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Abstract 

As scrutiny from both regulators and civil society intensifies, absolute adherence to compliance is 

emerging as a fundamental strategic necessity. Yet organisations can no longer depend solely on 

well-drafted policies, standardised procedures, and punitive sanctions. This article instead 

foregrounds the human aspect of compliance, investigating the interdependent effects of structured 

training, normative ethical guidance, and prevailing organisational culture on the durability of 

compliant conduct. Accordingly, an explanatory mixed-methods research design was adopted, 

triangulating responses from 287 personnel obtained through an industry-diverse quantitative 

survey with semi-structured interviews of 15 leaders drawn from compliance and human-resources 

functions. Results confirm that instructional programmes raise awareness, yet behavioural change 

remains fragile without sustained ethical modelling from top management and pre-existing 

normative frameworks. Regression analyses demonstrate that ethical climate functions as a 

mediator within the training–compliance behaviour nexus, whereas qualitative data illustrate that 

cultural texture ultimately shapes instructional efficacy. Collectively, the evidence decisively 

counters rule-centric conceptions, reinforcing that enduring compliance is contingent upon the 

motivational and normative capacities of the workforce. Consequently, the article advances a 

human-centred construct that amalgamates pedagogical interventions, normative ethical 

cultivation, and cultural integration within structured governance models. Practitioners are 

therefore advised to harmonise instructional curricula according to espoused cultural values and 

visible ethical guidance, whereas theoretical contribution resides in enhanced comprehension of 

the co-evolution of internal and externally-directed compliance forces. 
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1. Introduction 

The global regulatory architecture's increasing tenacity now lays upon the contemporary 

organization an obligation to embrace ethical contingencies in everything it does with concomitant 

statutory obligations. Regulatory mechanisms now cover everything from financial disclosures 

and data protection to environmental stewardship and labour protection while having its 

substantive and procedural norms zoomed to near atomic granularity of rules. Business enterprise 

compliance for quite some time has been seen as mostly an exercise in building exhaustive rule 

sets, including massive playbooks and invocation of severe enforcement contingencies. The 

governing logic of this conventional approach tends to assume that people will obey rules if non-

compliance with the rules is stated clearly and sanctions are enforced earnestly. However, for quite 

some time, both normative and empirical studies have shown the opposite: Such instruments have 

gained the reputation of being capable, at best, of generating episodic and superficially proximate 

obedience that is brittle to any systemic tremor. 

Commitments abounding in compliance failure," with Volkswagen emission manipulation and the 

episodic Wells Fargo authentication crises serving as examples, highlight the concomitant 

limitations witnessed. In each case, surface-level conforming doctrine existed alongside a 

consciously aimed contravention of its spirit-the rules, standing alone, are all too often insufficient. 

Experience has shown that sustainable conformity requires a secondary grounding in ethics, along 

with a culture that absorbs, rather than metes out, prescriptive expectations. In all instances, control 

mechanisms were formally envisaged, yet the people engineered a deviation that was 

accommodated on a defensive basis, often collectively, in a culture that prioritised results over 

principle. Hence, present-day compliance frameworks ignore a coexisting vital point: the cognitive 

and normative powers of the workforce—those current mental models, interpretative habits, 

valuation hierarchies, and social scripts that interface between written prescriptions and actual 

observable behavior. 

Nomination and assessment of the human factor as a host of intertwined components rest upon the 

acknowledgement of three overlapping domains-with training, ethics, and culture, synergies of 

which are still not harnessed in present scholarship. Training is usually meant to be the first line 

of defence for an organisation in its compliance programme. In theory, it is designed to transmit to 

every employee a working knowledge of law and regulation and internal governance directives. 

Although curricula do prioritize procedural syntax over ethical judgment and personal 

responsibility, compliance knowledge is merely superficial unless amended with ethical 

consideration. Legal compliance ought not to be entwined with compliance to the letter of the code 
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on moral grounds-the very plank that ethical judgment seeks to rebuke. Therefore, ethical decision-

making processes, an assemblage created by first moral development, ethos development, and 

consensus creation through leadership, afford the externality in which rules are to be met, 

contested, and even defied. At the megasystems level, culture, with its informal norms, habitual 

moral attributions, unanimously decided and unvoiced leadership decisions combine to favor and 

veil lawful behavior. 

The literature, notwithstanding its professed commitment, tends to disaggregate the subject 

domains. Evaluative empirical work regularly limits itself to the testing of training effectiveness, 

attending to knowledge retention or rudimentary policy awareness but rarely to the moral climate 

in which retention is later evaluated. The concurrent corpus describing ethical leadership, in 

contrast, is rarely cross-pollinated with inquiries grounded in compliance curricula or corporate 

governance scholarship. The result is that compliance architectures continue to be designed and 

transacted in discrete and incoherent increments, a segmented ontology that generates a false 

expectation of cumulative empirical delivery. Treviño, Weaver, and Reynolds (2006) succinctly 

observe that the efficacy of a compliance system is both a moral and structural predicate, and must 

therefore be forged as an integrated alloy of ethical conduct, leadership disciplinary vigilance, and 

deliberate pedagogical repetition. 

