%.

The research results show that the team members found democratic and laissez-faire
style of leadership the most appropriate, but autcratic style of leadership proved to
be better in case of solving tasks (Dobék, Antal, 2013); (Dobék, Antal, 2010).
However, it is true about all the styles introduced above that the leader—follower
relationship is a dyadic one-on-one relationship, hence there is no leader without a
follower (Lussier, Achua, 2004).

The concept of management and leadership, as well as the correlation between them
has been addressed by many researchers. It is not the aim of this study to discuss
this issue in detail. However, we find it important to highlight the issue relevant to
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our research, to emphasize the difference between leadership and management. It is
a question of debate, whether difference between leadership and management exists
or not. New theories emerged in the field of leadership science in the 1980s. Conger
and Kanungo (1998) have made an influence with the concept of charismatic
leadership in the organization (Kardcsonyi, 2006). Charismatic leadership is the
attribution of leadership behavior, perceived by the employees. Based on the theory,
leadership can be defined as a kind of behavior. The charismatic leader is
differentiated from non-charismatic leaders by the following behavioral elements:

- Vision for the future

- Personal risk taking

- Sensitivity towards the environment
- Sensitivity to followers needs

- Behavior different than the usual

By articulating a vision, having sensitivity to followers needs and developing a
sense of collective identity, charismatic leaders may strengthen identity-based trust
(Lewicki, Bunker, 1996). Caldwell and Karri (2005) have defined 15 characteristics
of great leaders. In his model integrity, as the main initiator of organizational and
interpersonal trust creates congruence and alignment of organizational rules and
values, while an upright moral position and ethical principles accertain that the
leader honoures his duties and that the interests of all parties will be taken into
account and protected (Caldwell et al. 2008).

The introduction of one of the oldest and the most basic theories of human
sensibility is only a brief excerp of the models and theories, which focus on
leadership behavior aimed at achieving success. We will not provide a detailed
presentation, but their importance is undisputable regarding the research of
successful leadership. We wanted to know in what measure the respondents agree
with the existence of leadership qualities.

The good leader has excellent interpersonal skills and can motivate the team of his
employees. He is systematic and can handle the unexpected situations; can exercise
his authority and build mutual respect; emphasizes cooperation and enthusiastically
involved in it. He is able to adapt to specific situations and accept different opinions
and perspectives, thus enabling the staff to accept the vision of the organization and
common objectives. A leader is able to generate trust in his subordinates, where
they do not only enter into a social contract with another party, but willingly accept
the risks involved within that relationship as well (Mayer, Gavin, 2005), (Lazanyi
et al. 2017). Subordinates, by their choice of following a leader relinquish their
personal choice to another person hoping that the leader will honor his duties
(Caldwell, Clapham, 2003). Hence, trust is a basic function of the leader-follower
relation. What is more, according to Brown’s findings (Brown et al. 2005) trust and
the perceived level of the leader’s fairness play vital roles in the formation of
employee perceptions about their leaders’ ethics and the organization’s ethical
climate, influencing the subordinates’ motivation and their behavior.
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2.1 Business Ethics

Ethics means moralization, so we can conclude that it is related to morality and
morals (Blaha, Dytrt, 2003); (Jankovsky, 2003); (Lewis, 1985).

According to an ancient hypothesis, ethical or moral behavior expresses self
inspiration of an individual to control their behavior in order to benefit ourselves
and others, without being harmful for anyone.

Ethics is a science dealing with moral principles. Its main objective is to explore
specific rules and principles, which define what is acceptable or not in certain
situations. These rules and principles are called ethical theroy (Crane, Matten,
2007).Business ethics became a discussed issue about 50 years ago in the USA. In
1990s, Zsolnai and Kindler (1993) published a comprehensive study about the
impact of ethics on the economy. Boda and Radacsi (2002) emphasized the function
of strengthening social expectations in the development of business ethics,
highlighting that not only the environment but the corporate executives themselves
required the fixing of ethical norms to deal with internal moral conflicts. According
to the authors, the primary objective of corporate ethics is to provide an analysis
framework for decision making and suggest solutions to enhance ethical behavior
of management (Varsanyi, 2006).

