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Abstract. This research aimed to investigate the relationship between teachers' 

perceptions of school administrators' nepotism and the organizational ethical climate. 

The study employed a relational screening model, involving 331 voluntary teachers from 

public schools in the Akçakoca District of Düzce province during the 2023-2024 

academic year. Data were collected using the Organizational Ethical Climate Scale and 

Nepotism in School Management Scale. Mean, standard deviation, and correlation 

analyses were conducted for data analysis. According to the obtained results, teachers' 

perception levels towards the organizational ethical climate scale ranged predominantly 

at the level of "mostly true" in the total scale and across the sub-dimensions of social 

responsibility, rules, self-seeking benevolence, efficiency and "sometimes true" in the 

sub-dimension of principles. Teachers' perception levels towards nepotism in school 

administration scale were rated as "never" in the total scale and in the sub-dimensions of 

evaluation and planning, while rated as "rarely" in the sub-dimensions of coordination 

and organization. A low and medium level negative relationship was found between 

teachers' perceptions of organizational ethical climate and nepotism in school 

administration. A low level negative significant relationship was found between the total 

of the organizational ethical climate scale and the total of the nepotism in school 

management scale and evaluation, coordination, organization, planning sub-dimensions. 

A low level negative significant relationship was found between the total score of 

nepotism in school administration scale and the sub-dimensions of organizational ethical 

climate, namely social responsibility, rules, self-seeking benevolence, principles and 

efficiency. Several suggestions were proposed to mitigate nepotism in school 

management and foster a robust organizational ethical climate, including encouraging 

managerial participation in decision-making processes, ensuring transparency, 

conducting evaluations objectively and fairly, demonstrating managerial behaviors that 

provide equal opportunities to all staff, and implementing regular training to enhance 

awareness of ethical standards among employees. 
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1 Introduction 

Since the 1980s, public administration has undergone significant structural and political 

transformations, leading to the emergence and discussion of numerous new concepts. This 

evolution has given rise to a human-cantered management approach that has adopted a global 

perspective, incorporating principles such as equality, democracy, participation, 

transparency, and ethics, aiming to ensure that services are delivered with a heightened 

awareness of social responsibility [1]. In this new management paradigm, it is crucial to 

operate in accordance with the "public interest," as defined by constitutional provisions, 

laws, and regulations, particularly within the public service sector [2]. However, there has 

been a significant decline in credibility and reputation across all administrative domains, 

particularly in public administrations [3], highlighting the need for establishing clear and 

universal principles of values in all areas of business life [4]. Usta [5] further argues that 

these challenges pertain not only to ethical discipline within the moral dimension but also 

extend to the legal framework. He underscores the importance of ethics by stating, "While 

the 19th century was the century of political science, the 20th century was the century of 

economic science, the 21st century is the century of ethics science." Nepotism, also known 

as favoritism, is an attitude or behavior frequently leading to scrutiny of managerial actions. 

It occurs when public employees unfairly and unlawfully favor their relatives [6]. Phrases in 

the society like "he is my uncle," "he is my cardholder," or "he is my fellow countryman" 

often lend legitimacy to nepotistic behaviors, contributing to societal and organizational 

deterioration [7]. Nepotism is widely viewed as unethical because it creates victims, damages 

organizational relationships [8], and undermines the sense of justice, a cornerstone of social 

life. Managers who integrate concepts such as participation, governance, and ethical values 

into their management practices are typically valued and respected. Conversely, those who 

neglect these principles often face criticism [9]. 

1.1 Nepotism and Nepotism in Educational Institutions 

The Turkish Language Association defines nepotism as "favouring a certain individual, 

cluster of ideas or practices by comparing them with another individual, cluster of ideas or 

practices, when it is necessary to make a choice; therefore, moving away from objectivity" 

[10]. Nepotism, which is also considered a form of corruption, involves public officials using 

non-material means of influence, such as family and kinship ties, to privilege certain people 

in public transactions [11]. In Türkiye, nepotism is an unethical behavior frequently 

encountered in both the public and private sectors [12]. According to Meriç and Erdem [13], 

nepotism can be defined as prioritizing criteria such as "having studied at the same school, 

being from the same region, or aligning with the same political party," while universal 

criteria are disregarded in public institutions or in relations between institutions and the 

social environment. The management process requires decisions to be made in the interest 

of all, with impartial evaluation and the use of organizational resources for organizational 

purposes [14]. With the enactment of Law No. 5176, the "Public Officials Ethics Board" was 

established, and the "Regulation on the Principles of Ethical Behavior of Public Officials and 