This study advances understanding of the human factor in compliance through a comprehensive 

empirical examination, guided by the following research objectives: 

 Assess the extent to which training interventions modulate compliance-related behaviours 

among organisational members; 

 Characterise the influence of personal and collective ethical dispositions upon the stamina 

of compliance endeavours; 

 Examine the dialectic between organisational culture, training, and prevailing ethical 

orientations with respect to compliance results. 

To achieve these objectives, a concurrent triangulation research design is deployed, which 

juxtaposes structured survey responses from a cross-section of employees with in-depth interviews 

of compliance officers and human-resource leaders. This strategy reconciles quantifiable 

correlations with textured accounts, thereby furnishing a multi-angled portrait of the human-

centred parameters that either propel or stall compliance. 

Intellectual significance entails filling prevailing conceptual models with behavioural, normative, 

and cultural layers. Managerial relevance consists in the delivery of actionable, value-centred 

compliance frameworks that transcend prescriptive edicts and deterrence. Collectively, these 
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outcomes invite the re-imagination of compliance from a mechanically enforced obligation to a 

collective, normative pledge to ethical organisational stewardship. 

 

1.1 The Role of AI and Machine Learning in Financial Crime Compliance 

AI and ML research development has changed the very face of the domain of financial crime 

compliance, away from rigid, and inflexible architectures towards reasonably adaptive structures. 

In the older systems, the classification rules for transactions were applied primarily on the basis of 

certain established precepts, whereas in today's world, such rules somehow falter amidst ever-

rising digital transfer volumes and a highly convoluted array of financial products. AI and ML 

have changed the structure of compliance programs by ensuring the capacity to respond to new 

risks instead of relying on human intervention. 

In AML systems, supervised and unsupervised learning techniques detect anomalous transaction 

behaviors by referring to datasets that are in a constant state of flux along with peer-group 

benchmarks and evolving norms within the industry. Such adaptive monitoring systems work 

tirelessly to greatly minimize the burden of false positives that are generated through the 

identification of anomalies that are alerting on yet-maturing patterns of criminal activity. 

Concurrently, natural language processing (NLP) systems mine internal correspondence, publicly 

filed complaints, and transaction narratives in order to surface concealed vectors of misconduct, 

translating otherwise disparate data exhaust into coherent indicators of regulatory breach. 

Importantly, development in these technologies does not mean they are happening in a vacuum. 

But it requires the intentional human interpretation and actions plus continued ethical stewardship 

as well as systemic organization alignment with compliance goals in order to fully reach the 

realization of their potential use. Employees must be skilled in the use of the tools but also trained 

to analyze results that appear unusual, biased, or incorrect. Effective integration of AI and ML into 

compliance infrastructures thus requires structured training that is context-sensitive, an ethical 

governance architecture based on clear principles, and an overall compliance ethos that values 

rather than marginalizes reflective engagement with algorithmic decision-making. 

These, therefore, take AI and ML as complementary devices to pre-existing ethical and cultural 

structures as opposed to self-reliant compliance agents. Within an institution that values openness, 

accountability, and iterative learning, these technologies have the potential to revolutionize the 

entire compliance machinery from being primarily a reactive sanctioning to anticipatory risk 

deterrents. 
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Consequently, this inquiry remains anchored in established human-centred compliance scholarship 

whilst concurrently recognising the accelerating influence of algorithmic systems in modulating 

behavioural norms and devising operational protocols in the domain of financial crime detection 

and prevention. 

 

2. Literature Review 

2.1 The Evolution of Compliance Theory 

Older compliance research focused on deterrence structures and codified standards, with the idea 

that imposing clear rules with the promise of punishments would ensure that people comply with 

them. Now, current scholarship says that lasting compliance must bring externally imposed norms 

into relationship with intrapersonal referents, such as those concerning moral identity, collective 

purpose, and authentic behavior of leadership (Rakova, Yang, & Cramer, 2020). Such intrinsic 

motivators, it is argued, convert procedural obligations into practices that are lived out effectively 

beyond the supervisory and punitive horizon. 

 

2.2 Compliance Training: Scope and Limitations 

Training initiatives remain the predominant modality through which organisations transmit 

compliance expectations. However, mounting empirical evidence reveals a troubling paradox: 

many programmes remain narrowly procedural, presenting a catalogue of rules without inviting 

participants to engage with the complex ambiguities endemic to organisational life. The absence 

of authentic moral deliberation thus curtails participants’ capacity to internalise norms; a decade-

spanning review of instructional designs moreover confirms that transfer to authentic workplace 

dilemmas is markedly enhanced when programmes engage participants in rigorous moral 

reasoning within dilemma narratives (Wiyono, Tanjung, Setiadi, Marini, & Sugiarto, 2024).   

