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Abstract

This study aimed to examine the role of professional ethics and communication skills
in predicting organizational social capital. This research employed a descriptive-
correlational design. The statistical population included employees from selected
organizations, and a sample of 365 participants was selected using the Morgan and
Krejcie table through a simple random sampling method. Data were collected using
standardized questionnaires on organizational social capital, professional ethics, and
communication skills. Pearson correlation was used to examine relationships
between variables, and linear regression was applied to determine the impact of
independent variables on the dependent variable using SPSS version 27. Results
indicated a significant positive relationship between professional ethics and
organizational social capital (r = 0.52, p < 0.001). Additionally, communication skills
were positively correlated with organizational social capital (r = 0.47, p < 0.001).
Regression analysis revealed that professional ethics (B = 0.38, p < 0.001) and
communication skills (f = 0.34, p < 0.001) significantly predicted organizational social
capital. The regression model explained 42% of the variance in organizational social
capital (R2 = 0.42). Findings suggest that professional ethics and communication
skills are key factors in enhancing organizational social capital. Organizations can
improve interpersonal interactions and increase social capital by strengthening
ethical principles and improving employees’ communication skills.
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Extended Abstract

Introduction

Organizational social capital is a critical concept in management and organizational behavior studies,
encompassing networks of relationships among organizational members, mutual trust, and shared
norms. It is considered an intangible asset that enhances organizational performance, facilitates
organizational learning, and fosters positive interactions among employees (Agnihotri et al., 2024).
Research has demonstrated that organizations with higher levels of social capital typically exhibit
greater productivity, stronger organizational culture, and a higher capacity to attract and retain skilled
employees (Shu-wang et al., 2022). Furthermore, organizational social capital contributes to
increased organizational commitment and reduced employee turnover (Zhang et al., 2022).

A key factor influencing organizational social capital is professional ethics. Professional ethics refers
to a set of ethical principles and values that guide employee behavior in the workplace (Rahimi et al.,
2024). Organizations with high ethical standards often experience greater levels of mutual trust,
organizational transparency, and accountability, which directly affect their social capital (Marzoghi et
al., 2021). Studies have shown that ethical work environments enhance employee commitment,
strengthen interpersonal cooperation, and improve organizational relationships (Almasradi, 2024).
Moreover, prior research confirms that adherence to professional ethics can positively impact
employees’ social responsibility and facilitate the development of constructive organizational
behaviors (Mangoting et al., 2024). Conversely, a lack of ethical principles can lead to unethical
behaviors and a decline in organizational social capital (Ahmed & Khan, 2024).

In addition to professional ethics, communication skills play a crucial role in shaping organizational
social capital. Communication skills encompass employees’ verbal and nonverbal abilities to
establish effective communication, interact with colleagues, and build professional relationships (Mei
Veronika Sri Endang et al., 2024). Research has shown that employees with strong communication
skills can develop broader social networks in the workplace, thereby increasing mutual trust (Oh,
2022). These skills also facilitate information flow, reduce interpersonal conflicts, and enhance
organizational collaboration (Soehari et al., 2022). Previous studies indicate that poor communication
skills can lead to misunderstandings, decreased social interactions, and ultimately a reduction in
organizational social capital (Shirmohammadzadeh, 2022).

Several studies have examined the relationship between organizational social capital, professional
ethics, and communication skills. For instance, research has found that organizational social capital
is associated with organizational transparency, professional commitment, and workplace culture
(Asgari & Bahmani, 2022). Another study confirmed that social capital plays a crucial role in
enhancing organizational performance and acts as an intermediary between professional
commitment and organizational citizenship behaviors (Soltani-Nejad et al., 2021). Additional findings
suggest that professional ethics influence employees' work behaviors, increase social capital, and
improve interpersonal relationships in the workplace (Momayez et al., 2021).

Given the importance of professional ethics and communication skills in the formation and
development of organizational social capital, this study examines the predictive relationship between
these variables. The primary objective is to assess the extent to which professional ethics and
communication skills contribute to predicting organizational social capital.

Methods and Materials

This study employed a descriptive-correlational research design. The statistical population
comprised employees from selected organizations. A sample of 365 participants was selected based
on the Morgan and Krejcie table using a simple random sampling method. This sample size
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represents the target population and allows for generalization of the findings. All participants
voluntarily participated in the study, and data confidentiality was maintained in accordance with
ethical research principles.

To measure the dependent variable, organizational social capital, the Nahapiet and Ghoshal (1998)
Organizational Social Capital Questionnaire was used. This standardized questionnaire assesses
three key dimensions: cognitive, structural, and relational social capital. It contains 21 items rated on
a five-point Likert scale, ranging from strongly disagree to strongly agree. Prior research has
confirmed the reliability and validity of this questionnaire.

