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ABSTRACT
This project investigates the impact of employees' ethical conduct in enhancing the image of an organization. Ethical behavior in the workplace is a crucial determinant of organizational reputation and public trust. Employees who demonstrate strong ethical values, such as honesty, integrity, and responsibility, can significantly contribute to a positive organizational image both internally and externally. This study aims to explore how individual ethical behavior influences customer perceptions, employee morale, and organizational credibility. By examining case studies, surveys, and interviews, the research assesses the relationship between ethical conduct and organizational success. The findings will provide valuable insights for businesses aiming to foster a culture of ethics to enhance their public image and competitive edge.
Keywords: Ethics, Reputation, Integrity, Trust, Morale.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
In the contemporary business world, the ethical conduct of employees is increasingly recognized as a vital element in shaping and enhancing the image of an organization. As businesses face heightened scrutiny from the public, stakeholders, and regulatory bodies, maintaining a positive corporate reputation has become a key strategic priority. The behavior and actions of employees at all levels directly influence an organization's public image, and ethical behavior is at the core of this influence. Organizations with employees who act in accordance with moral principles—such as honesty, integrity, fairness, and accountability—are better positioned to cultivate a positive image, which, in turn, can lead to greater trust, loyalty, and customer satisfaction.
Ethical conduct in the workplace is defined by adherence to accepted moral guidelines, corporate social responsibility standards, and professional codes of behavior. As employees engage with customers, clients, and stakeholders, their behavior can have far-reaching consequences, either positively or negatively, on how the organization is perceived. A single unethical action can damage the reputation of an organization, erode stakeholder trust, and potentially result in legal or financial repercussions. Conversely, ethical behavior enhances employee morale, improves teamwork, fosters positive relations with clients, and can significantly contribute to organizational success.
Scholars have long highlighted the profound link between employee’s ethics and organizational image. Research by Valentine and Fleischman (2008) demonstrated that employees' ethical behavior has a significant influence on an organization's overall reputation, customer loyalty, and financial performance. Ethical conduct not only attracts customers who prioritize corporate responsibility but also builds an ethical workplace culture that can improve employee retention, performance, and job satisfaction. In fact, organizations that promote and support ethical behavior often enjoy a more engaged and committed workforce, as employees feel more motivated and aligned with organizational values.
Moreover, organizations that adopt strong ethical standards are better equipped to navigate challenges and external pressures, including market competition, public scrutiny, and regulatory requirements. By fostering a culture of ethics, companies can minimize the risk of scandals, maintain compliance with laws, and build stronger relationships with customers, suppliers, and the community. Leaders play a critical role in shaping this ethical culture. Ethical leadership, through clear communication of ethical expectations, training programs, and consistent reinforcement of values, can set the tone for organizational behavior and ensure the long-term sustainability of ethical practices.
Despite the acknowledged benefits of ethical conduct, many organizations still faced significant challenges in effectively instilling and maintaining these behaviors across all levels. Factors such as poor leadership, lack of ethical guidance, pressure for short-term results, and a competitive environment can undermine ethical standards. Therefore, organizations must address these challenges and proactively implement strategies to promote ethical behavior, including clear codes of conduct, ethics training programs, and mechanisms for reporting unethical practices.
In the modern business environment, the ethical conduct of employees is integral to the reputation and image of an organization. Ethical behavior in the workplace refers to the alignment of individual actions with moral principles, such as honesty, fairness, accountability, and transparency. Over the years, research has shown that employee ethics are not just about individual behavior but also about how these behaviors shape the larger culture of an organization. As the global marketplace becomes increasingly interconnected, organizations are under growing pressure to demonstrate ethical behavior in all aspects of their operations. Consequently, the ethics of employees—ranging from senior management to front-line workers—can significantly impact how a company is perceived by the public, customers, and other stakeholders.
A company’s ethical climate plays a crucial role in influencing the behavior of its employees. The organizational culture, shaped by the values and leadership of the organization, directly impacts the ethical standards followed by employees. An ethical organizational culture encourages employees to act in ways that align with the company’s values and ethical standards. It provides them with a framework for making ethical decisions and addressing moral dilemmas in their everyday work. Conversely, a lack of ethical guidance, coupled with high pressure for results, may encourage employees to act unethically, either knowingly or out of fear of repercussions. Leadership is essential in setting the tone for ethical behavior. Ethical leadership involves leading by example, establishing clear ethical standards, providing ethics training, and ensuring accountability. Research by Treviño, Hartman, and Brown (2000) has shown that leadership can have a profound impact on the ethical behavior of employees, and organizations with strong ethical leadership are more likely to have employees who act ethically.
Furthermore, ethical behavior fosters collaboration and trust among colleagues, contributing to a positive workplace environment. Employees who work in an ethical environment are more likely to exhibit high levels of engagement, which can translate into improved productivity, reduced turnover, and increased job.
Despite the critical role that ethical conduct plays in enhancing an organization’s image, many companies struggle to establish and maintain an ethical culture. Pressure to achieve short-term financial goals, competitive market conditions, and the complexities of managing a large and diverse workforce can create ethical dilemmas. Without clear ethical guidelines, sufficient training, and ongoing monitoring, organizations are at risk of unethical behavior emerging. As such, organizations must proactively address these challenges by implementing effective ethics programs that foster a culture of ethical awareness and accountability.
This study seeks to examine the significant impact of employees' ethical conduct on an organization’s image. By investigating the relationship between ethical behavior and the external perceptions of the organization, the research aims to provide insight into the ways ethical practices influence customer trust, organizational reputation, employee satisfaction, and long-term success. The findings will be valuable for organizations seeking to improve their public image, foster a positive organizational culture, and enhance their competitive advantage through ethical conduct.
1.2 Statement of the problem
In today’s rapidly evolving and highly competitive business environment, organizations are under increasing pressure to uphold a positive image, which is directly linked to their reputation, customer loyalty, and overall success. One of the most influential factors in shaping an organization’s public perception is the ethical conduct of its employees. While there is a growing recognition of the importance of ethics in the workplace, many organizations still faced significant challenges in ensuring that ethical behavior is consistently demonstrated by their employees. This issue is particularly pertinent as unethical behavior by employees can lead to substantial damage to an organization’s reputation, loss of consumer trust, and negative financial consequences.
The ethical conduct of employees has a direct and profound impact on the image of an organization. Ethical behavior not only influences internal factors, such as employee morale and teamwork, but also plays a significant role in how the public, customers, and other stakeholders perceive the company. Unethical actions by employees, ranging from dishonesty to fraud, can result in a loss of credibility and trust, which can be difficult and costly to restore. 
Given these challenges, there is a need for a deeper understanding of how employees’ ethical conduct directly affects the public image and reputation of an organization. This study aims to examine the relationship between employee ethics and organizational image, focusing on how ethical behavior influences customer trust, brand loyalty, organizational credibility, and overall corporate success. The findings of this study will provide valuable insights into the ways organizations can strengthen their reputation and enhance their public image by fostering an ethical workforce.
[bookmark: _Hlk200460298]1.3 Objective of the Study
The primary objective of this study is to explore and analyze the impact of employees’ ethical conduct on enhancing the image of an organization. Specifically, the study aims to achieve the following objectives:
i. To examine the relationship between employee ethical behavior and organizational reputation.
ii. To identify the key factors that influence ethical conduct in the workplace
iii.  To assess the impact of employee ethics on customer trust and loyalty: 
iv. To evaluate the effect of ethical behavior on internal organizational outcomes
v. To provide recommendations for enhancing ethical conduct to improve organizational image
[bookmark: _Hlk200460327]1.4 Research Questions:
This study aims to explore the impact of employees' ethical conduct in enhancing the image of an organization. To achieve this, the following research questions will guide the investigation:
i. How does employees' ethical behavior influence the reputation of an organization?
ii. What are the key factors that encourage ethical behavior among employees in an organization?
iii. How does ethical behavior by employee’s impact customer trust and loyalty towards the organization?
iv. What role does ethical behavior play in improving internal organizational dynamics, such as employee morale, job satisfaction, and productivity?
v. What strategies can organizations implement to enhance employees’ ethical conduct and improve their public image?
[bookmark: _Hlk200460356]1.5  Significance of the Study 
This study explores the impact of employees' ethical conduct on enhancing the image of an organization. Understanding how individual ethical behavior contributes to the broader organizational reputation is critical for both employees and the organization itself. The findings of this research will provide important insights and benefits for both employees and organizations, fostering an ethical work environment that benefits all stakeholders. Employees who work in an organization with a strong ethical culture are more likely to experience higher levels of job satisfaction and morale. When ethical behavior is recognized and encouraged, employees feel valued, respected, and proud of their contributions. A workplace that upholds ethical standards creates a positive and supportive environment, fostering a sense of integrity and well-being. This study will emphasize how employees’ ethical conduct not only contributes to the organization’s image but also leads to greater fulfillment in their professional lives, thus increasing motivation and loyalty. Ethical behavior is an essential trait that can enhance employees’ professional development and career progression. Engaging in ethical conduct can build an employee’s reputation for reliability, honesty, and responsibility, which are key qualities valued by organizations. Ethical employees are often trusted with more responsibility and leadership roles, paving the way for personal and career growth. This research highlighted how ethical conduct can help employees build credibility both within and outside of the organization, creating opportunities for career advancement and long-term success.
[bookmark: _Hlk200460439]1.6 Delimitation
The scope of this study is confined to exploring the impact of employees’ ethical conduct on the image of an organization, focusing on specific sectors and geographical locations. The study primarily considers employees working in large and medium-sized organizations, excluding smaller businesses or startups due to the differences in organizational structure, resource availability, and ethical management practices. The research will be limited to organizations that have established formal ethical guidelines or codes of conduct, as these are essential for evaluating employee’s behavior in relation to organizational ethics and the study will not go beyond the scope.
1.7 Limitation
This study is subject to several limitations that may affect the generalizability and accuracy of its findings, there was a little time to complete the project, uncooperative attitudes of respondents to answer the questionnaire and insufficient literatures are some of the limitations. 
Another limitation is the focus on large and medium-sized organizations, which may not fully represent smaller businesses or startups that may operate with different organizational structures, fewer resources for ethical training, or distinct organizational cultures. Therefore, the results may not be applicable to all types of organizations.
However, all effort will be made to ensure that all these do not impact negatively on in-depth research.
















CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
The relationship between employee’s ethical conduct and organizational image has generated significant attention in academic research. As organizations faced increasing pressure to uphold high ethical standards, understanding the impact of employees’ behavior on their reputational success becomes paramount. This section presents a review of existing literature that explores various aspects of this relationship
2.1 Concept of Ethical Conduct
Ethical conduct refers to the principles, values, and standards that guide the behavior of individuals within an organization. It involves the demonstration of morally appropriate behavior in both personal and professional contexts. In the workplace, ethical conduct encompasses the decisions and actions that reflect a commitment to fairness, transparency, and integrity. It goes beyond compliance with legal regulations and organizational policies, representing a broader commitment to behaving in a way that aligns with societal values and organizational goals (Binns, 2018).
In organizational contexts, ethical conduct is critical as it directly impacts how employees perform their roles and interact with one another. It influences their decision-making processes, problem-solving, and approach to daily tasks. Ethical behavior in the workplace ensures that employees uphold values such as honesty, respect, and accountability while interacting with colleagues, customers, and other stakeholders (Hernandez, 2012). It is not merely about following formal rules but about embracing a deeper commitment to upholding moral standards and fostering a culture of integrity. Ethical employees make decisions that benefit the organization as a whole, ensuring that actions and behaviors align with both legal and ethical standards (Hu & Liden, 2015).
Ethical conduct contributes significantly to organizational success and sustainability. Organizations that foster an ethical work environment often see increased trust among employees, which translates into enhanced teamwork and overall productivity (Ferris & Treadway, 2012). Moreover, organizations that prioritize ethical conduct tend to build positive reputations, making them more attractive to top talent and customers alike. Ethical behavior is strongly linked to job satisfaction, which, in turn, contributes to higher employee motivation and engagement. These organizations are also better positioned to maintain long-term relationships with clients, partners, and the broader community, thus ensuring continued growth and a competitive edge in their industry (Hernandez, 2012).
Integrity is a cornerstone of ethical conduct in the workplace. Employees who act with integrity are honest, transparent, and act consistently with their values, regardless of the situation (Brown, et al. 2005). Integrity fosters a sense of trust among colleagues and customers, creating a positive atmosphere that supports collaboration and innovation. Another key element of ethical conduct is accountability. Ethical employees take full responsibility for their actions, decisions, and outcomes. They are willing to admit mistakes and correct them, fostering an environment where mistakes are seen as opportunities for learning and growth rather than as failures (Robbins & Judge, 2017).
Fairness is another important principle in ethical conduct, ensuring that employees are treated equitably and that decisions are made impartially. Ethical employees strive to create a work environment where everyone is respected, and opportunities for growth and advancement are distributed without bias (Hernandez, 2012). Respect is crucial as well, as ethical conduct involves respecting the rights, dignity, and opinions of others. A culture of respect within an organization can significantly contribute to the overall well-being of employees and enhance collaboration, creativity, and morale (Krigner & Seng, 2005).
2.2 Employees Ethics and Organizational Behavior
Employees ethics and organizational behavior are intricately connected, as the ethical conduct of employees significantly shapes the overall behavior and culture of an organization. The way employees behave and make decisions is often guided by a combination of individual values and the ethical framework established by the organization. Ethical behavior within the workplace is essential for fostering a positive organizational culture, building trust among employees, and maintaining long-term organizational success.
Employees ethics refer to the moral principles and standards that employees apply to their daily actions and decision-making processes. These ethical guidelines are influenced by both individual values and the organizational environment in which they operate. Ethical employees tend to demonstrate behaviors such as honesty, fairness, transparency, accountability, and respect for others, contributing to a supportive and respectful workplace culture (Trevino, et al. 2000). Organizational behavior, on the other hand, refers to how individuals behave within an organization, which is shaped by the environment, management practices, and the ethical climate created by leadership.
A strong ethical foundation positively impacts organizational behavior in several ways. First, it enhances trust and cooperation among employees, which are vital for effective teamwork. When employees trust each other and their leadership, they are more likely to collaborate and share knowledge, which boosts overall productivity and creativity (Podsakoff, et. al. 1990). Ethical behavior fosters positive relationships, enabling employees to engage in open communication and conflict resolution without fear of manipulation or unfair treatment.
Moreover, ethical behavior is linked to higher employees’ satisfaction and job commitment. Organizations that promote ethical standards are more likely to have a motivated and loyal workforce. Employees who perceive their work environment as fair and morally sound are more satisfied with their jobs, leading to reduced turnover rates and higher retention levels (Trevino, et al. 2000). When employees are treated with respect and fairness, they are also more likely to feel valued by the organization, contributing to their sense of ownership and pride in their work.
Ethical conduct also influences employee decision-making processes. Ethical employees make choices based on a set of principles that prioritize long-term benefits and social responsibility over short-term gains. This ethical decision-making is crucial, as it ensures that employees act in ways that align with the organization's mission, values, and overall goals. In contrast, unethical behavior, such as dishonesty, favoritism, or discrimination, can create a toxic work environment, leading to low morale, poor performance, and even legal issues for the organization (Donaldson & Dunfee, 1999)
Furthermore, organizations with a strong ethical climate tend to attract and retain top talent. Job candidates are increasingly prioritizing ethical considerations when choosing employers. According to research by Brown and Treviño (2006), ethical leadership is a key factor in the recruitment and retention of employees, as individuals are more likely to join and remain with organizations that align with their own values and ethical beliefs. This alignment not only enhances employee satisfaction but also strengthens the organization's reputation in the industry and community.
An important aspect of employee ethics is ethical leadership, which directly influences organizational behavior. Ethical leaders serve as role models for employees, demonstrating the values and behaviors expected within the organization. By promoting ethical conduct and making ethical decisions themselves, leaders set the tone for the entire organization. Ethical leadership involves leading with integrity, fairness, and transparency, and creating an environment where employees feel safe to voice concerns or report unethical behavior without fear of retaliation (Brown, et al. 2005). This leadership style helps cultivate a culture of ethics and trust that permeates all levels of the organization.
However, ethical behavior within an organization is not solely dependent on individual employees. Organizational policies and practices, such as ethical codes of conduct, employees training programs, and performance evaluations, also play a significant role in shaping employee behavior. By establishing clear ethical guidelines and providing training on ethical decision-making, organizations can ensure that employees are aware of the standards and expectations for ethical conduct. These policies help to maintain consistency in decision-making and provide employees with a framework for addressing ethical dilemmas that may arise in the workplace (Grojean et al., 2004).
Additionally, organizational behavior is shaped by the ethical culture and climate within the company. A positive ethical climate is one in which ethical behavior is encouraged, supported, and reinforced by management and peers. In such an environment, employees are more likely to exhibit prosocial behaviors, such as helping others, adhering to company policies, and making decisions that benefit the organization and its stakeholders. On the other hand, a negative ethical climate, where unethical behavior is ignored or even condoned, can lead to a breakdown in trust, increased conflicts, and a decline in overall organizational performance (Stouten, et al. 2005).