 

2.3 Ethics and Ethical Climate   

Recent analyses underscore the role of the organisational ethical climate—the degree of consensus 

regarding warranted ethical conduct—as a cognitive and affective antecedent of both compliance 

and a broad array of workplace outcomes. The aggregate perception of ethical appropriateness is 

associated with variances in discretionary compliance, loyalty to reporting mechanisms, and the 

resilience with which employees withstand deceptive organisational pressures (Din, et al., 2025). 

The observations suggest that future compliance architectures must not only instruct but also 
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intentionally cultivate distinct climate dimensions in order to achieve substantive and lasting 

behavioural alignment. 

 

2.4 Organisational Culture and Compliance     

Organisational culture extends beyond surface-level climate to encompass tacit assumptions, 

foundational values, prevailing norms, and collectively held beliefs. Evidence assembled since 

2022 indicates that a well-entrenched ethical culture acts as a force multiplier for compliance 

training efficacy: programmes delivered within ethically anchored institutions yield significantly 

higher consequential shifts in employee conduct than identical modules implemented in firms 

suffering either tepid or misaligned ethical frameworks (The Industry Specific Effect of Ethical 

Organisational Culture on Job Commitment and Job Response Across Multiple Industries, 2025).    

  

2.5 Synergies: How Training, Ethics, Culture Interact     

Empirical studies that proactively treat training, ethics, and culture as mutually constitutive 

domains, rather than treating them as discrete and impermeable silos, indicate that sustainable 

effectiveness is attainable only when these components are synthesised through deliberate design, 

rather than incidental convergence. Ethical leadership is shown to function as a salient mediating 

mechanism; by translating theoretical training constructs into habitual and reflexive behaviours, it 

serves to attenuate the gap between expressed norms and lived practice. Simultaneously, a deeply 

embedded organisational culture goes beyond ceremonial affirmation of ethical prescriptions; it 

codifies and institutionalises the specific modes of learning that are congruent with preferred 

ethical orientations, thereby stabilising the nexus of training, ethical reasoning, and normative 

practice. Conversely, structured training cultivates ethical awareness and embeds behavioural 

expectations, which are subsequently reinforced and contextualised by prevailing cultural norms 

(Ethical leadership behaviours within government organisations impact the development and 

sustainability of ethical culture, 2024). 

 

3. Methodology 

3.1 Research Design 

The present research adopts a mixed-methods design, purposefully integrating quantitative and 

qualitative strands to illuminate the interrelations among compliance training, ethical capability, 

organisational culture, and compliance-propelling behaviour. A convergent parallel strategy was 

selected, permitting simultaneous data collection along both streams with independent analyses, 
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followed by synthesis (Creswell & Poth, 2021). Such an architecture is explicated by the objective 

to construct a comprehensive appraisal of the “human factor” within organisational compliance by 

triangulating numerical and narrative evidence. 

 

3.2 Conceptual Framework 

The conceptual framework steering the inquiry is depicted diagrammatically as Figure 1. Within 

the model, compliance training is posited to shape compliance behaviour through a dual pathway: 

a direct effect and an indirect effect mediated by ethical capability. Organisational culture, in turn, 

is theorised to moderate the intensity of both pathways. This integrated model is aligned with 

emerging compliance theory, which foregrounds the interdependence between formal mechanisms 

and systematically perpetuated informal norms (Rahman, Samad, and Farouk, 2021). 

 

 

Figure 1: Conceptual Framework 

3.3 Quantitative Component 

3.3.1 Survey Design and Instrumentation 

To gather quantitative data on compliance perception and behaviour, a structured digital 

questionnaire was constructed for dissemination among employees of mid-to-large organisations 

spanning finance, healthcare, manufacturing, technology, and government. Response options for 

all items were anchored on a five-point Likert scale, ranging from “strongly disagree” to “strongly 

agree.” 
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The questionnaire operationalises four constructs of principal interest. Training effectiveness 

comprises items, adapted from established compliance training surveys, that elicit respondents’ 

ratings on the clarity, relevance, and retention of training materials. Ethical orientation integrates 

scales of ethical climate and moral reasoning, thereby capturing normative beliefs and cognitive 

frameworks guiding both personal and collective ethical judgments. Organisational culture is 

assessed using a condensed version of the Organisational Culture Assessment Instrument (OCAI), 

measuring dimensions such as prevailing leadership style, shared values, and prevailing 

behavioural norms. Compliance behaviour is evaluated via self-reported frequency of alignment 

with compliance protocols and the probability of reporting witnessed transgressions. 

Prior to administration, the instrument underwent a rigorous review by subject-matter experts in 

compliance and ethics to confirm content validity and was administered in a small pilot sample to 

verify clarity and internal consistency, thereby ensuring psychometric soundness. 

A summary of variables, sources, and sample items is shown in Table 1. 

Table 1: Summary of Variables and Instruments 

Variable Measurement Tool Example Item 

Training 

Effectiveness 

Compliance Training Scale 

(Modified) 

“I feel confident in applying compliance 

rules.” 