The emergence of business ethics in the 1980s was a revolutionary paradigm shift
that brought a new way of thinking. Beside profit maximization, ethical corporate
behavior became important. This period is linked to the social audit of The Body
Shop, and the People, Planet and Profit strategy of Shell and the spread of CSR
programmes. This period was the age of business ethics (Crane, Matten, 2010);
(Zsolnai, 2015).

Several factors are listed below about the key role of business ethics:

- The public is often disturbed by new developments in the companies, but
corporate ethics help to understand and accept the changes difficult to tolerate
and the new situations.

- The businesses provide opportunities that make a significant contribution to the
society, e.g. products, services, workplaces and pay tax. These are the pillars
of the economic development.

- The violation of busines law can cause enermous damage to individuals, the
community and the environment as well.

- Some businessmen have already participated in training about business ethics
in Europe and elsewhere. Business ethics can help in ethical decision-making
by providing leaders with appropriate knowledge and tools and enable them to
identify and analyze the situations precisely and find solutions to ethical issues
and dilemmas they face.

- Ethics violations are still present in the business world. According to a recent
research in England, which focuses on workplace ethics, one out of four
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employees felt heavy pressure when they had to compromise between their own
and the company standards.

- Business ethics is providing knowledge beyond the traditional framework of
economic studies and confronts us with important issues of the society (Crane,
Matten, 2007).

Ethical principles and behavioral rules are summarized in the Code of Ethics that
should be respected by the members of the organizations.
2.1.1  Ethical Expectations
Ethical behavior is important for all of us. In the corporate environment, managers
are the people who should serve as role models for their employees. Trust in
managers is proved to be related to the perceived level of ethical leadership and a
have positive effect on work engagement as well (Chughtai, 2015). In line with this
Trong Tuan (2012) emphasised the importance of congruence between espoused
and enacted values since this is one of the cornerstones for the development of
employees’ trust in managers.
This is equally relevant to ethical behavior and decision making. The concept of
ethical leadership was formulated by Brown, Trevifio and Harrison (2005).
According to them, ethical leadership is based on two pillars: a moral person and a
moral leader. They suggest that the ethical leader must be more than just a moral
person. He must act as an ethical leader. However, ethical decision-making is not
enough for the leaders to be ethical people. The followers have to see their leaders
as an example for ethical behavior. This can be manifested in visible actions,
rewards, discipline and mediating values (Donlevy, Walker, 2011); (Lasthuizen,
2008); (Spangenberg, Theron, 2005). Howell and Avolio (1992) defined the factors
that determine the ethical and non-ethical behavior of the leader. The following
table summarizes the factors.
Table 1
The characteristics of ethical and non-ethical leaders

Ethical leader

Non-ethical leader

The power is exercised for the interests of
others

The power is exercised for individual
interest

The vision is based on the needs and desires
of followers

Realises his own personal vision, the vision
is communicated to followers

Considers the criticism and learns from the
mistakes

The critical opinion is censored

Inspires
followers

independent thinking of the

Requires to agree with his decisions
without doubt

Practices two-way communication

Practices one-way communication

Supports and develops the followers

Does not consider the needs of his
followers
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Respecting the internal moral rules, | Takes into account the external moral rules
represents the interests of the organization | to fulfill his own interests

Source: Howell and Avolio, 1992 Page 45

The authors studied the relation and validity of the concept leadership-leader-ethics,
based on the answers of respondents of three nations.

3 Research Methodology — The Research Sample

The survey was conducted in 2017 in Hungary, Slovakia and the Czech Republic.
The listed countries belong to the group of Central and Eastern European countries
and were recognized as socialist countries until the political transition. Nearly three
decades have passed on since the political transition, both the societies and the
economy struggle with some characteristic features of the past regime. All of the
mentioned states have a very similar political past, which has had impact on the
economic achievements of these countries. The closed borders did not provide
possibility for proper development. The influx of foreign capital started after
removing the borders, and different level of development has started in the
mentioned countries. The common past and similar economic conditions were the
factors to examine these countries.