Professional ethics was assessed using the Cadozier (2002) Professional Ethics Questionnaire,
which is widely recognized in organizational research. This tool includes three subscales:
professional responsibility, adherence to ethical principles, and commitment to organizational
values. The questionnaire consists of 18 items rated on a five-point Likert scale. Its validity and
reliability have been established through multiple studies.

Communication skills were measured using the Barton (1990) Communication Skills Questionnaire,
which evaluates verbal, nonverbal, and listening skills. This instrument consists of 18 items rated on
a five-point Likert scale. Previous studies have confirmed its psychometric properties, demonstrating
its suitability for assessing workplace communication skills.

Data were analyzed using SPSS version 27. Pearson correlation was used to examine the
relationships between variables. In addition, linear regression analysis was conducted to determine
the extent to which professional ethics and communication skills predict organizational social capital.
Findings

Analysis of demographic characteristics revealed that among the 365 participants, 192 (52.63%)
were male and 173 (47.36%) were female. Regarding education levels, 84 participants (22.97%)
held a high school diploma, 132 (36.16%) had a bachelor's degree, 101 (27.67%) had a master’s
degree, and 48 (13.15%) had a doctoral degree. The distribution of work experience showed that
107 participants (29.32%) had less than five years of experience, 154 (42.19%) had between five
and ten years, 72 (19.72%) had between ten and fifteen years, and 32 (8.76%) had over fifteen
years. These demographic statistics indicate an adequate diversity within the study sample, allowing
for broader generalizability.

Descriptive statistics showed that the mean score for organizational social capital was 3.75 (SD =
0.65), while the mean scores for professional ethics and communication skills were 4.10 (SD = 0.58)
and 3.95 (SD = 0.62), respectively. These results indicate that professional ethics had the highest
average score among the study variables.

Correlation analysis revealed a significant positive relationship between professional ethics and
organizational social capital (r = 0.52, p < 0.001). Similarly, a significant positive correlation was
observed between communication skills and organizational social capital (r = 0.47, p < 0.001). These
findings suggest that higher levels of professional ethics and stronger communication skills are
associated with increased organizational social capital.

Regression analysis demonstrated that the model significantly explained variance in organizational
social capital (F = 126.68, p < 0.001). The coefficient of determination (R2) was 0.42, indicating that
42% of the variance in organizational social capital was explained by professional ethics and
communication skills. Professional ethics (B = 0.38, p < 0.001) and communication skills (8 = 0.34,
p < 0.001) were both significant predictors of organizational social capital.
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Discussion and Conclusion

The findings of this study highlight the significant role of professional ethics in enhancing
organizational social capital. Organizations that uphold high ethical standards tend to exhibit higher
levels of mutual trust, collaboration, and organizational commitment. Furthermore, employees in
ethical work environments are more likely to engage in positive social interactions, fostering a culture
of cooperation and shared responsibility.

Additionally, communication skills were found to be a crucial determinant of organizational social
capital. Employees with strong communication abilities are better equipped to establish meaningful
relationships, reduce workplace conflicts, and improve teamwork. These findings align with existing
literature suggesting that effective communication fosters social cohesion, thereby strengthening
organizational social capital.

The study's results contribute to existing knowledge by providing empirical evidence of the
relationships between professional ethics, communication skills, and organizational social capital.
Organizations seeking to enhance their social capital should prioritize ethical leadership, transparent
communication, and professional development initiatives aimed at improving employees’
interpersonal skills.

Future research should explore these relationships using longitudinal designs to assess causality.
Additionally, qualitative studies could provide deeper insights into how organizational culture and
leadership styles interact with these variables. Practical implications of this study suggest that
organizations should invest in ethical training programs and communication skill development to
foster a more cohesive and socially responsible work environment.

¥Y



Personal Development and Organizational Transformation

PR PP

slasl Ole Laly) sl a0 &S 558 0 e Glosle S, 5 o pie Slalllas 5o S alie 51 (SO Sl elazrl 4l
3 ee Wl n oS 3 g e a3 S a0 55 358al alils S Olse 4 psphe cal 3503 oLl S e glaslea 5 Blize sbezel bl
(Agnihotri et al., 2024) 535 OLS S Ols Coia Ml il 3l Cmse 5 LS Juged |y Slojle (6,850 (i 350 1 Ol
5 565 Slile Saaj Giia s 6L Ysens Sl el ale s Vb oo b plaolejle o dilesls 0l Sligios
Slole slal wlo s oopl ol (Shu-wang et al., 2022) daus jawsae Jlal gy 0 bis 5 Ol 55 g5V LUl
(Zhang et al., 2022) 555 Jad S5 &5 rals 5 Slle den Jhlbl corse L5 e

