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Abstract 
 

Now more than ever, government employees are expected to deliver the best public services that 
people deserve. The quality of service that government workers provide to the populace can be linked 
with how well they perform in their respective workplaces. Hence, the research paper aims to explore 
how ethical climate and job meaningfulness contribute to the job performance of people working in 
government agencies. The participants were select workers employed in national government agencies, 
and they were identified purposively through river sampling technique. Using path modelling via 
partial least squares, and predictive-causal as research design, the results revealed that ethical climate 
significantly and positively influences job meaningfulness and job performance. Moreover, job 
meaningfulness and job performance were found to be significantly and directly related. The 
mediation assessment showed that ethical climate significantly and positively affects job performance 
via job meaningfulness. Contrary, the moderation analysis revealed that tenure has an interaction effect 
on the link between ethical climate and job meaningfulness. 
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1. Introduction  
Employees, being considered as the most important asset, play an important factor in the success or 
failure of any organization (Ibrahim, 2021). The role being played by each worker in the firm is critical; 
hence, companies need to ensure their people of job meaningfulness to triumphantly attain better 
performance, productivity, and quality services (Gabcanova, 2011). Continuous improvement 
strategies such as quality training and development must be in place for the employees’ improved job 
performance (Harvard Business Review, 2017). From this, it is therefore the role of any firm, private 
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or public, to hone workers to the best of their abilities so they can productively contribute to the 
realization of organizational goals (Ramanujam & Venkatraman, 1986). 
It has been argued that performance improvement must be a top priority for any government (Al-
Dhaafri et al., 2016). Government entities need to consider ways to improve their overall performance 
to ensure accountability, integrity, and transparency (Ashour, 2004). In the Philippines, continuous 
improvement of overall performance in the government sector has been implemented by different 
administrations to gain public trust. To ensure that quality performance is to be given by their 
employees, the government sector should keep their people motivated. Fostering intrinsic values in 
the workplace results into respect and trust from people in the workplace, and a way of ensuring 
people’s growth by having a sense of fulfillment in a certain job (Jaramillo, 2013). In the context of 
public institutions, government employees normally would find meaningfulness with their job when 
they gain public trust. Employees that are highly motivated typically exhibit positive commitment to 
the company (Raabe & Beehr, 2003) and excellent performance in serving the government and the 
public. 
 
Competence and integrity must be present when government workers deliver public service to people. 
All government officials are expected to be people of integrity and positive values every time they 
perform their responsibilities to the public (Rasli, 2020). The attitudes and behaviors of government 
workers can be affected by workplace environment, including ethical climate. Raile and Eric (2013) 
contended that ethical climate is an integral factor in facilitating productive interactions among people 
and favorable organizational outcomes. When ethical climate is evident, employees can easily find 
solutions to organizational challenges (Dinc & Huric, 2017). 
 
It has been noted that ethical problems arise because of poor management practices and economic 
pressures (Ghazali, 2014). With this, ethical climate does not only affect employees’ perceptions on 
their jobs, but it may also lead to poor performance and attitude towards work (Brown & Trevino, 
2006). Precedent studies showed that employers treating their employees fair give an impact on 
employee performance (Rosso et al., 2019; Bailey et al., 2010). Past studies on ethical climate in the 
public sector context focus more on the attitude of the government agencies towards ethical climate 
(Park & Shim, 2019; Hamoudah et al., 2021; Ghazali, 2014) while other scientific works contended 
that ethical climate and job meaningfulness are associated in private sector realm (Farzaneh et al., 
2014; Mulki et al., 2009; Jaramillo, 2006). There were insufficient studies in the government sector that 
were conducted on the effect of ethical climate, job meaningfulness and job performance, and how 
tenure can possibly influence the interrelationships of the said constructs. Like any other organization, 
ethical climate, job meaningfulness, and job performance of government agency workers are crucial 
in providing better public services. Therefore, the present study aims to investigate direct effect of 
ethical climate on job meaningfulness and job performance of government employees, the indirect 
effect of job meaningfulness on the link between ethical climate and job performance, and the 
moderating role of government workers’ tenure on the interrelationships of ethical climate, job 
meaningfulness, and job performance. 
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2. Literature Review 
 
2.1. Theoretical Framework 
The present study is anchored on social exchange theory which was developed by George Homans in 
1958. The theory proposes that behavior of any individual is a result of an exchange process that 
supports an organization with strong ethical climate where employees believe that it has a strong code 
of ethics which will yield to high performance (Cullen et al., 2003; DeConnick, 2010; 2011; Picollo, 
2010). In addition, with social exchange theory, when individuals provide benefit to others, they expect 
to receive benefits in reciprocity (Blau, 1964; Cropanzo & Mitchell, 2005). This theory suggests that 
the presence of ethical climate in the organization results to better job meaningfulness and job 
performance of employees. 
 
