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ABSTRACT. During the last decade, many organizations were collapsed and had damage their 

organizational sustainability reason being severe ethical crisis. One of the main reasons affecting 

organizational sustainability is unethical behavior in the organization. Therefore, the question 

arises, how this grave issue of unethical behavior of employees can be solved? This paper seeks to 

assess if spiritual quotient (Here after SQ) is a solution to the unethical behavior of employees and 

how this SQ along with ethical values can contribute towards organizational sustainability. The 

paper concludes that SQ is the ultimate intelligence with which people address and solve the 

problems associated with meaning and value. It is the intelligence that has the force to help people 

use their actions and lives in a wider, richer and meaning-giving context. Moreover, promoting the 

ethical values, most of the organizations focus on ethics training programs aimed at increasing 

employee’s ethical behavior in organization. Thus, the paper finally suggests that employee 

unethical behavior in an organization can be solved through SQ and ethical values in organization. 

1. INTRODUCTION 

              During the last decade, organizations such as Enron corporation (Stevens, 2013), AIG, 

Lehman Brothers, WorldCom (De and Tenbrunsel, 2012), Arthur & Anderson (Schwartz, 2013), 

were collapsed and had damage their organizational sustainability reason being severe ethical crisis. 

These organizations led towards disastrous problems such as low efficiency, revenue losses and 

bankruptcy (Da Silveira, 2013; Ailon, 2013). The main issue of the failure of these organizations 

was the extreme lack of ethics (van Dijke, 2014; Ehsan, Kaleem, & Jabeen, 2012; Beeri, Dayan, 

Vigoda & Werner, 2013; Soltani, 2014). Enron Corp., a distinguished and prominent company was 

declared bankrupt in late 2001 reason being its failure to address unethical issues (Sims, 2003; 

Cavender & Miller, 2013). Thus, it can be argued that the ethical lapse of a single employee may 

result in financial and moral damage to the entire organization. In recent years, sustainability has 

become central to the discourse and practice of organizations (Pitelis, 2013). Researcher has pointed 

out that one of the main reasons affecting organizational sustainability is unethical behavior in the 

organization (Guerci, Radaelli, Siletti, Cirella & Shani, 2015). During the last two decades, US-

based organizations have articulated codes of ethics and developed ethics training programs for 

their employees but they could not bring to end unethical practices (Jondle, Ardichvili & Mitchell, 

2014). Moreover employees are continuously involved in  unethical misconduct (Ruiz, Martinez, 

Rodrigo & Diaz, 2014).In addition,  Evidence of new ethical lapses involving, international bribery 

and employee unethical behavior is serious issue for the organizations (Ruiz et al. 2014). According 

to the Ethics Resource Center (2013), in their National Business Ethics Survey (NBES), they have 

found that 41 percent of employees were involved in the activities that were against the law or 

unethical misconduct in the past year. Apart from that, the range of illegal and unethical activities 

that goes unreported is extensive. It includes corruption, bribery and fraud in the organizations. 

Adams, Tashchian, & Shore (2001) found that in few small organizations, employees’ work without 

written codes of ethics. An increasing interest of researchers towards ethical values in organizations 

is evident over the past few unethical scandals (Ferrell, & Fraedrich, 2014). 
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Therefore, the question arises, how this grave issue of unethical behavior of employees can 

be solved? This paper seeks to assess if SQ is a solution to the unethical behavior of employees and 

how this SQ along with ethical values can contribute towards organizational sustainability.  

 

2. ORGANIZATIONAL SUSTAINABILITY 
Sustainability is an emerging discipline. The debate in the field of sustainability regarding 

their indicators and measures is continued in literature (Özlem & Besler, 2014). To-date, many 

organizations are facing a number of new changes and challenges concerning to their sustainability 

within the organizations (Adams & Frost, 2008). In the business organizations, Sustainability is 

taken to refer to the ‘triple bottom line’, namely environmental, social/ethical and economic 

(Willard, 2012; Hahn, Pinkse, Preuss & Figge, 2014). Furthermore, the “Triple Bottom Line” 

became the leading paradigm of organizational sustainability (Savitz, 2012; Willard, 2012).  This 

term was found in 1997 published by British edition of John Elkington’s Cannibals with Forks: The 