SN sla il 5 el 3l (glas samme a0 (gl = GV sl (glad = B Slosle elernl wlo e S50 gldS Lolse 51 S
VL las,ltlinl glls oS laplesle (Rahimi et al., 2024) 1S o calis 8 ladams 3 1, OLS,IS s, 4 5,05 o LS|
osb 4l ol & S e a  piitd s 5 Sl Soiled Julise slazel 51 VL m sl Vsane s (slad > GV
Bomn S5 39 5 45 Kilosls OLES e dplnil Dlids (Marzoghi et al, 2021) 5,18 o 36 Slajle selazl lo jos Ol5n 1 oiees
Almasradi, ) 555 s Sloile Lils) 35 5 63500 SLKar Cysl OLS dgad [hl5l Lo pe 558 SN sl b 508
530 3l 0SS el G s 1 Ll e (sl48 - GV Coley oS Wles S Aol 5 ey (slaha s e opl s (2024
e Ll 5 e Sl G ol 53 Cins 3 g5 S0s 65 3l (Mangoting et al., 2024) 48 Leus 1) Sl slayl ) 5 s
(Ahmed & Khan, 2024) s, Slbjle slaxl gl w ol 5 58 glajls, 550 4

el o wbs Glasle el alae S0 e Julse Sl S Olpe 4 s (BT sl le (sl B LS s
ot (8 Ll slml 5 OLSea b Joled e DLl () 3 55 QLS S 18 5 S sla pUls Jold  bLSI slaclgs
Lzed S 568 bl gl shils &S LSS oS Wlesls 0L wliiss .(Mei Veronika Sri Endang et al., 2024) ..
e lee al miomen (Oh, 2022) das (2153115 Jilite slezel a5 S sloml (18 Jamen 53 15 (5 5553 olor] (glaasls L,50
(Soehari et al., 2022) 555 . Jlsle sba ) SKan 554 5 (55,80ks Lol (mals Olejla 0555 DDl 0L 2 faged o 30
ol 1Al ami 53 5 elerl Ol EalS (a4 Ll g5 oo BLI) e slge 53 s & ol OF by (g Sladllae
.(Shirmohammadzadeh, 2022) s, > bl slal

Gl Klasls bl slacles 5 gl > SV Glosle olaal mlo w Ols alaly o 0 ciliies la iags opl L 053!
ol Lad e Sl Kim b5 gl >t Glosle il aile sla ol U Slosle elans| als e 4 sls 0L (glandlas (Jlie
Sl s Sas 35 53 oge 55 Slosle olel alo w5 5 5 0l (6 s G o opiamen (Asgari & Bahmani, 2022)
S mls (Soltani-Nejad et al., 2021) &S . Jus Sl hiy b slajli; 5 sl = dgos Ole aaly G Olge 4 5 3503
Coge 5 s 5l | el gl OUSLIS (I8 glajl, 1 (o138 50 L Wil o glad > GOl S sl 0L 50 s i

.(Momayez et al., 2021) 552 Olojle 55 (65,5 oy b, kS 35

¥¢



Sl Jg% 3 53p drugi

Gl Klastls y glesle s Shee Cilisue glacir o bl glacs e 5 sl > G Sl 3t oy 20 Sladlae 5 5 copl posdle
pldsinl Sl 5 Slosle gl b cate s5b 4 Glosle elaar! wlo e oS 5ls OLE el AL o 53 &S el ged
Gla > M S sl Ol s iasn (omamen (Agnihotri et al., 2024) ¢l IS 56 s cols), s ol s e LSS
OLSH8 sl = 5 Shas 5 Sljle K 6,8 IS5 53 ol Jﬁu&igly@&g‘;)blg‘b oS, elarl st gl &
(Tama et al., 2023) .S . Wl i&

daly s pa ol s Glsle elal wlopu axn s 5 (5,8 IS 5 (BLiT slaclgs 5 sl > S Gl w x5 L
DS, _bLs ) slaclge 5 sl = M bl 5 Sloslor olamml ala o i ooy 2 ctalllan ol Cla 3303 0 oo La aze o]
sl

b )

S el o5y e Sla0lesle QLSS &S Juld (s cul LT anlr ol ot plndl (Soon o i) & SRR 0
A Ol a3l B3lal (6,500 (B 4 (e 4ge Olseas i TFO SIAS (o S 5 U8 550 Jsdr lid (a0l Ols S|
asdlls 3 by 5 obay iass 3 eSS sl 3l (bl analr 4 apend BB 5 andllas 3550 Comar SSLLaS 4 gal 315
A (55035 Wesls Slo s Laim 5 gt 3O J gl Cule, L 0T Sledbl 5 s S S 2

