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ABSTRACT

This study was anchored on the impact of organizational ethics on employee performance, a study of Kwara State Civil Service Commission. The specific objectives of the study were to; examine the effect of corporate ethics on organizational effectiveness, investigate the impact of corporate values on organizational performance. The study was guided by a descriptive survey design because it gives detailed information about issues, problems, events and describes events as they are. Both primary and secondary data were used. The population of the study was 150 employees and the sample size of 109 respondents was obtained using Taro Yamane sampling techniques. The researcher used questionnaire for data collection. The data gathered for the study was analyzed using descriptive analysis. Pearson correlation was used to test hypotheses with the aid of statistical packages for social sciences (SPSS). The empirical result of the study showed that there was positive effect of corporate ethics on organizational effectiveness. Also, corporate values had a positive impact on organizational performance. The study recommended that since the study showed that there was positive effect of corporate ethics on organizational effectiveness, the service commission should make and implement policies that will encourage corporate ethics in the organization.
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CHAPTER ONE
INTRODUCTION
1.0 Background to the study
Ethics is considered an important and essential pillar in the community. It is exceeding in its concept and its role in social structure. The role of the officer and controller is on a personal and social level. And since long time ago until nowadays we find that all the Divine religions urged on high morals and on fair dealing among others, and the moral interval constitute the corner's stone for human. The moral values in our societies consider one of its important basics, and it is important elements, and the different constitutions can support this organization and establishing its needs.
Organizational Ethical behavior and the prevailing system of employment relations in the workplace is very important for employee performance, general development, the production of goods and services, both for domestic consumption and international trade and the inclusive benefits of sustainable human developments. In other words, how well organizations adhere to ethical standards, obviously, determines the well-being of all the stakeholders, the organization’s productivity and the subsequent profitability, as well as the macroeconomic growth and development of the nation (Adeyeye, Aina, & Ige, 2012 cited in Adeyeye, Adeniji, Osinbanjo & Oludayo, 2015).
Ethics are not limited to a specific field without the other, but include all the aspects of life and business field including the administrative business. Jobs of it different types have its own ethics and quire legislations that give the individuals rights that ensure the safety and stability. In addition to the ethical values that organize the business of different profession owners in public jobs or private, which recognize as business ethics. Business ethics depend on study human's behavior to know what is true and what is false and what is the standards and the rules that govern this behavior. They put considerations when the ethics is applied in business summarized the balance between earnings and between the needs of the society and it cannot be success without achieving this balance (Abu Juma, 2002). Business ethics concept consists of a group of values, norms and prevailing traditions in a specific environmental of business, and based on it, it determines what are the standards that will judge the individual's behaviors. 
The performance of any company is affected by the work ethics that exist in its employees. Having a good work ethic causes the employees to make physical, mental, and emotional efforts in his work to fulfil and even exceed expectations. The word ethics came from the Greek word ethos, which means a characteristic way of acting (Hartman and Desjardins, 2011; Miñon, 2017). According to “(Sapada et al., 2018), work ethic is employees who have a high commitment to the organization and then are more likely to make changes where the changes do not have the potential to change the basic values and goals of the organization and are considered beneficial to the organization, compared with work ethic employees who are less supportive and less committed to their organizations who are more likely to make changes. Ethics are shaped by habits, cultural influences and the value system that is believed.”
Farouk and Jabeen (2018) noted that the significance of an ethical climate to achieve sustained competitive advantage has gained increased scholarly and practitioner interest. There is growing evidence that unethical decisions often undermine the performance of organizations (Pelletier and Bligh, 2006). Organizations are under tremendous pressure to maintain a conducive ethical climate and to pursue socially responsible behavior (Kapstein, 2001).

1.2	Statement of the problem
Recent research has shown there is an endemic increase in failed businesses solely based on ethical bankruptcy of organizations. Lings (2014) pointed out that there is apparently a very high rate of business failure among small to medium enterprises. It may not be possible to blend the interests of various groups, but through the harmonious relationship between management and employees, corporate bodies and their environments, something could be done to stabilize corporate bodies and prevent them from failure (Dietz and Gillespie, 2012). This problem has birthed the new interest in the study of ethics in workplace and how it affects general performance of organizations. As evidence by the awful experience of Enron, Tyco and WorldCom corporate scandal, organizational ethics is found to be one of the most critical factors affecting not only organizational performance and effectiveness but also its corporate existence and survival (Byoung, Hyoung and Wook,2013).
