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ABSTRACT  

In the past ten years, unethical pro-organizational behavior (UPB) has attracted a lot of scholarly 

attention. To ascertain the relationship between UPB and its precursors, additional study is 

necessary. This study looked at UPB relationships, corporate identity, and bravery. We suggest that 

organizational identity enhances UPB while courage moderates the connection between 

organizational identity and UPB, drawing on the social identity and trait activation theories. Our 

hypothesis is that strong courage results in UPB despite the dangers of its effects on the organization, 

whereas low courage results in less UPB because of its dangers. In this cross-sectional study, 196 

data points were gathered from three public organizations and used in a survey design to evaluate 

the hypotheses. The findings of the regression and correlation analysis revealed a connection between 

organizational identity, UPB, and bravery. High courage strengthed the organizational identity effect 

on UPB, while a low one weakened this relationship. We contribute to the literature by demonstrating 

the moderating role of courage in the impact of organizational identity on UPB, thus providing a 

better understanding of how courage affects UPB. 
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INTRODUCTION 

 

Public organizations serve multiple roles, aiming to meet citizen needs, promote the common good, 

and ensure national stability. Their functions vary based on mandates and societal context. They act 

as regulatory bodies to maintain order and protect public interests, impacting citizens' well-being, 

health, and safety (Hood, 1991). Employee quality is pivotal. Public service careers are driven by a 

service ethic, focusing on serving the public at large (Bullock et al., 2015). Those motivated by this 

ethic prioritize tasks benefiting society, value personal sacrifices, uphold principles of honesty, and 

duty. Employee beliefs and public opinion influence attitudes and behaviors. Positive views lead to 

better service, while negative attitudes result in less commitment and service quality (Rainey et al., 

2021). 

However, employees may engage in behaviors seemingly beneficial but with hidden costs for citizens. 

Public organizations depend on employee excellence for long-term common good. Unethical 

behaviors can also occur for organizational gain, including misrepresentation, falsification, and 

manipulation (Frederickson & Ghere, 2015; Hood, 2002). Unethical pro-organizational behavior 

(UPB) is a form of unethical conduct that enhances organizational efficiency but contradicts societal 

values, norms, laws, and ethics (Umphress & Bingham, 2011). UPB has garnered research attention 

due to its prevalence and severe consequences (Mishra et al., 2022). Motivators for UPB include 

organizational identification, social exchange (Umphress et al., 2010; Wang & Li, 2019), leadership 
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behaviors (Effelsberg & Solga, 2015), social cognition (Chen et al., 2016), social learning (Fehr et 

al., 2019), and self-determination (Kong, 2016). 

Research has highlighted the significance of employee attachment to the organization, notably 

through constructs like organizational identification, as a key predictor of unethical pro-

organizational behavior (UPB) (Mishra et al., 2022). According to social identification theory (Tajfel 

& Turner, 1979), organizational identification plays a vital role in driving UPB. Individuals strongly 

identifying with their organization tend to prioritize the organization's interests over potential 

negative consequences of unethical actions (Umphress & Bingham, 2011). This strong commitment 

to safeguarding the organization can lead them to disregard ethical norms and view UPB as necessary, 

making them more likely to engage in UPB (Effelsberg et al., 2014; Lee, et al., 2022; Umphress et 

al., 2010). 

While previous studies have shed light on the connection between organizational identity and UPB, 

there remains a need to explore the boundary conditions of the relationship between courage and 

organizational identity in influencing UPB. Specifically, it is essential to investigate whether courage 

promotes UPB, actions taken for the organization's benefit and protection, and whether individual 

traits, such as courage, moderate the impact of organizational identity on UPB. 