Triple Bottom Line of 21
st
 Century Business organizations (Hartman, DesJardins & MacDonald, 

2008). The social bottom line incorporates unethical issues in organizations (Carroll & Buchholtz, 

2014; Jamali, 2006). Ethical issues typically occur because of conflicts between employee personal 

moral beliefs and values and the core values of organization internal environment. Conflict start 

when an employee attempts to fulfill their own goals instead of organizational goals (Ferrell, & 

Fraedrich, 2014, p, 61). In addition, business related social issues are concern about ethical behavior 

in the organization (Garavan & McGuire, 2010; Linnenluecke, Russell & Griffiths, 2009). During 

this time, the organizations have moved to concern with specific social issues, such as honesty and 

ethical behavior (Carroll & Buchholtz, 2014). The series of unlawful and unethical practices that 

goes unreported is widespread including bribery and Fraud. Further such behavior of employee’s 

damage organizational sustainability and its reputation (Lu & Lin, 2014). Apart from that, ethical 

behavior has become a serious problem for the organizational sustainability. It is alarming regarding 

the rightness or wrongness of employee behavior in the organizations (Tota & Shehu, 2012). In 

addition, International organizations have prepared their structural and procedural changes and 

mostly have been creating new ethics positions such as ethics ombudsmen and ethics committees 

(Vitell & Hidalgo, 2006) but still the problem is not solved and unethical behavior issues exist in 

most of the organizations. Campuzano & Seteroff (2010) argue that SQ is necessary for employees 

in the organization. The worst scandals of these organizations concerned with ethics, the researchers 

focused their concentration on ethical values and SQ (Zsolnai, 2015) in the organizations as a 

solution of these problems (Aslam & Nazir, 2011). 

 

3. SPIRITUAL QUOTIENT:  SOLUTION TO UNETHICAL BEHAVIOR OF 

EMPLOYEES:  

                 In 2000, Zohar & Marshal introduced the term, ‘spiritual quotient’ (SQ). According to 

Zohar & Marshal (2012), SQ is the ultimate intelligence with which people address and solve the 

problems associated with meaning and value. It is the intelligence that has the force to help people 

use their actions and lives in a wider, richer and meaning-giving context. Furthermore, this gives 

people potential to assess and understand that one course of action or one way of life is more 

meaningful than the other (King, 2009). Stead & Stead (2014) indicated that people look for 

meaning and value in what they do as people are driven by questions that why we exist and what is 

the meaning of our lives. People have a longing to feel a part of the larger reason, something in the 

direction of which people can aspire. SQ allows them to be creative, to use their imaginations, and 

to change their rules. Further, it allows people to think out of the box and to take part in with the 

boundaries of their existence. Furthermore, being spiritual Employees who work for organizations 

they are consider more ethical (Fry & Wigglesworth, 2013). As according to Zohar & Marshal 

(2012) SQ is the Soul’s intelligence with which employee heal ourselves and with which employee 

make ourselves whole. In addition, employee use SQ to deal with existential problems like 

problems where employee feels personally stuck, trapped by the past problems regarding illness and 

grief. SQ enables them to solve these problems and find peace about them.  Moreover, High SQ 
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requires us to be deeply honest with ourselves and demands the most intense personal integrity 

(Selman, Selman, Selman & Selman, 2011). Amram (2007) argue that “SQ is the set of abilities that 

employee use to apply, manifest and embody spiritual resources, values and qualities in ways that 

enhances their daily functioning and well-being”. SQ is essential to assist an individual in finding 

out the deepest and most internal resource from which the capacity to care, the power to tolerate and 

adapt is obtained (George, 2006). SQ helps employee in the context of dealings and align personal 

values with a clear sense of purpose that demonstrate their integrity level high in the organization 

(Chin, Anantharaman & Tong, 2011). Emmons (2000) argue that SQ protects people life against 

non-desirable and non-adaptive behaviors like acting in destructive ways, socially or even 

personally. 

