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Abstract

One of the most critical variables for the success of any organization is adherence to ethics. Professional
ethics comprise a set of standard principles in human behavior that govern the actions of individuals and
groups. The aim of the present study is to propose a model of professional ethics within the Social Security
Organization. This research is classified as applied in terms of its objective, and survey-based in terms of
strategy. The statistical population of the study includes managers of the Social Security Organization
during the years 2023—-2024. A cluster sampling method will be used to select participants from among the
managers of the Social Security Organization. In this study, determining the minimum required sample
size before collecting data related to structural equation modeling is highly important. According to
Boomsma, the minimum sample size should be 200 cases, and based on Stevens' view—due to the
similarity of structural equation modeling to multiple regression—fifteen cases can be considered for each
predictor variable. This study is conducted in a survey format using a questionnaire as the data collection
tool. Appropriate statistical methods, including structural equation modeling, will be employed for data
analysis. The results indicated that the current research can serve as a practical guide for the managers
of the Social Security Organization in designing and implementing a professional ethics model, thereby
contributing to the improvement of organizational performance. By identifying the factors influencing
professional ethics, suitable educational and developmental programs can be designed for employees and

managers.
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Extended Abstract

Introduction

Professional ethics, as an evolving domain within organizational studies, has gained increasing
attention as a fundamental component of sustainable organizational performance and legitimacy in
the public sector. In dynamic and complex institutional environments, ethical values serve as the
moral compass guiding employees' behaviors, especially in governmental organizations such as the
Social Security Organization. Ethics in the workplace transcends legal obligations and reflects the
internalization of values such as integrity, responsibility, justice, and transparency in decision-making
and performance. As organizations evolve, the importance of codifying these values into professional
ethics frameworks becomes more critical, particularly in developing countries where bureaucratic
structures are prone to inefficiency and ethical dilemmas. According to Trevifio and Nelson (2017),
managing business ethics entails not only aligning formal codes with organizational practice but also
cultivating an internal ethical culture that shapes attitudes and behaviors in a consistent and
principled manner (Treviio & Nelson, 2017).

In the context of Iranian public institutions, including the Social Security Organization, ethical
challenges arise due to competing stakeholder demands, institutional inertia, and insufficiently
defined professional codes. Researchers have emphasized the need to design culturally relevant,
context-sensitive ethical models tailored to the unique demands of public service (Ghanbarpour et
al., 2019; Karimi Yarani et al., 2023). A properly designed model of professional ethics can function
as a strategic asset for public sector institutions, supporting accountability, trust, and employee
engagement (Hersh, 2017; Leonard, 2019). Moreover, studies in organizational psychology reveal
that ethical climates are closely associated with reduced counterproductive behaviors and enhanced
citizenship behaviors, particularly in environments with defined value hierarchies (Gorsira et al.,
2018).

The literature indicates that ethical behavior in professional settings is significantly influenced by
organizational structures, leadership models, and individual motivation (Vallaster et al., 2019).
Research by Pinto and Picoto (2016) affirms that organizational governance structures must
reinforce independence, neutrality, and role clarity to support ethical conduct (Pinto & Picoto, 2016).
The importance of such structures is magnified in sectors like social security, where public trust and
intergenerational equity are foundational. Furthermore, the role of spiritual values such as religiosity,
fairness, and conscientiousness has emerged in recent ethical discourse as predictors of behavior,
particularly in collectivist cultures such as Iran’s (Kashafi et al., 2023). A model that accounts for
individual, managerial, and systemic factors is thus vital for capturing the multidimensional nature of
professional ethics in this setting.

Given these considerations, the present study seeks to design and validate a comprehensive model
of professional ethics in the lIranian Social Security Organization. By integrating theoretical
constructs with empirical insights gathered from organization managers, this study contributes to the
development of localized ethics models grounded in both universal principles and contextual
realities. Drawing upon the works of Dudiak (2022), who stressed the philosophical foundations of
ethics, and Trivellas et al. (2018), who demonstrated the practical implications of corporate ethical
values, this study offers a bridge between theory and practice in a field marked by both conceptual
richness and operational necessity (Dudiak, 2022; Trivellas et al., 2018).