3.1 Methodology

The research was conducted using a questionnaire survey and personal interviews.
The questionnaires were distributed in the selected countries. The issue was
researched from the perspective of the employees. The submitted questionnaires
satisfied the requirements of representation on the basis of statistical registers. The
questionnaires were sent to 5000 employees, 486 questionnaires were returned
completed. The willingness to respond was more than 9%, but the research sample
is not representative. The specification of our respondents will be presented in the
next chapter. In order to confirm the results of the questionnaire survey, we
conducted interviews with the managers of individual countries. This paper will
present the results of the quantitative research. The questionnaire consisted of
closed questions, based on nominal and metric scales. The questionnaire was
divided into three main parts. The first part of the questionnaire focused on the issue
of leadership; the second big question group concentrated on the issue of ethics; and
finally the authors examined the correlation between the leadership and ethics.

The researchers have differentiated the concept of leader and manager in the survey,
so the questions focused on the required characteristics of the manager,
characteristics of a good leader and elements of behavior. Rest of the survey
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questions focused on ethical behavior, examined the ethical values of the leaders
and included questions about the Code of Ethics in the companies. We were
interested in how the companies respect regulations, whether the employees are
familiar and respect them. In the third phase the ethical behavior of the leader and
its impact on employee satisfaction has been examined.

3.2 Methodology of Analysis

The analysis was performed by using a single and multivariate statistical methods
(frequency, standard deviation, mean analysis, cross-table interpretations,
nonparametric tests, cluster and factor analyzes) applying the SPSS programme.
The research results are presented on the basis of the following hypothesis.
Hypothesis:

The respondents of the surveyed countries had different opinions about the
relationship between leadership and ethics.

4 Research Results

The introduction of research results we will start by specifying the research sample.
The tables below contain the most important characteristics. Table 2a presents the
characteristics in figures, while in Table 2b the results are expressed in percentages.

Table 2a
Sample characteristics in figures

Czech
Hungary Slovakia Republic
Gender

Male 62 80 54
Female 94 118 78
together 156 198 132

Age
18-25 22 32 24
26-35 85 70 49
36-45 41 60 35
> 45 8 36 24
Type of the company
Micro enterprise 2 34 18
Small enterprise 20 58 28
Medium-sized
enterprise 20 66 26
Big enterprise 114 40 60

Source: Authors’ own research
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Table 2b
Sample characteristics in %
Czech
Hungary Slovakia Republic
Gender
Male 12.8% 16.5% 11.1%
Female 19.3% 24.3% 16.0%
total 32.1% 40.8% 27.1%
Age
18-25 4.5% 6.6% 4.9%
26-35 17.5% 14.4% 10.1%
36-45 8.4% 12.3% 7.2%
> 45 1.6% 7.4% 4.9%
Type of the company
Micro enterprise 0.4% 7.0% 3.7%
Small enterprise 4.1% 11.9% 5.8%
Medium-sized
enterprise 4.1% 13.6% 5.3%
Big enterprise 23.5% 8.2% 12.3%

Source: Authors’ own research

The first part of the questionnaire deals with the leadership qualities. The
respondents had to express their opinion about the qualities emphasized by Plato
(wisdom, courage, moderation and justice). The respondents had to decide on 5-
point Likert Scale how much they agree with the ideas mentioned above. The scale
is used to express the opinion of respondents, where 1 = not characteristic at all,
5=absolutely characteristic. 82.1% of the respondents agreed with the definition;
the average was 4.2, while deviation was low (838), which means that the
respondents had a relatively unanimous opinion on the issue. The authors examined
whether the respondents in different countries have different opinion on the issue
discussed. As the metric variable did not show normal distribution, the researchers
conducted a Kruskall-Wallis Test. The results showed no significant disagreement
among the respondents of different countries (Chi-Square: 4.418 df: 2 sign.: .110
p>0.05). Mainly the Slovak respondents accepted the definition (average: 4.24),
while the lowest level of acceptance was shown by the Hungaian respondents
(average: 4.13). To consider what is expected from the leader, the authors used the
qualities defined by Conger and Kanungo. These qualities had to be valued on 5-
point Likert Scale, where 1 = not characteristic at all, 5=absolutely characteristic.
Table 3 presents the average and standard deviation of the answers.
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Table 3
Qualities of a good leader (mean value, standard deviation)