Man's abysmal failure to uphold ethical behavior within the framework of employment relationship, necessitates continuous interrogation of the complex issues, which arise from the asymmetry between productivity and employees' commitment. Lack of ethical behaviors in organizations affect employee relations. When a manager or head of a business exhibits a lack of ethical behavior, he faces losing the respect of his employees. It is difficult to have a successful business without well-respected leaders. A lack of ethical behavior can also cause tension among employees, with some employees resenting those who do not play by the rules and still manage to get ahead. Unethical behavior in the workplace also has the potential to lead to a lack of trust among employees, which is detrimental to a business that relies on collaboration and a sense of community. It leads to damage to company credibility. If a lack of ethics in a business becomes public knowledge, that business loses credibility. While some businesses survive public knowledge of a lack of ethics through reimaging and advertising campaigns, many lose a key customer base. Even if a business recovers from news about its lack of ethics, it takes a lot of time and money to restore its image and consumer confidence. Customers that abandon a company because they are dismayed by poor ethical practices will find other products and services to meet their needs. Those customers are difficult to win back, even after ethical lapses are a thing of the past.
Employees who are not satisfied, committed and engaged in their work are difficult to work with. They are like mosquitoes that suck the blood of their victims. That is, they hinder the creation of positive ideas and infect their co-workers with their bad behavior, (Judge and Church, 2000). An individual in a working team who repetitively displays negativity or complains about everything prevents other employees to share ideas that could have positive influences on work and performance. This is believed to have led to low organizational performance. It is against this backdrop that this study intends to examine the impact of organizational ethics on employee performance of Kwara State Civil Service Commission.
1.3	Research questions
I. 	Does corporate ethics affect employee’s effectiveness?
II	To what extent does corporate values affect employee performance?
1.4	Objectives of the study
The main objective of this study is to examine the impact of organizational ethics on employee performance, a study of Kwara State Civil Service Commission. The specific objectives of the study were to; 
I. 	To examine the effect of corporate ethics on employee’s effectiveness
II. 	To Investigate the impact of corporate values on employee’s performance.
1.5	Research hypotheses
In tandem with the above objectives, the following null hypotheses are formulated
HO1: There is no significant effect of corporate ethics on employee’s effectiveness
HO2: Corporate values have no significant impact on employee’s performance.
1.6	Significance of the study
This study is vital and useful to the government, private and public organizations in Nigeria to evaluate how organizational ethics have an effect on employee’s performance. This study also helps airline industries in the country to review their organizational ethics and trace how they affect employees of the commission.
This study will be another reference to scholars and researchers who intends to explore the same phenomena in more details
1.7  	Scope of the study
The study comprises of some selected employees in various departments from Kwara State Civil Service Commission in Kwara State
1.8	Definition of terms
Organizational ethics: Organizational ethics can be described as a set of values, which include the right attitude, correct behavior, respect for others and effective communication in the workplace.
Employee performance: Job related activities expected of an employee and how well those activities were executed.
Ethics: A set of moral principles, especially one relating to or affirming a specified group, field, or form of conduct.















CHAPTER TWO
LITERATURE REVIEW
2.0	Conceptual review
2.1.1	Concept of organizational ethics
Ethics refers to principles that define behavior as right, good and proper. Such principles do not always dictate a single "moral" course of action, but provide a means of evaluating and deciding among competing options. Ethics is concerned with how a moral person should behave, whereas values are the inner judgments that determine how a person actually behaves. Values concern ethics when they pertain to beliefs about what is right and wrong. Most values, however, have nothing to do with ethics. For instance, the desire for health and wealth are values, but not ethical values. Importance of advertising is significant but on the other hand, one cannot avoid its bad impact on the society and culture (Simons, 2002). 
 Ethics describes a generally accepted set of moral principles 
 Morals describe the goodness or badness or right or wrong of actions. 
