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Introduction

One major concern for managers in recent years was increasing the intentional exit of human resources
and tending for staff turnover.Failure to maintain proper management staff as the most important
institutional investors, in addition to imposing direct and indirect costs, it causes the transfer of functions
and ultimately the loss of competitive advantage to competitors [1].With increasing competition and the
development of human resource development, organizations are trying to keep their talented employees
and empower them so that they can exhibit high performance;but organizations often fear that it will lose
its human resources and will damage, because by losing valuable forcesin each organization, it will suffer
the loss of skills and experience that has been achieved over the years of efforts [2].However, an
important factor in the development of internal communication and conditions of employment is ethical
climate that has a significant effect on organizational productivity [3].Organizations consider moral
issues, because people expect them to show high levels of ethical standards [4].Employees who perceived
their organizations ethically find it suitable for their understanding and may affect their satisfaction
[5].Several studies confirmed the impact of moral values and ethical climate of organization on
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organizational commitment[6], role conflict [7], job satisfaction and turnover [8] that makes the
importance of this study twofold.

2. Research Theoretical Foundations

2-1. Ethical climate

Ethical climate is part of the general atmosphere of the organization. According to Victor and Cullen
(1988) [9], ethical climate in the organization refers shared perceptions of morally correct behavior and
that how the ethical issue should be managed. Also Victor Vokalen presented a framework for measuring
staffs’ perceptions of ethical direction by combining theoretical structures of cognitive development,
moral theory and analysis sites. Ethical climate is a framework for creation and strengthening of
acceptable norms, values and beliefs that may be related thisinstitutional view of "how things should be
done" [3].Researchers in the past ten years have studied the ethical work climate through its impact on the
ethical behavior of employees.These studies have examined how the ethical work climate affect behaviors
and staff’s occupational attitudesso that in this study, the effects of ethical work climate on the variables
such as job satisfaction and organizational commitment, job stress and intention of jobmovements have
been discovered [10].Ethical climate of the organization refers common and widespread decision of
people in the organization in dealing with ethical issues and feedback they receive. In fact, it can be said
that the different dimensions of moral spacemay provide different signs for members of a working group
that what is acceptable behavior and what is unacceptable behavior [11].

2-2. Tending to desertion

Today organizations have strong competition with each other to attract workers with knowledge and
expertise [12].Traditional organizations are designed to meet the needs of individuals in the first three
levels of Maslow's hierarchy pyramid and current organizations do not supply great situations to maintain
loyalty and staffs’ commitment. The need to preserve efficient human forces requires organizations to
implement higher levels of human needs, i.e. self-esteem, respect [13].To avoid employee turnover as a
strategic goal [14], there are factors other than material things [15].As recruiting talented and experienced
force is very difficult, it is important to maintain forces.Because maintaining these forces eliminates
additional costsrelated to recruit new forces and also prevent desertion and their absorption by
competitors and the loss of valuable organizational knowledge (ibid). Increasing employee turnover will
make organization relations with customers and suppliers makes difficult [16].Scientific findings show
that staff desertion results fromconscious and deliberate intention of employees for job turnover
[17].Organizations need powerful tactics to keep employees who minimize intentional desertion. It is
important to review intention for desertion, for determining whether an employee is reluctant to leave
state can enable organizations to take measures to protect workers [18].

3. Review of Literature

In a study in 2013 by Khowang and Tainentitled factors influencing job satisfaction and employee
turnover through banks in the city of Ho Chi Minh, they concluded that management support and
providing good working environment and teamwork makes the employees' job satisfaction and their
loyalty [19].Elsie and Alpkan did a research in 2009 to study the impact of ethical climate on job
satisfaction among 62 Telecom Companies in Turkey;their findings showed that the self-interest aspect of
ethical climate has a negative effect on job satisfaction [3].Caboli and Sanei in 2014did a research as the
factors affecting the leave or continue employees in Semnan Province Court and concluded
thatorganizational commitment, job satisfaction, organizational justice, perceived organizational support
and psychological contract have a significant negative impact on employee turnover [20].

4. Research Conceptual Model
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Ethical climate
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Source: ethical climate of Babin te.al (2000) [21] and tending to desertion by Dickonic and Stilwell
(2004) [22]

5. Research Hypotheses

5-1. the main hypothesis of this study

There is a significant relationship between ethical climate and employee turnover intentions.

