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Organizational identification (OI) has increasingly attracted scholarly attention as a
key factor in understanding organizational processes and in fostering efficient human
resource (HR) management. Available evidence shows that organizational ethical climate
crucially predicts OI, a key determinant of both employees’ attitudes and behaviors. In
the present paper, we examined the relationship between two specific ethical climates
(self-interest vs. friendship), distributed leadership (DL), and employees’ attitudes and
behaviors, incorporating OI as a core underlying mechanism driving these relationships.
Three hundred and forty-two employees filled out questionnaires to examine ethical
climate, DL, OI, and a series of measures concerning attitudes and behaviors toward
the organization. Structural equation modeling confirmed that a perception of an ethical
climate of friendship (but not self-interest) fostered OI, which elicited higher commitment,
perceived trust and recommendation, and lower turnover intention. Perception of DL
further contributed to increasing OI. Our findings suggest that HR practices should
carefully consider employee perceptions of a collectivistic (vs. individualistic) ethical
climate, together with perceptions of DL, as key determinants of positive organizational
outcomes. We discuss results in light of the social identity approach and present
practical implications for HR management.

Keywords: ethical climate, distributed leadership, identification, work outcomes, outcomes

INTRODUCTION

In the last three decades, both researchers and practitioners interested in organizational processes
focused their attention on the psychological link between employees and their organizations.
Understanding the strength of such a link is crucial for the development and implementation
of efficient human resource (HR) policies and practices. HR management (HRM) must deal
with the new operational and organizational scenarios that have recently been unfolding in a
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timely and creative manner (Cornelissen et al., 2007). As change
is no longer a rare event to cope with but rather the norm,
HRM is progressively moving its focus toward processes that
deal with the communication and sharing of values, visions, and
objectives that allow workers to better face these continuous
transformations and challenges (He and Brown, 2013; Bednar
et al., 2020). Consequently, organizational identification (OI)
started playing a key role in strategic management research,
primarily for its effects on many motivational factors, work
outcomes, attitudes, behavioral intentions, and team dynamics
(Meyer et al., 2006; Liu et al., 2011; Smith, 2011; Peters et al., 2013;
Zagenczyk et al., 2020).

Recently, the concept of OI has been related to moral
characteristics of organizational environment and leadership
style. Researchers proposed that employees’ perception of
different ethical climates may determine different degrees of OI,
and this, in turn, may influence their attitudes and behaviors
(Pagliaro et al., 2018; Teresi et al., 2019). In the present paper,
building on Pagliaro et al.’s (2018) findings, we explored the role
of OI between the perception of ethical climate(s) and employees’
reactions. Moreover, attempting to extend our knowledge about
the key role of OI, distributed leadership agency (DLA) (Jønsson
et al., 2016) was considered as a further additional antecedent.

OI, Antecedents, and Outcomes
There has been an increasing interest in applying the social
identity approach (Tajfel and Turner, 1979; Turner et al., 1987) to
the classical topics of organizational psychology. According to the
social identity approach, a fundamental part of people’s identity
is derived from the groups they belong to, and this has several
relevant consequences in terms of cognition, affect, and behavior.

From the seminal work by Ashfort and Mael (1989), such
a theorization has been fruitfully applied to organizational
settings. OI refers to the psychological link, coupled with its
emotional value, between an employee and his/her organization.
Scholars extensively examined organizational behaviors in light
of the social identity approach, shedding light on topics such as
leader–follower relations, decision making, job strain, turnover
intentions, work motivation, and organizational trust (Haslam,
2004). In a recent meta-analysis, Lee et al. (2015) showed a
significant effect size between OI and both positive job attitudes
and behaviors. Therefore, we anticipated the following:

Hypothesis 1a: OI will be positively related to positive
work outcomes and negatively to
turnover intention.

Organizational identification was extensively found to mediate
the effects of a wide range of moral organizational and
leadership dimensions on many different work outcomes (such
as performance, motivational, and behavioral ones) (Islam et al.,
2019; Malik et al., 2019; Zappalà et al., 2019; Liu et al., 2020;
Miao and Zhou, 2020). Moreover, drawing on the social identity
approach and recent indications regarding moral identity, and
perceptions about culture, climate, and supervisors’ values, OI
can be considered as an antecedent of the interlocking processes
of sense-giving and sense-making which help self-categorization

as an organizational member (Van Knippenberg and Sleebos,
2006; Hardy and Carlo, 2011; Ellemers and Haslam, 2012). This
evidence motivated the examination of OI as a mediator between
ethical climate as well as DLA and measured outcomes:

Hypothesis 1b: OI will mediate the effects of ethical climate
and leadership style on work outcomes.

Ethical Work Climate, Moral Norms, and
Prescribed Behaviors
Since the late 1980s, broad scientific and managerial debates
have developed around the organizational, group, and personal
mechanisms involved in the various forms of questionable
practices and negative work behaviors that can lead to significant
organizational and social costs (e.g., Huang et al., 2017). The
concept of ethical climate has started playing a growing role
among the seemingly manageable antecedents of employee
behavior (Martin and Cullen, 2006; Mayer, 2014; Newman et al.,
2017). Ethical work climate has been classically defined as
“a set of shared perceptions of procedures and policies, both
codified and informal, which shape expectations for ethical
behavior within an organization or a company” (Victor and
Cullen, 1987). Other scholars proposed alternative definitions
focusing their attention on specific organizational aspects rather
than on individual aspects, nonetheless confirming ethical
climate as a central construct in exploring moral norms
and prescribed behaviors at work (e.g., Wang and Hsieh,
2012; Ning and Zhaoyi, 2017). Ethical climate can provide
employees with the behavioral guidelines that help them
discern what is acceptable from what is sanctionable in the
workplace and thus represents a strong group regulation tool
(DeRue and Ashford, 2010).

Since Victor and Cullen’s (1987) taxonomy, different types
of ethical climates and different ways of differentiating between
these have been proposed (e.g., Babin et al., 2000; Schminke
et al., 2005). A theoretical distinction can be made between an
ethical organizational climate of self-interest (which underlines
an individualistic and independent way of dealing with ethical
issues within the organization) and an ethical organizational
climate of friendship (which instead subsumes a collective and
interdependent way of dealing with the same ethical issues;
Cullen et al., 1993; Pagliaro et al., 2018; Teresi et al., 2019).

Several studies have examined the impact of (different)
ethical climate, acknowledging its practical implications and
importance within the organizational life (Newman et al.,
2017). Ethical climate has been demonstrated to significantly
impact employee’s ethical behavior (e.g., Treviño et al., 1998),
attitudes (e.g., Deshpande, 1996; Schwepker, 2001), motivational
aspects (commitment, e.g., Babin et al., 2000; proactive customer
service performance, e.g., Lau et al., 2017; and helping behavior,
e.g., Kalshoven and Boon, 2012), turnover intentions (e.g.,
Mulki et al., 2006), organizational citizenship behaviors (OCBs)
(e.g., Pagliaro et al., 2018), organizational deviance (e.g.,
Hsieh and Wang, 2016), and a range of counterproductive
behaviors, including tardiness or absenteeism (Peterson, 2002;
Jaramillo et al., 2006).

Frontiers in Psychology | www.frontiersin.org 2 February 2021 | Volume 11 | Article 564112

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-564112 January 29, 2021 Time: 19:18 # 3

Barattucci et al. Organizational Identification and Employees’ Reactions

In brief, ethical climate is associated with higher positive work
behaviors and negatively related to deviant work behaviors (Choi
et al., 2015). Specifically, a comparison between an ethical climate
promoting benevolent behaviors and one driven by some form
of self-interest shows that the former is strongly associated with
performance and employees’ positive attitudes and behaviors
(e.g., Peterson, 2002; Mayer, 2014). Building on these premises,
we anticipate the following:

Hypothesis 2a: Friendship ethical climate will be positively
related to positive outcomes and negatively to
turnover intention.

Hypothesis 2b: Self-interest ethical climate will be negatively
related to positive outcomes and positively to
turnover intention.