Nahapiet & ) JLiS 5 culbal Jlsle slaxl wlo o asliin 5l Glsle slaml wlo o jmy ctasly pite o Gl
Cgeme Sl slalasus 55 elamml ale o s 31kl slaglpl 51 LSS aeliin s ) ol 0l eslizal (Ghoshal, 1444
Blo 5 oltle elamml bl (ol ola] alo 51 A5ke o ol ol ulde s an Jold Sie sl , 555 o0
Syd g IS e pal (L}é\}ﬂ%lSL? Juui)?\.«lijl) Lgl«;-).s@ O SI Cab O pon aS ol S YY) Gl Sl cplgladaly elezs]
O VL bzl odinsolis O sl ok 3158 s S STl o 5 ol 0 dnl Ciliien Sladllas 3 sl sl b 5 2155
Jamali, 2021; Marzoghi et al., 2021; Pardiman, 2018; Pardiman ) <.l laoble 5 slal wle w6, So3l0l s
(et al., 2017

3 S aalitny opl ol ol osliad (Cadozier, Yo Y) L 5sslS slas i G anliin s 51 eslad o G e (6 Se3ll (sl
Srbcd s bl ool alde 3w Jold Il ol ool Jid 5 Slosle sladases 55 (gla = GO sl 5o one slal
bl gl & el et LS 48 A SIS e aaliin ol Slasle la 3ol & dens 5 O J gl Sales (sled
5 ol s Al il Slalan 53 anliin ol alss 5 olel 355 g ol (G350 SIS b Cillins SLES ) glar iy &, ib
Wil OUSLE b= O e 3 Sl ol oLl 5l e e sasOlE Flis S WD s
(Shirmohammadzadeh, 2022; Soltani-Nejad et al., 2021; Torkamani, 2017)

OGS Ll el icl sl eslanad (Barton, V44+) 05550 bl lacjlee asliinn 51 bl slaclee i aws sl
Jolo 0550L aelidss 58 0 Cgmies plail 5 (8 Glalaows 53 bLSST sl slee ob5sl sl allal laaeliis o 5 one

¥



Personal Development and Organizational Transformation

Ll ol el bl sl il Slalan 1353 e (55108 p0d (G3l5s SalS b illss Sels 1) Slazopy @ S ik Ll
5333l bl sl lgs (S o3Il s aslii ol VU Slael sdiasalis O (gl ol 3,158 Fliss Wl ol s 5 dles S
.(Kuthe & Tiwari, 2018; Lefroy & McKinley, 2011; Salmon & Young, 2011) ccl ol 5L

SIS e s (Gl elart ale ) ansly pite oy adaily oy ) skeieay Al eslital YV s SPSS Ssle s Sl esls Judo (gl
B Ol el S el oD A eslid O gy (Koo D31 1 (L1 e lge 5 148 > GO Jaies (sla iz
Skl glaeslee 5 glad = ST bl 5 bl slarl lojor sy S8 ) 5 aly ate » e (gl pane
Olgsas blisl o lge 5 slad = GIH 5wty juie Olgsas Slojle slozl wlow OF 55 o8 s eslizal st O S5
L as S b s fdes sl e

Ll

VY 53, (OYSYZ) L VAY (rags 53 sdiSS 18 8 VPO Ol 5l a8 sl 0Lis OB aS eS8 ot lidcunes sla S5 oo
AN lE) e bl (FASA) LETY (s Sode bls (YYAVZ) i A (e o 5l 0 (YVXsl)
(YAXYZ) )0V S b3 Ol (IS il oy 1 3 sr (6555 S e glyls (VYFNOZ) L3 FA 5 eddyl i S S e glls (YV.5V)
GO il Il V0 5l i AVSA) B YY 5 J 0 B o OAVYZ) i VY (Jlu Vs B0 (FYNAZ) 5 10F (Jlu O 5l S
4 et LB o 5000 o, llCanes o e 53wl & Sl 5 4 ges a5 das e 0L Sledbl -l nils
ol (g5l ansl