2.3 Organizational Image and Reputation
Organizational image and reputation are crucial aspects of an organization's identity and its relationship with various stakeholders, including employees, customers, investors, and the broader community. These concepts are interrelated but distinct, and they play an essential role in shaping how an organization is perceived and how it operates in the marketplace.
Organizational Image refers to the mental picture or perception that external and internal stakeholders have about an organization. It is essentially the public’s view of the company and the overall impression they have based on their interactions or knowledge of the organization. Organizational image can be shaped by a variety of factors, including marketing strategies, public relations campaigns, product quality, customer service, and the ethical behavior of employees and leadership. This image is often influenced by visual elements like logos, advertisements, and branding, but it also encompasses intangible aspects such as the organization's mission, values, and culture.
An organization's image can significantly affect its ability to attract customers, partners, and employees. Companies with a positive public image often enjoy higher levels of trust, which can lead to increased customer loyalty, greater market share, and enhanced employee recruitment. In contrast, organizations with a negative image may struggle to maintain relationships with their stakeholders, face public criticism, and experience difficulties in achieving growth and success. The image of an organization is shaped not just by external communication but by its internal operations and how it adheres to its ethical values and principles (Van Dyne & LePine, 1998).
Organizational Reputation is more profound and long-lasting than image. It refers to the collective judgment of an organization’s actions and behaviors over time, based on the experiences and perceptions of its stakeholders. While image can be influenced by short-term factors, reputation is built on consistent actions, behaviors, and outcomes. Reputation is a reflection of the organization’s reliability, trustworthiness, and ability to deliver on its promises. It is earned over time and is based on the long-term behavior of the organization and its leadership, especially in areas like product quality, customer service, corporate social responsibility, and ethical conduct.
An organization’s reputation is critical because it directly influences stakeholder trust, and it has been linked to organizational performance. A positive reputation can lead to increased sales, better employees’ retention, easier access to capital, and a stronger competitive position in the market. Conversely, a damaged reputation can result in lost revenue, decreased market value, and even legal consequences. Reputation management, therefore, becomes an essential strategy for organizations to maintain and improve their standing among stakeholders (Liao & Chuang, 2004).
Ethical behavior plays a critical role in shaping both organizational image and reputation. The ethical conduct of employees and leadership has a direct impact on how stakeholders perceive the organization. When employees demonstrate ethical behavior, such as honesty, fairness, transparency, and accountability, the organization is likely to gain a positive image and build a solid reputation over time. Ethical conduct is also essential for building trust with customers and other stakeholders. For example, a company that prioritizes customer well-being and consistently delivers high-quality products or services is more likely to be viewed favorably in the eyes of the public. On the other hand, unethical behavior, such as fraudulent practices, discrimination, or lack of transparency, can harm both an organization’s image and its reputation (Ellemers & et. al. 2004).
In today’s interconnected world, an organization’s reputation can be easily influenced by social media and online platforms. Negative news or incidents can spread quickly, and companies must be proactive in addressing any potential threats to their image. Rebuilding a damaged reputation takes time, resources, and consistent effort to demonstrate change and a commitment to ethical practices. Research has shown that companies that respond promptly and ethically to crises or scandals are more likely to recover their reputation than those that ignore or mishandle the situation (Wimbush & Shepard, 1994). Therefore, an organization's commitment to ethical conduct, particularly in times of crisis, is essential for maintaining a positive reputation.
One of the challenges that organizations faced in maintaining a positive image and reputation is the potential for a discrepancy between their public relations efforts and actual organizational behavior. Organizations that engage in greenwashing or false advertising, for example, may initially build a positive image but ultimately damage their reputation when stakeholders uncover the truth. Transparency is crucial in reputation management, as organizations must ensure that their actions align with their stated values and commitments. A failure to live up to promises can severely damage both the image and reputation of an organization, sometimes permanently (Ellemers, et al. 2004).
2.4 The Role of Employees in Shaping Organizational Image
Employees play a crucial role in shaping and maintaining an organization’s image and reputation. Their behaviors, actions, and interactions with others—both internally and externally—serve as direct reflections of the organization they represent. Employees are often considered the most authentic representatives of a company, as they influence perceptions not just through formal channels but in day-to-day activities and interactions. A positive organizational image is built upon ethical conduct and the collective effort of employees at all levels, from entry-level workers to senior executives (Kolk, 2016).
The day-to-day actions of employees in customer-facing roles directly impact how the public perceives an organization. For example, a customer’s experience with an employee who is helpful, respectful, and professional can significantly enhance the organization’s reputation, while an interaction with a rude or unprofessional employee can have the opposite effect (Near & Miceli, 2016). As organizations become more transparent and accessible, employees’ behavior, whether on the phone, in-person, or online, can help shape the organization’s identity. When employees are aligned with the organization's values, they are more likely to deliver high-quality service that reflects well on the organization and enhances its image in the public eye (Schaubroeck & Hannah, 2018).
In addition to customer interactions, employees also influence the internal culture and working environment of an organization, which ultimately contributes to its reputation. When employees are ethical and act with integrity, they foster a culture of respect, collaboration, and professionalism. A positive internal culture, driven by ethical behavior, leads to greater employee satisfaction, loyalty, and motivation. Employees who feel valued and treated with respect are more likely to remain with the organization, and they will often share their positive experiences with others, contributing to a positive image (Liao & Chuang, 2004). Ethical behavior within the organization builds an atmosphere where employees feel a sense of pride in their work, creating a cycle of positivity that perpetuates the organization’s reputation (Rest, 1986).
The concept of employee advocacy is also integral to the role employees play in shaping organizational image. Employees who believe in the mission, values, and ethics of their organization are more likely to become advocates for the brand, both within their personal networks and on professional platforms such as social media. When employees publicly express pride in their employer or share positive experiences, they can significantly bolster the organization's reputation (Hu & Liden, 2015). On the contrary, if employees feel that their values are not aligned with the organization’s, they may publicly criticize the organization, potentially damaging its image (Liao & Chuang, 2004).
In recent years, the importance of employee engagement has become increasingly clear in shaping an organization's image. Engaged employees—those who feel emotionally invested in their work and the organization—are more likely to perform at higher levels, exhibit ethical behavior, and contribute to the overall reputation of the organization. An engaged workforce is a key driver of organizational success and can have a significant impact on the company’s image in the eyes of external stakeholders (Stouten et. al 2005). Engaged employees go beyond fulfilling basic job responsibilities; they take ownership of their work and actively contribute to the organization’s overall goals and mission. Their enthusiasm and commitment to the organization enhance its public image and reputation, making the company more attractive to potential employees, customers, and investors (Binns, 2018).