Application Procedures and Principles" outlined the ethical principles that public officials 

must adhere to (Meriç and Erdem, 2013). According to Article 14 of the Regulation, public 

officials cannot use their positions for personal gain and are prohibited from showing 

nepotism and discrimination [15]. Laws, international conventions, and other legal 

frameworks prohibit administrators from discriminating against individuals based on 
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language, religion, color, race, gender, political opinion, philosophical belief, sect, personal 

affinity, and similar reasons. School administrators should be aware of their social and legal 

responsibilities in decision-making, implementation, communication, and evaluation 

processes, and should consider ethical values such as impartiality and equality. 

Nepotism in school administration can be defined as the unethical behavior of 

administrators who privilege and protect certain individuals by using values such as 

friendship, kinship, and closeness in line with their personal interests [16]. Nepotism, 

described as unethical and frequently encountered in almost every organizational structure 

in Türkiye can also be seen in schools, which are educational organizations. Nepotism, 

manifesting itself as non-compliance with ethical rules in the school environment, can 

negatively affect the work performance of school employees, decrease motivation, and 

increase stress and insecurity [17]. Consequently, nepotism can lead to a decline in the 

quality of work life in schools, a decrease in employees' job satisfaction, and a reduction in 

organizational productivity, preventing the achievement of desired goals. As a matter of fact, 

the findings obtained as a result of examining the relationships between nepotistic behaviors 

in school administration and organizational commitment [18] and work efficiency [19], 

alienation from work [20], organizational cynicism [21], organizational trust [22], life 

satisfaction of teachers [23], organizational opposition [24] support this idea. 

School administrators are required to act in accordance with ethical rules within the 

framework of their authority and obligations while fulfilling their responsibilities [25]. In 

other words, the decisions made or to be made should be ethically accepted by the members 

of the organization and should benefit everyone in terms of achieving the desired goals [26]. 

By doing so, it is anticipated that managers will take preliminary steps to prevent ethical 

conflicts within the organization [27]. The impact of decisions made within the framework 

of ethical principles is expected to contribute positively to the formation of the organization's 

ethical climate. Staff in educational organizations influence society through the individuals 

they raise and reflect social and cultural values in their organizational behaviors. Since the 

power distance in the cultural structure of society affects managerial and organizational 

behavior in educational organizations, understanding these effects can guide managerial 

activities and organizational structuring. 

1.2 Organizational Ethical Climate and Organizational Ethical Climate in Educational 

Institutions 

Organizations in society serve as evidence that people are not only social beings but also 

organizational beings. Throughout their lives, people must engage in various organizations. 

An organization is a structure, comprising four dimensions such as purpose, structure, 

process, and climate, all b 

ased on human relations, which affects society, individuals, and other organizations through 

its decisions and activities. These dimensions can be expanded upon, but their core elements 

remain unchanged [28]. It is natural for the individuals or groups that make up an 

organization to communicate and interact with each other and their environment during their 

activities [29]. This communication and interaction process is influenced by social structure, 

traditions and customs, values known as traditional law, and social assumptions. Ethics is a 

branch of philosophy that lacks a single definition in social sciences and examines the 

principles, values, and judgments that shape people's lives [30] and organizational justice 
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[31] in schools. Derived from the Greek word "ethos," ethics relates human behavior and 

thought processes to social measurement. In short, ethics is a set of rules to be followed [32]. 

Within this framework, communication and relationships within an organization should be 

evaluated in terms of ethics, and the concept of ethics should be considered when assessing 

organizational behaviors. 

Increasing competition and resource shortages, in parallel with technological 

developments, have heightened the importance of ethics in organizations. Ethical rules play 

a crucial role in creating harmony and a positive climate within the organization [33]. 

According to Aydın [34], organizational ethics is a set of rules that ensure employees exhibit 

similar behaviors and fulfill social obligations. Therefore, if ethical norms are to be 

established in organizations, members should display consistent behaviors in accordance 

with these rules. George and Jones [35] define organizational ethics as moral values, beliefs, 

and rules that are embedded and assimilated within the organization. Unethical behavior is 

defined as actions considered bad or wrong by individual values and social norms [36]. 