YA Ll sl 3O ks ol 280 e Sl LYVO Ll ol elaz gl jur o S0le o 315 OLES o 58 il
Sl GO &S das o OLES gl cpl 3 BT s Sl LYA0 Ll (Ll slasler ik 5 0 OA Jlme Sl
Sl ails e gn gls ate Ol 2 ) wi’k‘:“‘ R

s S e o 5 bl N gl

Sl Sl Ol i
.50 Y.v0 Slole sloxx! abo
- OA - sl > s
- 5Y Y0 R PPN P

Sl ite Slaesls i 48 sls OLES G g a5 S sad S Ogel ids a5 o ol Sl ol (sla o ol 5 2y
Z=: bl slac,lgs ¢ YYA , P =V0 Y Z = gl = SO 0 XYY, p =2 AF) Z = bl elasl wbw) codl Jb i iass
ol g S5 Je 3 Ll Saesens o pde Sy oS 3ls OLES 1 VAYY e sl )5 Oga3l comizman (110, P =+ MY
= (sl BN 3ls 3 Slme o3 sdomn 3 Jiiee slaize (sl (VIF) lls oy bale Sastls a8 sls 0L 58 6l ot on §ge
o gl Ja sty (olel Loy el plis ) s (sla it e ot e (K 35 pde il a5 (VA = _bLI| slacslge o) VY

.wnﬁ%o&nkgwﬁjjuﬁwﬁuwrw\j

\2



Sl Jg% 3 53p drugi

(r=~.OY,p<~.~~\).>)|.>.>)>.-}L5)\>t¢.ajg;¢ia@\)ijudpu}lqbﬂ}d\&féW\we\S:\;QL&JMM
@Lu gl (= XV, P <)) Ul sdaline (ghlslne 5 ude ddatly 50 Slosle elal ale w5 bLII Glac )lee fy pioman
.:ﬁdad}l.ajLﬂu.clA:;.-\QLAJMJL“\)-}\@ﬂm&@)\éugﬂg,«;ﬁ}él«é?é)&}\&\}é\ﬁw\ﬂjléb

LY IRPI T TNV CIPV A S PRE

P lade (DO 5y (S g 30 e
o) OV sldd > d)l>|
. - ¥V bl gl leo

F= VY5 SAP < o)) &S n s b ol slatml e sor bty (slsbine sbay s, S 5 Joe 5 sl 0L &g 55 el
oben) e o Sk SUFYZL 68 il 1l aiasOLE o 55 0 PV Ll ek Loted cpend iy 5 0 XY L s (RD) s
Do 655 Strad o dins0li 8 Sl + 5O b o R Sldie 1358 o e LbLE| slaslen 5 (610 > 91 it 5 Lo bl

Ogr B3 W 4o ¥ J g

P laie F oai fyansR? R? R Slay o 255l solilas o Slxs po Eg02xe &
S YESA D VYA Y YAYD e,

- - - - - AR ey Ya.AY oile 8l

- - - - - - \rdi FALY J

B) bliyl slac g s B =+ XA, SE=+.V,B =+ XAt =087, p< o)) glad = GOl aS sl OLid o puriodir O g S o
ol s (Cprizman LS o i |y Sl slaisl ale s (gololine jsbay (= XF,SE= v 08 B = XY, t =05V, p< i)
4(‘}.;;...“.6 LSL“)':"‘-:‘V-:-‘;;W"’J;U d.}y UJyjsdb.u:;dauL«;c\S‘(B=\YO,SE=~Y\,t=G‘\O,p< "'\)J};\YOL’JJ‘JJJ.LA

2,1y Slsle elal o w51 o

aﬁic.'.a.l}g OM;J@\SJ.\c JJJ’

P lade tlade B 3 sl (slas B JUEtoS
o) 0.40 - CA R VYO G RV
- 0.¥Y CXA ey CYA sl > 5
. 05y - Y¥ F - Y¥ I PINCI IS

SrSamt 5 Loy
Tl Oeamed 13 sy bl 5 ote daly Slsle eleizl le 5 (glad m OIS a5 5ls DL Bl sy slaaily
S das o Ol laasl b Slosle elaast gl v (gl (golsbme odiS oo fn (glad > BT &S sl LA Q_”.u)f) Jels
Py @Lﬂ G G Sl Al 58 6L slole sl 4l Cld“ Sedisls 6 5YL B glas it a7 o laobe 5L

éuQ)L@JASJ\AQL:'L_?Qﬂjf)@Lﬁ.3)\5le.a}L.ﬂL;ou:e-lquﬁbd)bw}w@bjgﬁﬂw\45.>l.>QL;':JuLL_JJlL§LaQ)L@.A

¥Y



Personal Development and Organizational Transformation

S el OF 51 Sl bl ]S o Wl Glasl slarrl oo 51 53 g 5B (A0 0ilS g it S Ol sy B3
Jeted Olsles 315 (603 e Ol 505 8 sl 1) (6 2 (U1 Lailsy L08 clzen (s 5658 bl gl lge b o8 SLS S
g Sl elarl wlo w25l 4 e ol 3 oS S