Standard
N Average | deviation
Qualities Valid Missing

Future vision 486 0 4.15 .880
Personal risk taking 486 0 3.80 941
Sensitivity towards the environment 486 0 3.84 1.010
Sensitivity to followers needs 486 0 3.94 1.005
Behavior different than the usual 486 0 3.08 1.082

Source: Authors’ own research

Based on the collected data from the respondents, the leader should represent the
future vision in the company, while being open to his employees. Presentation and
symbolization of the future vision does not imply that he should also represent a
behavior different than the usual. Based on the results of Kruskall-Wallis Test, the
opinion of respondents about the qualities listed differed only in one case. Mainly
the Hungarian respondents agreed with the future vision (Chi-Square: 4.078 df: 2
sig:,130 p>0.05); average: 4.29), while Slovak respondents agreed the least
(average: 4.09).

The next focus of the research was to evaluate, whether the respondents accept their
subordinate as a leader or rather a manager. To make a decision, the respondents
were provided a definition by the authors. The following definition was formulated:
“We think about the manager as a leader, who is providing an added value by
enhancing the self-confidence of his employees, their belief in their skills and
experience. He is able to motivate his team and can be characterized with excellent
interpersonal skills; can handle uncertain situations; manages with prestige and puts
great emphasis on teamwork; respects colleagues and capable of adapting to
different situations and act accordingly. The good leader can accept the diversity of
colleagues, who accepts the vision and goal of the organization, as well as work
hard to achieve it.”

Based on the definition, 70% (340 respondents) of the respondents considered their
superiors to be a leader. Those respondents, who thought about their superior as a
leader expressed their opinion about the importance of further qualities of a good
leader. A 5-point scale was used for evaluation, where 1= not characteristic at all
and 5= absolutely characteristic.

Table 4
Leadership characteristics (average, standard deviation)

N Average Standard
Characteristics deviation
Valid Missing
strengthens the s;:g]-(?onfldence of the 340 0 383 955
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inspires the team in different situations 340 0 3.85 914
has strong interpersonal skills 340 0 3.90 .893
is able to handle uncertain situations 340 0 411 794
instead of exercising power leads with 340 0 400 910
prestige
respects his colleagues 340 0 4.16 911
emphasizes teamwork 340 0 3.99 1.006
accepts the diversity of colleagues 340 0 4.10 914
can inspire colleagues to accept the
fu_ture_ vision and goals of the 340 0 392 851
ogatnization, as well as work hard to
achieve it

Source: Authors’ own research

According to the answers of respondents about their superiors, the leader respects
his colleagues, does not discriminate and can handle different situations. The
respondents had a relatively similar opinion. The qualities mentioned in the table
had been converted into factors for further analysis. All variables corresponded to
factor formation (KMO value .916, Barlett-test: approximate Chi-square: 1652.878
df: 36 sign.: .000). The proportion explained was 66.552%, while Varimax rotation
was used for factor formation. Two factors have been introduced:

1. The first factor covers the characteristics regarding the emotional
intelligence of the leader. (accepts diversity of his colleagues; respects
his colleagues; emphasizes teamwork; can inspire colleagues to accept
the future vision and goal of the organization and works hard to
achieve it; instead of exercising his power manages with prestige)

2. The second factor covers the characteristics connected to the
management of the organization (the leader has excellent
interpersonal skills; can handle uncertain situations; can inspire the
staff; is able to strengthen the self-confidence of employees)

Based on the opinion of the respondents, the authors conducted further analysis.
The factors were used to create homogeneous groups by clustering. 3 clusters were
created, and the cluster centers are demonstrated in Table 5.

Table 5
The Cluster centres
Cluster
1 2 3
REGR factor score 1 for analysis 1 47997 -1.41107 .38284
REGR factor score 2 for analysis 1 -1.22804 -.06517 .58408

Source: Authors’ own research

Based on the cluster centers, the following clusters have been formed:
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1. The leader’s qualities are weak to manage the organization.

2. Both factors in the cluster are weak, especially the first factor
(emotional intelligence) is strongly negative.

3. Both the emotional intelligence and managerial skills of the leader are
strong.

According to the respondents, 82 managers belonged to the first, 77 to the second
and 181 to the third cluster.