The present study is also grounded on sense making theory by Brenda Dervin in 1980. This theory 
suggests that individuals react based on their collective experiences, how they interpret these collective 
experiences and what actions they need to do based on these experiences. For example, if an 
organization has a positive work behavior, employees react positively and, vice versa, if employees are 
thrown into a negative situation, they will act negatively (Chan & Mak, 2014; Chen et al., 2011). It also 
gives justification on the organizational tenure of an employee, that if an employee stays in an 
organization with positive or negative climate, it will affect the performance and meaningfulness 
perceived by these employees. 
 
Social exchange theory and sense making theory were used in this study as these theories suggest that 
employees would react on what kind of behavior there is in an organization, and this behavior affects 
their meaningfulness at work and performance (Cullen et al., 2003; DeConnick, 2010; DeConnick, 
2011; Picollo, 2010; Chan & Mak, 2014; Chen et al., 2011). 
 
2.2. Ethical Climate 
Ethical climate serves as a tone of the organization and shapes the behavior of employees in the 
organization (Dinc & Huric, 2016). It helps employees on how they will perceive certain situations 
and give the expectation of what to do on certain situations (Cullen et al., 2003; Martin & Cullen 2006). 
According to Moore and Moore (2014), ethical climate increases productivity of an employee in an 
organization if it is positive. Hence, employees would know what to do, what are the issues within the 
organization’s ethical content, and what constitutes appropriate criteria to follow whenever there are 
problems (Rogojan, 2009). Ethical climate serves as the guide of the employees’ perception of how 
their organization works and provides employees with information of what is right or wrong behavior 
(Moon & Choi, 2014). Therefore, leaders should serve as an example on how to implement the ethical 
requirement in the organization so that employees would follow (Dickson, 2001; Schminke et al., 
2005). They also need to focus on building and providing right and proper ethical behavior in a work 
environment to give high level of commitment among the employees (Shafer, 2013; Hung, 2015; Kaur 
2017). 
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2.3. Job Meaningfulness 
Job meaningfulness is having a sense of fulfillment no matter how small or big the achievements are 
(Thomas & Velhouse, 1990). Employees find their job more satisfying and meaningful once the 
organization is able to maintain balance between the needs of the organization itself and its employees 
(Cartwright & Holmes 2006).  Most likely, the ones who make their job meaningful and have a lower 
chance to quit are those employees who create positive attitude towards their workplace (Beehr & 
Raabe, 2003). Also, the ones who consider their job meaningful are those who are consistent with 
their values, have willingness to help and build trust to their clients that results to a positive outcome 
to the business (Jaramillo et al., 2013).  
 
Professional development gives the employees the ability to grow and develop their potentials. Along 
with good compensation and work-life balance, employees nowadays are seeking for self-actualization 
(Adams, 2015). Therefore, having a meaningful work is an important element in knowing one’s 
identity and worth. It emphasizes the need to focus on the positive aspects of life and work rather 
than attempting to address the negative aspects (Seligman, 2002). Personal identification and 
involvement to one’s job gives appreciation and fulfillment that makes employees’ job experience 
meaningful (Marx, 1844) and that is the time when employees achieve the work-identity integrity 
(Ashforth & Pratt, 2003). 
 
2.4. Job Performance 
Performance is defined as an individual's level of work achievement after exerting effort (Hellriegel et 
al., 1999). It is an individual phenomenon influenced by contextual factors (Whetten et al., 2000). 
Some necessary elements or factors (Liao & Chuang, 2004) must be considered when identifying 
employees' job performance (Becker et al., 1996), such as communication, job knowledge, creativity, 
technology skills, problem-solving, attitude, sense of accountability, and culture fit. Job performance 
is also influenced by various managerial practices such as supportive management, empowerment, and 
servant leadership (Gibbs & Ashill, 2013; Yavas & Babakus, 2010). It is a component of human 
resource management (Borman, 2004) that generally refers to whether a person performs well in his 
or her job and how it connects to organizational results and success. The outcomes in an organization 
such as individual, group, or company level are normally affected by job performance which is an 
important variable to the growth of the company (Pandey, 2018).  
 