Recently, Pagliaro et al. (2018); see also Teresi et al., 2019, in
a theoretical framework based on the social identity approach,
compared the effects of two specific perceived ethical climates
on employees’ attitudes and behaviors. They found a positive
association between the perception of a friendship climate and
OI, which then was positively related to OCB and negatively
related to counterproductive work behaviors. Conversely, a
negative association between the perception of a self-interest
climate and OI emerged. Building on these results, we predicted
the following:

Hypothesis 2c: Friendship ethical climate will be
positively related to OI.

Hypothesis 2d: Self-interest ethical climate will be
negatively related to OI.

Values, Climate, and Distributed
Leadership
Leadership represents one of the fundamental aspects of
organizational life, critical in shaping employee attitudes and
behavior. While some scholars have focused on the transmission
of organizational values from the leader to the employees and
its effects on employees’ outcomes (Graber and Kilpatrick, 2008;
Mancheno et al., 2009), others examined the associations between
styles and types of leadership and ethical climate (Brown et al.,
2005; Ning and Zhaoyi, 2017).

Furthermore, empirical evidence highlights that self-
managing teams, delegation, and decentralized charts enable
companies to better handle change and complexity (Bolden,
2011; Yammarino et al., 2012). Stemming from such evidence,
throughout the last 20 years, the concept of cooperative
leadership has been attracting a great deal of attention from
both management scholars and HRM experts (D’Innocenzo
et al., 2014; Wang et al., 2014; Tian et al., 2016). Originally
formulated in studies exploring influence processes within
groups, distributed leadership (DL) arises when two or more
individuals share the roles, responsibilities, and functions of
leadership (Jønsson et al., 2016). DL includes a “leader-plus-
individuals aspect” (leading should include multiple individuals
and focus on the collaboration between leaders and followers)
and a “social distribution aspect” (leadership functions are based
on the effort of many employees, and tasks are accomplished

through interaction between multiple leaders) (Spillane, 2006).
This construct is based on common responsibility and initiative
(Spillane, 2006); it includes engaging group activity (Bennett
et al., 2003) and a pattern of relationships within the norms of
the organization (Gronn, 2002). Thus, it is not just a practice
carried out by multiple individuals, but it is created with them.

Based on the concept of DL, DLA represents the degree
to which all employees individually experience being
actively engaged in leadership activities, managing tasks,
and communication at work (Jønsson et al., 2016). Leveraging on
the concept of individual as an agent (Mayrowetz, 2008; Gronn,
2009), it denotes how much each employee, with or without
formal leadership functions, is involved in leadership tasks,
resulting in a positive influence on commitment, satisfaction,
and perceived autonomy (Jønsson et al., 2016; Unterrainer
et al., 2017; Barattucci et al., 2020). This leads us to hypothesize
the following:

Hypothesis 3a: DLA will be positively related to
positive outcomes and negatively to
turnover intention.

As suggested by Hogg (2001) in his work on leadership
through the lens of social identity theory, the contribution
of the supervisors allows the representation of organizational
values, standards, and norms and reduces in-job and in-role
uncertainty of employees, thus facilitating the OI process.
Despite the impressive number of studies that confirmed
the positive relationship between specific leadership styles
(ethical, authentic, transformational, servant, etc.) and OI (e.g.,
Cheng and Wang, 2015; Van Knippenberg, 2016), no research
investigated the relationship between DLA and OI. According to
the above-presented background, the present study proposes the
following hypothesis:

Hypothesis 3b: DLA will be positively related to OI.

Leadership seems to be fundamental for implementing an
ethical climate because whenever leaders demonstrate ethical
behavior, their employees will most frequently follow ethical
expectations (Dinc and Aydemir, 2014; Newman et al., 2017;
Naeem et al., 2019). Literature highlighted that workers’
perception of an employee-oriented ethical climate frequently
entails a stronger identification with their company and increases
supporting behaviors toward ones’ own organization, extra-role
behaviors, efforts for common target, and in-work outcomes
(Haslam and Ellemers, 2005; Eisenberger and Stinglhamber,
2011; Teresi et al., 2019).

On those premises, in the present study, we postulate the
existence of a mutual interplay of delegation empowerment
(perceived as a supportive initiative and based on the collective
contribution) and perceptions regarding the organizational
ethical identity. Furthermore, we find reasonable the assumption
that DLA will positively relate with a friendship ethical climate
and not with a self-interest ethical climate and that DLA will
relate to many outcomes through OI (Barattucci et al., 2020), and
we hypothesized the following:
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Hypothesis 4: DLA will be positively related to friendship
ethical climate and negatively related to self-
interest ethical climate.

The Present Research
Based on the rationale described above, in the present study,
we aimed to examine the role of OI in mediating the effect of
two antecedents (perception of ethical climate and DLA) and
employees’ attitudes and behavior.

Our aim is thus threefold: we first attempt to extend
our understanding of the distal consequences of OI, by
examining a wide range of work outcomes (trust, commitment,
recommendation, OCB, and turnover); the second aim is to
replicate Pagliaro et al.’s (2018) findings, showing that an ethical
climate of friendship fosters OI, which, in turn, elicits more
positive attitudes and behaviors among employees; at the same
time, the research set out to show that an ethical climate of self-
interest is related in a negative way to OI. Finally, the third aim
is to explore whether a specific kind of leadership, namely, DLA,
is likely to contribute to enhancing OI. Figure 1 summarizes our
empirical model.

A correlational study was designed with employees
working in both public and private sectors. The proposed
relationships between variables were tested through structural
equation modeling (SEM).

MATERIALS AND METHODS

Participants and Procedure
Questionnaires were administered from January to February 2019
in two Italian companies operating in the social services sector:
a local office of the Italian National Social Welfare Institution
and a private social services company. The total sample was
composed of 342 employees (mean age = 48.10, SD = 9.54;
189 women, 153 men), 158 in the public company (response
rate = 92%), and 184 in the private one (response rate = 93%).
The average organizational tenure was 12.13 years (SD = 9.50).
Management employees represented 18.4% of the sample, white-
collar employees about 37.4%, and regular staff about 33.2%.
Educational levels were distributed as follows: 28.7% of the
workers had a high school degree, 23.1% had a university
degree, 9.4% a higher degree, and the remaining completed only
compulsory school or hold a professional qualification.

Respondents could decide whether to complete the
questionnaire in the paper-and-pencil format or through
an online platform. According to their preference, the former
received a copy of the questionnaire along with a research
presentation and a sealable envelope, and the latter an email with
a link to an electronic form. Questionnaires were distributed
within organizations by trained researchers. Completed paper-
and-pencil questionnaires were put in anonymous envelopes and
returned collectively to the researcher after 3 weeks.

Measures
Ethical organizational climate of self-interest was assessed through
four items (Cullen et al., 1993; e.g., “In this company, people are

mostly out for themselves”; Pagliaro et al., 2018). Responses were
given on a 6-point scale (0 = “completely false” to 5 = “completely
true”; α = 0.75).

Ethical organizational climate of friendship was measured
through six items (Cullen et al., 1993; e.g., “In this company,
people look out for each other’s good”; Pagliaro et al., 2018) on a
scale ranging from 0 (“completely false”) to 5 (“completely true”)
(α = 0.76).

Distributed leadership agency was assessed with the Italian
version (Barattucci et al., 2020) of the DLA scale (Jønsson et al.,
2016), in order to evaluate active participation in leadership tasks
(α = 0.96). The scale was composed of 11 items, on a 5-point scale
(from 0, “completely false,” to 4, “completely true”).

Organizational identification was assessed through the Italian
adaptation (Manuti and Bosco, 2012) of the original six-item
scale by Mael and Ashforth (1992), revised for organizational
contexts (e.g., “When someone criticizes my organization, it feels
like a personal insult”; α = 0.89; from 0, “completely disagree,” to
5, “completely agree”).

Organizational citizenship behaviors were assessed with
the Italian version (Argentero et al., 2008) of the original
questionnaire by Podsakoff et al. (1990). The scale includes 15
items (e.g., “Help others who have heavy workloads”; α = 0.89;
from 1, “never,” to 7, “always”).