Courage is typically defined as a voluntary and deliberate act that involves a significant degree of 

risk, challenge, or trouble for the individual, driven by noble or morally commendable objectives 

(Rate et al., 2007). While courage is generally regarded as a positive trait, it can have a dark side 

when misused or taken to extremes, resulting in behaviors that harm individuals or society, including 

recklessness, impulsivity, zealotry, and moral justification (Konstanczak, 2004). Studies have shown 

that moral justification can lead to UPB, as it is linked to noble or worthy purposes (Chen et al., 2016; 

Chen & Chen, 2023). However, moral justification may not fully account for the risks associated with 

UPB, as some employees refrain from UPB due to the involved risks, while others may embrace it 

by taking risks. Therefore, understanding the role of general courage in the relationship between 

identity and UPB is crucial to unveil how employees perceive the risk of UPB. 

To address this, this study adopts a person-situation interactionist approach, which considers UPB as 

a result of the joint influence of individual and situational factors. Drawing from trait activation theory 

(Tett & Guterman, 2000), this study proposes that the dark trait of courage may increase the likelihood 

of individuals engaging in UPB by emphasizing the nobility of the organization despite associated 

risks. By exploring the potential link between courage and UPB, this study expands the understanding 

of UPB beyond attitudinal predictors and underscores the significance of dispositional factors in 

predicting such behavior (O'Boyle et al., 2012). 

Corporate culture and factors including organizational identity, bravery, and unethical pro-

organizational behavior (UPB) interact in organizational environments. Ethics challenges can force 

employees to strike a compromise between organizational commitment and ethical ideals (Detert & 

Bruno, 2017; Hannah, et al., 2010; Kelley et al., 2019; Pury & Lopez, 2010). However, cultures that 

support ethical pro-organizational behaviors frequently inspire bold actions. 

Amoral workplace cultures, according to Umphress and Bingham (2011), can encourage UPB among 

highly identified personnel. When this behavior helps the organization, it might be viewed favorably. 

The unfavorable aspects of courage can be amplified by cultural beliefs, particularly those that put 

business or political power ahead of morality, which may result in unethical behavior in the context 

of social identity. Public organizations can be greatly impacted by the national context and 

governmental policies (Bullock, et all., 2015). 

UPB frequently causes employees to feel a sense of pride, adoration, and entitlement (Tang, et al., 

2020, Tang, et al 2022; Jiang, et al., 2023). Low individualism, high power distance, and uncertainty 

avoidance are cultural traits that can improve the link between organizational identity and UPB (Li, 

2023). 

According to this study, political identification and culture may have an impact on how public 

employees view organizational identity and UPB. It was done in a long-standing political 
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environment characterized by high levels of collectivism, power distance, femininity, and uncertainty 

avoidance. According to the study, the possibility of UPB, which is primarily driven by political and 

business priorities among public employees, is increased in this situation when political and 

organizational identities are combined. 

The study's significance lies in its unique cultural and political context in Turkey, which differs from 

Western contexts, focusing on a highly politicized sample of public employees. 

 

1. THEORETICAL BACKGROUND AND HYPOTHESES 

 

1.1 Organizational Identification and Unethical pro-organizational behavior  

The most effective theory to describe UPB in organizations is social identity theory, which Tajfel and 

Turner developed in 1979. According to this idea, people identify with their employer when they 

experience a strong sense of belonging and connection to that organization (Ashforth & Mael, 1989). 

This theory contends that people define themselves through their membership in distinct social 

categories. They associate the organization's success with their own, claiming ownership of its 

accomplishments. Positive activities, such as organizational citizenship behavior, are prompted by 

this sense of affiliation and are intended to promote the growth of the organization (Castille et al., 

2018). 

However, highly identified personnel may put the company before moral ideals in their quest to 

maximize corporate rewards. Their loyalty to the organization may cause them to use immoral 

measures that appear to further its objectives (Umphress & Bingham, 2011). Strongly identified 

personnel, for instance, may use any means required to safeguard the organization's interests and 

reputation when it is threatened by a lawsuit, even if that means hiding evidence of wrongdoing 

(Mishra et al., 2022). 

UPB is grounded in employees' strong organizational identification as opposed to self-centered 

activities. According to them, UPB is in line with the organization's goals, which justifies making 

ethical concessions in order to provide for the needs of the organization (Chen et al., 2016). Highly 

visible employees could try to blame the company rather than themselves for their unethical actions. 