2.5. Hypothesis Development 
Individuals who perceive a high ethical climate in a company acquire a belief in the link between 
outcomes and actions (Forte, 2004). The impact of ethical climate, on the other hand, extends beyond 
affecting ethical decision-making and conduct and it is favorably related to job performance (Mulki et 
al., 2008; Weeks et al. 2004). Employees are more likely to engage in extra-role performance as a kind 
of reciprocation when an ethical climate exists to govern company policies, processes, and practices. 
Ethical climate that promotes law, code, and caring is more likely to foster performance behavior 
(Leung, 2008). In short, perceived workplace justice improves employee performance-related behavior 
(Luria & Yagil, 2008; Moon et al., 2008; Schwepker & Hartline, 2005). 
 
The perception of the employees in a secure environment improves their performance, productivity, 
and efficiency. Their ability to perform well is aided by the excellent ethical climate. The ethical climate 
would have a positive effect on performance in keeping with plan and would boost profitability by 
lowering expenses and ensuring the company's association with reputable sellers (Weeks et al., 2004). 
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Therefore, ethical climate had a favorable impact on business behaviors leading to an increase in 
performance and reduction in work stress (Jaramillo et al., 2006). Therefore, we hypothesized that: 
 

H1 Ethical climate has a significant influence on job performance. 
 
Employees’ positive outlook on job meaningfulness can maximize organizational positive outputs 
when they have a good work environment (Corley & Gioia, 2011). They find their job meaningful 
when there’s a positive relationship among co-workers who motivate them to perform at their best 
(Park et al.,2015). Ethical behavior, on the other hand, depends on how the firm’s explicit standards 
develop their employees’ attitude towards the organization (Trevino et al.,2001). As ethical climate 
affects the employees’ perception and job meaningfulness (Jaramillo et al.,2006), researchers 
demonstrate that the feeling of certainty is important to an employee when it comes to the workplace. 
This gives security and better control to the environment. A study by Brown and Mitchell (2010) 
theorized that ethical value in accordance with the leader-follower relationship has an advantage in the 
effective ethical leadership. Also, ethical climate influences employees’ perspective by increasing their 
morale that makes them satisfied and elevates the meaningfulness of their jobs (DeConinck, 2010). 
Therefore, employees would consider a precise correspondence on ethical beliefs and values between 
themselves and the organization (Wang, 2017). Hence, it is postulated that: 
 

H2 Ethical climate has a significant influence on job meaningfulness. 
 

The big importance of job meaningfulness is its positive effect on employees’ performance (Farashah 
& Kazemi, 2014). Meaningfulness at work will result to employees’ better perception of the value of 
their job. According to Misati and Christenses-Salem (2018), whenever they see their job meaningful, 
they will improvise and create new ways of solving their task, performance, and issues and will result 
to better performance. It also leads to positive job-related consequences, such as engaged, satisfied, 
productive, trustworthy, and devoted employees (Barrick et al., 2015). Engaged employees care about 
their work and their performance in the company and feel that their efforts make a difference (Wang 
& Xu, 2019). Individuals and organizations create a family-like atmosphere in order for them to be 
involved and make the team succeed (Van Woerkom & de Brujin, 2016). Therefore, based on the 
above discussion we hypothesized that: 
 

H3 Job meaningfulness has a significant influence on job performance. 
 

Previous studies already established the relationship between ethical climate and job meaningfulness. 
(Corley & Gioia, 2011; Park et al.,2015; Trevino et al.,2001; Jaramillo et al.,2006; Brown & Mitchell, 
2010; DeConinck, 2010; Wang, 2017). In addition, several studies showed the impact of job 
meaningfulness on job performance (Farashah & Kazemi, 2014; Misati & Christenses-Salem, 2018; 
Barrick et al., 2015; Wang & Xu, 2019; Van Woerkom & de Brujin, 2016). From past studies, job 
meaningfulness has a significant effect on ethical climate and job performance. Therefore, we 
hypothesized that:  
 

H4 Job meaningfulness has an intervening effect on the link between ethical climate and job 
performance. 
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According to Jaramillo (2013) employees who are motivated and willing to take challenges give better 
outcome that leads to long tenure because of job meaningfulness. Ethical climate increases their 
morale that makes them satisfied and elevates the meaningfulness of their jobs (DeConinck, 2010). 
The feeling of certainty in the workplace and work environment gives security thus increasing the 
perception of job meaningfulness among them (Jaramillo, 2006). Highly motivated employees show 
positive attitude towards their workplace and are most likely the ones who make their job meaningful 
(Raabe & Beehr, 2003; Jaramillo, 2006). Ethical climate is important to motivate and develop a strong 
attachment to the company wherein leaders and subordinates establish same values and characteristics 
(Kurtessis, 2017) that may lead to long tenure among employees. 
 