Commitment was assessed through 20 items of the Italian form
(Pierro et al., 1995) of the commitment scale by Meyer and Allen
(1991) (e.g., “I would be very happy to spend the rest of my career
with this organization”; α = 0.79; from 0, “completely disagree,” to
5, “completely agree”).

Perceived organizational trust was measured with three items
(e.g., “I believe that my company is fair”; from 1, “completely
disagree,” to 7, “completely agree”α = 0.90), adapted from the
international literature (Colquitt and Rodell, 2015).

Turnover intentions, or the intention to leave, was assessed
through a single item (“If I had the opportunity, I would
certainly quit my actual job”; 0 = “strongly disagree” to
6 = “strongly agree”), adapted from the international literature
(Waung and Brice, 2007).

Recommendation, that is, the overall organizational
recommendation, was measured with a single-item assessing
the likelihood of encouraging others to apply for a job in
the organization, based on Waung and Brice (2007), on a
6-point Likert-scale, ranging from 1 (“strongly disagree”) to 6
(“strongly agree”).

Gender, educational level, and company were included as
control variables.

Data Analysis
This study had a correlational design. All constructs were
measured through a single questionnaire, and in order to address
response bias and common method variance, we recurred to
suggested methods in literature (Podsakoff et al., 2003). Different
scale endpoints and formats for the predictor and criterion
measures were used in order to reduce method biases caused by
commonalities in scale endpoints and anchoring effects.

To test our hypotheses, we conducted correlational and
regression analyses with SPSS; SEM analysis with AMOS
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FIGURE 1 | Research model and hypotheses.

22.0 was performed to verify the measurement models and
the proposed relationships between variables, using indicators’
covariance matrix and maximum likelihood estimation methods.
The following indexes were reported: root mean square error
of approximation (RMSEA; acceptable values lower than 0.08;
Browne et al., 1993); standardized root mean square residual
(SRMR; acceptable values lower than 0.08; Hu and Bentler, 1999);
comparative fit index (CFI), for which scores higher than 0.90
are acceptable (Marsh et al., 1996); and normed-fit index (NFI).
Furthermore, a bootstrapping procedure (Shrout and Bolger,
2002) was applied to test the mediation effects.

RESULTS

We conducted a confirmatory factor analysis (CFA) (Anderson
and Gerbing, 1988) through AMOS 22.0 to test the construct
validity and reliability of the measurement model consisting
of the aforementioned scales (ethical climate, DLA, OI, OCB,
commitment, and trust). CFA compared different nested models,
from a one-factor model to a final one (containing all the included
measures), to be confirmed, evaluating intermediate solutions.
Four different nested models, from a single-factor model to a
model with six factors, were compared based on goodness-of-
fit indices (GFIs). From Model A (one factor) to Model D (six
factors), results showed an improvement of all indices: Model A
(one factor), χ2 = 7,226 (df = 651), RMSEA = 0.196, CFI = 0.379,
SRMR = 0.239; Model B (two factors), χ2 = 6,893 (df = 648),
RMSEA = 0.164, CFI = 0.428, SRMR = 0.195; Model C (four
factors), χ2 = 4,141 (df = 635), RMSEA = 0.109, CFI = 0.835,
SRMR = 0.141; and Model D (six factors), χ2 = 1,717 (df = 624),
p < 0.001; RMSEA = 0.072; CFI = 0.946; SRMR = 0.056.
The final six-factor model showed acceptable GFIs, overall

corroborating a reliable measurement model with items referring
to their proper factor.

Table 1 summarizes the descriptive statistics and zero-order
correlations for all research variables.

Our hypotheses regarding the relationship between the main
variables were supported by the correlation analysis. A perceived
ethical climate of friendship was negatively correlated with a
perceived self-interest ethical climate and turnover intention and
positively correlated with DL (Hp 4), OI (Hp 2c), and all the other
outcomes (Hp 2a). Self-interest ethical climate was positively
correlated with turnover intention and negatively correlated
with commitment and trust (Hp 2b partially confirmed).
Contrary to our expectations, it was not correlated to OI (Hp
2d not confirmed) or to the other outcomes (organizational
recommendation and OCB). DL was positively related to OI
and all the other outcomes, except for a negative correlation
with turnover intention, thus supporting Hp 3a and 3b. An
unexpected low positive correlation emerged between DLA and
self-interest ethical climate. OI was positively related to all
the outcomes (except for a negative correlation with turnover
intention; Hp 1a).

We then performed SEM.
We specified a model in which both DLA and ethical climate

predict OI, which in turn predicts commitment, trust, OCB,
organizational recommendation, and turnover. The fit indexes
were not completely satisfactory: χ2(df = 18) = 140.47, p < 0.001;
CFI = 0.897, GFI = 0.920; NFI = 0.901; RMSEA = 0.101;
SRMR = 0.097. This model was then revised, eliminating the non-
significant relationships, and following the results of correlation
analysis, direct relationships between DL and OCB and between
ethical climate and trust were added (Figure 2 and Table 2).
The fit indexes were excellent: χ2(df = 18) = 67.5, p < 0.001;
CFI = 0.956, GFI = 0.961 NFI = 0.952; RMSEA = 0.089;
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TABLE 1 | Descriptive statistics and zero-order correlations among the variables of the study.

M (SD) 1 2 3 4 5 6 7 8

1) Friendship E.C. 2.66 (0.99) – – – – – – – –

2) Self- Interest E.C. 3.14 (1.11) −0.423** – – – – – – –

3)DLA 2.71 (1.11) 336** 0.140* – – – – – –

4) Identification 3.31 (1.13) 0.377** 0.039 0.528** – – – – –

5)OCB 5.35 (0.97) 0.338** −0.011 0.605** 529** – – – –

6) Commitment 3.01 (0.7) 0.521** −0.168** 0.401** 0.575** 449** – – –

7) Trust 4.96 (1.51) 0.565** 0.413** 0.261** 0.381** 0.383** 0.486** – –

8) Turnover 2.53 (1.69) −0.338** 0.307** −0.040 −0.162** −0.140* −0.458** −0.366** –

9) Recommendation 3.56 (1.48) 0.422** −0.065 0.332** 0.469** 0.371** 0.564** 346** −293**

*** p < 0.001, **p < 0.01,*p < 0.05.

FIGURE 2 | Path analysis of the proposed model.

TABLE 2 | Standardized path coefficient (regression weights) of the tested model.

Estimate

Identification < — Friendship E.C. 0.225

Identification < — Distributed Leadership 0.453

OCB < — Distributed Leadership 0.438

Trust < — Identification 0.258

Trust < — Self-Interest E.C. −0.273

Trust < — Friendship E.C. 0.349

Commitment < — Identification 0.454

Recommendation < — Identification 0.206

Turnover < — Identification −0.178

OCB < — Identification 0.224

SRMR = 0.080. All of the associations were highly significant
(p < 0.001).

All the expected associations from OI to the other outcomes
were confirmed (OCB: β = 0.23, p < 0.001); commitment:

β = 0.46, p < 0.001; recommendation: β = 0.21, p < 0.001; trust:
β = 0.26, p < 0.001; turnover intention: β = −0.18, p < 0.001).

An ethical climate of friendship significantly predicted all the
outcomes through OI, except for trust (partial mediation). Results
showed that an ethical climate of self-interest did not predict
OI, while it directly and negatively predicted trust (β = −0.27,
p < 0.001).

Distributed leadership agency significantly predicted all
outcomes through OI, except for OCB (partial mediation).

Overall, the effect of an ethical climate of friendship and
DLA on several outcomes was mediated by OI (Table 3).
Thus, a collective and interdependent ethical climate, as well
as employees’ perceptions regarding delegation, predicted a
stronger OI, which in turn determined better work outcomes
(Hp 1b). An ethical climate of friendship, on its own, manages
to explain 19% of the variance of OI while, coupled with DL, the
proportion of variance explained increases to 33%.

