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Abstract

Since the beginning of the 21st century, there has been a seemingly continuous
sequence of corruption cases presented in U.S. federal courts involving Puerto Rican
governmental officials. In an effort to curb corrupt behavior among officials and the
deleterious effects thereof, the government of Puerto Rico has developed and
implemented Law Number 12, better known as the Puerto Rican Governmental Ethics
Law. To shed light on the effects of this law on governmental employees, this research
study determined the extent to which the development and implementation of the Puerto
Rican Governmental Ethics Law has affected the perception of corruption among
Municipality of Hatillo employees. This study was an attempt to address the following
question: How has the Puerto Rican Governmental Ethics Law affected perceptions
among Municipality of Hatillo employees?

The findings of this research have significant implications for the public sector

and for governmental management. For those in the public sector, the study serves as a
reminder that the ethical education that is required under the Puerto Rican Governmental
Ethics Law is necessary and important for the development of ethical maturity in public
sector employees. Moreover, for management to develop a more ethical climate, it is
recommended that supervisors increase their participation and compliance with the ethics
educational programs that are required by law. An improved ethical environment could
help to prevent ethical lapses and penalize the criminal behavior of those officials who, in
the performance of their governmental work, violate the basic principles of an ethics of
excellence.

Introduction

In recent decades, ethical conduct has been an important issue for governments at
all levels in the United States. The government of Puerto Rico is no exception; since the
beginning of the 21st century, U.S. federal courts have heard a seemingly continuous
sequence of corruption cases involving Puerto Rican governmental officials. One
prominent case concerned the governor, Anibal Acevedo Vila. On March 27, 2008, the



U.S. Federal Bureau of Investigation (FBI) charged Vila with 19 counts of campaign
finance corruption and conspiracy in violation of U.S. federal election laws.

Burnside and Dollar (1998) defined corruption as “behavior on the part of
officials in the public sector, whether politicians or civil servants, in which they
improperly and unlawfully enrich themselves, or those close to them, by the misuse of the
public power entrusted to them” (p. 8). Within public service, corruption can be described
as a behavior, typically characterized as an abuse of public power or position for personal
advantage by public officials, that has a negative impact on governmental performance
and the public trust. As institutions, it is important for governments gain understanding of
individual-organizational relationships in terms of the entire individual, the entire group,
the entire organization, and the entire social system, as well as the factors leading to
corrupt behavior, to address corruption in an appropriate manner.

Over the last decade, the government of Puerto Rico has suffered from serious
corruption at all levels. As has the central government, local governments, better known
as municipalities, have felt the negative impacts of acts of corruption, one of which is the
development of distrust among Puerto Ricans toward central and local government
entities. In an effort to combat and prevent acts of corruption, Puerto Rican leaders have
sought to educate and train employees in the need for and application of governmental
ethics.

Concern over this issue led to the development and implementation of Law
Number 12 of 1985, better known as the Puerto Rican Governmental Ethics Law. This
law requires that governmental officials in funds management positions submit personal
financial reports to comply with certain ethical mandates. Furthermore, this law requires
that within 2 years, all governmental employees must complete 10 hours of continuous
education offered by the government office known as the Center for the Development of
the Ethical Thought. This law is frequently amended, thus challenging the capacity of
local Puerto Rican governments to remain in compliance, especially when they are
experiencing financial difficulties.

In this investigation, the researcher will determine the extent to which the Puerto
Rican Governmental Ethics Law has affected the perception of corruption among the
Municipality of Hatillo employees.

Background of the Study

In the first few years of the 21st century, governmental bodies in Puerto Rico
have faced extremely complex situations brought about by corruption. This corruption
has been attributed to multiple factors, including unethical activities within governmental
operations; problems with political, economic, and social development; the erosion of
loyalty within political parties; the rise of high technology as an instrument of efficient
criminal activity; the informal economy; drug trafficking; and international money
laundering. To counter corruption, governmental leaders have enacted and enforced new
laws while seeking to educate the workforce on ethical matters.

Results of a national survey performed by the New York KPMG Company
indicate that employees in the public sector are at greater risk of engaging in unethical
behavior than those in private organizations. Brock (2007) stated that the KPMG survey
reveals that “public employees were also less likely to report misconduct to an outside
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authority, preferring to handle the problem directly or through supervisors, and fewer of
them had confidence that a complaint would be handled appropriately” (p. 8).

In a research study, Bowman and Knox (2008) examined attitudes about ethics in
the American government from 1990s to the present. This study used data from a national
survey on governmental employees’ views regarding ethics in society and integrity in
public agencies. The results of this study demonstrated that 50% of respondents did not
report ethical misconduct to the proper authorities in government. Furthermore, survey
respondents believed that ethics was not a fad and that government has the responsibility
to set an example in society. Weaver and Trevifio (2001) examined the impact of values
orientations and compliance-orientations in ethics programs on observed unethical
behavior, employees’ willingness to report ethical problems, and employees’
commitment.

This research study surveyed a random selection of 6,300 employees across four
large companies, each of which had a formal ethics and compliance program in place. A
key study finding was that values and compliance orientations have varying impacts
depending on the outcome under consideration; results indicate that although both are
important in reducing obviously unethical behavior, a values orientation has a greater
impact on employees’ willingness to report problems and employees’ commitment to the
organization. Saltos (1995) examined ethics and corruption in Hispano American
organizations. As key finding in this study was that 72% of Hispano Americans
mentioned that corruption and ethical fraud are significant problems that can jeopardize
an organization’s success. Implications emerge from these research studies. First, the
research of Bowman and Knox (2008) indicates that there is a need for ethical guidance
from governmental agencies. Future researchers could gather valuable information by
examining ethical issues and determining how government can attend to them.