When long-tenured employees have acquired knowledge and specific skills in the organization, they 
are considered the key providers of these knowledge to the short-tenured employees (Loretta et al., 
2017; Slaughter et al., 2007). Hence, long tenured employees provide training to short-tenured for 
them to gain specific firm-wide knowledge that is needed for their job and for the organization’s 
growth. When abusive supervision happens in an organization, long-tenured employees might act 
differently which will hinder them in providing knowledge to short-tenured employees (Loretta et al., 
2017). This might affect the job performance of the organization if the long-tenured employees would 
not contribute their knowledge to the organization with the perception of wrong ethical behavior.  
 
An employee who finds his or her work meaningful will exhibit various benefits for the organization 
such as higher job performance (Ghadi & Caputi, 2013). According to Kwon (2000) as tenure is 
perceived to have a positive influence among employees, long-tenured employees who share their 
firm-wide specific knowledge for the training of the short-tenured employees might find their work 
meaningful as they are staying longer in the organization (Kim et al., 2015; Ng & Feldman, 2010). 
Thus, we hypothesized that: 
 

H5a Tenure has a moderating effect on the link between ethical climate and job  
meaningfulness. 

H5b Tenure has a moderating effect on the link between ethical climate and job performance. 
H5c Tenure has a moderating effect on the link between job meaningfulness and job 

performance. 
 

2.6. Conceptual Framework 
Following the hypotheses presented, Figure 1 shows the conceptual framework of this study that 
focuses on the effect of ethical climate and job meaningfulness to the job performance of government 
employees. The conceptual framework also measured how tenure would moderate the 
interrelationship of ethical climate, job meaningfulness and job performance. 
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Figure 1. Conceptual Framework 

 
3. Methods 

 

3.1. Participants of the Study  

Purposive and river sampling technique was used in selecting the respondents for this study. The 
participants were government employees in Central Luzon, Philippines particularly in agencies that 
are funded by the Philippine national government. Based on the inclusion-exclusion criteria set in the 
study only those participants who were 1) at least 18 years old, 2) government employee with or 
without plantilla item, and 3) must have a tenure of at least 1 year were included as respondents of the 
undertaking. 
 
Because of the current situation where mobility is restricted, data collection was done online (via 
Google Form). The distribution of the questionnaires was done in the first week of March 2022, and 
the answered instruments were retrieved in the last week of the same month. Respondents were 
guaranteed anonymity of their responses to ensure data privacy. 
 
The sufficiency of the sample size was checked using a priori power analysis using G*Power 3.1.9. It 
shows that 138 respondents would be required, assuming a medium effect size (f2 = 0.15), an alpha 
of 0.05, and target power of 0.90 and five predictors. (see Figure 2).  
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Figure 2. The main window of G*Power 

 
The present study was able to obtain 277 valid responses out of 310 (response rate of 89.35%), more 
than the minimum recommended sample size of 107 from G*Power. Therefore, the results of the 
hypothesis testing robustly explain the structural model of the study.  
 
Table 1 shows the demographic profile of the respondents. Majority of the respondents were male 
(62.8%) and more than half of the respondents were single (51.6%). Moreover, 33.9% of the 
respondents were within the age group of 26 to 30 years old. In terms of highest educational 
attainment, majority of the respondents had college/bachelor’s degree (78.3%). Almost half of the 
respondents had 1 to 5 years of service (57.8%), and 74.4% of the respondents were permanent.  
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Table 1. Demographic Characteristics of the Respondents 

 Frequency Percentage 

Sex 

Male 

Female 

174 

103 

62.8 

37.2 

Age 

21-25 

26-30 

31-35 

36-40 

41 and above  

 

34 

94 

67 

40 

42 

 

12.3 

33.9 

24.2 

14.4 

15.2 

Civil Status 

Single 

Married 

Separated/Annulled 

Widowed/Widower 

 

143 

128 

3 

3 

 

51.6 

46.2 

1.1 

1.1 

Highest Educational 

Attainment 

Primary 

Secondary 

College/Bachelor’s Degree 

Master’s Degree 

Doctorate Degree 

 