Model invariance across different groups (gender, education,
and company) was assessed using a multigroup SEM procedure to
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TABLE 3 | Indirect effects using bootstrapping (2,000 replications) in
the tested model.

Indirect effects Bootstrap

B 95%CI [LL, UL] SE P

Friendship Eth. Clim. > Organiz.
Ident. > OCB

0.075 [0.043,
0.118]

0.019 0.001

Friendship Eth. Clim. > Organiz.
Ident. > Commit.

0.115 [0.071,
0.170]

0.025 0.001

Friendship Eth. Clim. > Organiz.
Ident. > Turnover

−0.084 [−0.079,
−0.003]

0.021 0.043

Friendship Eth. Clim. > Organiz.
Ident. > Recomm.

0.089 [0.053,
0.1461

0.023 0.000

Friendship Eth. Clim. > Organiz.
Ident. > Trust

0.064 [0.032,
0.1051

0.019 0.001

B 95% CI [LL, UL] SE P

Individ. Eth. Clim. > Organiz.
Ident. > OCB

0.026 [0.002,
0.059]

0.014 0.034

Individ. Eth. Clim. > Organiz.
Ident. > Commit.

0.040 [0.001,
0.086]

0.021 0.040

Individ Eth. Clim. > Organiz.
Ident. > Turnover

−0.012 [−0.041,
0.000]

0.010 0.080

Individ. Eth. Clim. > Organiz.
Ident. > Recomm.

0.031 [0.002,
0.068]

0.017 0.035

Individ. Eth. Clim. > Organiz.
Ident. > Trust

0.023 [0.003,
0.051]

0.012 0.027

B 95% CI | LL, UL] SE P

Distr. Leader. Agen. > Organiz.
Ident. > OCB

0.114 [0.070,
0.173|

0.026 0.001

Distr. Leader. Agen. > Organiz.
Ident. > Commit.

0.175 [0.122,
0.241]

0.031 0.001

Distr. Leader. Agen. > Organiz,
Ident. > Turnover

−0.081 [−0.106,
0.007]

0.029 0.044

Distr. Leader. Agen. > Organiz.
Ident. > Recomm.

0.136 [0.086,
0.202]

0.030 0.001

Distr. Leader. Agen. > Organiz.
Ident. > Trust

0.098 [0.051,
0.160]

0.028 0.001

All parameter estimates are presented as standardized coefficients. CI,
Confidence interval.

estimate chi-square differences between the unconstrained (with
original parameters) and the constrained (with equal loading
parameters) nested models.

The model shows measurement invariance across private
and public social companies, gender, and degree level obtained.
Indeed, results did not show any significant difference for
company (χ2 difference = 4.61, 1df = 4, p > 0.35), gender
(χ2 difference = 1.71, 1df = 4, p > 0.707), and education (χ2

difference = 1.06, 1df = 8, p > 0.788).

DISCUSSION

How can organizations encourage employees’ positive attitudes
and behaviors in the workplace? Which factors foster employees’
identification with and commitment to their organization? In
the last decades, the study of organizational processes through

the social identity approach has significantly contributed to
our knowledge about these relevant questions within both
the OI and HRM fields. In the present paper, we connected
insights from this approach with the literature concerning
two main aspects of organizational life: ethical climate and
DL. Extending recent research (Pagliaro et al., 2018; Teresi
et al., 2019), we provided evidence about the key role of OI
as a mediator of the relationship between perceived ethical
climate and employees’ reactions. We found that a perception
of a specific ethical climate, based on a collectivistic and
interdependent view of organizational life, elicits OI, and this,
in turn, induces pro-organizational attitudes and behaviors
and discourages turnover intentions. By contrast, when the
perceived ethical climate focuses on an individualistic and
independent way of approaching organizational processes,
employees identify with the organization to a lesser extent. We
also provided evidence that a leadership style which strengthens
the employees’ perception of being actively engaged in leadership
activities, task management, and work communication is also
likely to strengthen OI and produce benefits in terms of
attitudes and behaviors.

If we refer to social identity theory, identification is
generated through socio-cognitive processes of social comparison
and categorization, which involve choice-making activities.
The worker places himself/herself, the groups of workers,
and supervisors in homogeneous social categories, and this
process allows him/her to appreciate his/her own characteristics
as part of a group or company (Van Dick et al., 2004;
Kreiner et al., 2015).

The degree to which organizational values are incorporated
through self-conceptualization processes also depends on the
managerial initiatives aimed at encouraging the diffusion
and the application of these values, which can thus be
considered as precursors of OI (Rijswijk et al., 2006; Van
Knippenberg and Sleebos, 2006). In this light, our results
indicate that when ethical climate and empowerment
(e.g., through delegation) are perceived as supportive
and based on the collective contribution, workers seem
to feel more linked with the organization and to gain
positive work outcomes.

Theoretical Implications
The present research contributes to the development of
theoretical knowledge on the role of OI as a mediator between
manageable antecedents (climate and leadership) at different
levels (individual, group, and organization) and important
work outcomes (Soenen and Melkonian, 2016; Wang et al.,
2017; Irshad and Bashir, 2020; Nguyen et al., 2020). First,
it confirms that environmental, relational, and managerial
factors and perceptions (e.g., cultural values, supervisor support,
organizational climate, and leadership style) are internalized by
workers, thus influencing behaviors and motivational aspects
(Stinglhamber et al., 2015; Piccoli et al., 2017; Bednar et al.,
2020). Furthermore, this study highlights that both delegation
and an ethical climate of friendship support OI processes, with
a positive impact on work outcomes. On the other hand, the
perception of an ethical climate of self-interest does not seem
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to contribute to the OI process. Overall, our results are in line
with previous studies that show that employee’s perceptions of
supportive organizational climates and practices (characterized
by ethics and responsibility, the sharing of values, the attention
to the health and safety of workers, and morality) have effects
on important work outcomes through OI. Moreover, in line
with these results, this study shows that perceptions regarding
empowerment and delegation (conceptualized as DLA) have a
significant positive relation with an ethical climate of friendship,
a significant negative relation with a self-interest ethical climate,
and a significant positive effect on OI (Unterrainer et al., 2017;
Barattucci et al., 2020). To the best of our knowledge, this is the
first study suggesting that DLA has a positive impact on work
outcomes through OI, thus opening up new possible theoretical
debates and directions.

Practical Implications
The present research can offer many insights for practitioners.
First of all, HRM should monitor the evolution of employees’
identification with their organization through a continuous
and dynamic process of sense-making (Ashforth and Schinoff,
2016), so as to avoid “snap-shot” approaches (Bednar et al.,
2020). Also, this process should incorporate operational practices
specifically aimed at positively impacting the OI: interventions
on resources (autonomy, training, jobs, responsibilities,
information, etc.), managerial support, communication, and
work climate (Eisenberger and Stinglhamber, 2011). Results
also highlight the importance of the creation of an effective
work climate based on cooperation, support, friendliness,
and delegation, in order to promote adequate OI and act
positively on outcomes such as turnover, satisfaction, and trust
(Stinglhamber et al., 2015).

Moreover, from a practical point of view, it confirms that
different ethical climates are likely to impact differently on
employees’ reactions – for example, in terms of commitment,
OCB, perceived organizational morality, and turnover intention.
If not properly addressed, unethical individual and/or
group behaviors could lead to the perception that such
conduct is acceptable, potentially paving the way for further
issues like absenteeism, turnover, tardiness, social loafing,
low satisfaction, and low commitment. On the contrary,
organizations capable of keeping ethical standards of behavior
and fostering a clear ethical perception among their employees
could potentially benefit from a positive array of likewise
moral behaviors.

A further practical implication that may be derived from
the present findings is related to the efficacy of DL in
fostering employees’ identification with, and commitment
to, the organization. We provided evidence about the fact
that a leadership style that actively involves employees
in leadership activities and managing tasks is likely to
create a we-ness (Ashfort et al., 2011), reflected in OI, that
further improves positive reactions. Thus, companies may be
particularly interested in eliciting such a leadership style, and
this may influence the training and development plans of
the organization.