Justification of the Study

Ethical problems are occurring in the government with more frequency than in the
past. The Puerto Rican Ethics Law was developed to minimize the impact of corruption
in government structures. In addition, the law was designed to create awareness among
government employees of what is considered acceptable versus unacceptable behavior.

However, the Puerto Rican Ethics Law does not contain provisions to enable
officials to measure whether employees have obtained sufficient knowledge through the
courses and seminars offered by the Office of Government Ethics of Puerto Rico to
discern what acceptable and unacceptable conduct is.

The Office of Government Ethics of Puerto Rico and the ERC jointly released the
results of a research study of all governmental employees. This research study measured
the perception of ethics within the workplace and the need to maintain ethical standards
in government service. The ERC and the Office of Government Ethics of Puerto Rico
gave all government employees the opportunity to participate in the study. At the time of
survey distribution, the Puerto Rican Government estimated that its workforce contained
a total of 250,000 employees; thus, researchers distributed the same number of survey
guestionnaires.

A key finding of this research study was that 26% of governmental employees
mentioned that they felt pressure to violate ethics standards. Among this group of
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employees, 64% indicated that the pressure came from their supervisors. Moreover, 34%
of the surveyed employees stated that they had observed ethical misconduct at their
workplace without notifying their supervisors. It is not clear whether these employees did
not report the ethical misconduct on purpose or due to lack of knowledge of the Puerto
Rican Ethics Law. Based on the information gathered in the Puerto Rican government
survey, the

ERC presented a series of recommendations with the purpose of moving forward
the ethics agenda of the Government of the Commonwealth of Puerto Rico. One of these
recommendations was that the Puerto Rican Government “create a conscience statement
of organizational and fundamental principles to help facilitate employee adherence to the
Law of Governmental Ethics” (ERC, 2004, p. 302). The ERC further recommended that
the Puerto Rican Government provide training to public-sector supervisors to minimize
pressure related to reporting ethical misconduct. Two important implications emerge
from the study. First, the Puerto Rican Government needs to enhance its ethics training
programs for all governmental employees. Second, to understand employees’ ethical
perceptions and address complex
ethical issues, it is necessary to conduct a more comprehensive assessment program in the
Puerto Rican Government. When the nationwide and Puerto Rican governmental studies
developed by the ERC are compared, it becomes clear that both offered the key finding
that public servants
witnessed misconduct and often did not report it.

Purpose of the Study

The purpose of this study is to determine the extent to which the Puerto Rican
Governmental Ethics Law has affected the perception of corruption among the
Municipality of Hatillo employees. To do so, the researcher will investigate the manner
in which the Governmental Ethics Law has affected the knowledge of Municipality of
Hatillo employees in regard to maintaining behavior in compliance with the law.

Governmental employees in Puerto Rico are required to comply with the law’s
mandates, one of which is engaging in continuous education focused on ethical training
that results in their earning at least 10 continuing education credits within 2 years.
Through the law and such ethical training, the government aims to increase employee
knowledge and awareness of corrupt behavior to achieve the ultimate goal of preventing
all employee actions that aim at attaining personal advantage at the
expense of the general well-being.

Ethics Academic Debate

At the end of the 20th century and the first decades of the 21st century, tolerance
for human diversity makes it even more imperative and pertinent that people who seek to
prepare at the university level to integrate government positions acquire adequate training
in the correct understanding and application of the norms of public ethics in democratic
states of law. The academic area presents that education in values and, more specifically,
around public ethics should not be postponed, in any way, in the academic and
professional programs of Political Science, Public Administration, Government and
Public Affairs or Public Policies. This if we really want the university graduates of such
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programs to live up to what the times demand in the contexts of government, public
administration, and the new collaborative governance.

Limitations of the Study

This research study employed a nonrandom purposive sample to examine data
related to different employee job classifications. Therefore, the study had a high rate of
return from Municipality of Hatillo employees. The dissertation sample consisted of 137
participants, yielding a 68.5% return rate. The study sample was limited due to the
methods of survey distribution that were used. Employees located in offices outside City
Hall were not considered because of the 83 difficulty of locating these employees. The
study therefore does not offer a full reflection of the experiences of all employees,
including those located outside the City Hall of the Municipality of Hatillo. The accuracy
and the return rate were higher than for the ERC survey, in which questions were
presented through a survey and interviews were conducted via telephone. The ERC
research study discussed in chapter 3 had a return rate of 25% for the distributed survey.

Definition of Terms

The following terms are presented in this section to clarify the context of their use
in this research study:
1. Compliance. Refers to an organization’s competence in conforming to
accepted practices, legislation, prescribed rules, and regulations.
2. Ethics. Refers to acceptable behavior or the ability to meet requirements
established by legislation, rules, and regulations. Ethical understanding relies
on an individual’s definition of what is right and wrong.
3. Perception. Refers to an employee’s ability to use sensory information to
obtain, understand, and process organizational information.
4. Puerto Rican Governmental Ethics Law. Refers to legislation that established
the standards, rules, and regulations that pertain to the ethical behavior of
Puerto Rican governmental employees.
5. Local governments of Puerto Rico. Refers to the municipalities located in
Puerto Rico. The local government considered in this study is the
Municipality of Hatillo.
6. Employees. Refers to workers employed by the Municipality of Hatillo who
are classified as supervisors, technical or professional employees, or office
employees.