Ethical Orientation 
Ethical Climate Questionnaire 

(Post-2020) 

“Employees here are expected to act 

ethically.” 

Organizational 

Culture 
OCAI (Short Version) 

“Our organization values collaboration 

over control.” 

Compliance 

Behavior 
Adapted Self-Report Scale 

“I report unethical behavior when I 

observe it.” 

 

3.3.2 Sample and Data Collection 

Two hundred eighty-seven completed questionnaires were secured during a field period spanning 

June to July 2025. The resultant sample exhibited substantive heterogeneity along both industry 

and occupational lines; all participants possessed a minimum tenure of one year, the stipulated 

eligibility criterion. The selection protocol employed was a non-probabilistic purposive approach, 

deliberately identifying and recruiting respondents whose functional responsibilities positioned 

them to encounter organisational compliance mechanisms. 
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3.4 Qualitative Component   

3.4.1 Interview Design   

To extend the quantitative findings, the study employed semi-structured interviews with a 

purposive sample of 15 individuals, including compliance officers, human resources managers, 

and mid-level supervisors. Focused on three core domains, the instrument investigated (1) subjects’ 

evaluations of the relevance and instructional adequacy of compliance training; (2) situational 

ethical dilemmas and the reasoning they elicit; and (3) the mediating role of leadership and 

organisational culture in shaping compliance dispositions. All prompts were deliberately open-

ended and consistently traced the study’s conceptual framework to facilitate comparability while 

enforcing substantive depth.   

 

3.4.2 Thematic Analysis   

Interview transcripts underwent reflexive thematic analysis, consistent with Braun and Clarke’s 

phased procedure. Employing phased coding and theme refinement, the analytic process 

converged on three salient themes. The first, Training and Uncertainty, documents participants’ 

accounts of how compliance instruction informs, or in some cases misinforms, employee 

comprehension and sentiment. The second theme, Moral Ambiguity and Rationalisation, 

illuminates the organisational normative as well as covert pressures that individual faces when 

confronted with ethical dilemmas. The third theme earmarks Ethical Agency as a larger climate of 

either systemic encouragement or retaliatory silence towards adherence of rules. These three 

themes are synthesized and visually represented in Figure 2, which will be shown as part of the 

Results section. 

 

3.5 Ethical Considerations 

Consent for participation was secured through an explicit opt-in mechanism wherein each 

volunteer acknowledged understanding of the study’s aims. Approval was granted by the 

Institutional Review Board (IRB) of the principal affiliate institute. Data were de-identified prior 

to analysis and reside on password-protected servers compliant with the General Data Protection 

Regulation (GDPR) and relevant institutional protocols. 

 

3.6 Validity and Reliability 
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• Instrument reliability for quantitative data was confirmed by Cronbach’s alpha, with all scales 

exceeding the threshold of 0.80. 

• Content validity was established through a structured assessment by subject-matter experts 

of every survey prompt. 

• For the qualitative strand, methodological credibility was reinforced by cross-analytical 

sessions among investigators and by returning draft findings to respondents for confirming 

emergent themes. 

 

3.7 Limitations 

Data-gathering was constrained to self-report measures, which may engender a social desirability 

or recall bias. The resultant cohort was confined to employees with uninterrupted internet 

connectivity and excludes senior managerial personnel, thereby potentially constraining the 

breadth of cultural interpretations. 

 

4. Results 

This section details the outcomes of the structured survey and the semi-structured interviews, each 

instrument aligned to the study’s three central research questions. Results are first delineated in 

separate subsections and are thereafter synthesised within the discussion. 

 

4.1 Quantitative Findings 

4.1.1 Participant Demographics 

The quantitative survey was completed by 287 participants, yielding a response rate of 79%. The 

sample span encompasses five industry domains: finance, healthcare, manufacturing, information 

technology, and public administration. The distribution of respondents across these sectors is 

contained in Table 2. 

Table 2: Participant Demographics (N = 287) 

Category Frequency Percentage 

Industry   

Finance 74 25.8% 

Healthcare 62 21.6% 
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Category Frequency Percentage 

Manufacturing 51 17.8% 

Technology 59 20.6% 

Government 41 14.3% 

Role   

Entry-Level Staff 81 28.2% 

Supervisors/Managers 133 46.3% 

Compliance/HR Officers 73 25.4% 

Years in Organization   

1–3 Years 119 41.5% 

4–7 Years 98 34.1% 

8+ Years 70 24.4% 

 

4.1.2 Correlation and Regression Analysis 

A Pearson product-moment correlation analysis was conducted to ascertain the strength and 

direction of the associations among the three primary predictor variables—training, ethical 

climate, and organisational culture—and the dependent variable, compliance behaviour. All 

correlations were found to be statistically significant and positive. The correlation coefficient 

obtained for the predictor of training and the outcome of compliance behaviour was moderate (r = 