They can avoid taking responsibility for their actions thanks to this mindset, which also lessens their 

moral and social obligations to other people. This leads to antagonism toward members of the 

outgroup and justifies UPB as a perk for the group as a whole. 

We thus hypothesize: 

Hypothesis 1: There is a positive relationship between OID and UPB. 

 

1.2 Moderating Role of Courage 

Debates surround the definition of courage, with some emphasizing self-sacrifice for a greater cause, 

while others view it more broadly (Rate et al., 2007; Peterson & Seligman, 2004). Courage is 

multifaceted and can be an exceptional response to external conditions. Researchers debate whether 

it's situational or dispositional (Lopez et al., 2003; Pury & Lopez, 2010). 

A comprehensive definition of courage has evolved, highlighting four key aspects: risk, fear, 

intentionality/deliberation, and noble good (Rate et al., 2007). Courage is a willful, intentional act 

executed after careful deliberation, involving significant objective risk, and motivated by noble ends, 

even in fear (Hannah et al., 2010). 

It's essential to acknowledge the potential dark side of courage, ensuring it aligns with ethical 

principles. Some individuals are aware of the risks in their actions for a noble cause. The ethical 

dimension is crucial, as actions with "bad" consequences cannot be courageous if they're not just and 

morally right. 

Courage is highly valued in contemporary society, particularly in public organizations where it 

exemplifies one's identity. Social identity and courage are closely linked, as acts of courage arise from 
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contradictions between self-identity and social identities, leading to uncertainty and anxiety. The trait 

activation theory suggests that courage helps individuals navigate conflicting alternatives, revealing 

aspects of their identity (Tett & Burnett, 2003). 

Acts lacking courage result in shame and regret, failing to alleviate identity tension (Koerner, 2014). 

Public employees in Turkey often combine organizational and political identities, requiring courage 

for morally questionable pro-organizational behavior. Employees with strong corporate identity are 

more likely to engage in such behavior when their courage is high. 

Hypothesis 2: Courage moderates the positive relationship between organizational identity and UPB, 

such that the relationship is stronger when courage is high. 

 

2. METHOD 

 

The purpose of the study is to use empirical research to test the theoretical relationships between the 

variables. So, an explanatory quantitative technique was adopted in this investigation. Employees 

from public organizations collaborated on this cross-sectional study to determine the relationship 

between organizational identity, UPB, and courage. 

 

2.1 Participants and Procedure 

We enrolled participants from three public organizations that fall under different ministries (transport 

and infrastructure, energy and natural resources, and labor and social security) and offer public 

services in order to control organizational culture's and politicians' effects on employee attitudes and 

behaviors. We electronically distributed the survey link to various department managers and 

employees via personal contacts so that they may distribute it to other employees and coworkers. The 

combined workforce of the three institutions is 523 people. There were 226 workers who volunteered 

to take part in the study and answered the questionnaire. Thirty participants did not finish the attention 

tests, and their variance was zero. The data was reduced to 196 when these responses were eliminated. 

The response rate was%47, assuming that at least 80% of employees received the link to the survey. 

Among the 196 participants, 53.6% were male, 58.7% were married, 54.6% had bachelor's degrees, 

and the average age was 28.47 years (SD = 8.16). 

 

2.2. Measures 

Organizational Identity  

The six-item, five-point Likert scale developed by Mael and Ashforth in 1992 was used in the current 

study to gauge participants' organizational affiliation. "When someone criticizes [my organization], 

it is perceived as a personal affront," was an example of a scale item. The scale's internal consistency 

dependability (Cronbach alpha) was.98. The scale was translated into Turkish by Tak and Aydemir 

in 2004 (Cronbach alpha =.88). 

Unethical Pro-Organizational Behavior 

We used the UPB scale, which Umphress, Bingham, and Mitchell (2010) designed and Aksoy Kuru 

(2022) translated into Turkish. Six items and one factor make up the scale. On a five-point Likert 

scale, participants rated it. The instance thing is "If it would help my organization, I would 

misrepresent the truth to make my organization look good." The original and modified scale's internal 

consistency reliability (Cronbach alpha) was.90. 