 

4. LINKING ETHICAL VALUES WITH EMPLOYEE BEHAVIOR:  

When it comes to promoting ethical values, most of the organizations focus on ethics 

training programs aimed at increasing employee’s ethical behavior in organization (Jondle, 

Ardichvili & Mitchell, 2014).  Negus & Ro (2000) suggested that ethics program reduced unethical 

behavior of employee. Ghazali, & Ismail (2013) argue that the organization ethical Culture can be a 

barrier to employee unethical behavior. Moreover, if an organization is perceived to be practicing 

high ethical values, less unethical behavior can be expected from the employees in that organization 

(Ghazali, & Ismail, 2013). The unethical behavior in the organization affects the sustainability of an 

organization (Carroll, 2012) that become unable to maintain its good image. In addition, 

Employee’s unethical behavior may include violation of conscience, unethical misconduct and pay 

no attention to policy of the organization (Arif & Malek, 2013).  

As far as the need of ethical values in the organizations is concerned, Lu and Lin, (2014) 

argue that ethical behavior is needed in the organization. Wells and Schminke, (2001) suggested 

that high-integrity employees represent a more highly ethical than low-integrity employees. 

Additionally, integrity constructs honesty which is concerned with employee behavior. Researchers 

argue that ethical behavior is crucial for the sustainability of every organization. Furthermore, 

Implementation of well formulated ethical values in organization has many benefits (Krishna, 

Dangayach & Jain, 2011). It promotes team work among colleagues and builds confidence and 

honesty. The ethical values are based on faith, justice, honesty and human virtues. These are logical 

ethical principles which employees are required to observe them (Esfahani & Najafi, 2015). 

 

5. ANALYSIS (SQ AND EV AS A SOLUTION TO UNETHICAL BEHAVIOR)  

SQ is the ultimate intelligence which allows people to see the larger context in which actions 

take place and it gives to people lives an overarching canopy of Meaning and value (Zohar & 

Marshal, 2000). Srivastava & Misra (2012) indicated that employees consider most important asset 

for the organization and employee needs SQ (Lari & Ahmadian, 2012; Kaur, 2013). Furthermore, 

Zohar & Marshal (2000) indicated that SQ is “the soul’s intelligence.” It is the intelligence that 

makes to whole the people, which allow them to integrate the many fragments of their lives, 

activities, and being. It allows them to know what their organization is about. SQ is the ability to 

behave with wisdom and clemency as long as internal and external peace is maintained taking into 

consideration the conditions (Wiggleworth, 2006). 

SQ engages in virtuous behavior: to show forgiveness, to display compassion and wisdom. 

Furthermore, virtuous behavior implies human strength that enable employee to work ethically in 

their organization (Giacalone & Jurkiewicz, 2003).  According to Reave (2005) Spiritual values and 

practices allow people to accomplish organizational goals such as increased productivity, lowered 

rates of turnover and their sustainability. SQ in employee at the organization improves their honesty 

and trust (Petchsawang & Duchon, 2012). SQ in organizations can improve through training that is 

necessary to the employee to learn SQ (Elias, Krauss & Aishah, 2010; Mayer, 2000). 

As ethical values are concerned, it plays an important role in organizational sustainability 

(Ferrell & Fraedrich, 2014). ).  In the year of 1990s, due to unethical scandals the organizations had 

started ethical program to their employees (Adams, Tashchian & Shore, 2001). Furthermore, new 
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unethical scandals had emerged in the 21
st
 century.  Weber (1995) indicated that ethical values 

embedded in the organization socialize their employees to ethical behavior.  Ethical values 

influence the moral reasoning of employee as they believe that what constitutes right or wrong 

(Ambrose, Arnaud & Schminke, 2008).  

 

6. CONCLUSION 

This conceptual paper discusses the solution that how organizational sustainability can be 

maintained and unethical behavioral issues of employees can be solved through SQ and Ethical 

values. The premise of the current paper is that nurturing the ethical values and promoting SQ 

among the employees of the organization will help to achieve the organizational sustainability. The 

propositions explained in this conceptual paper have provided an insight into the ethical issues. It 

concludes that employees are possible to develop their perceptions regarding the “ethical work 

climate,” on the basis of their organization’s policies and practices regarding ethics (Victor & 

Cullen, 1988). While promoting the ethical values, most of the organizations focus on ethics 

training programs aimed at increasing employee’s ethical behavior in organization (Jondle, 

Ardichvili & Mitchell, 2014). Cartwright & Holmes (2006) point out that organization integrity 

should be more than a core value on a mission statement and that more organizations need to invest 

in ethics training. Thus, Employee unethical behavior in an organization can be solved through SQ 

and ethical values in organization (Aslam & Nazir, 2011; Cartwright & Holmes, 2006; Victor & 

Cullen, 1988). 