It was also a subject of the analysis, if there is difference between the classification
of managers of the surveyed countries into different clusters. The Chi-square test
showed a significant difference: Chi-square: 11.206 df: 1 sign.:, 024 p<0.05. The
results showed that more than half of the Hungarian respondents ranked their
superiors in the third cluster, while each sixth of the respondents ranked them into
the second cluster. 46.5% of the Slovak respondents ranked their superiors into the
third cluster, while each second respondent placed them into the second. The
respondents of the Czech Republic ranked their superiors into the third cluster,
while each fifth of the respondents placed them in the second cluster. According to
answers of respondents, their managers are rather leaders, while their emotional
intelligence should be improved.

The following questions focused on the respondents’ satisfaction with their
managers. About 65% of the respondents were satisfied with their superior, who
were evaluated on 5-point scale (1=absolutely dissatisfied and 5= absolutely
satisfied). The authors also examined, if there is a difference in level of satisfaction
between those, who considered their superior a leader or not. The non-papermetic
Mann-Whitney U test 8068.00 sign.: .000 signalled a significant difference. Those
who categorized their superiors as leaders have reached a satisfaction rate of 4.11
combined with a low-level of standard deviation .844. Those, who did not think
about their superiors as leader had a very low rate of satisfaction 2.77 with a higher
level of standard deviation (standard deviation: 1.033).

The respondents had to position their superior according to Lewin’s leadership
styles. According to 32.7% of the respondents their superiors are autocratic, 52.9%
apply democratic style of management and 14.4% fall into Laissez-faire style. The
classification of leadership style had no significant effect on the nationality of the
respondents (Pearson Chi-square: 5.365 df : 4 sign.: .252 p>0,05).

The authors have analyzed whether there is a correlation in the pattern between the
satisfaction with the leader and the leadership style. The Kruskal-Walis test proved
a significant correlation (Chi-square: 123.592 df: 2 sign.: .000 p<0.05). The
respondents were mainly satisfied with democratic style of leadership (average:
4.18), followed by Laissez-faire style of leadership (average 3.73) and the least
popular was the autocratic style of management (average: 2.93).
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The next part of the questionnaire focused on opinion about ethical issues.
According to an ancient belief, the moral or ethical behavior expresses that
individuals control their behavior to benefit others or cause no harm to anyone.

The first questions the authors examined were,whether ethical misconduct or
problems occur on the workplace and if the companies have already introduced the
Code of Ethics, including the required ethical principles to respect in the company.
The analysis was also interested in how much the employees know about the Code
of Ethics and how familiar they are with the principles involved in the document.
About a third of the respondents have already experienced ethical misconduct in
their workplaces. 33.3% of the Hunagrian 22.2% of the Slovak and 33.3% of the
Czech respondents had experience with ethical violation on their workplaces. The
authors have collected several options regarding ethical violation. The respondents
had to decide in what measure the listed options are characteristic for their
organizations. They had to evaluate the listed options on the 5-point Likert Scale
(1= not characteristic at all, 5- absolutely characteristic). The standard deviation and
the average are presented in the table below:

Table 6
Non-ethical forms of behavior
Standard
Non-ethical forms of behavior N AVIage | geviation
Valid Missing
Lie 486 0 2.37 1.106
Deception 486 0 2.33 1.035
Bluffing 486 0 2.44 1.084
Abuse of power 486 0 2.54 1.236
Fail to comply with the law 486 0 1.97 1.019
Remain quiet about the key information 486 0 2.28 1.077
Agression 486 0 1.72 .958
Bribery 486 0 1.69 .903
Sexual orientation discrimination 486 0 1.66 .936
e e | 6 | o | 1m |

Source: Authors’ own research

The low average values show that the listed non-ethical forms of behavior and
procedures are relatively uncommon on the workplaces of the respondents. The
highest average among the listed ones was shown in case of abuse of power. The
standard deviation is the highest, which means that the respondents did not share
the same opinion. Sexual discrimination was considered to be the least typical and
respondents had a relatively similar opinion.
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The authors have also analyzed whether there is difference in terms of ethical forms
of behavior listed between the individual countries. The test has shown a significant
difference in the following cases:

Table 7
Kruskal-Wallis-test (p<0,05)
Chi- Square df Asymp. Sig.
Deception 8.036 2 .018
Bluffing 7.094 2 .029
Abuse of power 6.232 2 .044
Bribery 9.873 2 .007

Source: Authors’ own research

In terms of deception, the highest average was for the Hungarian respondents
(average: 2.5), the lowest for Czechs (average 2.24). Bluff was the most typical for
Hungarians (average 2.56) and the least typical for Czechs (average: 2.29). Abuse
of power has shown the highest value with Hungarians (average: 2.71), the lowest
value was achieved by Slovak respondents (average: 2.40). In case of bribery, the
highest average was given by the Checz respondents (average: 1.79), while the
lowest value by Hungarians (average 1.51).

