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Abstract 

 

The main purpose of the research was to analyze the relationship between 

managerial ethics and workplace harassment in the public sector, in order to 

assess the incidence of these variables. As a case study, the municipalities of La 

Guajira were analyzed, which allowed to determine the level of correlation 

between the dimensions and indicators of managerial ethics and workplace 

harassment. The research was quantitative with a non-experimental correlational 

cross-sectional type design, which included 55 people with management positions 

in the municipalities of La Guajira, to whom questionnaires were applied based on 

a Likert scale questions. The results showed the relationship between managerial 

ethics and workplace harassment, which is 0.282 according to the Pearson 

coefficient, which in this case denotes a low positive correlation. 
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Behavior 

 

 

Introduction 
 

In the public sector, management provides in any particular area, development 

and sustainability, through the administration of resources necessary to carry out 
the production of the organization, which must be used efficiently because they come 
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from the state budget and paramilitary resolutions [1]. Taking into account the 

above, managers establish policies or guidelines for employees or subordinates to 

perform their productive activities in a correct, effective and efficient manner, 

which allows them to maintain a quality of service appropriate to the demands of 

the client [2]. The activities corresponding to the managers of the public sector are 

varied and multifunctional, and depend on: political factors, priorities and 

incidents, which gives them greater duties and responsibilities [3].  

In the execution of the production and management process, the manager 

supervises the actions of the employee in each assigned position, in order to verify 

that the activities are carried out in an appropriate manner and are coherent with 

the roles of the same. These can apply a variety of management techniques that 

help the adaptation of the subordinate in the workplace and maintain a favorable 

work environment while preserving an ethical attitude, because when employees 

are treated in a equitative and fairly way, it encourages motivation and improves 

the performance of administrative and production processes [4]. By demonstrating 

this behavior, appropriate behavior is visualized by the manager and becomes a 

reliable model for employees, through personal actions and interpersonal 

relationships, supported with bidirectional communication and decision making 

[5].  

However, the administrators may act in an incorrect manner before the duties and 

responsibilities granted. As an example, [6] they mention the characteristics of 

poor public management lacking in ethics, such as: public servants make up a 

working group that corrupts the system to manipulate the public institutions of the 

state, a poor democracy is applied to the determination of important public 

positions and they are inefficient when applying policies that benefit the citizen, 

bad planning for the working class maintains unemployment or inactivity and 

causes the scarcity of production of goods and services. The above affects the 

amount of resources available to the state and causes the demand for employees, 

who must work with the greatest intensity to provide the quality service offered 

by public organizations, which is perceived as work [7].  

This can cause employee dissatisfaction, low performance and productivity at 

work, among other consequences, and affect the ethical environment and 

organizational conditions of staff [8]. Therefore, the objective of the research is to 

analyze the relationship between managerial ethics and workplace harassment in 

the public sector, in order to identify the factors that affect managers and 

employees in the execution of unethical acts that promote Harassment in their 

workplaces. 

 

Methodology 
 

The research was quantitative with a non-experimental correlational cross-

sectional type design. He obtained this classification due to the behavior of the 

variables was observed naturally without being manipulated [9]. In addition, the 

research was proposed in a relative short period of time where the events of the 

variables occurred [10], and indicators and measures were defined that facilitated  
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the determination of the influence of the variables on the managers and workers of 

the municipal governments [11].  

 

Population and sample 

The personnel in charge of the management positions of 15 municipalities 

belonging to La Guajira, Colombia, was chosen as a population, which was 

formed according to the following data: Riohacha had 8 people, Albania, El 

Molino, Maicao, Manaure, San Juan del Cesar, Uribía, Urumita and Villanueva 

with 4 each, and Barracas, Dibulla, Distracción, Hato Nuevo and La Jagua del 

Pilar with 3. The above provided a total of 55 people with positions at the 

administrative level and allowed to establish a sample equal to the population, due 

to it was small and accessible to apply the information collection instruments.  

 

Techniques and instruments of data collection 

A documentary review was carried out where the factors, dimensions and 

indicators were examined, which affect the variables Managerial Ethics and 

workplace Harassment, in order to facilitate the identification of related 

characteristics, which facilitated to provide an adequate analysis of the ethical 

situation managerial and workplace harassment in public sector organizations. 