Research Methodology

To achieve a well-developed professional ethical conscience among employees, it
is necessary to understand how employees perceive ethical standards. Surveys help with
the evaluation of employee perceptions for the following reasons. First, surveys are
effective in gathering and quantifying a large number of employees’ ethical perceptions.
Second, an ethics survey provides a basis for the development of perception comparisons.
Third, surveys are used to identify and to demonstrate employee relationships. Finally,
surveys provide employees with the opportunity to be part of the ethical improvement
phase in their organization upon sharing their valuable opinions and perspectives.
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For the reasons presented, the researcher has chosen to employ a survey as a
quantitative method to obtain and analyze the research data. Techniques for dealing with
quantitative data are essential components of a researcher’s professional toolkit.
Quantitative analysis covers a wide range of areas, from simple organization to complex
statistical issues (Robson, 2002). Quantitative data provide the opportunity to present
numerical information through graphical charts because “to measure is to discover the
extent, dimensions, quantity, or capacity of something, especially by comparison with a
standard” (Cooper & Schindler, 2003, p. 151).

Test and Retest of the Instrument

The researcher will use a survey to analyze Municipality of Hatillo employees’
ethical perceptions and awareness of the Puerto Rican Governmental Ethics Law as they
relate to ethics standards legislation, ethics training, and instruments for reporting
unethical behavior in government.

The construction of the instrument began with the generation of items from a
review of the literature and suggestions from four members of a judgmental panel. The
academic experts who formed the judgmental panel were the Dean of the School of
Business and Administration, the Assistant Vice President for Planning and Research, an
educational research professor, and a statistic professional, who, as faculty and
administrators of the Universidad Metropolitana of Puerto Rico, specialize in business
and social research. The items, which were statements describing specific governmental
ethics situations, were placed in a questionnaire using a 5-point Likert scale ranging on a
continuum from 1 (strongly agree) to 5 (strongly disagree).

The questionnaire was distributed to the judgmental panel and then screened by
the same panel for ambiguity, wording, and content overlap. Furthermore, to ensure
content validity, the resultant poll of the instrument items was subjected to the scrutiny
and evaluation of the four academic experts on the judgmental panel. As a result of this
field test of the instrument, several items were modified and a number of the statements
were omitted, leaving 16 items in the final form of the instrument. The academic experts
were individually instructed to determine which items related to the research questions.
When the majority of the judges on the panel agreed, an item was retained.

If examinees understand the test and are motivated to take it, then validity is
higher. To examine the quality of the test measures and the degree to which constructs
account for performance, a second test or retest will be implemented with the pilot study
group or control group after 2 weeks of implementing the pilot study. The retest will
evaluate construct validity. A positive correlation with other indicators will establish
construct validity.

Results

The research methodology and the three research questions, which had emerged
from the review of the literature pertaining to governmental ethics.

Research Question 1. Is there a statistically significant difference among
Municipality of Hatillo public employees regarding their perceptions of the Puerto Rican
Governmental Ethics Law?



Research Question 2: Is there a statistically significant difference among
Municipality of Hatillo public employees regarding their knowledge of the
implementation of the Puerto Rican Governmental Ethics Law?

Research Question 3: Is there a statistically significant difference among
Municipality of Hatillo public employees regarding their knowledge of how to achieve
compliance with the Puerto Rican Governmental Ethics Law?

After first reviewing the population and sample, it proceeds to examine and discuss the
participants’ organizational demographics. The primary research findings before
concluding with a summary.

Study Sample

The researcher administered the Ethics Questionnaire survey to Municipality of
Hatillo employees who met the criteria of being a regular or transitory employee of the
Municipality of Hatillo. Of the 200 surveys that the researcher distributed, he determined
that 137 were acceptable for scoring and analysis. As a result, the dissertation sample
consisted of 137 participants, yielding a 68.5% return rate.

Research Findings

Surveys are a means of gathering important information from employees,
especially for the purposes of improving ethics at work and gaining insight into
employees’ perspectives.

The independent variable or presumed causes in this study are employment
classification and number of years employed by the Municipality of Hatillo. The
employment classifications are supervisors, technical and professional employees, and
office employees of the Municipality of Hatillo. The number of years employed by the
Municipality of Hatillo is considered on a scale from 0 to 10 years or more.

The dependent variable or presumed effect in this study is the survey scores.

Through the survey scores, the researcher will determine Municipality of Hatillo
employees’ perceptions, knowledge of implementation, and knowledge about achieving
compliance.
After the independent and dependent variables have been identified, it is important to
understand how the variables relate. ANOVA, which represents Analysis of Variance, is
a factual test used to break down the distinction between the method for multiple
gatherings. ANOVA decides if the gatherings made by the levels of the autonomous
variable are measurably unique by computing whether the method for the treatment levels
are not quite the same as the general mean of the reliant variable. Utilize a single
direction ANOVA when you have gathered information around one all out autonomous
variable and one quantitative ward variable. ANOVA advises you if the reliant variable
changes as indicated by the level of the free factor.

The researcher developed cross-tabulation tables to accord with the three principal
areas addressed by the research questions: perception, implementation, and compliance.
Cross tabulations are basically information tables that present the consequences of the
whole gathering of respondents just as results from sub-gatherings of study respondents.