5l > @Ml s sl olis (Rahimi et al., 2024) Jiass (Jis Ol st ool poan poiis Slallas b ol iass glaasl
sk e 35 Glole elarl glo s SR G e WIS Glosle clis 5 slan) St S b
55 ezl SOl 5 slasl 6,8 IS8 55 age i Olaasis Ole 3 gl > @M S sl 0lis (Marzoghi et al., 2021)
OLS,S a5 8 5 65,5 3 e 35 a0 L & LaOlojl 3 3O Jsol Cole oS S o dul baansl opl yls Jlojle sladases
s Gl Gl elamrl gle o o 558 00 e s slassl 5 e e S b S 6,5 JSS 4 4l S eSS
Do gl 3ty il L3 Sldlas b ol iags sbaasl  glsle elasl wlow o bl slac,lge 5b jopas s
el Ml 3 e 0 Ll e 655 b slac,lge 45 vl 03 S ST (Mei Veronika Sri Endang et al., 2024) a3
@35 e Sl s e bl Glacles glls & LS, 4 sl Ol andllas ol S oS S5e (glad > Jal g, sl
Shirmohammadzadeh, ) G« pooman Ll o Sl 53 Okl ol 55 Slosle slaml alo jw amd 55 5 LS 0 )l 3 5 (5 2
Slosle Sl CadS 5 o ge 5 LS o Wl OLSLIS o Sl 2alS 53 ege 28 bl glacs e oS s OLiS (2022
S o S ) Slsle el e ol ) oS L5 e

Gl i) g 5 Klant s Slesle gyl o gl > M) U a8 Slllas b ol iasn glaasl s (g
Lolsy s o g 5 3,13 OLSLIS olannl S yis 5 aniiiens 30 (glad > 321 a8 5l 0L (Almasradi, 2024) sy (e
o se sl > M1 &S 5 S 0Ll (Ahmed & Khan, 2024) s cpioman 358 0 Slosle slel alo w25l 5 Sl
Ao el Slesle pelal gl pw o 08 5 (63,8 e DMlad S a4 e Sl 53 S 35l e OLSLIS B0l le e sl 5
Wle gl 3503 Gilas Ll s paze plo b Glosle polenn) o alasly oy 0 68 Slllae b fass ol sl o sdlewy
3,15 OLSS plasuaad wkiB 5 o culs, » e b Sl elasl gle S sl oLz (Agnihotri et al., 2024) ia s,
s Sl sla! wle,w oS 5l 0lis (Shu-wang et al., 2022) Gix (oo 555 0 Slojle psad Gl Co e s
L C]a“ s &8 slolsle a5 &S .,l:;l., o ol e c:l:g Syl Slosle s Sase 5 olozs| LSLALS)JT}.’ S e 0 GAS
S o g 35 OSSOl 1y (6 50te SOl 5 6l 05 (5 3 e 1 Y pens ki Slosle elenrl asle

wtls , Jid S 5o (il el w36 ) 0 oS (Zhang et al., 2022) wdlas U jol> fass glaanl (pimas
OUS,IS o Sspmp S2al 5 Jid culs, Jiulil oo Slosle eloml alo o sl 0L andllae opl 5,05 Slpsean ool
563 L OO 35 G b 3l Slesle el il o8 U8 o ol 1 el nl 1 ol s slaadl s 3 s p5
295 OLS 8 Jad dgas 158l 5w mal alS Corge Ll 5 e ¢ Slasla slazel 2158

Rl il 0dd el Sten o 5 Jhgs 4 R e 3 pd 4 S B s b oS Sl Sy gione A IS SR ol

@JTC""’ oS sadalii 5 b 5l Jrass slbaesls (wmeen S adad b bl ba e Ole e Lalsy o ls Ol e

YA



Sl Jg% 3 53p drugi

SLolosla LS, Jals tassy bl anelr onl posdle il 4 S 513 il Gl S s G cod ol (S o8 Lo
S s pme [ L iy 5 L0lle plo 4yl (6 adympend ol (Kos 45 el 0351 it

ass Sl ate Ola Jo Lalss oy Sl Jsb sla iy 3 skl Sladllas s 6 353 e st (as lacassdou 4 a5 L
SlaaedilSos Sl S 5Gme Su3 a Ml o N o AS 5 oS A S5 IS platash plnl (raman 55 eslinal
S o 5 milie (slopoite B codin (sla e sy 5 oS 35 e slgiy ol ok 5k ke Slasle elamrl gl IS 50
Sy gy QLSS mased gla Shs 5 elem] Colem « losla Sin b aile

e 1S 3151 (L8 ladass 55 (slab o S Sl sl 1 Sl Laoleslu 45 553 e a5 o iash slaasl 4 ax g5 L
Sty s 5 Codlid San b s 55 sl GO gl winy 3 i3 sal SaelSIS (61 o SIS sladS (gl 5 sl
Slao) 3 (6O1S p alez 5 iS |2 OLS,I (bl lacjlge 3 50 gl 2 1 (plaael LDl sl 48 5 55 oo slgidig (opizman OLo3li s
Pl b o5 b 515 e ale sl Zulg 53 1 ols o e 5o STe Slaslge (633 oy DLl e 3 o3 sal
S L 1 el 3, Sas 35 5 o0ls Rl QLSS py SMlad e Sl