Furthermore, ethical leadership from management is essential for aligning employees’ behaviors with organizational values. Ethical leaders set the tone for ethical conduct by modeling desired behaviors and creating an environment where ethical behavior is not only encouraged but expected. Employees often look to their leaders for guidance on how to navigate challenging situations, and leaders who demonstrate integrity and fairness serve as role models. When employees observe ethical behavior from leadership, they are more likely to adopt similar behaviors themselves, reinforcing the ethical culture within the organization. Ethical leadership, therefore, has a ripple effect that influences the actions and attitudes of employees, which in turn contributes to the overall image of the organization (Treviño, et al. 2000).
Employees also have a role in shaping the external perception of the organization through their contributions to corporate social responsibility (CSR) initiatives and community engagement. CSR initiatives allow organizations to demonstrate their commitment to ethical practices, social responsibility, and sustainability. Employees who are involved in CSR activities help build a positive reputation by showing that the organization cares about more than just profit. Their participation in volunteer programs, charity events, and environmental sustainability efforts reflects positively on the organization and enhances its public image (Ferris & Treadway, 2012). CSR activities can also attract top talent, as many employees are increasingly seeking to work for companies that align with their personal values, especially when it comes to social and environmental responsibility (Krigner & Seng, 2005).
The organizational culture, which is influenced by employees at every level, also contributes to the image of an organization. A company with an ethical culture fosters an environment where employees feel supported in making decisions that align with both the organizations and their personal values. This creates a work environment that is characterized by mutual respect, trust, and accountability. When employees are empowered to act ethically and encouraged to make decisions in the best interest of both the organization and its stakeholders, the organization’s image as an ethical and responsible entity is strengthened (Brown, et al. 2005).
Moreover, employees’ role in organizational communication is crucial in managing and shaping the organizational image. Effective communication within the company helps ensure that all employees are aligned with the organization’s values, vision, and mission. Clear communication about ethical standards and expectations enables employees to understand what is expected of them and how their actions contribute to the overall reputation of the organization (Near & Miceli, 2016). Transparent communication, whether in the form of internal newsletters, meetings, or direct communication with leadership, can also strengthen employee trust and commitment to the organization, positively influencing the public’s perception of the company.
Finally, employee conduct during crises is another critical factor that shapes an organization's image. When organizations face external challenges—such as a product recall, environmental disaster, or public scandal—the way employees behave in these situations can either mitigate or exacerbate the damage to the organization’s reputation. Employees who handle crises with professionalism, empathy, and ethical decision-making help protect the organization’s image, while unprofessional or unethical conduct during such times can lead to long-lasting damage to the organization’s reputation (Hernandez, 2012).
2.5 Ethical Leadership and Employee Behavior
Ethical leadership refers to the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, while promoting such conduct to followers through communication, decision-making, and behavior modeling (Brown, et al. 2005). It plays a pivotal role in shaping employee behavior by setting the tone for ethical practices within an organization. The impact of ethical leadership extends to various aspects of employee behavior, including job satisfaction, performance, organizational commitment, and ethical conduct. Ethical leadership fosters a work environment characterized by trust, fairness, and respect, which in turn encourages employees to engage in positive and ethical behaviors (Kolk, 2016).
Ethical leaders serve as role models for their employees by demonstrating high standards of integrity and ethical behavior. The behaviors modeled by leaders, such as honesty, transparency, fairness, and responsibility, significantly influence the attitudes and actions of employees (Brown et al., 2005). When employees observe leaders behaving ethically, they are more likely to adopt similar behaviors, creating a positive organizational culture where ethical behavior is the norm. Ethical leadership also provides employees with clear expectations regarding acceptable conduct, reducing uncertainty and guiding employees in their decision-making processes (Trevino, et al. 2000).
Ethical leadership fosters an environment where employees feel valued and respected, which contributes to higher levels of job satisfaction and organizational commitment. Studies have shown that employees who perceive their leaders as ethical are more likely to be satisfied with their jobs and show greater commitment to the organization (Robbins & Judge., 2017). Ethical leadership also promotes employee well-being, as employees feel more supported and trusted when their leaders demonstrate fairness and integrity (Grojean et al., 2004). This sense of security and respect encourages employees to reciprocate with positive behaviors such as increased motivation, higher performance, and ethical decision-making.
One of the most significant ways in which ethical leadership affects employee behavior is by encouraging ethical conduct. Ethical leaders emphasize the importance of ethical standards and provide employees with guidance on how to handle ethical dilemmas. Ethical leadership creates a culture where ethical behavior is not only encouraged but expected. This results in employees making ethical decisions, such as treating others fairly, following company policies, and reporting unethical behavior without fear of retaliation (Trevino, et al. 2000). Ethical leaders also foster a sense of accountability among employees, as they model how to take responsibility for one’s actions and decisions.
Research has demonstrated a strong relationship between ethical leadership and reduced workplace misconduct, such as fraud, corruption, and unethical behavior (Ellemers et al., 2004). Ethical leaders set clear ethical standards, communicate them effectively, and hold employees accountable for maintaining those standards. By doing so, they create an environment in which employees feel a moral obligation to act ethically and are less likely to engage in deviant behaviors.
Ethical leadership also influences employee engagement and organizational commitment. Employees who perceive their leaders as ethical are more likely to feel emotionally connected to their organization and engaged in their work. Ethical leadership fosters trust and respect, which are essential elements of employee engagement (Stouten, et al. 2005). When employees trust their leaders to act in their best interests, they are more likely to be motivated, demonstrate initiative, and be more productive. Engaged employees tend to go beyond the minimum requirements of their job, contributing to organizational success and reinforcing the organization’s ethical culture.
Organizational commitment is also positively influenced by ethical leadership. Employees who view their leaders as ethical are more likely to feel loyal to the organization and remain committed to its goals (Hu & Liden, 2015). Ethical leadership promotes a sense of fairness, which contributes to employees' perceptions of the organization as a just and trustworthy entity. As a result, employees are more likely to develop strong emotional bonds with the organization and are less likely to seek employment elsewhere.
Ethical leadership has a direct impact on employee performance. Employees who work under ethical leaders tend to demonstrate higher levels of job performance, as they are motivated to align their actions with the ethical values promoted by their leaders (Brown et al., 2005). Ethical leaders create a work environment that encourages excellence by setting clear expectations, providing feedback, and recognizing employees’ achievements. When employees believe their leaders value ethical behavior, they are more likely to go the extra mile to meet performance expectations and contribute to organizational success.
Moreover, ethical leaders foster a supportive and collaborative work environment that enables employees to perform at their best. By promoting a culture of respect, fairness, and transparency, ethical leaders create conditions where employees feel empowered to perform their roles effectively. Employees are also more likely to trust their leaders' decisions, which can lead to greater cooperation and collaboration within teams, ultimately improving overall organizational performance (Donaldson & Dunfee, 2009).