Cross classifications empower you to inspect connections inside the information that
probably won't be promptly evident when breaking down all out-study reactions.

The researcher described his intention to develop cross-tabulation charts to
present the relationship between the Puerto Rican Governmental Ethics Law and the
perception of corruption among Municipality of Hatillo employees, as well as to perform
a one-way ANOVA to test the hypotheses and identify the relationship between the
dependent and independent variables. According to Cooper and Schindler (2003), “One-
way analysis of variance uses a single-factor, fixed-effects model to compare the effects
of one factor on a continuous dependent variable” (p. 546).

Cross-Tabulation Results

The researcher developed cross-tabulation tables to accord with the three principal
areas addressed by the research questions: perception, implementation, and compliance.
He also designed and classified the survey statements (see Appendix A) to address the
research questions. Specifically, he designed statements 6, 7, 10, 14, and 16 to assess
perception; statements 5, 9, 12, and 13 to assess implementation; and statements 3, 6, 8,
11, and 15 to assess compliance. For each table, a text discussion is provided where
findings are discussed.

Tables 3, 4, 5, 6, and 7 present the survey results regarding employee perception.
As shown by the data presented in Tables 3, 4, 5, 6, and 7, the Municipality of Hatillo
employees who took the survey maintain different perceptions regarding the Puerto Rican
Governmental Ethics Law.

Table 3
Survey Results for Perception Statement 1

Perception Statement #1: The Puerto Rican Governmental Ethics Law is effective in penalizing employees who have
committed acts of corruption within the government,

Employment_Classification

Technical or
professional Office

Superdsor employee employee Total
Strongly agree Count 7 17 16 40
% within Employment 31.8% 33.3% 25.0% 292%
Classification
Agree Count 8 16 18 42
% within Employment 364% 31.4% 281% 30.7%
Classification
Neither agree nor Count 3 9 17 29
Geagee % within Employment 13.6% 17.6% 266%  212%
Classification
Disagree Count 1 3 6 10
% within Employment 4.5% 5.9% 9.4% 7.3%
Classification
Sronglydisagree Count 3 6 7 16
% within Employment 13.6% 11.8% 10.9% 1.7%
Classification
Total Count 22 51 64 137
% within Employment 100.0% 100.0% 100.0% 100.0%

Classification

The most notable difference in employee perception can be observed in Table 3.
Less than one in three (29%) of the participants reported that they agree that the Puerto
Rican Governmental Ethics Law is effective in penalizing employees who have
committed acts of corruption within the government. The most significant difference
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between the employee subgroups’ perceptions is in percentages that strongly agree with
Perception Statement 1: 33.3% of technical employees versus 25% of office employees.
This finding is critical; if the majority of employees perceive that acts of corruption go
unpunished, they may believe that unethical behavior will be tolerated in their workplace.

Table 4
Survey Results for Perception Statement 2

Parception Statemant §2: You have knowledge of the Pusria lican Governmantal Bihics Law

Empaoy

% wWitn Cmpdoyment 100.0% 100 0% 100 0% 100.0%
as s Acaton

As shown by the data presented in Table 4, the great majority of the Municipality
of Hatillo employees who were surveyed by the researcher strongly agree or agree that
they have knowledge of the Puerto Rican Governmental Ethics Law. When the strongly
agree and agree responses are combined (for a total of 82.4%), it is clear that nearly all
employees feel that the Government of Puerto Rico and the Municipality of Hatillo have
communicated what the Puerto Rican Governmental Ethics Law is. The most significant
difference between the employee subgroups’ perceptions is in percentages that strongly
agree with Perception Statement 2: 54.5% of supervisors and 31.3% of office employees.

Table 5
Survey Results for Perception Statement 3

Percoption Statement 3. Acts of corruption are propecly proseccted i the Municipality of Hatito.

Employm

Sbongly ogree Count i} ] M 2 0z

When the strongly agree and agree responses are combined from Table 5, 71.6% of the
survey respondents said that the Municipality of Hatillo properly prosecutes acts of
corruption. This finding has a positive implication in terms of how employees perceive
the ethics environment in the workplace and how the municipality takes action against
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unethical behavior. The most significant difference between employee subgroups is in
percentages that strongly agree with Perception Statement 3: 59.1% of supervisors versus
39.1% of office employees.

Table 6
Survey Results for Perception Statement 4

Porception Statemont 84 The frequency with wivich trainieg related 1o the Puerto Rican Ooverremental Ethics Law s
oMerod v Tor the of othics o

Empioyment Cuasefcason

Srengly agree Count 9 28 8

Agime Cownt ' " 52

o withan Emge
Classficatan

As shown by the data presented in Table 6, more than one in three employees (40%)
strongly agree that the frequency of training related to the Puerto Rican Governmental
Ethics Law is adequate for the development of ethics knowledge. In other words, the
majority of the survey employees responded positively regarding the training frequency.
This is a key finding in terms of understanding how employees identified training as an
important aspect of achieving improvements in ethics. The most significant difference
between employee subgroups is in percentages that strongly agree with Perception
Statement 4: 54.9% of technical employees versus 28.1% of office employees.