According to Özdevecioğlu and Aksoy [37], unethical behaviors within an organization, 

regardless of their reasons, lead to decreased employee motivation and weakened perceptions 

of organizational trust and commitment. Unethical behaviors are generally categorized as 

psychological when stemming from personal reasons, and socio-economic and cultural when 

originating from external factors [38]. Unethical behaviors of socio-cultural and economic 

origin include discrimination, nepotism, corruption, bribery, obstructionism, misdirection, 

favoritism, and bigotry. Meanwhile, unethical behaviors of psychological origin encompass 

intimidation, violence, pressure, selfishness, torture, physical and sexual harassment [39]. 

Based on these definitions, it can be argued that organizational ethics is influenced by 

societal norms, professional obligations, and individual beliefs. "Ethics" in human resources 

management is crucial for establishing a successful organizational structure. However, a 

significant challenge lies in how well employees adhere to ethical principles and internalize 

them. Therefore, it is essential to expand the theoretical framework of ethical concepts, 

enhance their impact in business practices, and foster greater sensitivity to ethical values 

[40]. Administrators' awareness of unethical behaviors also plays a critical role in generating 

solutions [41] and shaping the organizational climate. The school climate, as described by 

Karadere and Öztekin [42] and Norşenli [43], is a psychologically rooted and enduring set 

of structures that significantly influence the environment and behaviors within schools 

through the interactions among individuals, groups, and stakeholders. 

Ethical climate refers to employees' perceptions of ethical rules and behaviors within 

the organization [44]. The ethical observations that employees make of organizational 

culture, and the perspectives they develop as a result, play a crucial role in shaping the ethical 

climate [45]. Each organization develops its own ethical climate, which guides its activities 

[46]. Managers exert significant effort in fostering and maintaining an ethical climate 

through their leadership [47]. Ethical climate represents the shared perceptions of employees 

regarding organizational rules and practices [48]. The ethical values embraced by 

administrators influence the organization's direction and activities [49]. Establishing ethical 

rules and norms in schools is essential because they foster public trust and enhance the 

quality of education [50]. Conversely, unethical behaviors can severely undermine 

organizational trust, productivity, and the overall ethical climate. 

1.3 The Relationship between Nepotism and Organizational Ethical Climate 
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The emphasis on ethical approaches is closely linked to the rise and proliferation of unethical 

behaviors such as corruption, bribery, theft, nepotism, and gangsterism within organizations 

[51] which are believed to significantly influence the development of organizational ethics 

[52]. An organization that establishes clear ethical rules ensures goal achievement with 

efficiency and trust, thereby cultivating an organizational ethical climate [53]. 

Schools, as vital institutions within social structures, establish an ethical climate 

influenced by administrators, teachers, and other staff members. In the realm of educational 

administration, the ethical values and beliefs upheld by school administrators in decision-

making, evaluation, and resource allocation roles contribute significantly to the institution's 

efficiency and continuity. Furthermore, administrators should adhere to principles of justice, 

equality, and impartiality in their interactions with teachers, staff, students, parents, and other 

stakeholders. Failure to do so can undermine trust among school employees toward both the 

school and its administrators, erode their sense of belonging, hinder communication, and 

disrupt the overall school climate [54]. Unethical behaviors by administrators in decision-

making, evaluation, and resource allocation can lead to issues such as nepotism coming to 

the forefront. 

Since nepotism is considered unethical, its relationship with ethics is direct. Literature 

review [55] has pointed to a lack of research on the relationship between school 

administrators' nepotism attitudes and behaviors and teachers' perceptions of organizational 

ethical climate. This study aimed to contribute by exploring how administrators' nepotism 

attitudes and behaviors impact the ethical climate of the organization, and by developing 

potential solutions to address any resulting issues. Furthermore, by elucidating the 

relationship between organizational ethical climate and nepotism, this study can inform 

managerial recommendations for the benefit of society. 