Ethical leadership is instrumental in shaping organizational culture, as leaders set the tone for the values, norms, and behaviors that are prioritized within the organization. A strong ethical culture, cultivated by ethical leadership, reinforces the importance of doing the right thing in all aspects of work. This culture creates a positive feedback loop, where ethical behavior is rewarded, unethical behavior is sanctioned, and employees are motivated to maintain high standards of integrity (Trevino et al., 2000).
2.6 Ethical Climate in Organizations
The ethical climate within an organization plays a crucial role in shaping employee behavior, organizational culture, and overall organizational success. Ethical climate refers to the collective perceptions of what is considered ethically acceptable and unacceptable in an organization. It encompasses the values, norms, and policies that guide employees' decisions and actions. The ethical climate influences how employees interact with one another, with customers, and with external stakeholders, and it plays a significant role in determining the organization’s overall ethical standards (Rest, 1986).
An ethical climate is often influenced by the organization's leadership, policies, and practices. Leaders set the tone for the ethical climate by demonstrating ethical behavior and creating an environment where ethical conduct is encouraged, rewarded, and expected. Ethical leaders help create an organizational climate where ethical behavior is seen as a priority, and they provide the resources and support necessary for employees to act ethically (Brown, et al. 2005). This climate is essential for fostering trust among employees, customers, and other stakeholders, and it plays a significant role in maintaining the reputation and credibility of the organization (Schanbroeck & Hannah, 2018).
There are various models of ethical climate, each emphasizing different aspects of ethical decision-making and behavior within the organization. One common framework is Victor and Cullen's (1988) Ethical Climate Theory, which categorizes ethical climates into five distinct types: egoism, benevolence, principle, independence, and pragmatism. These categories describe how organizational members approach ethical issues based on different moral philosophies, ranging from self-interest (egoism) to concern for the welfare of others (benevolence) and adherence to universal moral principles (principle). The climate within an organization can fall within one or more of these categories, influencing how employees make ethical decisions and how they prioritize ethical considerations in their actions (Stouten et al., 2005).
An ethical climate that emphasizes benevolence and principle is likely to foster a culture of fairness, accountability, and social responsibility. In such climates, employees are encouraged to act with integrity, prioritize the welfare of others, and make decisions based on universal ethical principles. This type of ethical climate tends to lead to higher levels of employee satisfaction, loyalty, and trust, as employees feel that their organization is committed to doing what is right (Podsakoff et al., 1990). Conversely, an egoistic ethical climate, which focuses primarily on self-interest and personal gain, may foster a toxic environment where employees are more likely to engage in unethical behavior, as long as it benefits their personal objectives (Van Dyne & LePine, 1998).
The ethical climate within an organization also influences how ethical challenges and dilemmas are handled. In a strong ethical climate, employees are more likely to feel empowered to speak up when they witness unethical behavior or practices. They are also more likely to feel confident that their concerns will be addressed fairly and that the organization will take appropriate action to rectify any ethical issues (Trevino, et al. 2000). In contrast, a weak ethical climate, characterized by ambiguity or a lack of ethical standards, may discourage employees from reporting unethical behavior or raising concerns, potentially allowing unethical conduct to go unchecked.
Moreover, an ethical climate plays a critical role in promoting corporate social responsibility (CSR). Organizations with a strong ethical climate are more likely to engage in socially responsible practices, such as environmental sustainability, fair labor practices, and charitable giving (Ferris & Treadway, 2012). Employees who work in such environments often feel a sense of pride and purpose, knowing that their organization is committed to making a positive impact on society. This positive sense of purpose can increase employee engagement and satisfaction, as employees feel that their work contributes to something greater than just the organization’s bottom line.
In addition to employee behavior and CSR, the ethical climate within an organization also impacts its external relationships. Companies that maintain an ethical climate are more likely to build strong relationships with customers, investors, and business partners. Ethical behavior in organizational transactions, including transparency, fairness, and respect for stakeholders, contributes to the organization’s reputation for trustworthiness and reliability. This, in turn, enhances the organization’s competitive advantage and helps to foster long-term partnerships and customer loyalty (Liao & Chuang, 2004).
2.7 Employee Perceptions of Ethical Conduct
Employee perceptions of ethical conduct are a critical factor in determining the overall ethical climate of an organization. Employees’ understanding of what is considered ethical behavior within the workplace influences their actions, decision-making, and interactions with colleagues, customers, and stakeholders. Perceptions of ethical conduct are shaped by various elements, including organizational culture, leadership practices, peer behavior, and communication within the company. These perceptions can either reinforce or undermine the organization’s ethical standards, thus impacting its long-term success and reputation.
One of the most important factors influencing employee perceptions of ethical conduct is the behavior of organizational leaders. Leadership plays a pivotal role in shaping employees' ethical standards by modeling ethical behaviors and setting expectations for ethical conduct. When leaders act with integrity, demonstrate transparency, and make decisions that reflect the organization’s values, employees are more likely to perceive the organization as ethical. Conversely, if employees observe unethical behavior from their leaders—such as dishonesty, favoritism, or corruption—it can lead to a decline in trust and a distorted perception of what is considered acceptable behavior within the organization (Trevino et al., 2000). Research indicated that ethical leadership has a direct impact on employee’s perceptions of ethical conduct, as leaders are seen as role models who establish the tone for the entire organization (Ellemers et al., 2004).
The clarity of organizational policies and ethical guidelines also influences how employees perceive ethical behavior. When an organization clearly communicates its values and ethical standards through formal codes of conduct, training programs, and consistent messaging, employees are more likely to understand what constitutes ethical behavior. Such clarity helps create a shared understanding of the organization's ethical expectations, reducing ambiguity and providing employees with the tools to navigate ethical dilemmas. In contrast, when ethical guidelines are vague, inconsistent, or poorly communicated, employees may struggle to determine what is ethically acceptable, which can lead to confusion, disengagement, and potential ethical breaches (Binns, 2018).
Employee perceptions of ethical conduct are also affected by peer behavior and the overall work culture. In organizations where unethical behavior is tolerated or ignored, employees may perceive such conduct as acceptable and may be more likely to engage in similar behaviors themselves. On the other hand, in organizations with a strong ethical culture, employees are more likely to adhere to ethical standards because they see their colleagues upholding the same values. Peer behavior reinforces or challenges individual perceptions of what is acceptable conduct, and employees often look to their colleagues as a reference point for ethical decision-making. When ethical conduct is ingrained in the workplace culture, employees feel supported in making ethical decisions and are more likely to be motivated to act in ways that align with the organization’s values (Near & Miceli, 2016).
Moreover, organizational reward systems and performance evaluations significantly impact employee perceptions of ethical behavior. When ethical conduct is rewarded—either through formal recognition, promotions, or other incentives—employees are more likely to view it as a priority. In contrast, if unethical behavior is overlooked or even rewarded (e.g., if employees who engage in unethical practices are still promoted or receive bonuses), it creates a disconnect between organizational values and employee behavior. This misalignment can lead to perceptions that ethical behavior is not truly valued by the organization and may prompt employees to prioritize personal gain over ethical conduct (Hernandez, 2012). Clear reinforcement of ethical standards through both positive and negative consequences helps shape employees' perceptions of what is expected and valued in the organization.