Table 7
Survey Results for Perception Statement 5

peforms s functions

Srongly agres Cowrt " % b p LTS

wen Emploment 45% 19% LR LN 51%

% Wit Employment 45%
Classifcaton

Tosal Count 22 51 a4 1ar

% witnn Empioyment 100 0% 100 0% 100.0%
Classidcttan

As shown by the data presented in Table 7, 45% of survey respondents stated that they
strongly agree that the Governmental Ethics Committee established in the Municipality
of Hatillo efficiently performs its functions. This finding is necessary to understand how
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effective the Municipality of Hatillo Ethics Committee is in maintaining an ethical
environment. The most significant difference between employee subgroups is in
percentages that strongly agree with Perception Statement 5: 63.6% of supervisors versus
35.9% of office employees.

Tables 8, 9, 10, and 11 present the survey results regarding implementation. As shown
by the data presented in Tables 8, 9, 10, and 11, more than half of the participants
strongly agree with the implementation of the Puerto Rican Governmental Ethics Law.

Table 8
Survey Results for Implementation Statement 1

Implemermation Statement #1: The process by which an act of cormuption la roported is effective

Employmant_Classifcaten
Oficn
Supecesor s glowe Dt
Svengly agree Ceum “ 18 " n
s 3tA i
Agree (] 1 " "
= wrtun Emptayment WaAN 259% FLREN 285%
Class/tcatir
Nuitat sgree nes Counl < 1" ] -
015 agres
v 13 9 ME
Oisagee o
™ v 108 1
Srangly dinagres ¢ é e
£ ¥ 0ss X
Total

As shown by the data presented in Table 8, less than one in three (22.6%) of the
survey respondents stated that the process by which an act of corruption is reported is
effective. This finding indicates that the majority of the surveyed employees do not agree
with the process for reporting acts of corruption in the government. This is a potential
challenge for the Municipality of Hatillo and the Governmental Ethics Office in
maintaining public employees’ trust.

{ #2:You ider the Puerto Rican Governmental Ethics Law when making work decisions.
Employment_Classification
Technical or
professional Office
Supervisor employee employee Total
Strongly agree Count 16 30 36 82
% within Employment 72.7% 58.8% 56.3% 59.9%
Classification
Agree Count 6 12 15 33
% within Employment 27.3% 23.5% 234% 241%
Classification
Neither agree nor Count 0 6 9 15
divagree % within Employment 0% 11.8% 141%  109%
Classification
Disagree Count 0 2 4 6
% within Employment 0% 39% 6.3% 44%
Classification
Srongly disagree Count 0 1 0 1
% within Employment 0% 2.0% 0% 7%
Classification
Total Count 22 51 64 137
% within Employment 100.0% 100.0% 100.0% 100.0%

Classification

As shown by the data presented in Table 9, the great majority of the survey
respondents (59.9%) strongly agree that they consider the Puerto Rican Governmental
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Ethics Law when making decisions. This finding is positive for the municipality and
represents the willingness of the employees to implement what the Puerto Rican
Governmental Ethics Law establishes at the moment of making decisions at work.

Table 10
Survey Results for Implementation Statement 3

, you agply the know isdge that you hawe acquired from attending required

S "in
courses from the Goversmental % Office

Emplcymens_Classicaton
D¥co
Lepurator emplome Towl
Shongty agroe Cowm 19 11 37 a1
 witwn Empoygment 88 4% 65 5% BT A% 64w
Classficaton
Agrew Cowet 3 ” L 3
% withn Employment 12.6% 235% 20.1% 21%
Chsa s Sousen
Neither agree nor Coent ) : ‘ n
Snagre 2 : N
% withn Empoyment 30% 0% 44
Clanaficason
Diagree Cowrt y ' 2 )
% witten Employment ()8 20% 3%
Classiicaran
Srongy Svagres Cownl ) 1 ) &
% witsn {mpoyment o 20% am 29%
Classscadon
Totw Cound b " “1 LR
% witen Employment 100.0% 000% 1000% 100 0%

Classificaton

Table 10 shows that 66% of the participants apply the knowledge acquired in
Governmental Ethics Office courses as required by the Puerto Rican Governmental
Ethics Law, which likely has a positive impact on the overall ethical environment of their
workplace. This finding represents the most positive employee response to any of the
statements considered in the distributed survey. When the strongly agree and agree
responses are combined (for a total of 90.5%), it is clear that having nearly all employees
applying ethical knowledge in their work decisions provides the Municipality of Hatillo
with an environment of the highest ethical standards.

Table 11
Survey Results for Implementation Statement 4

Implementation Statement #4: The workshops offered by the Governmental Ethics provide information greatly aid you in
performing your work responsibilities.

Empolyment Classification

Technical or
Office professional
employee Supervdsor employee Total
Strongly agree Count 34 17 3 82
% within Employment 53.1% 77.3% 60.8% 59.9%
Classification
Agree Count 20 3 15 38
% within Employment 31.3% 13.6% 294% 27.7%
Classification
Neither agree nor Count 6 1 2 9
diseoreo % within Employment 24% 45% 39% 6.6%
Classification
Disagree Count 2 1 2 5
% within Employment 31% 4.5% 3.9% 36%
Classification
Srongly disagree Count 2 0 1 3
% within Employment 3.1% 0% 2.0% 2.2%
Classification
Total Count 64 22 51 137
% within Employment 100.0% 100.0% 100.0% 100.0%

Classification

Table 11 shows that more than two in four employees (59.9%) strongly agree that
workshops offered by the Governmental Ethics Office provide information that aids them
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in performing their work responsibilities. This finding makes it clear that the survey
respondents feel that the Municipality of Hatillo and the Governmental Ethics Office
have an obligation to prepare employees with ethical standards.