The above produced dimensions, sub-dimensions and indicators for each studied 

variable, as shown in Table 1. 

 

 

Table 1. Grouping of variables, dimensions, sub-dimensions and indicators 

 

Variable Dimension Sub-dimension Indicator 

Managerial 

Ethics 

Principles of managerial  

ethics 
 

Respect 

Honesty 

Equity 

Loyalty 

Autonomy 

Aspects that condition 

managerial ethics 
 

Discipline 

Effectiveness 

Responsibility 

Transparency 

Workplace 

Harassment 

Types of workplace 

harassment 
 

Upward 

Vertical  

Horizontal 

Factors of workplace 

harassment 

Situational factors 

Organization at work 

Stress 

Work overload 

Personal factors of the harasser 

Paranoid personality 

Psychopath personality 

Narcissistic personality 
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Taking into account the above, the survey was used as a technique for gathering 

information with the questionnaire instrument, because it allows distributing 

questions that facilitate obtaining the opinion of the personnel in charge of 

management in the municipalities of La Guajira, Colombia. The questionnaire 

consisted of 54 questions divided equally for each variable studied, with multiple 

Likert scale alternatives.  

 

Validity and Reliability 
With the collection instruments defined, we proceeded to determine the validity of 

the same, so a pilot test or preliminary survey was conducted for a group of 

experts with similar characteristics to the sample, in order to verify if the 

questions asked are in agreement with the objective of the investigation, in 

addition to correcting faults and establishing the final version of the collection 

instrument. 

On the other hand, for the estimation of reliability, the Cronbach's Alpha 

coefficient was implemented, which allows determining a value that oscillates 

between 0 and 1, and measures the confidence level of the collection instrument. 

In addition, a scale was made with defined intervals to categorize the reliability 

level of the collection instrument. The distribution of ranges and categories is 

established as follows: 0.00 to 0.20 Very low, 0.21 to 0.40 Low, 0.41 to 0.60 

Moderate, 0.61 to 0.80 High and 0.81 to 1.00 Very high. 

Taking into account the above, the coefficient of the managerial ethics variable 

was evaluated, which resulted in a coefficient of 0.94, indicative of a very high 

reliability for the instrument. Likewise, for the variable Workplace Bullying, a 

value of 0.95 was obtained, belonging to the Very High Reliability category.  

 

Analysis of data 
The information collected was classified, recorded and tabulated, with respect to 

the variables, dimensions and indicators, in order to organize the information and 

facilitate the manipulation of the data. Then, the analysis was carried out through 

descriptive statistics procedures, where the relative and absolute frequencies of 

the answers obtained by each questionnaire option were determined. The results 

were grouped to establish an average that allowed to provide a category to each 

indicator and dimension, based on the scale established in Table 2. 

 

Table 2. Weighted Scale for the Results of the Measures 

 
Alternatives Modal value Intervals Category of the average 

Always 5 4.21 – 5.00 Very high 

Almost always 4 3.41 – 4.20 High 

Sometimes 3 2.61 – 3.40 Moderate 

Almost never 2 1.81 – 2.60 Low 

Never 1 1 – 1.80 Very Low 

 

The information obtained was evaluated using the Pearson correlation coefficient, 

to determine the linear relationship between the managerial ethics and workplace  
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harassment variables. The value of the coefficient can vary between -1 and 1, and 

its interpretation depends on the defined ranges. 

 

References 
 

Managerial ethics variable 

The dimensions and indicators of the variable were analyzed, in order to identify 

the aspects that condition managerial ethics in the municipalities of La Guajira in 

Colombia. The results can be evidenced in Table 3. 

 

Table 3. Analysis of the dimensions 

Answers 
Always 

(5) 

Almost 

always (4) 

Sometimes 

(3) 

Almost 

Never (2) 

Never 

(1) 

 

Indicator Af % Af % Af % Af % Af % Avg.  Cat. 