.43, p < .01), suggesting a moderate attributable effect of the training to voluntary adherence to 

compliance policies. A stronger association was detected for ethical climate and compliance 

behaviour (r = .58, p < .001), indicating that healthier ethical perceptions are likely to generate 

higher rates of compliance. The strongest coefficient was obtained for organisational culture and 

the dependent variable of compliance behaviour (r = .61, p < .001), leading to the inference that 

the prevailing cultural context operates as the most potent predictor of adherence to compliance 

expectations among the employee sample. In order to quantify the relative contribution of training, 

ethical climate, and culture to the variation in compliance behaviour, a standard enter multiple 

regression analysis was performed. The full regression output, inclusive of standardised 

coefficients, explanatory power, and relevant inference tests, is presented in Table 3. 
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Table 3: Regression Analysis Predicting Compliance Behavior 

Predictor B SE β t p 

Training 0.24 0.06 .22 4.00 .000 

Ethical Orientation 0.39 0.05 .36 7.80 .000 

Organizational Culture 0.42 0.06 .38 7.00 .000 

R² = .48, F(3, 283) = 39.17, p < .001      

 

R² = .48, F(3, 283) = 39.17, p < .001 

The findings demonstrate that each of the three identified predictors plays a statistically significant 

role in explaining compliant behaviour; however, the relative magnitude of the effect sizes reveals 

that organisational culture and ethics act as stronger antecedents in comparison to the training 

variable as a standalone measure.   

The moderation analysis, executed via Model 1 of the PROCESS macro, further clarified the 

interactions among the variables. It indicated that organisational culture both conditions and 

strengthens the training-compliance relationship, an effect that reached conventional levels of 

statistical significance (p < .05). Such a result aligns empirically with behavioural compliance 

theory, which posits that situational norms exert a reinforcing influence over externally 

administered skill-development interventions (Zhang & Jia, 2022). 

 

4.2 Qualitative Findings 

4.2.1 Thematic Overview 

Fifteen interviews were analyzed using reflexive thematic analysis, resulting in the identification 

of three key themes that illustrate the complex dynamics between training, leadership, and 

organizational culture in shaping compliance behavior. 

The first theme, Training Enhances Awareness but Lacks Depth, reflects participants’ views that 

compliance training is often “informative but shallow,” with an emphasis on risk avoidance rather 

than the development of ethical judgment. While training increases familiarity with rules and 

procedures, it does not consistently equip employees to handle ethical ambiguity or organizational 

pressure. 
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The second theme, Ethical Leadership Shapes Moral Courage, highlights the central role of 

leadership in influencing ethical conduct. Respondents frequently linked employees’ ethical 

behavior to “what leaders tolerate or encourage,” suggesting that leadership style acts as a powerful 

cultural signal. When leaders model integrity and fairness, employees are more likely to internalize 

compliance values. 

The third theme, Culture Determines Whether Rules Stick, underscores the impact of 

organizational culture on the sustainability of compliance. Several participants remarked that 

“rules are ignored if culture doesn't support them,” emphasizing the importance of aligning stated 

policies with lived organizational values. 

These thematic findings are synthesized and visually represented in the thematic map provided in 

Figure 2. 

 

 

Figure 2: Thematic Map from Interviews 

4.2.2 Representative Quotes 

• “The compliance modules into which we are required to enrol enumerate managerial 

proscriptions, but they are silent on the moral primacy of the rules.” — Compliance Officer, 

Finance 

• “Observing supervisors privilege expediency over procedure intimates that the 

organisation considers the Code negotiable.” — Supervisor, Manufacturing 

• “The prevailing ecclesia within this firm is to affirm intentional candour. We are 

counselled not merely to transmit disclosures, but to do so invitationally, and we comply.” — 

HR Manager, Healthcare 
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4.3 Integration of Quantitative and Qualitative Results 

The quantitative analysis substantiates that training, ethics, and culture independently and 

collectively explain variance in compliance behaviour. Nonetheless, the qualitative interviews 

illuminate conditional and relational mechanisms: training achieves its full effect only under 

consistent managerial modelling and cultural consonance. Thus, a sequential trajectory is evident, 

in which training raises situational awareness, ethical norms encode motivational intent, and a 

coherent culture secures durable compliance. 

The integrated findings corroborate contemporary scholarship arguing for the abandonment of 

mechanistic, formalistic compliance structures in favour of integrated value-based architectures 

(Kim & Johnson, 2023). They further reinforce recent regulatory calls for the embedding of 

cultural considerations into compliance governance as articulated in the OECD’s 2021 guidelines. 

 

5. Discussion 

The present inquiry sought to elucidate the human dimension of compliance by estimating the joint 

contributions of training, ethics, and organisational culture to employee behaviour. Employing a 

sequential explanatory mixed-methods design, the quantitative patterns were purposively 

augmented by qualitative interface interviews, thereby disclosing not only systematic relationships 

but also underlying motivational and contextual mechanisms. Results favour the explanatory 

model positing that permissive behaviour is a product of the combined operation of situational 

awareness (acquired through training), ethical intent (cultivated within formal and informal 

norms), and cultural reinforcement. 