 Values describes individual or personal standards of what is valuable or important (Zheng, Sharanand Wei, 2010).
 Most people have convictions about what is right and wrong based on religious beliefs, cultural roots, family background, personal experiences, laws, organizational values, professional norms and political habits. Ethical values such as trustworthiness, respect, responsibility, fairness, caring and citizenship personal and professional beliefs vary over time, among cultures and among members of the same society. They are a source of continuous historical disagreement, even wars. There is nothing wrong with having strong personal and professional moral convictions about right and wrong, but unfortunately, some people are "moral imperialists" who seek to impose their personal moral judgments on others. The universal ethical value of respect for others dictates honoring the dignity and autonomy of each person and cautions against self-righteousness in areas of legitimate controversy (Sokefun, 2004).
Corporate Ethics 
Business ethics (also known as corporate ethics) is a form of applied ethics or professional ethics, that examines ethical principles and moral or ethical problems that can arise in a business environment. It applies to all aspects of business conduct and is relevant to the conduct of individuals and entire organizations. These ethics originate from individuals, organizational statements or from the legal system. These norms, values, ethical, and unethical practices are what is used to guide business. They help those businesses maintain a better connection with their stakeholders (Bryman and Emma, 2003). Business ethics refers to contemporary organizational standards, principles, sets of values and norms that govern the actions and behavior of an individual in the business organization. Business ethics have two dimensions, normative business ethics or descriptive business ethics. As a corporate practice and a career specialization, the field is primarily normative. Academics attempting to understand business behavior employ descriptive methods. The range and quantity of business ethical issues reflects the interaction of profit-maximizing behavior with non-economic concerns (Akintayo D. I. (2010).
Corporate Values 
The core values of an organization are those values we hold which form the foundation on which we perform work and conduct ourselves. We have an entire universe of values, but some of them are so primary, so important to us that throughout the changes in society, government, politics, and technology they are still the core values we will abide by. In an ever-changing world, core values are constant. Core values are not descriptions of the work we do or the strategies we employ to accomplish our mission. The values underlie our work, how interact with each other, and which strategies we employ to fulfill our mission. The core values are the basic elements of how we go about our work. They are the practices we use (or should be using) every day in everything we do (Aluko, 2007).
Shahrul, Mohd-Nur, Siti & Siti (2016) viewed organizational ethics as a cultural norm that advocates people to be held accountable and responsible for the work, they do based on the belief that work has intrinsic value to the individual in an organization. For Langlois & Schlegelmilch (1990), an organizational code of ethics is simply a statement of corporate principles, ethics, rules of conduct, code of practice or company philosophy regarding responsibility to employees, shareholders, consumers, the environment or any other aspects of society external to the organization. Similarly, Agboola, Epetimehin, Akinyele & Ashipaoloye (2015) describes organizational ethics to be part of the responsibilities of the organization and thus, expected employee commitments enclosed in the core values and principles of the organization. This suggest that, organizational ethics can be widely seen as the guideline an organization and its executives can use to generate sound decisions. This is so because the organizational ethics comprises of the set standards articulated in law and regulations, internal policy, and procedures. For instance, being honest, working with integrity, respect, and fairness are based on the principles, which are expected from employees and customers in terms of service delivery, product quality, health, safety, and efficiency. Various measures of organizational ethics have been used in assessing compliance to certain behaviors and set ethical requirements. Although different organizations set different tools of organizational ethics in achieving their desired vision, the most critical of these measures are reflected in the perspective of organizational discipline, teamwork, organizational commitment and work Attitude.
Organizational Discipline
 Dumisan (2012) viewed discipline to be an observance and total compliance to the rules and regulations of a society, community or organization. Employee perception of an organization is a determining factor of organizational misconduct. When employees believe that their organization is fair, it is unlikely that they will be involved in misconducts (De Schrijver, Delbeke, Maesschalck, Pleysier, 2010). Due to the conflicting interests of employees, there is a tendency for behavioral attitudes to deviate from the established rules and regulations of the organizations (Idris & Alegbeleye, 2015). Discipline must be instilled to rehabilitate employees‟ misbehavior due to violation of work policy and standards. Disciplinary guidelines are used for maintaining the work standard that must be adopted by employees. A reasonable level of predictable behavior is expected from employees for the accomplishment of organizational objectives. The lack of adequate disciplinary measures in an organization spurs ineffectiveness and ineptitude on the part of such organization (Nwosu & Ugwuerua, 2015). 