Courage 

In the current study, the courage scale—originally developed by Norton and Weiss (2009) and later 

condensed by Ginevra et al. (2020)—was used to assess the participants' level of courage. Mert and 

Köksal (2022) adapted the scale to Turkish. It has one component and six items. "I will do things 

even though they seem dangerous," is the example item. The 5-point Likert scale was used by 
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participants to rate each item. Internal reliability for the modified and decreased scales is adequate 

(.73 and.93, respectively). 

 

2.3 Control Variables 

According to research on business ethics, a number of variables, such as gender, age, education level, 

and length of employment, may have an impact on how ethical decisions are made (Kish-Gephart et 

al., 2010). Dadaboyev et al. (2023) used the meta-analytic review to demonstrate that gender 

significantly moderated the link between organizational identification and UPB, and that other 

demographic factors including age, tenure, and education had no appreciable impact on this 

association. Therefore, we looked at the relationship between demographic characteristics including 

age, tenure, education, and gender and discovered that there was no connection. Therefore, in the 

regression analysis, we did not include any demographic data as a control variable. 

 

2.4 Analytical Strategies 

In this study, we took the constructs into account at the person level and gathered participant self-

reported data. We tested Hypothesis 1 using regression and correlation analysis, and Hypothesis 2 

using the Hayes (2013) Process moderation model in SPSS. We centered the predictor variables 

before generating interaction terms to address the multicollinearity issue. 

 

2.5 Results 

We applied the standard latent factor technique to the baseline model—a three-factor model—in order 

to allay this worry. We performed analysis by contrasting the baseline and common latent factor 

models' chi-square values. The findings showed that neither model's chi-square difference was 

statistically significant, proving that both models were invariant. [Δχ2 (3) = 4.341, p > .05]. Our 

analysis indicated that CMB was not a significant issue for the study's findings. 

We assessed scale item adherence to a normal distribution, with skewness and kurtosis values within 

acceptable parameters (-1.07 to 1.80) as outlined by Sposito et al. (1983). Confirmatory factor 

analysis (CFA) evaluated convergent and discriminant validity, demonstrating factor loadings 

between 0.69 and 0.86. Table 1 displays average variance extracted (AVE), composite reliability 

(CR), Cronbach alpha, and maximum shared variance (MSV) values. All item factor loadings 

exceeded 0.70, and AVE values surpassed 0.50, except for one item at 0.69, confirming convergent 

validity. The Fornell-Larcker criterion showed AVE values exceeded MSV correlations. The 

Heterotrait-Monotrait (HTMT) correlation ratio indicated values ranging from 0.272 to 0.404, below 

the threshold of 0.85, affirming discriminant validity. Composite reliability (CR) and Cronbach's 

alpha values, both exceeding 0.70, confirmed scale reliability. 

A CFA using AMOS 23.0 explored study variables' uniqueness. Results showed the measurement 

model fit well (χ2 = 245.813, df = 132, χ2/df = 1.862, CFI = 0.950, SRMR = 0.052, RMSEA = 0.066, 

PClose = 0.020) based on chi-square statistics and fit indices (Hu & Bentler, 1999). 

 

Table 1. CR, AVE, MSV, and Cronbach values of scales 

 CR AVE MSV Cronbach 

Organizational Identity 0.900 0.603 0.157 0.898 

Courage 0.912 0.633 0.091 0.911 

Unethical pro-organizational behavior 0.921 0.660 0.157 0.919 

 

Table 2 displays relationships, means, and standard deviations. All of the variables have significant, 

positive Pearson correlations. The lowest average belonged to organizational identity, whereas the 

means of courage and UPB were above the midpoint. These strong correlations provided evidence 

for H1, which proposed a favorable association between organizational identity and UPB. 
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Table 2. The means, standard deviations, and correlation values 