Limitations and Future Directions
The study is not exempt from some limitations that are worth
noting and that could be considered in future developments. First
of all, the nature of the data is cross-sectional. Future studies may
be directed at disentangling the causal direction we hypothesized
and tested here, although some indications coming from findings
of prior simulation studies conducted in a laboratory setting
reassure us about the validity of our assumptions (Teresi et al.,
2019). Moreover, we are further reassured by prior literature
predicting the role of OI on employees’ reactions. It seems
reasonable to expect that this could be more of a recursive
relationship, in which identification fosters positive attitudes and
behaviors, and in turn, endorsing a positive view of the company
further improves identification.

Another limitation is the absence of a (negative) relationship
between self-interest climate and identification, as emerged in
Pagliaro et al.’s (2018) study. Even though this calls for further
attention in future studies, the present paper focused more
on the positive relationship between friendship, ethical climate,
and identification, and in this sense, our findings are in line
with previous research. It is also worth noting that a self-
interest ethical climate was directly and negatively related to
organizational trust, thus providing further argument supporting
our general hypothesis.

In order to overcome the limitations inherent to self-
administered questionnaires, future research should consider
implementing third-part evaluations by supervisors or colleagues
as well as objective data and possibly measurements of variables
at the group level. Moreover, it would be advisable to go beyond
the correlational design and evaluate longitudinal, cross-lagged,
or experimental design.

Overall, the present research confirms that understanding
the dynamics of OI is crucial in order to manage personnel
attitudes and behaviors.

DATA AVAILABILITY STATEMENT

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation.

ETHICS STATEMENT

The studies involving human participants were reviewed and
approved by the Comitato Etico dell’Università eCampus. The
patients/participants provided their written informed consent to
participate in this study.

AUTHOR CONTRIBUTIONS

SP, MB, and AL: conceptualization and methodology. MB, MT,
DP, SI, and SP: formal analysis. MT, SP, and MB: investigation and
writing – original draft preparation. MB and AL: data curation.
DP, SI, AL, and SP: writing – review and editing. All authors
contributed to the article and approved the submitted version.

Frontiers in Psychology | www.frontiersin.org 8 February 2021 | Volume 11 | Article 564112

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-564112 January 29, 2021 Time: 19:18 # 9

Barattucci et al. Organizational Identification and Employees’ Reactions

REFERENCES
Anderson, J. C., and Gerbing, D. W. (1988). Structural equation modeling in

practice: a review and recommended two-step approach. Psychol. Bull. 103,
411–423. doi: 10.1037/0033-2909.103.3.411

Argentero, P., Cortese, C. G., and Ferretti, M. S. (2008). An evaluation of
organizational citizenship behaviour: psychometric characteristics of the Italian
version of Podsakoff et al.’s scale. TPM 15, 61–75.

Ashfort, B. E., and Mael, F. (1989). Social identity theory and the organisation.
Acad. Manage. Rev. 14, 20–39. doi: 10.2307/258189

Ashfort, B. E., Rogers, K. M., and Corley, K. G. (2011). Identitiy in organizations:
exploring cross-level dynamics. Organ. Sci. 22, 1144–1156. doi: 10.1287/orsc.
1100.0591

Ashforth, B. E., and Schinoff, B. S. (2016). Identity under construction: how
individuals come to define themselves in organizations. Annu. Rev. Organ.
Psychol. Organ. Behav. 3, 111–137. doi: 10.1146/annurev-orgpsych-041015-
062322

Babin, B. J., Boles, J. S., and Robin, D. P. (2000). Representing the perceived ethical
work climate among marketing employees. J. Acad. Mark. Sci. 28, 345–358.
doi: 10.1177/0092070300283004

Barattucci, M., Lo Presti, A., Bufalino, G., Jønsson, T., Teresi, M., and Pagliaro,
S. (2020). Distributed leadership agency and work outcomes: validation of the
Italian DLA and its relations with commitment, trust and satisfaction. Front.
Psychol. 11:512. doi: 10.3389/fpsyg.2020.00512

Bednar, J. S., Galvin, B. M., Ashforth, B. E., and Hafermalz, E. (2020). Putting
identification in motion: a dynamic view of organizational identification.
Organ. Sci. 31, 200–222. doi: 10.1287/orsc.2018.1276

Bennett, N., Wise, C., Woods, P., and Harvey, J. (2003). Distributed Leadership.
Oxford: National College for School Leadership.

Bolden, R. (2011). Distributed leadership in organizations: a review of theory
and research. Int. J. Manage. Rev. 13, 251–269. doi: 10.1111/j.1468-2370.2011.0
0306.x

Brown, M. E., Treviño, L. K., and Harrison, D. A. (2005). Ethical leadership: a social
learning per-spective for construct development and testing. Organ. Behav.
Hum. Decis. Process. 97, 117–134. doi: 10.1016/j.obhdp.2005.03.002

Browne, M. W., Cudeck, R., and Bollen, K. A. (1993). Alternative ways of assessing
model fit. Sage Foc. Ed. 154, 136–136.

Cheng, M.-Y., and Wang, L. (2015). The mediating effect of ethical climate on the
relationship between paternalistic leadership and team identification: a team-
level analysis in the Chinese context. J. Bus. Ethics 129, 639–654. doi: 10.1007/
s10551-014-2189-5

Choi, S. B., Ullah, S. M. E., and Kwak, W. J. (2015). Ethical leadership and
followers’ attitudes toward corporate social responsibility: the role of perceived
ethical work climate. Soc. Behav. Pers. 43, 353–366. doi: 10.2224/sbp.2015.43.
3.353

Colquitt, J. A., and Rodell, J. B. (2015). “Measuring justice and fairness,” in Oxford
Library of Psychology. The Oxford Handbook of Justice in the Workplace, eds
R. S. Cropanzano and M. L. Ambrose (New York, NY: Oxford University Press),
187–202. doi: 10.1093/oxfordhb/9780199981410.013.8

Cornelissen, J. P., Haslam, S. A., and Balmer, J. M. T. (2007). Social
identity, organizational identity and corporate identity: towards an integrated
understanding of processes, patternings and products. Br. J. Manage. 18, S1–
S16. doi: 10.1111/j.1467-8551.2007.00522.x

Cullen, J. B., Victor, B., and Bronson, J. W. (1993). The ethical climate
questionnaire: an assessment of its development and validity. Psychol. Rep. 73,
667–674. doi: 10.2466/pr0.1993.73.2.667

DeRue, D., and Ashford, S. (2010). Who will lead and who will follow? a social
process of leadership identity construction in organizations. Acad. Manage. Rev.
35, 627–647. doi: 10.5465/AMR.2010.53503267

Deshpande, S. P. (1996). The impact of ethical climate types on facets of job
satisfaction: an empirical investigation. J. Bus. Ethics 15, 655–660. doi: 10.1007/
BF00411800

Dinc, M. S., and Aydemir, M. (2014). Ethical leadership and employee behaviours:
an empirical study of mediating factors. Int. J. Bus. Gov. Ethics 9, 293–312.
doi: 10.1504/IJBGE.2014.06473

D’Innocenzo, L., Mathieu, J. E., and Kukenberger, M. R. (2014). A meta-analysis
of different forms of shared leadership–team performance relations. J. Manage.
20, 1–28. doi: 10.1177/0149206314525205

Eisenberger, R., and Stinglhamber, F. (2011). Perceived Organizational Support:
Fostering Enthusiastic and Productive Employees. Washington, DC: APA Books.

Ellemers, N., and Haslam, S. (2012). “Social identity theory”, in Handbook
of Theories of Social Psychology, Vol. 2, eds P. Van Lange, A. Krunglaski,
and E. Higgins (New York, NY: Sage Publications), 379–398. doi: 10.4135/
9781446249222.n45

Graber, D., and Kilpatrick, A. (2008). Establishing values-based leadership and
value systems in healthcare organizations. J. Health Hum. Serv. Adm. 31,
179–197.