Teamwork
 Teamwork is the ability to work together towards a common vision. It is a well-known fact that teamwork is not only the foundation of all successful managements, but the means of improving overall results in organizational productivity. It is that variable that allows common people to attain uncommon results. Teamwork facilitates employees to cooperate with each other, improve their skills and deliver useful response without any dispute between them (Jones, Richard, Paul, Sloane & Peter, 2007). The essence of teamwork is to encourage division of labour, specialization and ultimately increased productivity. The importance of teamwork in terms of productivity sees employees coming together to achieve same goals and objective for the good of the organization.
Organizational Commitment 
The concept of organizational commitment, when used as predictors of employee retention, has become the focus of managers in general and human resources departments in many organizations (Idris, 2014). Faloye (2014) suggested that when organizations can recruit, train, and then retain skilled individuals, the overall stability of the organization is maintained, both in terms of productivity and financial viability. Organizational commitment has been assessed as a controlling factor of employee retention in several studies. Nelson and Quick (2008) and Tuna, Ghazzawi, Tuna & Catir (2016) among others have noted that, the extent of how strongly an individual identifies with an organization is a predictor of the individual‟s organizational commitment. Employees who are committed have a sense of purpose that may help them to advance organizational goals and objectives (Tuna, Ghazzawi, Tuna & Catir,2011)
The Importance of Ethics in Organizations
  Builds a Positive Corporate Culture An organization devoting resources to developing policies and procedures that encourage ethical actions builds a positive corporate culture. Team member morale improves when employees feel protected against retaliation for personal beliefs. These policies include anti-discriminatory rules, open door policies and equal opportunities for growth. When employees feel good about being at work, the overall feeling in the organization is more positive. This breeds organizational loyalty and productivity, because employees feel good about showing up for work. 
 Boosts Consumer Confidence An organization can lose consumer confidence very quickly with a few bad online reviews. Organizations have to retain consumer loyalty through ethical practices that start with fair and honest advertising methods and continue through the entire sales process. One area that organizations can lose consumer confidence is failing to honor guarantees or negatively deal with complaints. This is why consistent policies and employee training is imperative. Companies must direct employees on how to treat customers according to its core values (Pattison and Edgar, 2011). When an organization takes the time to identify what is important to consumers and its target market, it is better able to set value statements and protocols to meet higher ethical standards. For example, a coffee distributor that focuses on fair trade and farming sustainability, builds a brand supporting environmental and social responsibility.  Reduces Financial Liabilities Organizations that don't develop policies on ethical standards risk financial liabilities. The first liability is a reduction in sales. For example, a real estate development company can lose customer interest and sales if its development reduces the size of an animal sanctuary. This doesn't mean a company must abandon growth. Finding an ethically responsible middle ground is imperative to sway public opinion away from corporate greed and toward environmental responsibility (Rajendran and Raduan, 2005). 
 Minimizes Potential Lawsuits The second area of financial liability exists with potential lawsuits. No organization is exempt from a disgruntled employee or customer who claims discrimination. Sexual discrimination in the workplace is costing CEOs, politicians and celebrities their livelihood because they are not appropriately dealing with accusations and harassment claims. Organizations must maintain policies and procedures addressing various types of harassment and discrimination. Moreover, organizations must remain consistent in the execution of policies dealing with accusations. This helps reduce frivolous lawsuits that could bankrupt smaller organizations.
Advantages of Ethical Behavior in Business
  Build Customer Loyalty Consumers may let a company take advantage of them once, but if they believe they have been treated unfairly, such as by being overcharged, they will not be repeat customers. Having a loyal customer base is one of the keys to long-range business success because serving an existing customer doesn’t involve marketing cost, as does acquiring a new one (Robbins and Judge 2007). 
 Enhance a Company's Reputation A company’s reputation for ethical behavior can help it create a more positive image in the marketplace, which can bring in new customers through word-of-mouth referrals. Conversely, a reputation for unethical dealings hurts the company’s chances to obtain new customers, particularly in this age of social networking when dissatisfied customers can quickly disseminate information about the negative experience they had (Obasi, 2003). 