Identifying nepotism in school administration can provide benefits such as ensuring 

organizational justice, increasing performance, establishing trust, supporting student success 

and fulfilling legal-ethical responsibilities. In this direction, it is important to prevent such 

behaviors through an effective audit and evaluation process and to ensure a positive 

organizational ethical climate. In line with the stated reasons, it is important to determine the 

perceptions of teachers in order to reveal the reflections of nepotism attitudes and behaviors 

of school administrators in schools. In this framework, the main purpose of the research was 

to determine the perception levels of teachers working in public schools towards nepotism 

in school administration and organizational ethical climate and to reveal whether there was 

a relationship between them by seeking answers to the following questions: 1) What are the 

perception levels of public-school teachers about nepotism in school management and 

organizational ethical climate? 2) Is there a significant relationship between teachers' 

perceptions of nepotism in school management and organizational ethical climate? 

2 Method 

The research utilized the relational survey model, which systematically examines the 

meanings derived from people's experiences and focuses on identifying events, individuals, 

or objects within their own contexts as subjects of study [56]. The study population consisted 

of 475 teachers employed in public schools (including primary, secondary, and high schools) 

during the 2023-2024 academic year in Akçakoca district of Düzce province. All teachers in 
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the population were reached, and data from 331 voluntary respondents were analysed. Of the 

teachers, 162 were female and 169 were male, 234 held undergraduate degrees and 97 held 

postgraduate degrees. In terms of professional seniority, 59 teachers had 1-10 years of 

experience, 100 had 11-20 years, and 172 had 21 or more years. Of the teachers, 96 teachers 

worked in primary schools, 80 in secondary schools, and 155 in high schools. 

The study employed the Personal Information Form, Nepotism in School Management 

Scale, and Organizational Ethical Climate Scale as data collection tools. After obtaining 

necessary permissions, data were collected digitally from teachers via a Google Form 

between February 1, 2023, and April 1, 2023, facilitated by reaching out to school 

administrators in Akçakoca district. The Nepotism in School Management Scale, developed 

by [57], consists of four sub-dimensions (planning, organizing, coordination, and evaluation) 

with a total of 25 items. The scale uses a five-point Likert-type response format ranging from 

rarely to always. The Cronbach's Alpha coefficient for the scale was originally .96 in total, 

with sub-dimension values ranging from .83 to .93. For this study, the Cronbach's Alpha 

coefficient was recalculated and found to be .70 overall, with values of .72, .70, .70, and .71 

for the evaluation, coordination, organization, and planning sub-dimensions, respectively. 

The Organizational Ethical Climate Scale, developed by [58], consists of five sub-

dimensions: "social responsibility," "rules," "self-seeking benevolence," "principles," and 

"efficiency," totalling 22 items. This scale employs a five-point Likert-type response format 

ranging from completely false to always true. The reliability coefficient of the scale, 

measured by Cronbach's Alpha, is .87 in total, with sub-dimension values ranging between 

.71 and .83. For this study, the Cronbach's Alpha values were recalculated and found to be 

.76 overall, with specific values of .78 for social responsibility, .77 for rules, .76 for self-

seeking benevolence, .77 for principles, and .77 for efficiency. The scale scores are 

interpreted within the following ranges: Completely False/Never: 1.00-1.80; Mostly 

Wrong/Rarely: 1.81-2.60; Sometimes True/Sometimes: 2.61-3.40; Mostly True/Most of the 

Time: 3.41-4.20; Always True/All the Time: 4.21-5.00. 

The research data were analysed using the SPSS 22 software package. To determine 

the appropriate analyses, the normality of the data distribution was assessed using the 

Kolmogorov-Smirnov test, revealing that the data did not exhibit normal distribution (p< 

0.05) across both the overall scales and their sub-dimensions. Consequently, non-parametric 

analyses were conducted. Mean and standard deviation were calculated to assess teachers' 

perception levels. Spearman's rank correlation analysis was employed to evaluate 

relationships between these perception levels. 

3. Findings 
On the first table, we will present teachers' perceptions of nepotism in school management 

and organizational ethical climate based on first problem of the research. 