Tables 12, 13, 14, and 15 display the survey results regarding compliance.
Table 12
Survey Results for Compliance Statement 1

" The for corrupt acts within the govermment are sffective in deterring these acts
Emglognont_Classifcaton
Tock
o%ce peo
Supetvaar mplome 1 1ot
Srongry agree | L) 1
wWirthn Em yment 3 y 3Ty a
2% AL
Agree | 1
witin Em ymant e 3
Av s hiado
Nathor agroe nor Cownl )
dinagroe
oni 1% " 21 8% "Has
O agree “ ] 0
man! mas 125% 157 146%
Seongly disagrme ] ‘
within Ceptoymant LR r 0
as s howy
sl il - 1
N wittin Emgloyment 100.0% 100.0% 100.0% 100.0%
Casvtcaon

As shown in the data presented in Table 12, less than one in three employees
(32.8%) responded that they strongly agree that the penalties for corrupt acts within
government are effective in deterring these acts. This finding presents an opportunity for
the government to review the penalties for committing corrupt acts. Employees need to
have confidence in how the government processes and penalizes corrupt acts; if this issue
is not attended to, the ethical environment may be affected.

Table 13
Survey Results for Compliance Statement 2

Comphance Statament 22 For your suporvisor, praveating acts of corrupthon is & priority

Employmaent ClasaScatnn
Techn
pre -l Oficn
Superdsor emplogon smplome Toml
Svungly agrue Count 15 n 33 s
Yo withn Em gloyeent B52% 60 2% 518
Classicaton
N e ' 0 1
% within Lealayment A% ”70% 1% 2"
Cassfcanns
Nerttwr agren nar Counl 1 u : ™
dsagioe - = -
v L withn Employsent 45% AN 12.5% 1314
Cas s mon
Daagree 0 3
T witun Employment o 195 ATN 6%
Clasyhcaran
Seongy Ssnpies Counl 0 0 ‘ ‘
% within Empluyment [ELS 20%
Cassifcason

Table 13 shows employees’ perceptions regarding how their supervisor prevents
acts of corruption. When the strongly agree and agree responses are combined, 80.3% of
the survey respondents said that their supervisors demonstrate compliance in preventing
acts of corruption and that this is a priority for their supervisors. This has a positive
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implication for how employees perceive the environment of ethics in the Municipality of
Hatillo.

Table 14
Survey Results for Compliance Statement 3

Complance Statement #3: You have received training related 1o the Puerto Rican Governmental Ettics Law

Engroyment_Classficason
Tochnicet o
professonn Ofoe
Scponier v lioyee empcyes Tels
Syungty agrew Cous 2 i ] P
Empoyman 100 0% 86T e e LLY LN
Apree 8 L
Withen Empioyme: 0 A%
Clmsicak
Nesther agroe nor Count 0 2 3
daagrew . +
% withvn Empioymant 1% 4% 3%
Clsasifcaton
Duagron Count 0 [ D)
% witten Employman o% T.8% 3 6%
Classifcaton
Srongly daagroe Coun o 3
% withn Employnent 59% 3 1% 16%
Clasaibcaton
Tema! Coun 2 5 64
% within Employment 100.0% 100.0% 100 0% 1000%
Classifcabon

As shown by the data presented in Table 14, 68.6% of survey respondents strongly agree
that they have received training related to the Puerto Rican Governmental Ethics Law.
This indicates that a substantial majority of survey respondents recall receiving
information on the Puerto Rican Governmental Ethics Law. This finding is important
because employees’ lack of knowledge about ethical issues can create a difficult ethical
working environment.

Table 15
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As shown by the data presented in Table 15, more than one-third of the
participants strongly agree or agree with, as well as comply with, the mechanisms that
the Puerto Rican Governmental Ethics Law mandates to prevent acts of corruption.
These compliance results indicate that the participants have a positive perception of
ethics in the workplace and the manner in which the Municipality of Hatillo is complying
with its ethical responsibilities.
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ANOVA Results

The researcher performed a series of one-way ANOVAs to compare the differences in
responses among the participant subgroups. The researcher set the level of confidence
for the ANOVA score at 95%, meaning that a significance level of less than .05 indicates
a statistical difference between subgroups. Because he had found mean differences
among the different employee subgroups, he also performed Scheffe post-hoc analysis to
identify the precise source of the significant mean differences. Lastly, the researcher
performed descriptive analysis to rank the order of the employee subgroups. The results
are displayed in Tables 16, 17, and 18.

Table 16
ANOVA Results for Perception

Sum of squares df Mean square F Sig.
Between groups 6.233 2 3116 4145 018
Within groups 100760 134 752
Total 106.993 136

Table 17
Descriptive Analysis Results for Perception

95 % Corfidence Interal for Mean

M Wean Std. deviation  Std. ernor Lower bound Upper bound Minimum — Maxmum
22 4,273 BE914 18530 3.8419 46126 2.00 200
a1 41765 JH2E1 11088 3.9535 43934 2.00 500
B4 3.7656 =] 11517 3535 399545 1.00 500
137 39927 88697 07578 3.8428 41426 1.00 500
Table 18
Post-Hoc Analysis Results for Perception
Mean 95% Confidence interval
) J) difference (I-
Classification Classification J) Std. error Sig. Lower bound Upper bound
Scheffe Supervisor  Technical .05080 22119 974 -.4967 .5983
Office 46165 21431 .102 -.0688 9921
Technical Supervisor -.05080 22119 974 -.5983 4967
Office .41085" 16277  .045 .0079 .8138
Office Supervisor -.46165 .21431  .102 -.9921 .0688
Technical -.41085" 16277  .045 -.8138 -.0079

*The mean difference is significant at the 0.05 level.
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Table 17 demonstrates that group size is different between the employees
subgroups considered in the study. Moreover, the descriptive tables present a difference
between the means that are from 3.7656 for office employees to 4.2273 for supervisor
employees.