 Retain Good Employees Talented individuals at all levels of an organization want to be compensated fairly for their work and dedication. They want career advancement within the organization to be based on the quality of the work they do and not on favoritism. They want to be part of a company whose management team tells them the truth about what is going on, such as when layoffs or reorganizations are being contemplated. Companies who are fair and open in their dealings with employees have a better chance of retaining the most talented people. Employees who do not believe the compensation methodology is fair are often not as dedicated to their jobs as they could be (Noe, Hollenbeck, Gerhartand Wright, 2004). 
 Positive Work Environment Employees have a responsibility to be ethical from the moment they have their first job interview. They must be honest about their capabilities and experience. Ethical employees are perceived as team players rather than as individuals just out for themselves. They develop positive relationships with coworkers. Their supervisors trust them with confidential information and they are often given more autonomy as a result (Obasi, 2003). Employees who are caught in lies by their supervisors damage their chances of advancement within the organization and may risk being fired. An extreme case of poor ethics is employee theft. In some industries, this can cost the business a significant amount of money, such as restaurants whose employees steal food from the storage locker or freezer.
  Avoid Legal Problems At times, a company’s management may be tempted to cut corners in pursuit of profit, such as not fully complying with environmental regulations or labor laws, ignoring worker safety hazards or using substandard materials in their products. The penalties for being caught can be severe, including legal fees and fines or sanctions by governmental agencies. The resulting negative publicity can cause long-range damage to the company’s reputation that is even more costly than the legal fees or fines. Companies that maintain the highest ethical standards take the time to train every member of the organization about the conduct that is expected of them (Adeyeye, 2010).
Challenges Hindering the Implementation of Ethics in an Organization 
According to Arnold (2009), the following are the challenges hindering the implementation of ethics in an organization; 
 Knowledge-Sharing Barrier In today's dynamic competitive market, companies need to develop and share new knowledge to solve competitive problems. There is a link between sharing knowledge and solving business problems. A dysfunctional culture is a barrier to effective knowledge sharing and organizational learning. 
 Self-Interest and Commitment It is in the interest of the company to develop a culture of loyalty and cooperation. However, a hierarchical authority structure sets employees vying for more power and compensation. This can create unnecessary internal competition and distract from attaining organizational goals. 
 Corporate Governance Sometimes in response to intense competitive pressure or corporate greed, companies develop a culture that condones unethical and immoral competitive behavior. Many corporate scandals are rooted in the mentality that the only focus of the business should be on winning the competitive race at any cost. Defining competitive tactics at the gray area between the unethical and the illegal can lead to regulatory backlash and the demise of the business (Arvey and Jones, 2005). 
 Subcultures Analyzing corporate culture is difficult because employees are subject to different cultural influences. Subgroups in the company may have their own cultures. Plurality of cultures in an organization is accentuated when there is less interaction between different groups. Conflicting values in the organization can reduce synergies between different departments and ultimately reduce organizational effectiveness. 
 Invisible Culture Corporate culture has both visible and invisible levels. The visible level of culture includes mottoes, dress codes and physical settings. The invisible level includes underlying values, beliefs and attitudes. It is easy to ignore the invisible level of culture, but this level has an important impact on organizational change efforts (Charles-Pauvers and Wang, 2006).
2.1.2	Concept of employee performance
Anitha, (2013) defined employee performance as an indicator of financial or other outcome of the employee that has a direct connection with the performance of the organization as well as its achievement, further revealed that working atmosphere, leadership, team and co-worker relationship, training and career development, reward programme, guidelines and procedures and workstation wellbeing as well as employee engagement are major factors that determine employee performance. According to Ahmad and Shahzad (2011), apparent employee performance embodies the whole belief of the employee about their conduct and contributions to the accomplishment of the organization and further stated that compensation practices, performance evaluation and promotional practices as a determinant of employee performance. Employee’s job performance is the level of individual employee productivity in relation to job related behavior or expectations (Babin & Bolos, 1998), such performance could be judged excellent, good, average or poor when expectations are compared with actual output. Performance in this sense relate to task performance which is behavior oriented depending on the attitude of job holder towards job (Werner, 2000), in the words of Aluko (2000), work behavior refers to „all human acts which are exhibited in work situation‟. He opines that to have a good performance at a micro level there must be interaction between work and employees. Such interaction involves the behavioral aspect of the work (job content analysis) which if not properly guided could result into deviation from its initial planned activity in the form of poor performance. This guide is called „work ethic‟. When it is strong, it promotes excellent performance of the job but if otherwise, that is weak, poor performance result whether in the short or long run (Adewale, et al 2015).