Table 1. Descriptive Statistics of Teachers Regarding Nepotism in School Management and 

Organizational Ethical Climate 

Scale X̅ Ss Scale Sub dimensions N  

Organisational Ethical  Social responsibility 331  3,81 ,562 

Climate Scale  Rules 331  4,10 ,568 

 Self-seeking benevolence 331  3,52 ,570 
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Principles 331  3,27 ,587 

Efficiency 331  3,81 ,578 

Total Scale 331  3,71 ,434 

Evaluation  331  1,78 ,792 

Coordination  331  1,92 1,01 
Nepotism in School                                        

Organisation 
          

331  1,87 ,958 
Management Scale 

Planning 331  1,62 ,895 
 

Total Scale 331  1,80 ,832 

According to Table 1, teachers' perception levels of Organisational Ethical Climate Scale in 

total scale (X̅=3,71) and sub-dimensions of social responsibility (X̅=3,81), rules (X̅=4,10), 

self-seeking benevolence (X̅=3,52), efficiency (X̅=3,81) were "Most of the time correct" and 

in principles sub-dimension (X̅=3,27) was "Sometimes correct". Teachers' perceptions of 

Nepotism in School Management Scale were at the level of "Never" in the total scale 

(X̅=1,80) and in evaluation (X̅=1,78) and planning (X̅=1,62) sub-dimensions, while they 

were at the level of "Rarely" in coordination (X̅=1,92) and organisation (X̅=1,87) sub-

dimensions. 

On the second table you can find the relationship between teachers' perceptions of 

organisational ethical climate and nepotism in school administration correlation analysis 

results.  

Table 2. The Relationship between Teachers' Perceptions of Organisational Ethical Climate 

and Nepotism in School Administration 

Scales 
 Evaluation  

 

Coordination Organization Planning Total Scale 

Social responsibility r -,277** -,173** -,134* -,296** -,223** 

Rules r -,148** -,096  -,144** -,146** -,133* 

Self-seeking  benevolence  r -,114* -,095 -,146** -,080 -,114* 

Principles r -,292** -,184** -,195** -,284** -,254** 

Efficiency r -,306** -,232** -,229** -,253** -,280** 

Total Scale r -,290** -,175** -,194** -,287** -,245** 

According to Table 2, there are low and moderate negative relationships between teachers' 

perceptions of organizational ethical climate and nepotism in school administration. Upon 

detailed analysis of these relationships, the following findings emerged: 

A low level negative significant relationship was found between the total of Organisational 

Ethical Climate Scale and the total of Nepotism in School Management Scale (r=-,245, 

p<0,01) and evaluation, coordination, organisation, planning sub-dimensions (r=-,290, 

p<0,01, r=-,175, p<0,01, r=-,194, p<0,01, r=-,287, p<0,01, respectively). A low level 

negative significant relationship was found between the total of Nepotism in School 

Management Scale and Organisational Ethical Climate sub-dimensions of social 
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responsibility, rules, self-seeking benevolence, principles and efficiency (r=-,223, p<0,01, 

r=-,133, p<0,05, r=-,114, p<0,05, r=-,254, p<0,01, r=-,280, p<0,01, respectively). A low 

level negative significant relationship was found between Organisational Ethical Climate 

sub-dimension social responsibility and Nepotism in School Management sub-dimensions 

evaluation, coordination, organisation and planning (r=-,277, p<0,01, r=-,173, p<0,01, r=-

,134, p<0,05, r=-,296, p<0,01 respectively). A low level significant relationship was found 

between the sub-dimension of rules and the sub-dimensions of evaluation, organisation and 

planning (r=-,148, p<0,01, r=-,144, p<0,01, r=-,146, p<0,01, respectively). A low level 

negative significant relationship was found between self-seeking benevolence sub-

dimension and evaluation and planning sub-dimensions (respectively; r=-,114, p<0,05, r=-

,146, p<0,01). A low level negative significant relationship was found between principles 

sub-dimension and evaluation, coordination, organisation and planning sub-dimensions (r=-

,292, p<0,01, r=-,184, p<0,01, r=-,195, p<0,05, r=-,284, p<0,01 respectively). A significant 

negative moderate relationship was found between efficiency sub-dimension and evaluation 

sub-dimension (r=-,306, p<0,01) and a significant negative low level relationship existed 

between coordination, organisation and planning sub-dimensions at low level (r=-,232, 

p<0,01, r=-,229, p<0,01, r=-,253, p<0,05, respectively). 