Dimension: Principles of managerial ethics 

Respect 9 16.36 13 23.64 11 20.00 10 18.18 12 21.82 2.95 Moderate 

Honesty 7 12.73 18 32.73 8 14.55 10 18.18 12 21.82 2.96 Moderate 

Equity 2 3.64 3 5.45 8 14.55 20 36.36 22 40.00 1.96 Low 

Loyalty 8 14.55 7 12.73 9 16.36 13 23.64 18 32.73 2.53 Low 

Autonomy 2 3.64 1 1.82 8 14.55 21 38.18 23 41.82 1.87 Low 

TOTAL 28 10.18 42 15.27 44 16.00 74 26.91 87 31.64  

Average of the dimension 2.45 

Dimension: Aspects that condition managerial ethics 

Discipline 9 16.36 11 20.00 5 9.09 16 29.09 14 25.45 2.73 Moderate 

Effectiveness 7 12.73 5 9.09 11 20.00 15 27.27 17 30.91 2.45 Low 

Responsibility 6 10.91 7 12.73 9 16.36 23 41.82 10 18.18 2.56 Low 

Transparency 7 12.73 5 9.09 12 21.82 17 30.91 14 25.45 2.53 Low 

TOTAL 29 13.18 28 12.73 37 16.82 71 32.27 55 25.00  

Average of the dimension 2.57 

 

Dimension: Principles of managerial ethics 
It can be pointed out according to the above that the Principles of managerial 

ethics dimension were categorized as low presence, which denotes that a 

relationship based on ethical values is not developed among the staff of the 

mayor's offices. In addition, the managers of these organizations do not take 

integrity and transparency into account as identity values. This presents a contrast 

with what is presented in Guiso [12], who state that if managers possess ethical 

principles and reliability, they will reflect on employees' safety and leadership, 

and therefore the performance of the organization will be better. 

 

Dimension: Aspects that condition managerial ethics 
The average obtained for the studied dimension placed it in the Low category, 

which indicates that the municipal governments do not possess characteristics that 

allow to practice managerial ethics in a correct manner and causes a decrease in 

the labor processes due to the absence of efficiency, responsibility and 

transparency, part of the managers, and therefore in the employees. Regarding the 

above, [13] mention that ethics and public service do not have enough aspects that 

allow their implementation in the development of projects such as open green 

spaces. 
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Workplace Harassment variable 
In the analysis of the variable, the results of the applied questionnaire were 

obtained and grouped with respect to the corresponding dimensions and 

indicators. This can be seen in Table 4. 

 

Table 4. Dimensions analysis 

 
 

Answers 
Always  

(5) 

Almost 

always (4) 

Sometime

s (3) 

Almost 

Never (2) 
Never (1) 

 

Indicator Af % Af % Af % Af % Af % Ave. Cat. 

Dimension: Types of workplace harassment 

 Upward 5 9.09 9 16.36 10 18.18 11 20.00 20 36.36 2.42 Low 

Vertical  9 16.36 11 20.00 12 21.82 10 18.18 13 23.64 2.87 Moderate 

Horizontal 4 7.27 5 9.09 10 18.18 17 30.91 19 34.55 2.24 Low 

TOTAL 18 10.91 25 12.73 32 19.39 38 32.27 52 31.52 

 Average of the 

dimension 
2.51 

Dimension: Factors of workplace harassment 

Sub-

dimension 

Situational 

factors 

Organization at 

work 
8 14.55 6 10.91 13 23.64 12 21.82 16 29.09 2.60 Low 

Stress 15 27.27 25 45.45 8 14.55 4 7.27 3 5.45 3.82 High 

Work overload 13 23.64 21 38.18 11 20.00 4 7.27 6 10.91 3.56 High 

Sub-

dimension 

Personal 

factors of 

the 

harasser 

Paranoid 

personality 
15 27.27 18 32.73 5 9.09 8 14.55 9 16.36 3.40 Moderate 

Psychopath 

personality 
8 14.55 5 9.09 9 16.36 15 27.27 18 32.73 2.45 Low 

Narcissistic 

personality 
14 25.45 20 36.36 7 12.73 8 14.55 6 10.91 3.51 High 

 TOTAL 73 22.12 95 28.79 53 16.00 51 15.45 58 31.64  

Average of the 

dimension 
3.22 

 

Dimension: Types of workplace harassment 
The dimension obtained an average of 2.51, indicative of the low presence of 

workplace harassment from employees or subordinates to their bosses and / or 

hierarchical counterparts in the municipalities of La Guajira, but is presented in a 

moderate way by superiors towards subordinates.  