The quantitative analysis confirms that training, ethics, and culture each exert a statistically 

significant influence on compliance behaviour, yet clear disparities emerge in effect size. Both 

ethics and organisational culture account for a larger proportion of the variance relative to training, 

implying that the latter, while essential for imparting baseline knowledge, does not by itself 

generate sustained compliance unless embedded in a surrounding moral and cultural lattice. In 

theoretical terms, these empirical results mirror the progressive re-orientation of compliance 

scholarship from predominantly procedural frameworks toward jointly behaviourally informed 

and explicitly values-driven paradigms (Kaptein, 2022). 

Corresponding qualitative interviews not only substantiate but also elaborate the quantitative 

evidence. Respondents uniformly characterised the compliance training received as necessary yet 

superficial; the intervention succeeded in alerting individuals to legal thresholds and to internal 

procedural strictures yet proved insufficient to recalibrate ethical judgement in the field. 
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Participants reported that moral behaviour materialised only when training was reinforced by 

credible ethical leadership and by a pervasive culture of integrity. The results thus resonate with 

earlier scholarship which finds that compliance training, when conceived primarily for regulatory 

demonstration, frequently devolves to a formal obligation without catalysing the desired 

behavioural transformation (Wiyono et al., 2024). 

A salient theme emerging from the qualitative interviews concerned the capacity of leadership to 

function as a cultural signal within compliance contexts. Participants felt uniformly that where 

executives practice ethical behavior and actually accept managerial accountability, compliance 

with standards becomes one of the unnoticed aspects of everyday organizational practice. 

Contrarily, where leaders selectively pursue rules or pressure to perform takes precedence over 

integrity values, subordinates would tend to find themselves in moral gray areas. One interviewee 

openly noted that "when leaders cut corners, the rules feel optional." This perception is gaining 

traction as one of the major empirical affirmations that ethical leadership is important in providing 

trust and clear moral boundaries within organizations (Trevino & den Nieuwenboer, 2021). 

The analysis further establishes that organisational culture moderates the impact of training 

interventions. The moderating analysis revealed that the association between training and 

observable compliance behaviour was significantly enhanced in firms characterised by supportive, 

ethics-centred cultural orientations. It therefore follows that identical training curricula may yield 

sharply divergent compliance outcomes contingent on the prevailing cultural milieu. Under 

circumstances in which cultural norms valorise openness and collective responsibility, 

participants’ engagement with, and consequent internalisation of, training material is markedly 

more pronounced. Such findings converge with recent scholarship that posits formal compliance 

apparatuses—encompassing rules, codes of conduct, and audit regimes—achieve behavioural 

impact only when they are congruent with the informal norms and tacit expectations entrenched 

within the organisational culture (Kim & Johnson, 2023). 

Moreover, participants observed that in environments characterised by genuine psychological 

safety—where employees do not fear punitive consequences for raising concerns or questioning 

improper conduct—individuals are significantly more inclined to exhibit ethical behaviour, often 

in situations that are normatively ambiguous. Such a secure milieu facilitates a transition from 

merely adhering to formal rules to making decisions aligned with articulated organisational values, 

an aspiration explicitly endorsed by compliance frameworks in exemplary high-integrity 

enterprises (OECD, 2021). These empirical observations lend robust support to the strategic 

promotion of a “speak-up culture” as a material determinant of compliance success.   
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Interpreting the set of findings in concert substantiates the paper’s articulated theoretical model: 

the advancement of compliance is optimally secured when training cultivates ethical awareness, 

moral intent is anchored in ethical principles, and an organisational culture fortifies the 

corresponding behavioural norms. The three constituents do not function discretely; rather, they 

interdepend and reinforce one another. Curriculum may formally communicate ethical directives, 

yet it is the prevailing ethical climate that confers salience on those directives; in turn, the 

prevailing culture fixes their practicable durability. The resulting integrated scaffolding supplies a 

coherent and executable guide for entities that aspire to devise compliance infrastructures that 

transcend hollow proceduralism. 

This investigation enriches the compliance discourse by furnishing robust empirical endorsement 

of a multi-dimensional compliance model, anchored in comparative, quantifiable results and the 

qualitative texture of individual experience. Moreover, the inquiry satisfies persistent scholarly 

exhortations for compliance studies marked by context-sensitive realism, particularly in high-

variety, adaptive operational settings (Zhang & Jia, 2022). Prior inquiries have favoured the unitary 

examination of individual antecedents, leaving unexplored the conjoint influence of cognitive, 

affective, and normative dimensions. Few, however, have amalgamated these antecedents in an 

integrated explanatory apparatus, employing both quantitative validation and qualitative 

illumination through a mixed-methods design.   