CHAPTER THREE
[bookmark: _Hlk200460723]METHODOLOGY
3.0    Introduction
This chapter outlines the research design and methodology used in the study titled “Impact of Employees’ Ethical Conduct in Enhancing the Image of an Organization.”
3.1 Instrument Used
The primary instrument for data collection in this study was a structured questionnaire designed by the researcher. The questionnaire was aimed at assessing employees’ ethical conduct and its impact on the organizational image. It measured ethical behaviors, perceptions of the organizational ethical climate, and the perceived effects of these factors on the organization’s image. A four-point Likert scale, ranging from "Strongly Agree" to "Strongly Disagree," was used to evaluate attitudes and behaviors related to ethical conduct and organizational reputation.
3.2 Population of the Study
The target population for this study consisted of employees from two organizations selected as case studies: the United Bank for Africa (UBA), Challenge Branch, Ilorin, and the University of Ilorin. Employees across various departments, including Administration, Finance, Marketing, and Human Resources, were included. These organizations were chosen due to their well-established ethical guidelines and relatively large workforce, which made them suitable for examining the relationship between ethical conduct and organizational image. The total population was approximately 400 employees.
3.3 Sample and Sampling Techniques
A sample of 40 employees was selected from the total population of 400. This sample size was deemed sufficient to ensure the statistical relevance and reliability of the study’s findings. A stratified random sampling technique was employed to ensure proportional representation of employees across different departments. This approach allowed for the capture of departmental variations in ethical behavior, providing deeper insights into the study's central theme.
Within each department, employees were randomly selected, ensuring that every individual had an equal chance of being included. This method helped to minimize selection bias and ensured a representative sample.
3.4 Distribution and Collection of Data
Data collection involved the physical distribution of questionnaires by the researcher and research assistants during work hours. In cases where employees were absent, the questionnaires were delivered by research assistants, followed by phone calls to encourage participation. A total of 40 questionnaires were distributed and all were returned, resulting in a 100% response rate. A cover letter accompanied each questionnaire, explaining the purpose of the study and assuring participants of confidentiality to promote honest responses.
3.5 Reliability
To ensure the reliability of the research instrument, a pilot test was conducted involving 30 employees who were not part of the main study. The pilot responses were analyzed to identify ambiguities or issues with the questionnaire. Based on this feedback, necessary revisions were made for clarity and ease of understanding.
3.6   Validity
The validity of the research instrument was confirmed through expert reviews by professionals in organizational behavior and business ethics. These experts evaluated the questionnaire to ensure that it accurately captured the key aspects of employees' ethical conduct and organizational image.
To further establish validity, the results of the survey were compared with existing literature on ethics and organizational reputation. In addition, factor analysis was conducted, which showed that the questionnaire items grouped together in a manner consistent with the underlying constructs being measured. This supports the conclusion that the instrument accurately measured the intended concepts.
3.7 Method of Data Analysis
The data collected from the questionnaires were analyzed using frequency count and percentages, to summarize respondents’ views on the impact of employees’ ethical conduct on organizational image. The results of this analysis are presented in Chapter Four.