 Mean SD 1 2 

1-Organizational Identity 2.68 0.44 -  

2-Courage 3.07 0.94 .34** - 

3-Unethical pro-organizational behavior 3.55 0.95 .40** .38** 

**Correlation is significant at the .01 level (two-tailed) 

 

Using the Process macro in SPSS, we performed a regression analysis to assess H2. The findings of 

the regression analysis are presented in Table 3. Organizational courage and identity had a huge, 

positive impact on the UPB. A statistically significant increase in the explained variance was seen 

after the interaction variable was added to the regression model (R2 = 0.01, p .05. This suggests that 

bravery has a moderating influence. 

 

Table 3. Results of regression analysis 

Variables β SE p R2/ΔR2 LLCI ULCI 

Constant 3.58 0.06 .00 .24/.01 3.46 3.71 

Organizational Identity (OI) 0.59 0.14 .00  0.31 0.88 

Courage (C) 0.28 0.08 .00  0.13 0.44 

Interaction (OI x C)  -0.21 0.10 .03  -0.40 -0.02 

LLCI = lower limit confidence interval, ULCI = upper limit confidence interval 

 
For the purpose of better comprehending the moderating impact, we built an interaction graph 

utilizing conditioning values. A thorough breakdown of how courage affected the connection between 

organizational identity and UPB is shown in Figure 1. The connection between organizational identity 

and UPB was enhanced by high boldness. 

 
Figure 1. Interaction Graph 

2.6 Discussion 

The study's objective was to investigate the border conditions of the association between 

organizational identification and UPB in a politically charged and otherwise unrelated to Western 

culture context. 

According to social identity theory, organizational identity had a favorable and significant effect on 

UPB (Chen et al., 2016; Dadaboyev et al., 2023; Effelsberg & Solga, 2015; Kong, 2016; Li, 2023; 

Umphress et al., 2010). 
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We suggested that the interplay between organizational/political identity and courage may improve 

the association between organizational identity and UPB in accordance with the trait activation 

hypothesis. According to the findings, courage had a moderating effect, leading high-courage 

personnel to engage in more UPB than those with lower levels. 

According to Detert and Bruno (2017), Hannah et al. (2010), Lopez et al. (2003), Pury & Kowalski 

(2007), and Pury & Lopez (2010), courage is the quality that encompasses the resolve to uphold moral 

principles in the face of risk, difficulty, or fear. Even in the face of risks associated with their acts, 

which can be politically or culturally driven, people with high levels of courage can remain devoted 

to their ideals and unafraid of challenges (Weber, 2005). 

Given the idea of moral relativism, the argument over whether actions devoid of moral justification 

can be seen as courageous becomes more significant (Harman, 1975). According to this theory, moral 

evaluations are arbitrary and differ between cultures and people. What is morally acceptable in one 

situation could be considered unethical in another. People who engage in UPB could truly believe 

that, in the context of their culture and worldview, their actions are bold and morally justifiable, 

furthering a greater good or adhering to their values and ideals (Silke, 2004). 

In the relationship between organizational identity and UPB, several studies have highlighted the 

conditional roles of elements like moral deficiency, moral identity, amoral cultures, and ethical values 

(Jiang et al., 2023; Chen et al., 2016; Zonghua et al., 2023; Mishra et al., 2022; Dou et al., 2019). For 

instance, Wang and Li (2019) discovered a negative link between moral bravery and UPB, while high 

identification with the supervisor was observed to strengthen this relationship. In this situation, the 

study's findings that courage was positively correlated with UPB brought attention to the cultural 

variations in how courage and unethical action are defined. 

 

2.7 Theoretical Implication 

There are two main theoretical implications of this study. First, using the social identity theory, the 

data showed that UPB participation was higher among employees with high organizational identities. 