Sk g S

Al e Sl 5 S5 s S alan 1l sy cnl plnil 3 oS LS les S

Ot 55 S jlie

L S ) SLSS i 08 5 elad sl 5SS s

e’t:.a oo

2l s gy bl sl djf@.a ol axlllae rl:;.'s\);

SH 50

wlebbﬁﬁgb)dﬁﬁ)}i <=l>u‘)f:ﬂ;bjaﬁf&.§§&>‘djﬁp\j@b-u;ﬁj}i J;-l,d Lfd‘““s)J

References

Agnihotri, S., Shiva, A., & Kalia, P. (2024). Investigating the Interplay of Organizational Social Capital, University
Image and Perceived Employability on Career Satisfaction of Information Technology Professionals. Higher
Education Skills and Work-Based Learning. https://doi.org/10.1108/heswbl-02-2024-0033

Ahmed, M., & Khan, M. I. (2024). Unpacking the Paradoxical Impact of Ethical Leadership on Employees’ Unethical
Pro-Organizational Behavior: The Interplay of Employees’ Psychological Capital and Moral Identity. Sage Open,
14(4). https://doi.org/10.1177/21582440241300194

Almasradi, R. B. (2024). Islamic Work Ethics and Employee Social Responsibility of Service Sector in Saudi Arabia.
Mediating Role of Organizational Identification. Journal of Ecohumanism, 3(7), 4574-4582.
https://doi.org/10.62754/joe.v3i7.4569

Asgari, A., & Bahmani, S. (2022). The Role of Organizational Culture in the Emergence of Teachers’ Professional
Ethics. Integration of Education, 26(1), 10-26. https://doi.org/10.15507/1991-9468.106.026.202201.010-026

Jamali, A. J. (2021). The Influence of Leadership and Organizational Social Capital on Professional Learning
Community Practices in Schools. International Journal of Modern Trends in Social Sciences, 4(18), 44-57.
https://doi.org/10.35631/ijmtss.418005

Kuthe, A., & Tiwari, S. (2018). Communicating Skills. 195-195. https://doi.org/10.5005/jp/books/14201_19

¥


https://doi.org/10.1108/heswbl-02-2024-0033
https://doi.org/10.1177/21582440241300194
https://doi.org/10.62754/joe.v3i7.4569
https://doi.org/10.15507/1991-9468.106.026.202201.010-026
https://doi.org/10.35631/ijmtss.418005
https://doi.org/10.5005/jp/books/14201_19

Personal Development and Organizational Transformation

Lefroy, J., & McKinley, R. K. (2011). Skilled Communication: Comments Further to ‘Creativity in Clinical
Communication: From Communication Skills to Skilled Communication’. Medical Education, 45(9), 958-958.
https://doi.org/10.1111/j.1365-2923.2011.04009.x

Mangoting, Y., Foek, M. A. F., & Gomaz, S. R. (2024). Determining Factors That Affect Tax Professional’s Ethics
Intention. Jurnal Dinamika Akuntansi, 16(1). https://doi.org/10.15294/jda.v16i1.5685

Marzoghi, R., Mohtaram, M., Hoseini, F., & Shekuhi, M. (2021). Structural Equation Modeling of the Correlation
Between Social Capital and the Professional Ethics of the Specialists of Shiraz University of Medical Sciences,
Iran. Educational Research in Medical Sciences, 10(1). https://doi.org/10.5812/erms.105038

Mei Veronika Sri Endang, S., Mahrani, S. W., & Sundari, P. D. (2024). Ethical Considerations in HR: Navigating the
Intersection of Technology and Human Capital. Journal of Economic Bussines and Accounting (Costing), 7(4),
9410-9416. https://doi.org/10.31539/costing.v7i4.10979

Momayez, S., Safari, M., & Imani, M. N. (2021). Designing a Pattern of Extra-Organizational Professional Ethics for
Deputies and Heads of Education Districts of Tehran City. Iranian Journal of Educational Sociology, 4(4), 76-
85. https://doi.org/10.52547/ijes.4.4.76