CHAPTER FOUR
DATA ANALYSIS
4.1   Introduction
This chapter presents the data collected from the survey conducted to assess the impact of employees’ ethical conduct on enhancing the image of an organization. The data are presented in the form of tables and analyzed based on the responses received from the participants. The chapter discussed the responses to 20 different questions, and each table provided a breakdown of the answers in terms of frequency and percentage.
4.2   Results
Table 1: Employee’s ethical conduct improves the organization’s reputation
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	26
	65

	Agree
	10
	25

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 1 above showed that 26 (65%) respondents strongly agreed and 10 (25%) respondents agreed that employee’s ethical conduct improves the organization’s reputation, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 2: The ethical conduct of employees positively affects customer trust
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	24
	60

	Agree
	12
	30

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 2 above showed that 24 (60%) respondents strongly agreed and 12 (30%) respondents agreed that the ethical conduct of employees positively affects customer trust, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 3: Ethical conduct results in higher employee morale
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	22
	55

	Agree
	14
	35

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 3 above showed that 22 (55%) respondents strongly agreed and 14 (35%) respondents agreed that ethical conduct results in higher employee morale, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 4: Employees believe that ethical behavior is valued in the workplace
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	25
	63

	Agree
	10
	25

	Disagree
	3
	7

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 4 above showed that 25 (63%) respondents strongly agreed and 10 (25%) respondents agreed that employees believe that ethical behavior is valued in the workplace, while 3 (7%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.


Table 5: The organization provides sufficient training on ethical conduct for employees
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	20
	50

	Agree
	16
	40

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 5 above showed that 20 (50%) respondents strongly agreed and 16 (40%) respondents agreed that the organization provides sufficient training on ethical conduct for employees, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 6: Employees feel responsible for upholding ethical standards in the workplace

	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	28
	70

	Agree
	8
	20

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 6 above showed that 28 (70%) respondents strongly agreed and 8 (20%) respondents agreed that employees feel responsible for upholding ethical standards in the workplace, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.


Table 7: Employees understand the importance of maintaining ethical conduct 
                  in the organization

	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	26
	65

	Agree
	10
	25

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025

Table 7 above showed that 26 (65%) respondents strongly agreed and 10 (25%) respondents agreed that employees understand the importance of maintaining ethical conduct in the organization, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 8: The organization’s ethical guidelines help in managing employee conflicts

	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	24
	60

	Agree
	12
	30

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 8 above showed that 24 (60%) respondents strongly agreed and 12 (30%) respondents agreed that the organization’s ethical guidelines help in managing employee conflicts, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.




Table 9: Employees feel that ethical misconduct is dealt with fairly by the organization

	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	23
	58

	Agree
	12
	30

	Disagree
	3
	7

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025

Table 9 above showed that 23 (58%) respondents strongly agreed and 12 (30%) respondents agreed that employees feel that ethical misconduct is dealt with fairly by the organization, while 3 (7%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 10: The organization has a clear ethical code that all employees are 
                     expected to follow


	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	28
	70

	Agree
	8
	20

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 10 above showed that 28 (70%) respondents strongly agreed and 8 (20%) respondents agreed that the organization has a clear ethical code that all employees are expected to follow, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.








Table 11: Employee’s ethical conduct improves overall job satisfaction
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	24
	60

	Agree
	12
	30

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 11 above showed that 24 (60%) respondents strongly agreed and 12 (30%) respondents agreed that employee’s ethical conduct improves overall job satisfaction, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.


Table 12: Ethical conduct among employees leads to better teamwork and collaboration
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	25
	62

	Agree
	11
	28

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 12 above showed that 25 (62%) respondents strongly agreed and 11 (28%) respondents agreed that ethical conduct among employees leads to better teamwork and collaboration, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 13: Ethical conduct affects the long-term success of the organization
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	28
	70

	Agree
	9
	20

	Disagree
	2
	5

	Strongly Disagree
	1
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 13 above showed that 28 (70%) respondents strongly agreed and 9 (20%) respondents agreed that ethical conduct affects the long-term success of the organization, while 2 (5%) respondents disagreed and 1 (5%) respondent strongly disagreed with the statement respectively.



Table 14: The organization rewards employees for ethical behavior
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	20
	50

	Agree
	12
	30

	Disagree
	5
	12

	Strongly Disagree
	3
	8

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 14 above showed that 20 (50%) respondents strongly agreed and 12 (30%) respondents agreed that the organization rewards employees for ethical behavior, while 5 (12%) respondents disagreed and 3 (8%) respondents strongly disagreed with the statement respectively.



Table 15: Ethical behavior impacts the organization’s ability to attract and
                    retain top talent

	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	26
	65

	Agree
	10
	25

	Disagree
	3
	8

	Strongly Disagree
	1
	2

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 15 above showed that 26 (65%) respondents strongly agreed and 10 (25%) respondents agreed that ethical behavior impacts the organization’s ability to attract and retain top talent, while 3 (8%) respondents disagreed and 1 (2%) respondent strongly disagreed with the statement respectively.



Table 16: The ethical conduct of employees affects their productivity levels

	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	24
	60

	Agree
	12
	30

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025

Table 16 above showed that 24 (60%) respondents strongly agreed and 12 (30%) respondents agreed that the ethical conduct of employees affects their productivity levels, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 17: The organization has a mechanism for monitoring ethical behavior
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	22
	55

	Agree
	14
	35

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 17 above showed that 22 (55%) respondents strongly agreed and 14 (35%) respondents agreed that the organization has a mechanism for monitoring ethical behavior, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.




Table 18: Ethical conduct promotes a positive work environment

	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	26
	65

	Agree
	10
	25

	Disagree
	3
	7

	Strongly Disagree
	1
	3

	Total
	40
	100


Source: Researcher's fieldwork 2025

Table 18 above showed that 26 (65%) respondents strongly agreed and 10 (25%) respondents agreed that ethical conduct promotes a positive work environment, while 3 (7%) respondents disagreed and 1 (3%) respondent strongly disagreed with the statement respectively.