In Turkiye, which has high levels of collectivism, power distance, femininity, and uncertainty 

avoidance, organizational identity is a precursor to UBP (Hofstede, 2001). Second, personnel who 

have high degrees of courage and a strong sense of organizational and political identity are more 

inclined to participate in UPB. According to the notion of trait activation, certain qualities, like 

courage, can be boosted or activated in particular circumstances, resulting in actions. In this situation, 

organizational and political identification combined with bravery creates a tendency for UPB, and 

brave personnel are willing to accept risks for UPB. The correlation analysis also showed that courage 

was positively related to UPB, which means courage may be a potential antecedent of UPB. 

 

2.8 Future Studies 

The qualities of innovation, risk-taking, and leadership are all positively correlated with courage in 

the workplace (Hannah et al., 2010; Pury & Kowalski, 2007). However, its function in negative 

organizational outcomes, where courage becomes essential amid failures, setbacks, and crises that 

have a large negative impact on businesses and individuals, is still poorly understood. 

The findings of this study open the door for further research into the association between general 

courage and UPB in politically charged organizational situations. 

Our research demonstrates the complex interrelationship between organizational identity, bravery, 

and UPB. Future studies should examine the underlying mechanisms in greater detail and consider 

possible remedies to lessen the negative effects of this connection. 

Furthermore, it is crucial to investigate if personal qualities like courage mitigate the effect of 

organizational identity on UPB. The common values and ideas that make up an organization's identity 

have a big impact on how its people behave and make decisions. Finding out whether courageous 

people are more likely to act unethically when their activities are in line with the organization's values 

and aims can be done by looking into the relationship between courage and organizational identity. 
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2.9 Practical Implications 

The study's conclusions have important ramifications for managers in businesses. It's vital for 

managers to notice the possibility for unethical action in people who exhibit high levels of courage 

along with strong organizational and political identities. Even if immoral behavior appears to benefit 

the firm in the near term, leadership should actively encourage it and develop a culture that 

discourages it. 

Furthermore, companies should make sure that their hiring and promotion procedures take boldness 

into account. Even though courage can be a useful quality in certain circumstances, it's critical to 

assess whether people who have high levels of courage also display ethical behavior and decision-

making. It is crucial to give ethical behavior top priority and to make sure that it is in line with the 

organization's values and ethical standards. 

Understanding the negative aspects of courage and how it may affect UPB is important for both 

organizations and society. It is possible to build measures to encourage ethical behavior and create 

an organizational culture that is more responsible and long-lasting by recognizing the causes of 

unethical behavior. The results of this study can also be used to help create training programs and 

interventions that promote moral decision-making and lessen the inappropriate use of bravery at 

work. 

 

2.10 Limitations 

The study recognized potential drawbacks. Since the data originated from a single source, there may 

be single-source bias, so future study will need to use a variety of data collection techniques. Even 

though the study's statistical power was adequate, further research with greater sample numbers may 

reveal more subtle moderating effects. 

Data were gathered from three distinct public organizations in order to increase generalizability, 

however this method could have concealed possible organizational variations. Future studies might 

look into these connections in the context of particular public organizations. Causal statements are 

difficult to make because the study was correlational and based on survey data. Future study should 

take into account methodologies that can prove causation, like intensive longitudinal or panel studies. 

 

CONCLUSIONS 

 

The impact of organizational identification on UPB was demonstrated in this study using the social 

identity theory. Organizational identity was discovered to be closely related to UPB. High-courage 

workers were more likely to participate in unethical pro-organizational activity that was advantageous 

to their employers. According to this finding and trait activation theory, the relationship between 

organizational identity and UPB is moderated by courage. In conclusion, recognizing the potential 

drawbacks of this virtue requires understanding the link between courage and UPB. 

It's crucial to understand how subjective courage is. What one person views as bravery, another person 

may view as carelessness or cowardice. It is difficult to come up with a definition of courage that 

applies to all circumstances. Understanding one's own motivations, societal standards, and the 

complex interplay between morality and perception is crucial to deciding if activities that have 

unfavorable outcomes can be regarded as courageous. It may be easy to categorize all behaviors that 

have bad effects as morally wrong and unfair, but it's necessary to take into account different 

viewpoints and the fact that moral judgments are always subjective. 
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