 

2 

6 

217 

36 

16 

 

 

0.7 

2.2 

78.3 

13.0 

5.8 

Classification 

Permanent/Plantilla 

Non-Permanent/Non-

Plantilla 

 

206 

71 

 

74.4 

25.6 

Number of Years in Service 

1-5 

6-10 

11-15 

16-20 

21 and above 

 

160 

74 

13 

15 

15 

 

57.8 

26.7 

4.7 

5.4 

5.4 

 
3.2. Research Instrument 

The online, self-administered survey questionnaire generated through Google Forms was used in 
obtaining data from the respondents. The questionnaire consisted of two parts. The first part included 
demographic profiles of the respondents such as sex, age, civil status, highest educational attainment, 
classification of employment, and years of service.  The second part focused on the constructs of the 
study such as job meaningfulness, ethical climate and job performance. Job meaningfulness was 
measured using seven (7) items taken from the study of Steger et al. (2012), while five (5) items of 
ethical climate were taken from the studies of Schwepker Jr. and Ingram (2016). On the other hand, 
the assessment of job performance consisted of four (4) items adopted from the studies of Ugurluoglu 
et al. (2018). 
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All items in the three constructs were measured using a 5-point Likert scale ranging from strongly 
disagree (1) to strongly agree (5). The validity and reliability of the said constructs were gauged as 
shown in Table 2. 
 

3.3. Data Analysis  

Causal-predictive approach was used to measure the relationships of ethical climate, job 
meaningfulness, and job performance. This approach can relate independent variables to dependent 
variables to generate predictions for the values of dependent variables given a set of values for the 
independent variables (Hair et al., 2019; Saeed et al., 2018). 
 
Additionally, since the present study involved prediction and mediation analysis (Ali et al., 2018), 
partial least squares - structural equation modeling (PLS-SEM), a variance-based SEM approach 
(Roldán & Sánchez-Franco, 2012), was utilized to measure the parameter estimates of the research 
model. A PLS-SEM applies a series of regressions to fully explaine variance of the endogenous 
constructs (Rigdon et al., 2017) and to test theories from a predictive perspective (Hair et al.,2019). 
The software used in running PLS-SEM was WarpPLS version 8.0 (Kock, 2022). 
 
4. Results 
 
4.1. Reliability and Validity Measurements 
Composite reliability was measured to test the reliability of the constructs (Roldán & Sánchez-Franco, 
2012; Kock, 2017). The constructs tested were job meaningfulness, ethical climate and job 
performance which expressed an internal consistency between 0.920 and 0.956. Table 2 shows that 
the values are greater than 0.7 which is considered as good reliability (Kock & Lynn, 2012). 
 
To determine that a measurement model has appropriate convergent validity, two criteria are 
suggested to be gauged: (1) the p-values related with the loadings should be less than 0.05 and (2) the 
loadings should be 0.50 or higher (Amora 2021; Hair et al., 1987; Kock 2014). As shown in Table 2, 
the item loadings and their corresponding p-values of all constructs are within the acceptable 
thresholds for convergent validity. Therefore, the construct’s items or questions are precisely 
understood by the respondents. 
 
Furthermore, the instrument's validity was demonstrated by calculating the average variance extracted. 
According to Amora (2021), Fornell and Larcker (1981), and Kock and Lynn, (2012), the values should 
be at least 0.50. As seen in Table 2, the figures of AVE met the acceptable validity criteria for all 
constructs. 
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Table 2. Item Loadings, AVE, and Reliability of the Variables 
Construct / Item Factor loading 

Job meaningfulness: AVE = 0.730; CR = 0.950  
JM1 0.824 
JM2 0.850 
JM3 0.872 
JM4 0.876 
JM5 0.877 
JM6 0.858 
JM7 0.823 

Ethical climate: AVE = 0.814; CR = 0.956  
EC1 0.867 
EC2 0.927 
EC3 0.914 
EC4 0.927 
EC5 0.875 

Job performance: AVE = 0.743; CR = 0.920  
JP1 0.871 
JP2 0.867 
JP3 0.862 
JP4 0.847 

EC – ethical climate; JP – job performance; JM – job meaningfulness; AVE – average variance extracted; CR – composite reliability. 

 
An improved heterotrait-monotrait ratio of correlations 2 (HTMT2) was developed by Roemer et al. 
(2021) and the HTMT should be equal to or lower than 0.85 to ensure consistent measure in evaluating 
the discriminant validity (Henseler et. al., 2015). Table 3 proves that all indices are much below the 
most suggested standards. 
 