Gronn, P. (2002). Distributed leadership as a unit of analysis. Leadersh. Q. 13,
423–451. doi: 10.1016/s1048-9843(02)00120-0

Gronn, P. (2009). “From distributed to hybrid leadership practice,” in Distributed
Leadership: Studies in Educational Leadership, ed. A. Harris (New York, NY:
Springer), 197–217. doi: 1007/978-1-4020-9737-9_11

Hardy, S. A., and Carlo, G. (2011). “Moral identity,” in Handbook of Identity
Theory and Research, eds S. J. Schwartz, K. Luyckx, and V. L. Vignoles (Berlin:
Springer), 495–513. doi: 10.1007/978-1-4419-7988-9_19

Haslam, S. A. (2004). Psychology in Organizations: The Social Identity Approach,
2nd Edn. London: Sage. doi: 10.4135/9781446278819

Haslam, S. A., and Ellemers, N. (2005). “Social psychology in industrial and
organizational psychology: concepts, controversies and contributions,” in
International Review of Industrial and Organizational Psychology, Vol. 20, eds
G. P. Hodgkinson and J. K. Ford (Chichester: Wiley), 39–118. doi: 10.1002/
0470029307.ch2

He, H., and Brown, A. D. (2013). Organizational identity and organizational
identification: a review of the literature and suggestions for future research.
Group Organ. Manage. 38, 3–35. doi: 10.1177/1059601112473815

Hogg, M. A. (2001). A social identity theory of leadership. Pers. Soc. Psychol. Rev.
5, 184–200. doi: 10.1207/S15327957PSPR0503_1

Hsieh, H.-H., and Wang, Y.-D. (2016). Linking perceived ethical climate to
organizational deviance: the cognitive, affective, and attitudinal mechanisms.
J. Bus. Res. 69, 3600–3608. doi: 10.1016/j.jbusres.2016.01.001

Hu, L., and Bentler, P. M. (1999). Cutoff criteria for fit indices in covariance
structure analysis: conventional criteria versus new alternatives. Struct. Equ.
Model. 6, 1–55. doi: 10.1080/10705519909540118

Huang, G. H., Wellman, N., Ashford, S. J., Lee, C., and Wang, L. (2017). Deviance
and exit: the organizational costs of job insecurity and moral disengagement.
J. Appl. Psychol. 102, 26–42. doi: 10.1037/apl0000158

Irshad, M., and Bashir, S. (2020). The dark side of organizational identification:
a multi-study investigation of negative outcomes. Front. Psychol. 11:572478.
doi: 10.3389/fpsyg.2020.572478

Islam, T., Ahmed, I., and Ali, G. (2019). Effects of ethical leadership on bullying and
voice behavior among nurses: mediating role of organizational identification,
poor working condition and workload. Leadersh. Health Serv. 32, 2–17. doi:
10.1108/lhs-02-2017-0006

Jaramillo, F., Mulki, J. P., and Solomon, P. (2006). The role of ethical climate on
Salesperson’s role stress, job attitudes, turnover intention, and job performance.
J. Pers. Sell. Sales Manage. 26, 271–282. doi: 10.2753/PSS0885-3134260302

Jønsson, T., Unterrainer, C., Jeppesen, H.-J., and Jain, H. K. (2016). Measuring
distributed leadership agency in a hospital context: development and validation
of a new scale. J. Health Organ. Manage. 30, 908–926. doi: 10.1108/jhom-05-
2015-0068

Kalshoven, K., and Boon, C. T. (2012). Ethical leadership, employee well-being, and
helping: the moderating role of human resource management. J. Pers. Psychol.
11, 60–68. doi: 10.1027/1866-5888/a000056

Kreiner, G. E., Hollensbe, E., Sheep, M. L., Smith, B. R., and Kataria, N. (2015).
Elasticity and the dialectic tensions of organizational identity: How can we
hold together while we are pulling apart? Acad. Manage. J. 58, 981–1011. doi:
10.5465/amj.2012.0462

Lau, P. Y. Y., Tong, J. L. Y. T., Lien, B. Y. H., Hsu, Y. C., and Chong, C. L. (2017).
Ethical work climate, employee commitment and proactive customer service
performance: test of the mediating effects of organisational politics. J. Retail.
Consum. Serv. 35, 20–26. doi: 10.1016/j.jretconser.2016.11.004

Lee, E.-S., Park, T.-Y., and Koo, B. (2015). Identifying organizational identification
as a basis for attitudes and behaviors: a meta-analytic review. Psychol. Bull. 141,
1049–1080. doi: 10.1037/bul0000012

Liu, W., He, C., Jiang, Y., Ji, R., and Zhai, X. (2020). Effect of gig workers’
psychological contract fulfillment on their task performance in a sharing

Frontiers in Psychology | www.frontiersin.org 9 February 2021 | Volume 11 | Article 564112

https://doi.org/10.1037/0033-2909.103.3.411
https://doi.org/10.2307/258189
https://doi.org/10.1287/orsc.1100.0591
https://doi.org/10.1287/orsc.1100.0591
https://doi.org/10.1146/annurev-orgpsych-041015-062322
https://doi.org/10.1146/annurev-orgpsych-041015-062322
https://doi.org/10.1177/0092070300283004
https://doi.org/10.3389/fpsyg.2020.00512
https://doi.org/10.1287/orsc.2018.1276
https://doi.org/10.1111/j.1468-2370.2011.00306.x
https://doi.org/10.1111/j.1468-2370.2011.00306.x
https://doi.org/10.1016/j.obhdp.2005.03.002
https://doi.org/10.1007/s10551-014-2189-5
https://doi.org/10.1007/s10551-014-2189-5
https://doi.org/10.2224/sbp.2015.43.3.353
https://doi.org/10.2224/sbp.2015.43.3.353
https://doi.org/10.1093/oxfordhb/9780199981410.013.8
https://doi.org/10.1111/j.1467-8551.2007.00522.x
https://doi.org/10.2466/pr0.1993.73.2.667
https://doi.org/10.5465/AMR.2010.53503267
https://doi.org/10.1007/BF00411800
https://doi.org/10.1007/BF00411800
https://doi.org/10.1504/IJBGE.2014.06473
https://doi.org/10.1177/0149206314525205
https://doi.org/10.4135/9781446249222.n45
https://doi.org/10.4135/9781446249222.n45
https://doi.org/10.1016/s1048-9843(02)00120-0
https://doi.org/1007/978-1-4020-9737-9_11
https://doi.org/10.1007/978-1-4419-7988-9_19
https://doi.org/10.4135/9781446278819
https://doi.org/10.1002/0470029307.ch2
https://doi.org/10.1002/0470029307.ch2
https://doi.org/10.1177/1059601112473815
https://doi.org/10.1207/S15327957PSPR0503_1
https://doi.org/10.1016/j.jbusres.2016.01.001
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1037/apl0000158
https://doi.org/10.3389/fpsyg.2020.572478
https://doi.org/10.1108/lhs-02-2017-0006
https://doi.org/10.1108/lhs-02-2017-0006
https://doi.org/10.2753/PSS0885-3134260302
https://doi.org/10.1108/jhom-05-2015-0068
https://doi.org/10.1108/jhom-05-2015-0068
https://doi.org/10.1027/1866-5888/a000056
https://doi.org/10.5465/amj.2012.0462
https://doi.org/10.5465/amj.2012.0462
https://doi.org/10.1016/j.jretconser.2016.11.004
https://doi.org/10.1037/bul0000012
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-564112 January 29, 2021 Time: 19:18 # 10

Barattucci et al. Organizational Identification and Employees’ Reactions

economy-a perspective from the mediation of organizational identification and
the moderation of length of service. Int. J. Environ. Res. Public Health 17:2208.
doi: 10.3390/ijerph17072208

Liu, Y., Loi, R., and Lam, L. (2011). Linking organizational identification
and employee performance in teams: the moderating role of team-member
exchange. Int. J. Hum. Resour. Manage. 22, 3187–3201. doi: 10.1080/09585192.
2011.560875

Mael, F. A., and Ashforth, B. E. (1992). Alumni and their alma mater: a partial test
of the reformulated model of organizational identification. J. Organ. Behav. 13,
103–123. doi: 10.1002/job.4030130202

Malik, A., Akhtar, M. N., Talat, U., and Chang, K. (2019). Transformational changes
and sustainability: from the perspective of identity, trust, commitment, and
withdrawal. Sustainability 11:3159. doi: 10.3390/su11113159

Mancheno, S. L., Endres, G. M., Polak, R., and Athanasaw, Y. (2009). The individual
cultural values and job satisfaction of the transformational leader. Organ. Dev.
J. 27, 9–21.