 
Acknowledgment 

This paper is funded by Institute of Postgraduate Studies Fellowship Scheme Universiti 

Sains Malaysia, Pulau Pinang, Malaysia. 

 

References 

[1] Adams, J. S., Tashchian, A., & Shore, T. H. (2001). Codes of ethics as signals for ethical 

behavior. Journal of Business Ethics, 29(3), 199-211. 

[2] Adams, C. A., & Frost, G. R. (2008). Integrating sustainability reporting into management 

practices. In Accounting Forum , Vol. 32, (4), pp. 288-302. 

[3] Ailon, G. (2013). From superstars to devils: the ethical discourse on managerial figures 

involved in a corporate scandal. Organization,  

[4] Ambrose, M. L., Arnaud, A., & Schminke, M. (2008). Individual moral development and 

ethical climate: The influence of person–organization fit on job attitudes. Journal of 

Business Ethics, 77(3), 323-333. 

[5] Amram, Y. (2007). What is Spiritual Intelligence? An Ecumenical, Grounded Theory. 

[6] Aslam, M. S., & Nazir, M. S. (2011). The Impact Of Personality Traits On Academic 

Dishonesty Among Pakistan Students. The Journal of Commerce,3(2), 50-61. 

[7] Arif, S. M. M., & Malek, M. A. A. (2013) FRAUD, ETHICS AND PSYCHOLOGY: 

UNDERSTANDING WAYS OF MITIGATING FRAUD IN ORGANISATIONS, 5th 

International Conference on Financial Criminology (ICFC). 

[8] Beeri, I., Dayan, R., Vigoda-Gadot, E., & Werner, S. B. (2013). Advancing ethics in public 

organizations: The impact of an ethics program on employees’ perceptions and behaviors in 

a regional council. Journal of business ethics, 112(1), 59-78. 

[9] Cavender, G., & Miller, K. W. (2013). Corporate Crime as Trouble: Reporting on the 

Corporate Scandals of 2002. Deviant Behavior, 34(11), 916-931. 

[10] Carroll, A., & Buchholtz, A. (2014). Business and society: Ethics, sustainability, and 

stakeholder management. Cengage Learning . 

4 Volume 58



[11] Cartwright, S., & Holmes, N. (2006). The meaning of work: The challenge of regaining 

employee engagement and reducing cynicism. Human Resource Management 

Review, 16(2), 199-208. 

[12] Campuzano, L. G., & Seteroff, S. S. (2010). A new approach to a spiritual business 

organization and employee satisfaction. 

[13] Carroll, J. E. (2012). Sustainability and spirituality. SUNY Press. 

[14] Chin, S. T., Anantharaman, R. N., & Tong, D. Y. (2011). The roles of emotional intelligence 

and spiritual intelligence at the workplace. Journal of Human Resource Management. 

[15] Da Silveira, A. D. M. (2013). The Enron Scandal a Decade Later: Lessons Learned?.  

[16] Ehsan, S., Kaleem, A., & Jabeen, S. (2012). Exploring the interaction between Financial 

Performance and Corporate Social Responsibility in Pakistani Firms, Journal of Basic 

Applied. Science, 2(10), 10431-10439. 

[17] Elias, H., Krauss, S. E., & Aishah, S. (2010). A review study on spiritual intelligence, 

adolescence and spiritual intelligence, factors that may contribute to individual differences 

in spiritual intelligence, and the related theories. International Journal of Psychological 

Studies, 2(2), p179. 

[18] Emmons, R. A. (2000). Spirituality and intelligence: Problems and prospects. The 

international journal for the psychology of religion, 10(1), 57-64. 