On the tactical plane, these results delineate concrete directives for the formulation of policy and 

the architectonic of organisations. Compliance instruction cannot return to the obsolescent 

template of informative lecture; it must evolve into a practicable arena for the cultivation of ethical 

deliberation, guided, situative reflection, and affective and moral sponsorship. Concurrently, an 

incremental devotion to the education of supervisory talent is mandatory, for leaders require the 

epistemic and practical sophistication to be emulative ethical examples rather than mechanistic 

enforcers. Above all, the embodiment of compliance expectations by leaders is insufficient; it must 

be subsumed by an organisational architecture compelled to synchronise cultural texture with 

normative prescriptions, sealing the breach between proffered doctrine, prescriptive aspiration, 

and the apparatus of incentives. 

The analysis confirms that susceptibility to regulatory breach is mediated more intensely by the 

human variables of training, ethics, and culture than by the technical apparatus of policies and 

procedures. Systems that epitomise regulatory best practice are rendered ineffectual if personnel 

reluctance, uneven leadership integrity, and corrosive cultural norms predominate. Accordingly, it 

is imperative that organisations reconceptualise compliance from a terminal, transactional 

GSJ: Volume 13, Issue 9, September 2025 
ISSN 2320-9186 2286

GSJ© 2025 
www.globalscientificjournal.com



 

checklist to a proactive, pervasive covenant predicated on shared deontological and instrumental 

goods. 

The investigation, operationalised through a sequential explanatory mixed-methods design, 

determines that the salutary effects of compliance training are more than additive when they 

operate in an experiential ecosystem welded to principled leadership and normative reinforcement. 

The quantitative inquiries indicate that an ethical frame and a responsive cultural environment 

exert a greater and more statistically powerful effect on the dependent variable of compliant 

behaviour than training of the cognitive and instrumental type alone. Concomitant qualitative 

analyses elucidate a lived reality in which training is imputed meaning and motivational force 

primarily when it is fortuitously complemented by cohesive ethical direction and tradable cultural 

esteem for integrity. 

The evidential corpus, both inferential and Erik, attenuates the normative tent of rule-dominated 

compliance architectures and expands the theoretical aperture for a virtues-primacy model that 

concurrently affiliates codified instructions with informal, socially reinforced norms designed to 

produce compliant conduct through identification, internalisation, and collective legitimacy. 

On the basis of the foregoing evidence, four interrelated recommendations are advanced: 

1. Transform Training Paradigms: Supplement didactic instruction with experiential learning 

modules that immerse employees in ethically ambiguous situations, enabling sustained 

moral deliberation through scenario-based exercises, structured role-play, and guided 

reflection. 

2. Advance Ethical Leadership Development: Curriculum for managerial personnel must 

address both statutory compliance and normative moral stewardship, equipping leaders to 

epitomise and propagate integrity, equitable judgement, and shared accountability. 

3. Harden Ethical Organisational Culture: Systematically synchronise stated values, 

compensatory incentives, and quotidian behaviours in ways that unequivocally reward 

ethical conduct; cultivate psychological safety such that employees perceive reporting 

deviations as constructive and risk-free. 

4. Embed Compliance in Operational Logic: Weave normative expectations into key 

performance indicators, team ceremonies, and the procedural architecture of key decisions, 

such that observance becomes habitual and self-evident. 

Collectively pursued, these initiatives permit enterprises to transcend ceremonial compliance, 

instilling a durable moral compass embedded in institutional DNA. The human element, often 
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caricatured as the compliance risk, must be reconceptualised as the indispensable substrate of 

effective and lasting normative governance. 

 

 

References  

Alsaqqa, H. H., Farid, D. M., & Matar, M. M. (2024). Organizational culture’s relationship with 

innovation: Evidence from healthcare organizations. Journal of Healthcare Leadership, 

16, 113–126. https://doi.org/10.2147/JHL.S429998 

AuditBoard. (2023). Organizational culture and ethics: Internal audit’s role in unlocking culture 

as a catalyst. https://auditboard.com/resources/ebook/2023-organizational-culture-and-

ethics-report 

Becker, G. S. (1968). Crime and punishment: An economic approach. Journal of Political 

Economy, 76(2), 169–217. 

Braun, V., & Clarke, V. (2021). One size fits all? What counts as quality practice in (reflexive) 

thematic analysis? Qualitative Research in Psychology, 18(3), 328–352. 

https://doi.org/10.1080/14780887.2020.1769238 

Brown, M. E., & Treviño, L. K. (2006). Ethical leadership: A review and future directions. The 

Leadership Quarterly, 17(6), 595–616. 

Caldwell, C. (2010). A ten-step model for academic integrity: A positive approach for business 

schools. Journal of Business Ethics, 92, 1–13. 

Cheng, M., & Seeger, M. (2012). Compliance training effectiveness: Insights from health care. 

Journal of Business Ethics Education, 9, 115–132. 

Creswell, J. W., & Poth, C. N. (2021). Qualitative inquiry and research design: Choosing among 

five approaches (4th ed.). SAGE Publications. 