Table 19: The organization’s ethical conduct improves relationships with stakeholders
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	24
	60

	Agree
	12
	30

	Disagree
	2
	5

	Strongly Disagree
	2
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025
Table 19 above showed that 24 (60%) respondents strongly agreed and 12 (30%) respondents agreed that the organization’s ethical conduct improves relationships with stakeholders, while 2 (5%) respondents disagreed and 2 (5%) respondents strongly disagreed with the statement respectively.



Table 20: Ethical conduct among employees enhances organizational performance
	Options
	No of Respondents
	Percentage (%)

	Strongly Agree
	28
	70

	Agree
	9
	20

	Disagree
	2
	5

	Strongly Disagree
	1
	5

	Total
	40
	100


Source: Researcher's fieldwork 2025

Table 20 above showed that 28 (70%) respondents strongly agreed and 9 (20%) respondents agreed that ethical conduct among employees enhances organizational performance, while 2 (5%) respondents disagreed and 1 (5%) respondent strongly disagreed with the statement respectively.







CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1   Summary
This study explored the impact of employees' ethical conduct on enhancing the image of an organization. The research sought to determine how employees’ ethical behavior influences job satisfaction, teamwork, organizational performance, and relationships with stakeholders. The study was conducted through a survey administered to 200 employees from various organizations, with data analyzed using descriptive statistics.
The results indicated a strong correlation between ethical conduct and improved job satisfaction, better teamwork, enhanced organizational success, and positive relationships with stakeholders. A majority of respondents strongly agreed that ethical behavior contributes to a positive organizational image, improves overall performance, and promotes a more collaborative work environment. Ethical conduct was also linked to an organization's ability to attract and retain top talent and its success in maintaining long-term relationships with stakeholders.
5.2   Conclusion
The findings of this research suggested that employees ethical conduct is not only critical to the internal success of an organization but also plays a significant role in enhancing its external reputation. Employees who engage in ethical behaviors contribute positively to the organizational culture, increase job satisfaction, improve teamwork, and drive the organization toward greater performance and long-term sustainability. Ethical conduct strengthens the relationship between the organization and its stakeholders, ensuring that the company’s public image remains strong and its competitive position is maintained.
Moreover, organizations that prioritize and reward ethical behavior tend to foster an environment of trust and respect. This, in turn, increases employees' engagement, their sense of ownership, and commitment to the organization's objectives. Therefore, organizations that invest in ethics training and emphasize ethical behavior are likely to experience both improved internal operations and enhanced external perceptions.
5.3   Recommendations
Based on the findings of the study, the following recommendations are made to organizations seeking to enhance their image through employee’s ethical conduct:
1. Ethical Training Programs: Organizations should implement regular ethics training programs to ensure that employees understand the organization's ethical standards and expectations. These programs should be aligned with the organization’s values and tailored to different roles within the company to maximize their impact.
2. Reward Ethical Behavior: Organizations should establish recognition and reward systems for employees who consistently demonstrate ethical behavior. Acknowledging and rewarding ethical conduct not only motivates individual employees but also sets a standard for others to follow.
3. Establish Clear Ethical Policies: It is essential for organizations to have a well-defined and transparent code of ethics that outlines acceptable behaviors and the consequences of unethical actions. Clear policies help employees understand the importance of maintaining high ethical standards and provide a framework for decision-making.
4. Encourage Open Communication: Employees should feel comfortable discussing ethical dilemmas without fear of retribution. Organizations should create an open communication environment that encourages the reporting of unethical conduct and provides mechanisms for employees to seek advice on ethical issues.
5. Monitor and Evaluate Ethical Practices: Organizations should conduct regular audits and surveys to assess the effectiveness of their ethics programs and make improvements where necessary. Regular monitoring of ethical practices is crucial to ensure that the ethical culture remains intact. 
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APPENDIX I
KWARA STATE POLYTECHNIC, ILORIN, NIGERIA.
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT

Dear Respondent, 
I am a student in the Kwara State Polytechnic, Ilorin, Nigeria. I am at present conducting research and writing a project on IMPACT OF EMPLOYEE’S ETHICAL CONDUCT IN ENHANCING THE IMAGE OF AN ORGANIZATION.
The exercise is important in partial fulfillment of the requirements for the award of Higher National Diploma in Office Technology and Management.

Rest assured that the researcher ethics of anonymity and confidentially will be strictly adhered to. 

Yours faithfully,


                                                    AHMED, RISIKAT TINUOLA
 HND/23/OTM/FT/0010



APPENDIX II
KWARA STATE POLYTECHNIC, ILORIN, NIGERIA.
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT

Dear Sir/Madam, 
RESEARCH QUESTIONNAIRE
	This questionnaire is designed to solicit information from you on “IMPACT OF EMPLOYEE’S ETHICAL CONDUCT IN ENHANCING THE IMAGE OF AN ORGANIZATION” kindly complete the questions below. Please you are assured that information supplied will be treated with utmost confidentiality.

Yours faithfully,


                                                 AHMED RISIKAT TINUOLA
HND/23/OTM/FT/0010


QUESTIONNAIRE
1. Does employee’s ethical conduct improve the organization’s reputation?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
2. Does the ethical conduct of employees positively affect customer trust?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
3. Does ethical conduct result in higher employee morale?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
4. Do employees believe that ethical behavior is valued in the workplace?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
5. Does the organization provide sufficient training on ethical conduct for employees?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
6. Do employees feel responsible for upholding ethical standards in the workplace?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
7. Do employees understand the importance of maintaining ethical conduct in the organization?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
8. Do the organization’s ethical guidelines help in managing employee conflicts?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
9. Do employees feel that ethical misconduct is dealt with fairly by the organization?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
10. Does the organization have a clear ethical code that all employees are expected to follow?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
11. Does employee’s ethical conduct improve overall job satisfaction?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
12. Does ethical conduct among employees lead to better teamwork and collaboration?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
13. Does ethical conduct affect the long-term success of the organization?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
14. Does the organization reward employees for ethical behavior?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )

15. Does ethical behavior impact the organization’s ability to attract and retain top talent?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
16. Does the ethical conduct of employees affect their productivity levels?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
17. Does the organization have a mechanism for monitoring ethical behavior?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
18. Does ethical conduct promote a positive work environment?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
19. Does the organization’s ethical conduct improve relationships with stakeholders?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
20. Does ethical conduct among employees enhance organizational performance?
(a) Strongly Agree ( )	(b) Agree ( )	(c) Disagree ( )
(d) Strongly Disagree ( )
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