4      Conclusion, Discussion and Recommendations 

According to the research findings, teachers' perceptions of nepotism in school 

administration were categorized as "Never" in the overall scale, "Never" in the evaluation 

and planning sub-dimensions, and "Rarely" in the coordination and organization sub-

dimensions. "Never" indicates a low level of perception, while "Rarely" suggests perceptions 

close to being low. These results imply that teachers perceive instances of nepotism by school 

administrators to be relatively infrequent. These findings are consistent with previous studies 

by Meriç and Erdem [59], Polat and Kazak [60], and Kazancı [61]. However, it's important 

to note that perceptions of "Rarely," "Low," or "Sometimes" do not negate the existence of 

nepotism. Aydoğan [62] observed that nepotistic practices occasionally occur within the 

Turkish National Education System, both at central administrative and provincial levels. 

The study results suggest that teachers' lower perceptions of nepotism in evaluation and 

planning compared to coordination and organization may stem from perceived unfairness in 

administrators' practices related to rewards, punishments, curriculum formation, and task 

distribution. For instance, Güneş [63] highlighted in a study that school principals' nepotism 

towards certain teachers led to complaints and was documented in inspector reports which 

noted issues such as personalized lesson programs and recess duties, unequal distribution of 

rewards regardless of merit and performance. Particularly, the lower perception scores in the 

planning dimension align with these findings. Conversely, higher perceptions of nepotism in 

coordination and organization may be linked to similar institutional experiences and reported 

grievances. Indeed, nepotistic behaviours among administrators, noted in both central and 

provincial administrations, have been subject to news coverage and public scrutiny [64]. 

Teachers' perceptions of organizational ethics are predominantly categorized as 

"Mostly true" across the total scale, as well as in the sub-dimensions of social responsibility, 

rules, self-seeking benevolence, and efficiency. In the principles sub-dimension, perceptions 

are rated as "Sometimes true." These findings indicate that teachers hold certain beliefs about 
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the organizational climate they work in: Rules are effectively implemented at the 

organizational level, there is a benevolent atmosphere emphasizing individual relationships, 

social responsibility is prioritized universally, and efficiency is upheld through effective 

utilization of public resources. However, it is suggested that there are partially standardized 

rules within the organization. These findings align with similar results reported by Saylık 

and Demir [65]. Demir [66] and Erdem [67] also noted that while teachers generally perceive 

a high organizational ethical climate, variations exist across schools due to differences in 

management practices. In some instances, administrators' attitudes and behaviours 

negatively impact these perceptions. These results may suggest that school administrators 

demonstrate similar governance practices overall. 

Teachers' high perceptions in the dimensions of social responsibility, rules, self-seeking 

benevolence, and efficiency in the organizational ethical climate scale may reflect various 

positive organizational and individual dynamics. This suggests that teachers perceive their 

roles with a strong sense of social responsibility, viewing schools not only as places for 

academic achievement but also as institutions where societal responsibilities are fulfilled. 

Furthermore, effective and equitable implementation of rules, presence of discipline and 

order, and efficient resource utilization in schools likely contribute to these perceptions. 

Moreover, the perception of self-seeking benevolence, indicating cooperation among 

teachers while safeguarding individual interests, underscores a collaborative atmosphere 

among educators. 

It can be argued that this situation fosters professional relationships among teachers 

aligned with mutual interests. Çakıroğlu and Öztürk Başpınar [68] support this notion, 

finding that a strong ethical climate positively influences workplace relationships. The high 

perceptions in these dimensions suggest that managers and employees uphold ethical values 

and rules, fulfilling their duties efficiently and with social sensitivity. Akın's [69] research 

supports this interpretation, indicating that a positive ethical climate enhances employees' 

work efficiency. However, lower perceptions among teachers in the principles dimension 

may stem from the lack of standardized school management practices, insufficient 

institutional identity, and a shortfall in setting long-term goals for schools. Doherty [70] 

highlighted that educational institutions with clear standards and roles are crucial for 

effective management and the creation of a positive educational environment. The study 

revealed a statistically significant negative relationship between teachers' perceptions of 

nepotism in school administration and their perceptions of organizational ethical climate, 

both in total and across sub-dimensions. The unethical behaviours associated with nepotism 

by administrators were found to diminish teachers' perceptions of organizational ethical 

climate to a considerable extent. This situation often results in reduced cooperation among 