Manuti, A., and Bosco, A. (2012). Organizational identification: a contribution to
the validation of the psychometric features of two measures. G. Ital. Psicol. 39,
881–902. doi: 10.1421/73147

Marsh, H. W., Balla, J. R., and Hau, K. T. (1996). “An evaluation of Incremental Fit
Indices: a clarification of mathematical and empirical properties,” in Advanced
Structural Equation Modeling, Issues and Techniques, eds G. A. Marcoulides and
R. E. Schumacker (Mahwah, NJ: Erlbaum), 315–353.

Martin, K. D., and Cullen, J. B. (2006). Continuities and extensions of ethical
climate theory: a meta-analytic review. J. Bus. Ethics 69, 175–194. doi: 10.1007/
s10551-006-9084-7

Mayer, D. M. (2014). “A review of the literature on ethical climate and
culture,” in The Handbook of Organizational Climate and Culture: Antecedents,
Consequences, and Practice, eds B. Schneider and K. Barbera (New York, NY:
Oxford University Press), 415–440. doi: 10.1093/oxfordhb/9780199860715.013.
0022

Mayrowetz, D. (2008). Making sense of distributed leadership: exploring the
multiple usages of the concept in the field. Educ. Adm. Q. 44, 424–435. doi:
10.1177/0013161X07309480

Meyer, J. P., and Allen, N. J. (1991). A three-component conceptualization of
organizational commit-ment. Hum. Resour. Manage. Rev. 1, 61–98. doi: 10.
1016/1053-4822(91)90011Z

Meyer, J. P., Becker, T. E., and Van Dick, R. (2006). Social identities and
commitments at work: toward an integrative model. J. Organ. Behav. 27,
665–683. doi: 10.1002/job.383

Miao, Q., and Zhou, J. (2020). Corporate hypocrisy and counterproductive work
behavior: a moderated mediation model of organizational identification and
perceived importance of CSR. Sustainability 12, 1847. doi: 10.3390/su12051847

Mulki, J. P., Jaramillo, F., and Locander, W. B. (2006). Effects of ethical climate and
supervisory trust on salesperson’s job attitudes and intentions to quit. J. Pers.
Sell. Sales Manage. 24, 19–26. doi: 10.2753/PSS0885-3134260102

Naeem, R. M., Weng, Q. D., Hameed, Z., and Rasheed, M. I. (2019). Ethical
leadership and work engagement: a moderated mediation model. Ethics Behav.
30, 63–82. doi: 10.1080/10508422.2019.1604232

Newman, A., Round, H., Bhattacharya, S., and Roy, A. (2017). Ethical climates
in organizations: a review and research agenda. Bus. Ethical Q. 27, 475–512.
doi: 10.1017/beq.2017.23

Nguyen, T., Pham, T., Le, Q., Pham, T., Bui, T., and Nguyen, T. (2020). Impact
of corporate social responsibility on organizational commitment through
organizational trust and organizational identification. Manage. Sci. Lett. 10,
3453–3462. doi: 10.5267/j.msl.2020.5.032

Ning, N., and Zhaoyi, L. (2017). Psychological contract breach, organizational
disidentification, and employees’ unethical behavior: organizational ethical
climate as moderator. Soc. Behav. Pers. Int. J. 45, 1409–1424. doi: 10.2224/sbp.
6708

Pagliaro, S., Lo Presti, A., Barattucci, M., Giannella, V. A., and Barreto, M. (2018).
On the effects of ethical climate(s) on employees’ behavior: a social identity
approach. Front. Psychol. 9:960. doi: 10.3389/fpsyg.2018.00960

Peters, K., Haslam, S. A., Ryan, M. K., and Fonseca, M. (2013). Working with
subgroup identities to build organizational identification and support for
organizational strategy: a test of the ASPIRE model. Group Organ. Manage. 38,
128–144. doi: 10.1177/1059601112472368

Peterson, D. K. (2002). Deviant workplace behavior and the organization’s ethical
climate. J. Bus. Psychol. 17, 47–61. doi: 10.1023/A:1016296116093

Piccoli, B., Callea, A., Urbini, F., Chirumbolo, A., Ingusci, E., and De Witte, H.
(2017). Job insecurity and performance: the mediating role of organizational
identification. Pers. Rev. 46, 1508–1522. doi: 10.1108/pr-05-2016-0120

Pierro, A., Lombardo, I., Fabbri, S., and Di Spirito, A. (1995). Evidenza empirica
della validità discriminante delle misure di Job Involvement e Organizational
Commitment. Test. Psicometria Metodol. 2, 5–18.

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., and Podsakoff, N. P. (2003). Common
method biases in behavioral research: a critical review of the literature and
recommended remedies. J. Appl. Psychol. 88, 879–903. doi: 10.1037/0021-9010.
88.5.879

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., and Fetter, R. (1990).
Transformational leader behaviors and their effects on followers’ trust in leader,
satisfaction, and organizational citizenship behaviors. Leadersh. Q. 1, 107–142.
doi: 10.1016/1048-9843(90)90009-7

Rijswijk, W., Haslam, S. A., and Ellemers, N. (2006). Who do we think we are? The
effects of social context and social identification on in-group stereotyping. Br. J.
Soc. Psychol. 45, 161–174. doi: 10.1348/014466605X39475

Schminke, M., Ambrose, M. L., and Neubaum, D. O. (2005). The effect of leader
moral development on ethical climate and employee attitudes. Organ. Behav.
Hum. Decis. Process. 97, 135–151. doi: 10.1016/j.obhdp.2005.03.006

Schwepker, C. H. Jr. (2001). Ethical climate’s relationship to job satisfaction,
organizational commitment, and turnover intention in the salesforce. J. Bus.
Res. 54, 39–52. doi: 10.1016/s0148-2963(00)00125-9

Shrout, P. E., and Bolger, N. (2002). Mediation in experimental and
nonexperimental studies: new procedures and recommendations. Psychol.
Methods 7, 422–445. doi: 10.1037/1082-989X.7.4.422

Smith, E. B. (2011). Identities as lenses: how organizational identity affects
audiences’ evaluation of organizational performance. Adm. Sci. Q. 56, 61–94.
doi: 10.2189/asqu.2011.56.1.061

Soenen, G., and Melkonian, T. (2016). Fairness and commitment to change in M
& As: the mediating role of organizational identification. Eur. Manage. J. 34,
486–492. doi: 10.1016/j.emj.2016.10.005

Spillane, J. P. (2006). Distributed Leadership. San Francisco, CA: Jossey-Bass.
Stinglhamber, F., Marique, G., Caesens, G., Desmette, D., Hansez, I., and Hanin,

D. (2015). Employees’ organizational identification and affective organizational
commitment: an integrative approach. PLoS One 10:e0123955. doi: 10.1371/
journal.pone.0123955

Tajfel, H., and Turner, J. C. (1979). “An integrative theory of intergroup conflict,” in
The Social Psychology of Intergroup Relations, eds W. G. Austin and S. Worchel
(Monterey, CA: Brooks Cole), 33–47.