Din, M. U., Iqbal, M. Z., & Ali, M. (2025). Ethical climate, organizational support, and 

employee compliance behavior. International Journal of Ethics and Systems, 41(1), 66–

82. https://doi.org/10.1108/IJOES-10-2024-0204 

Ejigu, K., Siponen, M., & Muluneh, T. (2024). Impact of organizational culture on compliance 

with information security policies in Ethiopian banks. SINET: Ethiopian Journal of 

Science, 47(1), 17–32. https://doi.org/10.4314/sinet.v47i1.2 

Ethisphere. (2023). 2023 Ethical culture report. https://ethisphere.com/2023-ethical-culture-

report 

GSJ: Volume 13, Issue 9, September 2025 
ISSN 2320-9186 2288

GSJ© 2025 
www.globalscientificjournal.com

https://auditboard.com/resources/ebook/2023-organizational-culture-and-ethics-report?utm_source=chatgpt.com
https://auditboard.com/resources/ebook/2023-organizational-culture-and-ethics-report?utm_source=chatgpt.com


 

Gilbert, T. K., Welle Brozek, M., & Brozek, A. (2023). Beyond bias and compliance: Toward 

individual agency and plural ethics in AI. arXiv preprint. https://arxiv.org/abs/2302.12149 

Hair, J. F., García-Machado, J. J., & Martínez-Avila, M. (2023). The impact of organizational 

compliance culture and green culture on environmental behavior. Green Finance, 5(4), 

624–657. https://doi.org/10.3934/GF.2023024 

Johnson, M. E., & Kim, Y. (2023). Ethical infrastructure and compliance: A multidimensional 

approach. Business Ethics Quarterly, 33(1), 65–92. https://doi.org/10.1017/beq.2022.30 

Kaptein, M. (2022). The effectiveness of ethics programs: The role of scope, composition, and 

alignment. Journal of Business Ethics, 178(3), 701–719. https://doi.org/10.1007/s10551-

021-04851-6 

Martin, K. D., & Cullen, J. B. (2006). Continuities and extensions of ethical climate theory. 

Journal of Business Ethics, 69, 175–194. 

Mayer, D. M., Kuenzi, M., & Greenbaum, R. L. (2010). Examining the link between ethical 

leadership and employee misconduct. Journal of Applied Psychology, 95(4), 724–732. 

Musah, A. (2025). Ethical organisational culture, internal control systems, and tax compliance. 

Journal of Accounting in Emerging Economies, 15(1), 1–22. 

https://doi.org/10.1108/JAEE-11-2024-0324 

Navex. (2022). Ethics and compliance training: Your organization’s cultural foundation. 

https://www.navex.com 

OECD. (2021). Governance, compliance and the role of organizational culture. OECD 

Publishing. https://www.oecd.org/governance 

Paine, L. S. (1994). Managing for organizational integrity. Harvard Business Review, 72(2), 

106–117. 

Pistilli, G., Munoz Ferrandis, C., Jernite, Y., & Mitchell, M. (2023). Stronger together: On the 

articulation of ethical charters, legal tools, and technical documentation in machine 

learning. arXiv preprint. https://arxiv.org/abs/2305.18615 

Rahman, M. S., Samad, M., & Farouk, M. O. (2021). Enhancing compliance: A behavioral 

model of corporate ethics and internal control systems. Journal of Business Ethics, 

174(3), 625–639. https://doi.org/10.1007/s10551-020-04539-5 

Rest, J. R. (1986). Moral development: Advances in research and theory. Praeger. 

Roy, A., Newman, A., Round, H., & Bhattacharya, S. (2023). Ethical culture in organizations: A 

review and agenda for future research. Business Ethics Quarterly, 34(1), 1–42. 

https://doi.org/10.1017/beq.2022.26 

GSJ: Volume 13, Issue 9, September 2025 
ISSN 2320-9186 2289

GSJ© 2025 
www.globalscientificjournal.com

https://arxiv.org/abs/2302.12149?utm_source=chatgpt.com
https://arxiv.org/abs/2305.18615?utm_source=chatgpt.com


 

Schein, E. H. (2010). Organizational culture and leadership (4th ed.). Jossey-Bass. 

Schwepker, C. H. (2021). Ethical climate, leadership, and behavior: A meta-analytic review. 

Journal of Business Research, 132, 248–260. 

https://doi.org/10.1016/j.jbusres.2021.04.061 

Svensson, G., & Wood, G. (2011). A conceptual framework of corporate and business ethics 

across organizations. International Journal of Organizational Analysis, 19(4), 288–306. 

Treviño, L. K., Brown, M., & Hartman, L. P. (2003). A qualitative investigation of perceived 

executive ethical leadership. Journal of Business Ethics, 47, 273–287. 

Wiyono, B. B., Tanjung, I., Setiadi, M., Marini, M., & Sugiarto, S. (2024). Measuring the impact 

of compliance training on employee behavior in emerging markets. Asia-Pacific Journal 

of Business Ethics, 13(1), 45–58. 

 

GSJ: Volume 13, Issue 9, September 2025 
ISSN 2320-9186 2290

GSJ© 2025 
www.globalscientificjournal.com