According to the respondents, 36.6% of the organizations have Code of Ethics that
employees have to be familiar with. 9.1% of the respondents know about the Code
of Ethics, but do not control whether the principles are kept or not. 13.2% of the
organizations have Code of Ethics, but the employees are not familiar with it. 41%
of the respondents answered that the organizations they work for do not have a
written set of principles in the form of Code of Ethics. There was significant
difference regarding the nationality (Pearson’s Chi-Square test: 62.280 df: 6 sign.:
.000 p<0.05). The Hungarian organizations follow the principles of the Code of
Ethics (48.7%). The most frequent answer of Czech and Slovak respondents was
the absence of Code of Ethics (Slovak respondents 57.0%, Czech respondents
43.9%).

The respondents were asked about their reaction if they recognize that colleagues
or superiors do not respect the principles of the Code of Ethics. Most of the
respondents (40.6%) signal that the principles of the document were not respected;
24.4% of the respondents showed no reaction at all; 20.6% would announce any
unfair action; 14.4% warn the attention of the person for unfair action. During the
examination of the question in different countries, the authors identified a
significant difference (Pearson’s Chi-Square: 20.743 df: 6 sign.: .002 p<0.05). The
majority of Hungarian respondents (30.8%) take no action, while 58% of the Slovak
and 50% of the Czech respondents warn the attention for unfair action.

Further question was whether the manager always respects the principles of Code
of Ethics. The respondents had to provide their answers on 5-point Likert scale,
where 1= not characteristic at all and 5= absolutely characteristic. The average value
was 4.35 and the standard deviation .709, which suggests that the phenomenon is
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really characteristic. The low average value shows that respondents have similar
opinion. The Kruskall-Wallis Test also presented different opinion of the countries
involved in our research (Chi-Square: 11.226 df: 2 sign.:, 004 p<0.05). The most
characteristic was the statement in case of the Czech respondents (average 4.49) and
the least characteristic was in case of the Slovak respondents (average: 4.17).
According to 68.7% of the respondents, the managers show ethical behavior, while
13.6% of the respondents experienced unethical behavior.

Finally, several forms of unethical behavior were listed and respondents had to
choose, which form of unethical behavior and to what extent was characteristic for
their managers (where 1= not characteristic at all and 5= absolutely characteristic).
The average of answers and the standard deviation is presented in Table 8.

Table 8
Unethical forms of behavior
Standard
N Average deviation
Forms of behavior Valid Missing

Different treatment of employees 486 0 2.32 1.189
Using inappropriate tone 486 0 2.27 1.173
Abuse of power 486 0 2.23 1.222
Unfair evaluation 486 0 2.23 1.187
Retaining information 486 0 2.25 1.118
Distrust 486 0 2.24 1.154

Source: Authors’ own research

Low averages have emerged in case of different forms of behavior, which show that
unethical forms of behavior are not really characteristic. The high value of
deviations proves that respondents had very different opinion regarding different
forms of behavior. Significant difference in opinion is shown in case of two forms
of unethical behavior: “using inappropriate tone” and “retaining information”. The
Slovak average (2.39%) was the highest in case of the first (using inappropriate
tone), while highest average (2.41%) in case of the lattest (retaining information)
was shown by the Hungarian respondents. Summarizing the results above, the
hypothesis was accepted.

Conslusions

The present paper presents the results of survey conducted in 2017. The research
focused on management vs leadership and ethical issues in three different countries.
Based on the result sample of the survey, the Hungarian, Czech and Slovak
respondents had different opinion about the relationship between ethics and
leadership.