Oh, S.-Y. (2022). Effect of Ethical Climate in Hotel Companies on Organizational Trust and Organizational
Citizenship Behavior. Sustainability, 14(13), 7886. https://doi.org/10.3390/su14137886

Pardiman, P. (2018). The Effect of Social Capital and Organizational Commitment Toward Lecturer Performance
With Islamic Work Ethics as a Moderating Role. Jema Jurnal limiah Bidang Akuntansi Dan Manajemen, 15(01),
12. https://doi.org/10.31106/jema.v15i01.779

Pardiman, P., Sudiro, A., Troena, E. A., & Rofig, A. (2017). The Mediating Role of Social Capital in Islamic Work
Ethic, Organizational Commitment, and Lecturer's Performance. International Review of Management and
Marketing, 7(5), 113-123. https://doi.org/10.32479/irmm.5740

Rahimi, R., Vahdat, R., & Sameri, M. (2024). Structural Equation Modeling of Professional Ethics Based on Social
Responsibility, Organizational Transparency, and Organizational Commitment With the Mediating Role of
Social Cynicism. Jsied, 175-195. https://doi.org/10.61838/jsied.4.4.11

Salmon, P., & Young, B. (2011). Creativity in Clinical Communication: From Communication Skills to Skilled
Communication. Medical Education, 45(3), 217-226. https://doi.org/10.1111/j.1365-2923.2010.03801.x

Shirmohammadzadeh, M. (2022). Investigating the Effect of Organizational Socialization and Social Capital on
Employee Accountability Emphasizing the Mediating Role of Professional Ethics. International Journal of Ethics
& Society, 4(1), 0-11. https://doi.org/10.52547l/ijethics.4.1.11

Shu-wang, Z., Madni, G. R., & Yasin, I. (2022). Exploring the Mutual Nexus of Social Capital, Social Innovations
and Organizational Performance. Sustainability, 14(19), 11858. https://doi.org/10.3390/su141911858

Soehari, T. D., Budiningsih, I., Tarmizi, A., & Anggiani, S. (2022). The Important Functions of Intellectual Capital for
Improving the Professionalism Bank Indonesia Employees. Advances in Social Sciences Research Journal,
9(11), 325-340. https://doi.org/10.14738/assrj.911.13397

Soltani-Nejad, N., Jahanshahi, M., Saberi, M. K., Ansari, N., & Zarei-Maram, N. (2021). The Relationship Between
Social Responsibility and Public Libraries Accountability: The Mediating Role of Professional Ethics and
Conscientiousness.  Journal  of Librarianship and Information  Science, 54(2), 306-324.
https://doi.org/10.1177/09610006211014260

Tama, G. M., Yasa, G. W., Ramantha, I. W., & Rasmini, N. K. (2023). Organizational Culture as a Moderation of
Influence of Professional Commitment and Moral Reasoning on Independent Auditors' Ethical Decisions. Wiga
Jurnal Penelitian IiImu Ekonomi, 13(1), 17-27. https://doi.org/10.30741/wiga.v13i1.945

Torkamani, S. H. N. (2017). The Effectiveness of Sustainable Indexes Commitment and Trust on Customers’
Purchase Decision in Professional Ethics (Iran Khodro Co. In Alborz Province, Iran). International Journal of
Sustainability Management and Information Technologies, 3(3), 28.
https://doi.org/10.11648/j.ijsmit.20170303.12

Zhang, H., Sun, L., & Zhang, Q. (2022). How Workplace Social Capital Affects Turnover Intention: The Mediating
Role of Job Satisfaction and Burnout. International journal of environmental research and public health, 19(15),
9587. https://doi.org/10.3390/ijerph19159587


https://doi.org/10.1111/j.1365-2923.2011.04009.x
https://doi.org/10.15294/jda.v16i1.5685
https://doi.org/10.5812/erms.105038
https://doi.org/10.31539/costing.v7i4.10979
https://doi.org/10.52547/ijes.4.4.76
https://doi.org/10.3390/su14137886
https://doi.org/10.31106/jema.v15i01.779
https://doi.org/10.32479/irmm.5740
https://doi.org/10.61838/jsied.4.4.11
https://doi.org/10.1111/j.1365-2923.2010.03801.x
https://doi.org/10.52547/ijethics.4.1.11
https://doi.org/10.3390/su141911858
https://doi.org/10.14738/assrj.911.13397
https://doi.org/10.1177/09610006211014260
https://doi.org/10.30741/wiga.v13i1.945
https://doi.org/10.11648/j.ijsmit.20170303.12
https://doi.org/10.3390/ijerph19159587