Table 16 shows that the ANOVA significance score is .018, indicating that there
is a statistically significance difference among the employee subgroups. To further
analyze this difference, the researcher performed a Scheffe test to determine which
subgroups differ most significantly in their response to the perception statements. As
shown in Table 18, he found that the largest difference exists between the technical
employee and office employee subgroups. Tables 19, 20, and 21 display the analysis
results regarding implementation.

Table 19

ANOVA Results for Implementation

Sum of squares df Mean square F Sig.
Between groups 2672 2 1.336 2445 091
Within groups 73225 134 546
Total 75808 138

Table 20
Descriptive Analysis Results for Implementation

95% Confidence inter al for mean

N Mean Std. deviaton  Std error Lowe r bound Upper bound Minimum  Maximurm
22 4.5455 056 10866 43195 47714 400 5.00
a1 43333 7393 10353 4.1254 4.5413 200 5.0
64 41563 20116 0015 3.9551 4.3564 200 5.00
137 4.2847 74704 632 41535 4.4109 200 5.0
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Table 21
Post-Hoc Analysis Results for Implementation

Mean
(1) {J) difference (I-
Classification Classification J) Std error  Sig
Scheffe Supervisor  Technical 21212 18856 533
Office 38920 18289 107
Technical Supervisar -21212 18856 533
Office 17708 13876 445
Office Supervisar -38920 18269 107
Technical -17708 13876 445

*The mean difference is significant at the 0.05 level.

95% Confidence interval

Lower bound Upper bound

- 2546
-.0830
- 5789
-.1864
-8414
-.5206

6789
8414
2546
5208
0630
1664

As shown in Table 19, the ANOVA significance score for implementation is .091,
indicating that there is not a statistically significance difference among the employee
subgroups. Despite the lack of a statistically significance difference between the
subgroups, the researcher performed a Scheffe test to identify which subgroups differ
most significantly in their response to the implementation statements. As shown in Table
21, the post-hoc analysis indicated that the largest difference exists between the

supervisor and office employee subgroups.

For the implementation statements considered in the questionnaire the descriptive
or Table 20 show that there is not a significance difference among the means, and the
standard deviation results show that there are no significant differences among the job
subcategories. Tables 22, 23, and 24 display the descriptive analysis results regarding

compliance.
Table 22
ANOVA Results for Compliance

Sum of squares df Mean square
Between groups 2 661 2 1.330
Within groups 100872 134 753
Total 103.533 136

1.767

Sig.

A75
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Table 23
Descriptive Analysis Results for Compliance

85% Confhdence irterval for

<1 mean

N Mean seviation  Std error Lower baund Ugper bound Miemum Maxmum
Supanvisar 22 41364 17432 165048 37831 44787 300 500
Technical 81 4.0382 B4760 11868 38008 42778 200 500
Office B4 37868 91165 11388 35682 4 0248 200 500
Total 137 28416 87251 07484 37842 4 0887 200 500

Table 24
Post-Hoc Analysis Results for Compliance

) Mea 95% Confidence interval

Classification Classificabon  difference (1LJ) Sid emor Sig Lower bound Upper bound

Technica Supervisce -09715 2213 908 65450

As shown in Table 22, the ANOVA significance score for the compliance
statements is .175, indicating that there is not a statistically significance difference among
the employee subgroups. Despite the lack of a statistically significance difference among
the subgroups, the researcher performed a Scheffe test to identify which groups differ
most significantly in their response to the compliance statements. As shown in Table 24,
the post-hoc analysis indicated that the largest difference exists between the supervisor
and office employee subgroups.

For the compliance statements considered in the questionnaire the descriptives or
Table 23 show that there is not a significance difference among the means, and the
standard deviation results show that there are no significant differences among the
employee subgroups.

DISCUSSION, IMPLICATIONS, RECOMMENDATIONS

Discussion of Results and Conclusion

The purpose of this study was to determine the extent to which the Puerto Rican
Governmental Ethics Law has affected the perception of corruption among Municipality
of Hatillo employees. The results presented in the previous chapter in Tables 16, 19, and
22 can be applied to the three research questions and the supporting hypotheses
articulated in the preceding chapter. The data gathered to answer the three research
questions will be analyzed in this section, which contains a summary of the findings
presented in Chapter 4.

18



Implications for Public Sector
This study has important implications for the public sector and for governmental ethics.
Moreover, it has important implications for those seeking to understand and develop the
Municipality of Hatillo employees’ ethical environment. The results of this study can
help the Municipality of Hatillo to determine which employee job classifications require
further attention to ethical development and how employees at various levels of the
organizational hierarchy perceive the ethical environment.
The study results indicate that the ethical education that is required under the Puerto
Rican Governmental Ethics Law is necessary and important for the development of
ethical maturity in public sector employees. Employees of the Municipality of Hatillo
agreed with dedication of time and coursework to ethics. The study results in Table 10
indicate that 66% of the participants stated that they had applied the knowledge they
acquired in Governmental Ethics Office courses as required by the Puerto Rican
Governmental Ethics Law. Weaver and Trevifio (2001) found that values and compliance
orientations are important in reducing obviously unethical behavior.