Teresi, M., Pietroni, D. D., Barattucci, M., Giannella, V. A., and Pagliaro, S. (2019).
Ethical climate(s), organization identification, and employees’ behaviour. Front.
Psychol. 10:1356. doi: 10.3389/fpsyg.2019.01356

Tian, M., Risku, M., and Collin, K. (2016). A meta-analysis of distributed
leadership from 2002 to 2013: theory development, empirical evidence and
future research focus. Educ. Manage. Adm. Leadersh. 44, 146–164. doi: 10.1177/
1741143214558576

Treviño, L. K., Butterfield, K. D., and McCabe, D. M. (1998). The ethical context in
organizations: influences on employee attitudes and behaviors. Bus. Ethics Q. 8,
447–476. doi: 10.5840/10.2307/3857431

Turner, J. C., Hogg, M. A., Oakes, P. J., Reicher, S. D., and Wetherell, M. S.
(1987). Rediscovering the Social Group: A Self-Categorization Theory. Oxford:
Basil Blackwell.

Unterrainer, C., Jeppesen, H. J., and Jønsson, T. (2017). Distributed leadership
agency and its relationship to individual autonomy and occupational self-
efficacy: a two wave-mediation study in Denmark. Humanist. Manage. J. 2,
57–81. doi: 10.1007/s41463-017-0023-9

Van Dick, R., Christ, O., Stellmacher, J., Wagner, U., Ahlswede, O., Grubba, C.,
et al. (2004). Should I stay or should I go? Explaining turnover intentions with
organizational identification and job satisfaction. Br. J. Manage. 15, 351–360.
doi: 10.1111/j.1467-8551.2004.00424.x

Van Knippenberg, D. (2016). “Making sense of who we are: leadership and
organizational identity,” in The Oxford Handbook of Organizational Identity,
eds M. G. Pratt, M. Schultz, B. E. Ashforth, and D. Ravasi (Oxford: Oxford
University Press).

Frontiers in Psychology | www.frontiersin.org 10 February 2021 | Volume 11 | Article 564112

https://doi.org/10.3390/ijerph17072208
https://doi.org/10.1080/09585192.2011.560875
https://doi.org/10.1080/09585192.2011.560875
https://doi.org/10.1002/job.4030130202
https://doi.org/10.3390/su11113159
https://doi.org/10.1421/73147
https://doi.org/10.1007/s10551-006-9084-7
https://doi.org/10.1007/s10551-006-9084-7
https://doi.org/10.1093/oxfordhb/9780199860715.013.0022
https://doi.org/10.1093/oxfordhb/9780199860715.013.0022
https://doi.org/10.1177/0013161X07309480
https://doi.org/10.1177/0013161X07309480
https://doi.org/10.1016/1053-4822(91)90011Z
https://doi.org/10.1016/1053-4822(91)90011Z
https://doi.org/10.1002/job.383
https://doi.org/10.3390/su12051847
https://doi.org/10.2753/PSS0885-3134260102
https://doi.org/10.1080/10508422.2019.1604232
https://doi.org/10.1017/beq.2017.23
https://doi.org/10.5267/j.msl.2020.5.032
https://doi.org/10.2224/sbp.6708
https://doi.org/10.2224/sbp.6708
https://doi.org/10.3389/fpsyg.2018.00960
https://doi.org/10.1177/1059601112472368
https://doi.org/10.1023/A:1016296116093
https://doi.org/10.1108/pr-05-2016-0120
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1016/1048-9843(90)90009-7
https://doi.org/10.1348/014466605X39475
https://doi.org/10.1016/j.obhdp.2005.03.006
https://doi.org/10.1016/s0148-2963(00)00125-9
https://doi.org/10.1037/1082-989X.7.4.422
https://doi.org/10.2189/asqu.2011.56.1.061
https://doi.org/10.1016/j.emj.2016.10.005
https://doi.org/10.1371/journal.pone.0123955
https://doi.org/10.1371/journal.pone.0123955
https://doi.org/10.3389/fpsyg.2019.01356
https://doi.org/10.1177/1741143214558576
https://doi.org/10.1177/1741143214558576
https://doi.org/10.5840/10.2307/3857431
https://doi.org/10.1007/s41463-017-0023-9
https://doi.org/10.1111/j.1467-8551.2004.00424.x
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-11-564112 January 29, 2021 Time: 19:18 # 11

Barattucci et al. Organizational Identification and Employees’ Reactions

Van Knippenberg, D., and Sleebos, E. (2006). Organizational Identification versus
organizational commitment: self-definition, social exchange, and job attitudes.
J. Organ. Behav. 27, 571–584. doi: 10.1002/job.359

Victor, B., and Cullen, J. B. (1987). A theory and measure of ethical climate in
organizations. Res. Corp. Soc. Perform. Policy 9, 51–71.

Wang, D., Waldman, D. A., and Zhang, Z. (2014). A meta-analysis of shared
leadership and team effectiveness. J. Appl. Psychol. 99, 181–198. doi: 10.1037/
a0034531

Wang, W., Fu, Y., Qiu, H., Moore, J. H., and Wang, Z. (2017). Corporate
social responsibility and employee outcomes: a moderated mediation model
of organizational identification and moral identity. Front. Psychol. 8:1906. doi:
10.3389/fpsyg.2017.01906

Wang, Y. D., and Hsieh, H. H. (2012). Toward a better understanding of the link
between ethical climate and job satisfaction: a multilevel analysis. J. Bus. Ethics
105, 535–545. doi: 10.1007/s10551-011-0984-9

Waung, M., and Brice, T. S. (2007). The effect of acceptance/rejection status, status
notification, and organizational obligation fulfillment on applicant intentions.
J. Appl. Soc. Psychol. 37, 2048–2071. doi: 10.1111/j.1559-1816.2007.00250.x

Yammarino, F. J., Salas, E., Serban, A., Shirreffs, K., and Shuffler, M. L. (2012).
Collectivistic leadership approaches: putting the "we" in leadership science and
practice. Ind. Organ. Psychol. Perspect. Sci. Pract. 5, 382–402. doi: 10.1111/j.
1754-9434.2012.01467.x

Zagenczyk, T. J., Purvis, R. L., Cruz, K. S., Thoroughgood, C. N.,
and Sawyer, K. B. (2020). Context and social exchange: perceived
ethical climate strengthens the relationships between perceived
organizational support and organizational identification and commitment.
Int. J. Hum. Resour. Manage. 1–20. doi: 10.1080/09585192.2019.17
06618

Zappalà, S., Toscano, F., and Licciardello, S. A. (2019). Towards sustainable
organizations: supervisor support, commitment to change and the mediating
role of organizational identification. Sustainability 11:805. doi: 10.3390/
su11030805

Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.

Copyright © 2021 Barattucci, Teresi, Pietroni, Iacobucci, Lo Presti and Pagliaro.
This is an open-access article distributed under the terms of the Creative Commons
Attribution License (CC BY). The use, distribution or reproduction in other forums
is permitted, provided the original author(s) and the copyright owner(s) are credited
and that the original publication in this journal is cited, in accordance with accepted
academic practice. No use, distribution or reproduction is permitted which does not
comply with these terms.

Frontiers in Psychology | www.frontiersin.org 11 February 2021 | Volume 11 | Article 564112

https://doi.org/10.1002/job.359
https://doi.org/10.1037/a0034531
https://doi.org/10.1037/a0034531
https://doi.org/10.3389/fpsyg.2017.01906
https://doi.org/10.3389/fpsyg.2017.01906
https://doi.org/10.1007/s10551-011-0984-9
https://doi.org/10.1111/j.1559-1816.2007.00250.x
https://doi.org/10.1111/j.1754-9434.2012.01467.x
https://doi.org/10.1111/j.1754-9434.2012.01467.x
https://doi.org/10.1080/09585192.2019.1706618
https://doi.org/10.1080/09585192.2019.1706618
https://doi.org/10.3390/su11030805
https://doi.org/10.3390/su11030805
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

	Ethical Climate(s), Distributed Leadership, and Work Outcomes: The Mediating Role of Organizational Identification
	Introduction
	OI, Antecedents, and Outcomes
	Ethical Work Climate, Moral Norms, and Prescribed Behaviors
	Values, Climate, and Distributed Leadership
	The Present Research

	Materials and Methods
	Participants and Procedure
	Measures
	Data Analysis

	Results
	Discussion
	Theoretical Implications
	Practical Implications
	Limitations and Future Directions

	Data Availability Statement
	Ethics Statement
	Author Contributions
	References