Table 3. Discriminant validity of the Latent Constructs using HTMT2 Ratio of Correlations 

 JM EC JP 

1 Job meaningfulness - - - 
2 Ethical climate 0.524 - - 
3 Job performance 0.560 0.330 - 

EC – ethical climate; JP – job performance; JM – job meaningfulness 
Direct, Indirect, and Moderating Effects 

 
The assessment of data in Table 4 and Figure 3 shows that the ethical climate significantly and 
positively affects job performance (β = 0.132, p = 0.013). The findings showed that the presence of 
ethical climate rises the degree of job performance. Also, ethical climate significantly and positively 
affects job meaningfulness (β = 0.468, p<0.001). This suggests that ethical climate in a government 
agency increases job meaningfulness among government workers. Lastly, it was also found that job 
meaningfulness significantly and positively affects job performance (β = 0.488, p < 0.001). The result 
signifies that job meaningfulness improves the level of government employees’ job performance. 
 
The effect size was also measured. According to Cohen (1988) the values of f2 can be classified as large 
(0.35), medium (0.15), and small (0.02). Based on the results, the effect size of the ethical climate to 
job performance (Cohen’s f2 = 0.057) is small, while the ethical climate to job meaningfulness (Cohen’s 
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f2 = 0.253) and job meaningfulness to job performance (Cohen’s f2 = 0.283) were in the medium levels. 
Hence, H1, H2 and H3 are supported. 

 

 
Figure 3. The Structural Model with Corresponding Beta Coefficients 

 
Concerning the ethical climate and job performance, the indirect effect in job meaningfulness is 
significant (β = 0.228, p<0.001). This emphasizes the fact that job meaningfulness intervenes on the 
relationship between ethical climate and job performance with a small effect size (Cohen’s f2 = 0.098). 
As a result, H4 is supported.  

 
Moderation analysis was also included to analyze the interaction effect of tenure on the relationships 
between (1) ethical climate and job meaningfulness; (2) ethical climate and job performance and (3) 
job meaningfulness and job performance. The results revealed that tenure is a crucial variable in 
strengthening the relationship between ethical climate and job meaningfulness (β = 0.176, p= 0.001), 
with a small effect size (f2 0.065). However, tenure does not have a moderating effect on ethical climate 
to job performance (β = 0.038, p= 0.261), and job meaningfulness to job performance (β = -0.015, p= 
0.403). Therefore, H5a is supported, whereas H5b and H5c are not supported. 
 

Table 4. Parameter Estimates of the Mediation and Moderation Model 
Hypothesis β p f2 Decision 

Direct effects     

H1. EC  JP 0.132 0.013 0.057 Supported 

H2. EC  JM 0.468 < 0.001 0.253 Supported 

H3. JM  JP 0.488 < 0.001 0.283 Supported 

Indirect effect     

H4. EC  JM  JP 0.228 <0.001 0.098 Supported 

Moderating effects     

H5a. Tenure*EC  JM 0.176 0.001 0.065 Supported 

H5b. Tenure*EC  JP 0.038 0.261 0.016 Not supported 

H5c. Tenure*JM  JP -0.015 0.403 0.006 Not supported 
EC – ethical climate; JP – job performance; JM – job meaningfulness; β – path coefficient; p – p-value; SE –standard error; f2 - effect size 
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Full collinearity VIFs was also assessed to detect and correct common method variance, while analysis 
of the structural model also includes the coefficient of determination (R2) and predictive relevance 
(Q2). 
 
Full collinearity VIF value must be equal to or less than 3.3 (Kock, 2015). As reflected in Table 5, the 
full collinearity VIF value of all latent constructs was averaged between 1.420 and 1.682 which means 
the model is free from common biased. 
 
Further, according to Chin (1998), the values of R2 can be classified as substantial (R2 = 0.67), 
moderate (R2 = 0.33), or weak (R2 = 0.19). As seen in Table 5, the R2 values are within weak and 
moderate levels. 

 
Lastly, in order to consider that the measurement model has predictive validity, according to Kock 
(2022), the values of Q2 should be higher than 0. Table 5 proves that the R2 and Q2 coefficients meet 
the requirement. 
 