 

Dimension: Factors of workplace harassment 
The results obtained from the questionnaire for the dimension Harassment factors 

at work and its sub-dimensions Situational and personal factors of the harasser 

allowed to establish that in the municipalities of La Guajira there are indicators 

such as: stress, work overload and narcissistic personality, which promote the 

diffusion of workplace harassment. With regard to the above, in the study of [14] 

it is stated that managers in their role as leaders must avoid workplace harassment 

and manage a stress-free, peaceful, comfortable and productive environment that 

allows for the proper development of work activities.  

 

Summary of the variables 
Taking into account what was expressed, a grouping of the results of the variables  
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and dimensions studied was made, based on the response options, absolute 

frequencies and percentages, in order to provide information on their status (Table 

5). 

 

Table 5. Summary of the variables 

 

Answers 
Always  

(5) 

Almost 

always (4) 

Sometimes 

(3) 

Almost 

Never (2) 
Never (1)  

Dimension Af % Af % Af % Af % Af % Ave. Cat. 

Variable: Managerial ethics 

Principles of 

Managerial  Ethics 
28 10.18 42 15.27 44 16.00 74 26.91 87 31.64 2.45 Low 

Aspects that 

condition 

managerial ethics 

29 13.18 28 12.73 37 16.82 71 32.27 55 25.00 2.57 Low 

TOTAL 57 11.52 70 14.14 81 16.36 145 29.29 55 28.69  

Average of the 

dimension 
2.51 

Variable: Workplace harassment 

Types of workplace 

harassment 
18 10.91 25 15.15 32 19.39 38 23.03 52 31.52 2.51 Low 

Factors of 

workplace 

harassment 

73 22.12 95 28.79 53 16.06 51 15.45 58 17.58 3.22 Moderate 

TOTAL 91 18.38 120 24.24 85 17.17 89 17.98 110 22.22  

Average of the 

dimension 
2.99 

 

 

Variable: Managerial ethics  

The results obtained for each dimension and indicator of the managerial ethics 

variable indicated that its presence is low in the municipalities of La Guajira, that 

is, the managers do not have aspects that allow them to integrate a productive 

approach for the development of activities that demonstrate their responsibilities 

in particular situations. 

 

Variable: Workplace harassment 

In relation to the above, it can be said that in the workplace harassment, the 

victims do not find support from their bosses or superiors or from the legislation. 

In addition, its consequences are devastating in most cases. Although in cases, 

does not have the same consequences or cause the same reactions in all people. 

Taking into account the results obtained for each variable, they were evaluated 

using the Pearson coefficient, which produced a value of r = 0.282. This indicates 

that managerial ethics and workplace harassment have a low positive relationship, 

therefore harassment situations in public organizations are compositions of two 

decision-making elements, due to the incidence of two human behaviors, on the 

one hand a provocateur and a victim, then there is not always a direct growing 

relationship by the interaction of the personalities of their actors. 

 

 



1918                                                                                   Clayre M. Redondo et al. 

 

 

Conclusions 
 

Considering the analysis carried out for the variables Managerial Ethics and 

Workplace Harassment, and its influence on the workers of Mayors of the Guajira 

in Colombia, the following conclusions were considered: 1) The principles that 

must be taken into account in managerial ethics are present in low form, 

indicating that the guidelines of the organization with respect to the 

responsibilities and ethics of the workers are not executed correctly. 2) Managers 

do not contemplate organizational policies that adopt the adoption of aspects that 

condition managerial ethics, which are necessary to maintain the social welfare of 

employees and the administration. 3) The factors that induce in labor work in 

public sector organizations are: stress, work overload and narcissistic personality. 

4) Harassment more frequently in the public sector in the vertical, because 

managers consider that hierarchical levels represent a reason to oppress 

employees. 
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