[19] Esfahani, S. T., & Najafi, A. (2015). The relationship between spiritual intelligence and 

professional ethics. 

[20] Ethics Resource Center. (2014). National business ethics survey. Washington, DC. 

Available at: http://www.ethics.org/nbes/. 

[21] Ferrell, O. C., & Fraedrich, J. (2014). Business ethics: Ethical decision making & cases. 

Cengage learning. 

[22] Fry, L. W. J., & Wigglesworth, C. G. (2013). Toward a theory of spiritual intelligence and 

spiritual leader development. INTERNATIONAL JOURNAL ON SPIRITUALITY AND 

ORGANIZATION LEADERSHIP, 47. 

[23] Garavan, T. N., & McGuire, D. (2010). Human resource development and society: Human 

resource development’s role in embedding corporate social responsibility, sustainability, and 

ethics in organizations. Advances in Developing Human Resources, 12(5), 487-507. 

[24] George, M. (2006). Practical application of spiritual intelligence in the workplace. Human 

resource management international digest, 14(5), 3-5. 

[25] Giacalone, R. A., & Jurkiewicz, C. L. (2003). Handbook of workplace spirituality and 

organizational performance. Me Sharpe.  

[26] Gross-Schaefer, A., Trigilio, J., Negus, J., & Ro, C. S. (2000). Ethics education in the 

workplace: An effective tool to combat employee theft. Journal of Business Ethics, 26(2), 

89-100. 

[27] Guerci, M., Radaelli, G., Siletti, E., Cirella, S., & Shani, A. R. (2015). The impact of human 

resource management practices and corporate sustainability on organizational ethical 

climates: an employee perspective. Journal of Business Ethics, 126(2), 325-342. 

[28] Hartman, L. P., DesJardins, J. R., & MacDonald, C. (2008). Business ethics: Decision-

making for personal integrity and social responsibility. New York, NY: McGraw-Hill/Irwin. 

[29] Hahn, T., Pinkse, J., Preuss, L., & Figge, F. (2014). Tensions in corporate sustainability: 

Towards an integrative framework. Journal of Business Ethics,127(2), 297-316. 

International Letters of Social and Humanistic Sciences Vol. 58 5



[30] Jamali, D. (2006). Insights into triple bottom line integration from a learning organization 

perspective. Business Process Management Journal, 12(6), 809-821. 

[31] Jondle, D., Ardichvili, A., & Mitchell, J. (2014). Modeling ethical business culture: 

Development of the Ethical Business Culture Survey and its use to validate the CEBC model 

of ethical business culture. Journal of business ethics, 119(1), 29-43. 

[32] Kaur, M. (2013). Spiritual Intelligence of Secondary School Teachers in Relation to Their 

Job Satisfaction. International Journal of Educational Research and Technology. P-ISSN, 

0976-4089. 

[33] King, D. B. (2008). Rethinking claims of spiritual intelligence: A definition, model, and 

measure. ProQuest. 

[34] Krishna, A., Dangayach, G. S., & Jainabc, R. (2011). Business Ethics: A Sustainability 

Approach. Procedia-Social and Behavioral Sciences, 25, 281-286. 

[35] Linnenluecke, M. K., Russell, S. V., & Griffiths, A. (2009). Subcultures and sustainability 

practices: The impact on understanding corporate sustainability. Business Strategy and the 

Environment, 18(7), 432-452. 

[36] Lari, M. T., & Ahmadian, E. (2012). " SPIRITUAL QUOTIENT AND 

ENTREPRENEURSHIP"(A CASE STUDY). Interdisciplinary Journal of Contemporary 

Research in Business, 4(5), 881. 

[37] Lu, C. S., & Lin, C. C. (2014). The Effects of Ethical Leadership and Ethical Climate on 

Employee Ethical Behavior in the International Port Context. Journal of Business 

Ethics, 124(2), 209-223. 

[38] Mayer, J. D. (2000). Spiritual intelligence or spiritual consciousness. The International 

Journal for the Psychology of Religion, 10(1), 47-56. 

[39] Mohd Ghazali, N. A., & Ismail, S. (2013). The influence of personal attributes and 

organizational ethics position on accountants' judgments: Malaysian scenario. Social 

Responsibility Journal, 9(2), 281-297. 