Table 5. Common Method Bias, R2, and Q2 

Latent construct FCVIF R2 Q2 
Job meaningfulness 1.682 0.318 0.313 

Ethical climate 1.420 - - 
Job performance 1.450 0.350 0.342 

R2 – coefficient of determination; Q2 – predictive relevance; FCVIF – full collinearity variance inflation factor 

 
5. Discussion 
The present study aims to investigate how ethical climate significantly and positively influences the 
job performance of government employees. It also illustrates the mediating impact of job 
meaningfulness between ethical climate and job performance, and the moderating effects of tenure 
on the interrelationships of the study’s constructs.  
 
Ethical climate is an important concept that reveals the perceptions of employees’ enthusiasm and 
eagerness to work. Hence, the result proved that the ethical climate plays a significant role because of 
its positive effect on job performance. This means that the employees’ ability to perform well is aided 
by the excellent ethical climate. This result validates prior studies by Ostroff et al., (2002) and Schneider 
et al., (2011) that revealed that the efficient overall performance of an employee, and the ethical 
environment become a key determinant. Monitoring, correcting, and discouraging unethical behavior 
necessitate the creation of an ethical climate by putting code of ethics in force, policies, and directives, 
and thus, this may have other benefits such as greater satisfaction from the performed job, robust 
commitment to the organization and lesser intentions for turnover (Schwepker, 2001) leading to 
employees performing better on their jobs. This outcome is not surprising given that earlier research 
has found a link between the two constructs in a variety of research situations (e.g., Jiang et al., 2016; 
Moon & Choi, 2014).  
 
Moreover, the study revealed that ethical climate has a significant influence on job meaningfulness. 
Motivation is the main factor that affects both the employees and the organization. Having good and 
fair ethical climate guide employees to achieve meaningfulness in their jobs. Organizations must fairly 
act and behave equally to all the employees when evaluating their performance (Kaya & Ceylan, 2014). 
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The same results were observed in the study of Corley and Gioia (2011) as employees’ positive outlook 
on job meaningfulness can maximize organizational positive outputs when they have a good work 
environment. At the same time, it has been argued by Chen and Hou's (2016) that a strong ethical 
climate can help to build a fair and equal workplace where people find work to be important, appealing, 
and gratifying. 
 
In addition, it was also found that job meaningfulness significantly and positively influences job 
performance. The result suggests that job meaningfulness increases the job performance of the 
employees. From the perspective of social exchange theory, if employees receive tangible and/or 
intangible benefits from their job (e.g., pleasure, enjoyment, and satisfaction), they will be more likely 
to engage in reciprocal behaviors for their organization (Hoffman & Ingram, 1992). Also, employees 
think that their work is meaningful when they have a deeper sense of engagement (Aryee et al., 2012), 
and this results in optimum job performance (Bakker & Bal, 2010). 
  
Furthermore, this undertaking proved that job meaningfulness has a positive indirect impact on the 
link between ethical climate and job performance. This suggests that ethical climate can trigger job 
meaningfulness among government employees, which, in the long run, contributes to better job 
performance. It is very important to the employees to have a good working environment which affects 
their meaningfulness of the job and leads to a greater performance.  
 
Additionally, it is proven that tenure has a moderating effect between ethical climate and job 
meaningfulness. This result indicates that the length of stay of government employees contributes to 
meaningfulness of their job, and this is due to the presence of ethical climate in the organization. It is 
discussed that under high ethical climates, team members can count on each other to model and 
encourage rule-compliance, fairness, and transparency (Newman et al., 2017), and tend to experience 
positive social interactions rich in trust, cohesion, and mutual support (Lemmergaard, 2004). 
Additional studies further argued that, if employees stay in a company longer, they will gain greater 
knowledge about their tasks, and thus, find greater enjoyment in their assigned tasks (Boğan & 
Dedeoğlu, 2017; Ng & Feldman, 2010). 
 
Although previous studies claimed that tenure has a moderating effect on the relationship between 
ethical climate and job performance (Loretta et al., 2017; Slaughter et al., 2007), and job 
meaningfulness and job performance (Ghadi & Caputi, 2013; Kim et al., 2015; Ng & Feldman, 2010), 
this study proved otherwise, and does not support the previously claimed relationship. Tenure of 
government workers may moderate the link between ethical climate and job meaningfulness, but not 
on ethical climate and job performance, and job meaningfulness and job performance, and this can 
be attributed to precedent studies that long-tenured employees tend to get bored with their work, and 
as a result of this they are thinking of ways how to avoid doing their jobs (Game, 2007). The same 
studies revealed that job boredom that causes stress to the employees can lead to increase indulgence 
in their behavior (Wiesner et al., 2005). In addition, employees who have worked in an organization 
for a long period of time may still have the lowest plantilla, or have difficulty on having a permanent 
position which results to uncertainty in career path in the government institutions. Similarly, tenure is 
also distinct from the hierarchical level. Although it is true that some organizations use seniority as a 
criterion for promotion (e.g., Civil Service), long-tenured employees do not necessarily occupy most 
of the jobs at the top of organizational hierarchies. Indeed, particularly in poorly performing 
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organizations, new senior leadership often comes from external hiring rather than from internal 
promotions (Rost et al., 2008).  
 