5-2. Research secondary hypotheses

1. There is a significant relationship between trust and willingness to desertionof staff.

2. There is a significant relationship between colleagues’ behavior and intention to staffs’ desertion.

3. There is a significant relationship between moral norms and intention to staffs’ desertion.

6. Research method

This study is practical in terms of objective and descriptive in terms of data collection method. Also,
correlation method was used in describing the relationship between the two variables. The study
population consisted of all the employees of small and medium industries in the city of Sanandaj
(chemical industry clusters) that their number is equal to 1570 people.The number of total samples using
Morgan Table is 310 people. To assess ethical climate, Babin et.al standard inventory (2000) [21] and
Deconinck& Stilwell’s standard inventory was used to assess intention for desertion which Il of which are
based on the Likert scale. Cronbach's alpha was used to determine the reliability of the questionnaire that
its value for all ethical climate variables and intention for desertion equals 0.885 and 0.893. To test the
validity, according to their standard methods, content validity method was used and its content validity
was confirmed by a number of experts in the field. SPSS software was used to analyze information
gathered.

7. Analysis of data

7-1. Inferential statistics

In inferential statistics section, parametric tests were used according to Kolmogorov-Smirnov test (K- S)
and proving normality of data distribution. To survey the main hypothesis and auxiliary hypotheses of the
Pearson, correlation coefficient was used.

7.2. Research hypotheses

7.2.1. Reviewing main hypothesis of the research:

Hgip = D
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There is no significant relationship between ethical climate and a desire to leave.
P * UH]_ :
There is a significant relationship between ethical climate and desire to leave
Table 1: Results of Pearson correlation between ethical climate and tend to desertion

Desire to desertion
Pearson -0.664
Ethical Correlation
climate Sig 0.000
N 181
P<:/eo

Source: Research data
According to Table 1, as the level of significance is less than 0.05, it is concluded that the H_0 hypothesis
is not confirmed and H_1 hypothesis indicating the relationship between ethical climate and turnover
intentions is confirmed.So there is aninverse and significant relationship between ethical climate and a
desire to leave at 95% the service and its correlation coefficient equal to -0.664.
7.2.2. Surveying secondary research hypotheses:
The results of the sub-hypotheses are given in Table 2 below which shows that the correlation coefficient
for the relationship between ethical climateincludes trust, behavior with colleagues and ethical norms and
willingness to desertionare 0.648, 0.712 and 0.519, respectively and its significant number of error value
is 0.05. Therefore, research secondary hypotheses are confirmed.

8. Results and Discussion

The main hypothesis of the study, based on the correlation coefficient is -0.664is accepted and confirmed
with confidence (95%).In line with the results of the study hypothesis, Khvang and Tyne (2013) [19],
Elsie and Alpkan (2009) [3] and Akpara and Vine (2008) [4] have achieved similar results in their
research results.According to the first hypothesis, the correlation coefficient (0.648) is accepted and was
approved with confidence (95%). Second sib-hypothesis given the correlation coefficients 0.712 with
confidence 95% was confirmed. The third sub-hypothesis given the correlation coefficient 0.519 is
accepted and confirmed with confidence 95%.

9. Conclusion and suggestions

It is suggested that corporate executives and decision makers highlight and the Code of Ethics in the
organization space and its emphasis andpromotionamong the staff to increase adherence to a moral code
by its employees. The companies were only required to work with brokers and agents who followed the
company's ethical standards and have knowledge and professionalism to provide correct guidance to
customers.They must also be constantly monitored and fraud and unethical behavior will not be tolerated
them in any way. Therefore, the selection and screening of brokers should also include theirfinancial and
moralrecords.With the participation of workers and the freedom to do things and create an atmosphere of
collaborative decision-making and strict observance of rules and efforts to achieve the specified goals of
the company, managers create the ethical climate in the company.It is suggested that managers provide a
basic level of organizational communication in a desirable amountto share experiences and new ideas
their employees tend to be between the partners in the company.Executives and corporate decision
makers do encourage teamwork among employees and reduce their individual work to increase
understanding between employees.
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Table2. Pearson correlation test between the dimensions of ethical climate and the desire to leave

Tending for desertion
Pearson correlation 0.648
Trust coefficient
Sig 0.000
Pearson correlation 0.712
Colleague’s behavior coefficient
Sig 0.000
Pearson correlation 0.519
Ethical norms coefficient
Sig 0.000
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