[40] Özlem, T. U. N. A., & BESLER, S. (2014). Turkish SMES Corporate Sustainability 

Approaches: Cluster Analysis Method, an Empirical Study.Mediterranean Journal of Social 

Sciences, 5(19), 175. 

[41] Pitelis, C. N. (2013). Towards a more ‘ethically correct’governance for economic 

sustainability. Journal of business ethics, 118(3), 655-665. 

[42] Petchsawang, P., & Duchon, D. (2012). Workplace spirituality, meditation, and work 

performance. Journal of Management, Spirituality & Religion, 9(2), 189-208. 

[43] Ruiz, P., Martinez, R., Rodrigo, J., & Diaz, C. (2014). Level of coherence among ethics 

program components and its impact on ethical intent. Journal of Business Ethics, 128(4), 

725-742. 

[44] Reave, L. (2005). Spiritual values and practices related to leadership effectiveness. The 

leadership quarterly, 16(5), 655-687. 

[45] Savitz, A. (2012). The triple bottom line: How today's best-run companies are achieving 

economic, social and environmental success--and how you can too. John Wiley & Sons. 

[46] Sims, R. R., & Brinkmann, J. (2003). Enron ethics (or: culture matters more than 

codes). Journal of Business ethics, 45(3), 243-256. 

[47] Soltani, B. (2014). The anatomy of corporate fraud: A comparative analysis of high profile 

American and European corporate scandals. Journal of business ethics, 120(2), 251-274. 

6 Volume 58



[48] Srivastava, A., & Misra, S. (2012). Is spiritual quotient a better tool of success: Spirituality 

in the new world order. Excel International Journal of  Multidisciplinary Manage Studies, 2, 

256-66. 

[49] Selman, V., Selman, R. C., Selman, J., & Selman, E. (2011). Spiritual-intelligence/-

quotient. College Teaching Methods & Styles Journal (CTMS),1(3), 23-30. 

[50] Stead, J. G., & Stead, W. E. (2014). Building spiritual capabilities to sustain sustainability-

based competitive advantages. Journal of Management, Spirituality & Religion, 11(2), 143-

158. 

[51] Tota, I., & Shehu, H. (2012). The dilemma of business ethics. Procedia Economics and 

Finance, 3, 555-559.  

[52] Victor, B., & Cullen, J. B. (1988). The organizational bases of ethical work 

climates. Administrative Science Quarterly, 101-125. 

[53] Vitell, S. J., & Hidalgo, E. R. (2006). The impact of corporate ethical values and 

enforcement of ethical codes on the perceived importance of ethics in business: A 

comparison of US and Spanish managers. Journal of Business Ethics, 64(1), 31-43. 

[54] van Dijke, M. H. (2014). Understanding Immoral Conduct in Business Settings: A 

Behavioural Ethics Approach (No. EIA-2014-060-ORG). Erasmus Research Institute of 

Management Erasmus University Rotterdam. 

[55] Wigglesworth, C. (2006). Why spiritual intelligence is essential to mature 

leadership. Integral Leadership Review, 6(3), 2006-08.  

[56] Weber, J. (1995). Influences upon organizational ethical subclimates: A multi-departmental 

analysis of a single firm. Organization Science, 6(5), 509-523. 

[57] Wells, D., & Schminke, M. (2001). Ethical development and human resources training: An 

integrative framework. Human Resource Management Review,11(1), 135-158. 

[58] Willard, B. (2012). The new sustainability advantage: seven business case benefits of a triple 

bottom line. New Society Publishers. 

[59] Zohar, D. (2012). Spiritual intelligence: The ultimate intelligence. Bloomsbury Publishing. 

[60] Zohar, D. Marshall (2000). SQ: Spiritual Intelligence: The Ultimate Intelligence. 

[61] Zsolnai, L. (2015). Spirituality, Ethics and Sustainability. In The Spiritual Dimension of 

Business Ethics and Sustainability Management (pp. 3-11). Springer International 

Publishing. 

International Letters of Social and Humanistic Sciences Vol. 58 7