Furthermore, it is important for those in the Puerto Rican Governmental Ethics
Office to review their educational ethics program. Governmental employees in Puerto
Rico are required to comply with ethical training that results in earning at least 10
continuing education credits within 2 years. To understand the efficiency of these
programs, a periodic educational assessment process must be implemented. Such a
process would assure that the investment in ethical educational programs is being
monitored.
Governmental agencies must recognize the utility of modern educational programs using
tools such as the Internet, which can be cost-effective. The efficiency of such tools must
be monitored and tested through employee assessment programs.

Implications for Governmental Management

This study presents important implications regarding ethical management within the
Municipality of Hatillo and the Puerto Rican government. The purpose of this study was
to determine the extent to which the Puerto Rican Governmental Ethics Law has affected
the perception of corruption among Municipality of Hatillo employees. Furthermore, this
research study links the ethics educational programs created by the Puerto Rican Ethics
Law to employees’ ethical development in the Municipality of Hatillo.

The Municipality of Hatillo in Puerto Rico serves a population of 38,925 with a budget of
$8 million. It provides services related to health, security, education, Federal Programs
Administration, housing, transportation, sports, and food assistance. The municipality has
received a prize for Administrative Excellence from the Puerto Rican Comptroller Office
for the past 11 years. To maintain this success, it is crucial for municipality leaders to
observe the organization’s ethical environment.

The study results demonstrated that there was a link between the ethics educational
programs in the municipality and employees’ ethical development levels. Furthermore, as
Table 16 indicates, there is a significant statistical difference in perceptions among
Municipality of Hatillo employees by job classification. One of the employee job
classifications considered in the study was supervisor. Employees with this job
classification showed a statistically significant difference in their perceptions of ethics
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relative to office employees. Municipality of Hatillo supervisors must be responsible for
their employees complying with the ethics educational programs required by the Puerto
Rican Ethics Law. As supervisors, they must also provide ethical examples for their
employees. To develop a more ethical climate, supervisors must increase their
participation and compliance with the ethics educational programs that are required by
law.

Those in municipal and governmental management must recognize that the Puerto Rican
Ethics Office has a $10.6 million budget for ethics education and corruption prevention.
The Puerto Rican Ethics Office needs assistance from the municipalities and
governmental agencies to achieve higher ethical maturity among employees.

Table 8 indicates that less than one in three (22.6%) of the survey respondents
stated that the process by which an act of corruption is reported is effective. This finding
shows that the majority of surveyed employees did not agree with the process for
reporting acts of corruption in the government. This is a potential challenge for the
Municipality of Hatillo and the Governmental Ethics Office in maintaining public
employees’ trust. Managers in the government are responsible for implementing periodic
and comprehensive educational assessment programs. Such programs can help in
developing an understanding of how employees are learning about ethics and developing
ethically.

Improved ethical education and ethical perception are necessary for a better
ethical environment in the workplace. Governmental management and governmental
employees must be reminded that their acts of corruption will be penalized and that
corruption is not accepted in their place of work.

Directions for Future Research

A wide range of possible directions for future research on governmental ethics

could be suggested on the basis of this study.
It would be beneficial to understand how employees perceive justice at the moment that
they are notifying others of acts of corruption. Moreover, by examining additional data
by job classifications, one could understand whether there are significant differences in
employees’ justice perceptions at different levels of the organizational hierarchy. Such
information could help governmental authorities in attending to employees’ notifications
of acts of corruption.

Employees outside the City Hall offices in the Municipality of Hatillo need to be
researched in order to assess their ethical knowledge. Data on this group could shed light
on whether being located outside the City Hall offices limits employees’ ethical
understanding and knowledge development. Those in governmental upper management
could be encouraged to participate in these research studies to motivate their employees
to participate. The endorsement of upper management could help to increase employee
participation in a research study.

The current research could be implemented in the other 77 Puerto Rican
municipalities to create additional knowledge in the field of governmental ethics. The
current study could be replicated not only at the municipal level, but also at the Puerto
Rican state governmental offices; such replication would help in testing hypotheses
regarding the local governments and state offices. Moreover, instead on focusing on
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ethical development, research could focus on understanding the relationship between
governmental employees’ ethical approach and work decisions.

A periodic ethical assessment program could help to build an understanding of
how governmental employees are developing their ethical knowledge. Ponce (2009)
explained that “Assessment occurs in the daily process of education, knowledge must be
monitored, and . . . assessment requires the implementation of clear educational goals and
objectives” (p. 3). Understanding the efficiency of the educational strategies that are
being implemented at governmental agencies and municipalities will help in increasing
ethical awareness and organizational responsibility. Future research and assessment
strategies must reflect a consideration of the advantages of new technologies such as the
Internet, long distance learning, videoconferencing, and assessment tests.

If these research directions are pursued, the resulting data could help the Puerto
Rican government in understanding the ethical knowledge of employees in order to
develop an ethical environment that serves to restore the confidence of the people of
Puerto Rico in their government and in their public officials. An improved ethical
environment could help to prevent and penalize the criminal behavior of those officials
who, in the performance of their governmental work, violate the basic principles of an
ethics of excellence.
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