staff, impaired intra-organizational communication, and heightened feelings of insecurity 

among employees. Consequently, administrators' nepotistic behaviours undermine the 

ethical values within the organizational climate. Indeed, Saylık and Demir [71] noted in their 

research that school principals' nepotism behaviours, such as prioritizing teachers based on 

personal relationships and using inequitable methods to reward success, negatively impact 

the overall perception of ethical climate within the school. A statistically significant low 

level negative relationship was observed between the social responsibility sub-dimension 

and the evaluation, coordination, organization and planning sub-dimensions. This finding 

suggests that nepotism in these processes adversely impacts teachers' inclination to act with 

a sense of social responsibility. In other words, nepotistic behaviours in management 
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processes diminish teachers' perceptions of social responsibility. Similarly, a statistically 

significant low level negative relationship was found between the rules sub-dimension and 

the evaluation, organization, and planning sub-dimensions. Nepotistic attitudes and 

behaviours exhibited by administrators during evaluation, organization, and planning 

activities contribute to a weakening of teachers' perceptions regarding rulemaking within the 

organizational climate. The perception that administrators do not act fairly in these processes 

likely diminishes teachers' trust in the institutional rules. Victor and Cullen [72] underscored 

that a rule-bound organizational climate hinges on upholding fair and ethical values without 

compromise. A low level negative significant relationship was found between the self-

seeking benevolence sub-dimension and the evaluation and planning sub-dimensions. 

According to the social exchange theory, individuals' benevolent actions are contingent upon 

the expectation of reciprocity [73]. Instances such as creating tailored lesson plans for select 

teachers, scheduling recess duty days preferentially, and rewarding individuals irrespective 

of their performance, as highlighted in inspector reports, may have eroded teachers' 

perceptions of benevolence. The theory posits that employees perceiving mistreatment and 

unfair treatment are prone to displaying negative and detrimental attitudes and behaviours 

toward their organization [74]. 

The disregard for both individual interests and social benefits in decision-making 

during the evaluation and planning processes likely facilitated conflicts of interest, thereby 

diminishing perceptions of self-seeking benevolence. A low level negative significant 

relationship was observed between the principles sub-dimension and the evaluation, 

coordination, organization and planning sub-dimensions. Addressing ethical problems in 

management processes necessitates adherence to universal ethical principles. Managers who 

articulate and implement rules, laws, and standards during organizational procedures uphold 

the principal criterion of the organizational climate. Savran [75] noted in his research that 

organizations guided by principles adopt universal ethical norms in decision-making 

processes and operational practices. A moderately significant negative relationship was 

identified between the efficiency sub-dimension and the evaluation sub-dimension, and a 

low-level relationship was found with the coordination, organization, and planning sub-

dimensions. This suggests that unfair or inadequate evaluation processes adversely impact 

efficiency. Nepotism in the evaluation process may result in outcomes such as reduced 

employee motivation [76], diminished job performance [77], negative effects on 

organizational commitment and citizenship behaviours [78], thereby eroding employees' 

trust in ethical values and reducing overall productivity [79]. The findings align with existing 

literature on the topic. Nepotistic behaviours by administrators are known to adversely affect 

teachers and diminish their performance [80]. School administrators are expected to adhere 

to laws and universal ethical values [81], demonstrating impartial, transparent, accountable, 

and ethical management practices [82]. Failure to do so can result in negative consequences 

for employees and undermine the school climate [83]. 

Based on the findings, several recommendations have been formulated: Addressing 

teachers' perceptions of nepotism in school administration as a reflection of societal norms, 

reducing the negative impacts of nepotism can be achieved through training administrators 

and employees on ethical behaviours and fair management practices. Transparent, fair, 

objective, and comprehensible decision-making processes are crucial for fostering 

organizational ethical principles. Additionally, establishing effective complaint and 

feedback mechanisms can enhance trust within the organization, mitigate internal conflicts, 

and promote a positive work environment. Implementing these measures is expected to 
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positively influence teachers' perceptions of the organizational ethical climate. It's important 

to note that the study's conclusions are limited to the specific population examined. To 

enhance the validity and reliability of these findings, future research could explore the 

relationship between nepotism in school management and organizational ethical climate 

through quantitative and qualitative studies conducted across regions with diverse socio-

economic structures.  
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