Methods and Materials

The current research is applied in purpose and survey-based in strategy. The statistical population
included senior and middle managers from the Social Security Organization and the Civil Servants
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Pension Organization across the 2023-2024 academic year. A multi-stage cluster sampling method
was employed to ensure adequate representation. Structural Equation Modeling (SEM) was selected
as the principal method of data analysis due to its ability to test complex relationships between latent
variables and observed indicators.

The study proceeded in two major phases: qualitative exploration to identify antecedents and
consequences of professional ethics, followed by quantitative validation of the model. In the
gualitative phase, thematic analysis was used to derive key categories, while in the quantitative
phase, a researcher-developed questionnaire was administered to a sample of 420 participants (210
from each organization). Statistical tools including SPSS-22 and Smart PLS were employed for
exploratory and confirmatory analysis. Data normality was tested via the Kolmogorov-Smirnov test,
and sampling adequacy was confirmed using the KMO index and Bartlett’s test of sphericity.
Findings

Demographic data revealed a predominantly male workforce in the Social Security Organization
(84.8%) contrasted with a near gender balance in the Civil Servants Pension Organization (52.9%
male, 47.1% female). In terms of education, the majority of respondents held bachelor's or master’'s
degrees, while age-wise, most participants were within the 31-50 years bracket.

The results of the Kolmogorov-Smirnov test indicated non-normal distributions for all variables,
necessitating the use of non-parametric methods for inferential analysis. The KMO measure of
sampling adequacy was 0.836, and the Bartlett test returned a significant p-value (< 0.001),
confirming the suitability of the data for factor analysis.

The finalized model of professional ethics identified 13 core components grouped into three
dimensions: individual-level values (responsibility, religiosity, personal commitment), organizational
norms (justice, legality, managerial integrity, job satisfaction, compensation and benefits), and
behavioral outcomes (productivity, social conduct, collaboration, excellence, communication). Path
analysis within SEM indicated statistically significant relationships (t-values > 1.96) across all
modeled pathways, affirming both the construct validity and predictive power of the model.
Discussion and Conclusion

The empirical results of this study affirm that professional ethics in the context of Iran’s Social
Security Organization is a multi-dimensional construct influenced by a combination of personal,
organizational, and cultural factors. The inclusion of religiosity and managerial justice as core
variables reflects the broader socio-cultural emphasis on ethical leadership and moral accountability,
aligning with previous studies such as those by Karimi Yarani et al. (2023) and Kashafi et al. (2023).
Moreover, the findings corroborate Ghanbarpour et al.’s (2019) assertion that professional ethics
cannot be solely imposed through regulatory mechanisms but must be embedded within the
organizational culture and reinforced through continuous education and modeling.

The validation of job satisfaction and communication as significant behavioral outcomes aligns with
Leonard’s (2019) contention that ethics and trust are intertwined in ensuring long-term organizational
effectiveness. Ethical climates characterized by justice, participatory leadership, and transparency
tend to yield higher organizational commitment and lower levels of deviance or resistance, as
demonstrated in the work of Gorsira et al. (2018). In addition, this study’s integration of standard-
setting through ethics charters echoes the recommendations by Nuseir and Ghandour (2019), who
emphasized the need for operational mechanisms to institutionalize ethics in organizational
governance.

This study contributes to the growing body of literature that views ethics as a strategic imperative
rather than a peripheral concern. The proposed model not only reflects normative aspirations but
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also serves as an actionable framework for decision-makers aiming to institutionalize ethical
behavior in large-scale public organizations. With reference to Dudiak’s (2022) ethical inquiry and
Pinto and Picoto’s (2016) emphasis on independence and integrity, the study suggests that ethics is
not merely about compliance but about cultivating moral agency at all levels of the institution.

While the results provide a robust foundation for ethics policy development, they also reveal gaps in
the current practices of professional ethics implementation in the social security sector. Notably, the
relatively lower emphasis on organizational loyalty and transparency suggests a need for managerial
upskilling and cultural transformation. The inclusion of compensation and job security in the ethics
model also suggests that ethical conduct cannot be divorced from institutional support and material
recognition.

In conclusion, this study underscores the necessity of constructing a localized, empirically grounded,
and theoretically sound model of professional ethics tailored to the needs of Iran’s public service
sector. As organizational environments grow increasingly complex, dynamic, and accountable to
multiple stakeholders, such models become indispensable for guiding conduct, building trust, and
fostering sustainable performance.
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