Our respondents have agreed on the most important qualities of a good leader,
emphasized by Plato. These are the following: wisdom, courage, moderation and
justice. In addition, the most important feature of the good leader is to represent the
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vision of the organization, to remain open to employees and consider the needs of
them. However, the mentioned characteristics do not determine a different behavior
as a manager. Marcus Buckingham (2009) also emphasized that a good leader can
recognize the value and unique qualities of the employee, as well as he can utilize
them.

We have also examined the ratio of those, who are called leaders by their employees
in the mentioned Central and Eastern European countries. A relatively high ratio
(70%) of respondents think that their superior is a leader. This can be seen as a very
positive achievment and it also reflects that our region is dominated by leaders
respecting their employees, who do not practice discrimination and are able to
handle different situations. Our research has shown that all the employees, who
think about their superiors as leaders were more satisfied with the superior. We
came to conclusion that it has impact on the employee’s satisfaction if their superior
is considered to be a leader.

Based on the Lewin’s experiment, we have examined which style of management
is the most widespread among the managers. More than half of the managers
practice democratic style of management. This is followed by the autocratic style
of management, represented by one-third of the managers. The smallest ratio was
achieved by managers practicing Laissez-faire style of management. We have also
analyzed which management style the employees were the most satisfied with.
Respondents were the most satisfied with the democratic style of management,
followed by Laissez-faire. The least satisfied were with the autocratic style of
management. This result matches the research results of Lewin, however Lewin
studied employee efficiency influenced by different styles of leadership. We have
recognized a correlation between employee efficiency and their satisfaction. As a
result, those superiors will make their employees satisfied, who consider the
interests of their subordinates. This is a key to cooperation and efficiency. This
result is supported by the research results conducted earlier (Vlacsekova , Mura,
2017).

The second part of the research focused on ethics. We have primarily studied the
ethics violation on workplaces in the Central and Eastern European countries
mentioned above. The Hungarian and Czech employees have experienced
workplace ethics violation at a similar rate of 33.3%. The employees of Slovak
businesses have experienced ethical misconduct in a lowest measure of 22.2%. The
Hungarian respondents experience several examples of ethical misconduct, but the
majority of them do not react after recognizing it. It is also true that the unethical
form of superior behavior shows a low average, similarly to other countries. The
Slovak respondents encounter a relatively low rate of ethical misconduct, but there
is low number of companies with a Code of Ethics, while the majority of Czech
respondents warn the attention in case of any ethical misconduct.

The low average value shows that ethical violation is not common on the
workplaces of the surveyed Central and Eastern European countries. It is true that
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the ratio of these cases is relatively low, but we were interested in the possibility to
decrease their occurrence on the workplaces. We believe that development and
implementation of the Code of Ethics can serve as a good basis. Our survey shows
that nearly 60% of the respondents emphasized the existence of Code of Ethics on
their workplaces. The ratio is relatively high, but our survey results show that only
36.6% of the companies require their employees to respect the requirements
included in the document. To respect the Code of Ethics was the most characteristic
for the Hungarian organizations. The data presented shows that there is a need to
introduce the Code of Ethics and comply with the requirements involved in the
document. We think, it will help employees of the company to make good decisions,
and will contribute to efficient operation of the company. It also provides guidance
both for employees and their superiors about the behavior expected on the
workplace. In addition to guidelines, the Code of Ethics clearly outlines the
implications of non-ethical behavior. Being familiar with the consequences may
reduce the frequency of ethical violation.

We found it important to examine whether a good leader respects the Code of Ethics
in every situation. We believe that the leader should act as a positive example in
front of the employees. If they do not respect the Code of Ethics, it cannot be
required from the employees as well. Our research results show that compliance
with the rules of the Code of Ethics is important, and the leaders should respect
them. Only a small percentage of managers can be characterized by unethical
behavior. We can conclude that they are genuinely aware of their role to be an
example for employees.

The behavior of the manager has a strong impact on the employee satisfaction.
Those employees are satisfied with their managers, who are A type of leader and
exercise democratic style of management. Our research also emphasizes that ethical
behavior is an essential attribute of a good manager. Hassan and colleagues (2013)
reached similar results in their research. Attention is drawn to the fact, that
managers have recently encountered difficulties in motivating their employees, but
practising ethical behavior has positive impact on their employees and will increase
their satisfaction.
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