6. Conclusion 
The present study highlights the importance of having a good ethical climate in an organization as it 
significantly affects the job meaningfulness and job performance of every employee. Having a good 
and fair ethical climate boosts the morale and performance of the employees, which gives the 
organization a better result. Additionally, it is also established in this undertaking that job 
meaningfulness has a significant relationship with job performance of employees in which when 
employees feel the meaningfulness in their job, they increase their performance in the organization.  
Furthermore, ethical climate has a vital role in increasing the level of job performance of government 
employees, which is partly due job meaningfulness. In addition, it is also revealed that tenure has a 
moderating effect on the link between ethical climate and job meaningfulness, which indicates that 
the longer an employee stays in the organization, the better the influence of ethical climate on job 
meaningfulness. Thus, government agency needs to have better understanding in the relationship of 
each organizational behavior explored specially on job meaningfulness because whenever employees 
find their job meaningful good working environment and performance productivity follow. To expand 
meaningfulness on the job of each employee, it is important that the government agency evaluates 
activities that increase tenure in the organization such as promotion, career pathing, succession 
planning. 
 
7. Practical Implications 
The current undertaking shows the importance of meaningfulness in a job because it implies a 
strengthened relationship between ethical climate and job performance. Strengthening the job 
meaningfulness may lead to a better working environment which affects the performances of 
employees. Therefore, organizations need to find ways on how to strengthen the job meaningfulness 
of each employee. Some of the ways that can strengthen it are having supportive working 
environment, receiving the rewards and benefits they are entitled to, and having a work-life balance. 
Organizations also need to know the reasons that hinder the job meaningfulness of each employee 
such as dissatisfaction in the organization because of lack of management support and appreciation, 
not being compensated properly, overload of work and employees not fit in the job they are assigned 
to – sometimes they are overqualified for a job or under qualified which decreases the job 
meaningfulness. Additional importance on tenure is also given emphasis in the current undertaking as 
it increases ethical climate influence in the meaningfulness of employees in their job. It is the 
organization’s role to establish policies that can promote longer tenure for the employees. The 
government agency can add career pathing, promotions and succession planning that make the 
employees stay longer in the organization for them to find their job meaningful. Thus, firms need to 
ensure that they establish the conditions that increase meaningfulness and not exhibit reasons that can 
hinder it for a better result because when employees find their job meaningful it is likewise that they 
are driven to do their task as this can achieve not only the goal of the employees but also the goals of 
the organization. 
 
8. Theoretical Contributions 
The present study contributes knowledge in sense making theory and social exchange theory. The 
established relationship of ethical climate to job performance supports social exchange theory which 
indicates that employees will return a good or bad job performance based on the ethical climate they 



 

59 

 

PREO Journal of Business and Management        EISSN: 2945-3933 

Volume 3, Issue 2, October 2022 

are receiving. Likewise, the explored behavior of ethical climate to job meaningfulness supports sense 
making theory which indicates that employees’ sense of a good or bad ethical climate affects their 
meaningfulness in their job. Additionally, the moderating role of tenure strengthens the contribution 
of sense making theory because employees with longer tenure in the organization increase the 
relationship of ethical climate and job meaningfulness as proven in this study. Therefore, this study 
provides additional knowledge on SMT and SET because of the established relationships explored in 
the current undertaking. 
 
9. Limitations and Future Research Direction 
Limitations are present in this study. First, the present study conducted only focuses on employees 
who are employed with national agency. Different result may be yielded if the study was done for the 
local agency employees as well. Second, the undertaking presented is only limited to three variables of 
organizational behavior - ethical climate, job meaningfulness and job performance. Other variables 
for future research can be explored like organizational commitment, job satisfaction and other 
organizational behavior constructs. Lastly, only tenure is explored in this study as a moderating 
variable. Other researchers may want to look into different setting with different moderating variables 
such as sex and employment type. 
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