2.2	Theoretical review
The relationship between organizational ethics and employee job performance can be best explained by the Labour Process Theory, which was originally formulated by Karl Marx and expanded by Newton and Findlay (1996). The „labour process‟ perspective on the ordering of work suggests that managerial action is chiefly motivated by capital-labour relations, by strategies of employers and their agents to try and control and stabilize the „unruly‟ element/factor of production, namely living labour. It is assumed that employer buys a mere capacity to work when a worker is hired; an embodied capacity that walks into and out of the workplace and must be managed with consent. Management must control or manage this capacity. In this context, exercises this control in form of laid down organizational ethics that are to be adhered to by employees. This theory is conventionally and rightly listed as one of the analytical resources for Critical Management Studies. Consequently, this gives a comprehensive understanding of the relationship between the study variables and ultimately proffering some insight as to improved change. The theory argued for how organization can move away from the belief in freedom of employees to act the way they want and establish control mechanisms at their disposal. According Adewale, et al (2015) organizations are constantly seeking ways to improve the effectiveness of control mechanisms to achieve job performance. This in a way promote what work behavior will bring about desired level of job performance in the form of organizational ethics.
2.3	Empirical review
Several empirical literatures examined the relationship between Organizational Ethics and Employee Performance in both developing and developed countries. For instance, Adeyeye, Adeniji, Osinbanjo & Oludayo, (2015) examined the effects of etiquette and unethical behavior on employee commitment and productivity in Nigeria using a descriptive survey research design. The data collected were analyzed through Structural Equation Modelling using descriptive statistics. Findings from their study shows that significant relationship exists between ethical standards and organizational productivity, in Nigeria and that integrity and discipline have negative impact on improved productivity level of the organization, which could be attributed to the nature of these virtues being abstract and could only be seen or observed overtime. Their study recommends that all government agencies such as National Pension Commission (PENCOM), Nigerian Investment Promotion Commission (NIPC), Economic & Financial Crimes Commission & Independent Corrupt Practices, etc. saddled with the duty of ensuring etiquette in workplaces, should discharge their responsibilities more diligently and sanction organizations found guilty of unethical conducts in business concern and employment relationships.
Agboola et al (2015) reviewed that Employee level of productivity is one of the many possible outcomes of ethical issues in an organization. An organization with strong ethical beliefs leads to a greater sense of commitment among its employees. Their paper established the relationship between organizational ethics and employee level of productivity in higher education institution (private university) in Nigeria. The authors utilized both explorative and cross-sectional survey research method to gather the needed information. The gathered data were analyzed with the use of frequency, percentage, standard multiple regression analysis and correlation analysis. The findings of the study revealed that Wasted Time, Leisure, Degree of Gratification, Self-reliance, Centrality of Work, Hard Work, and Morality are not statistically significant to employee rewards and hours worked. The study recommends that Private universities should embark on creating leisure periods for their faculty in order to increase their level of productivity. 
Byoung et al (2013) examine how an organization’s ethical climate positively relates to its financial performance by considering an organization’s innovation, a support for innovation and performance evaluation. Data for their study were collected from employees and managers of 41subsidiaries of a conglomerate in South Korea through survey questionnaires. Their findings indicate that an organization’s ethical climate is positively related to financial performance, and its positive relationship is mediated by an organization’s innovation. The result also shows that a support for innovation has the moderating effect, such that the positive influence of an organization’s ethical climate on its innovation increases when a support for innovation is high. Their study indicates that an organization’s ethical climate can be a critical predictor of its innovation as well as financial performance. In this regard, organizations should pay attention to employees‟ perceptions of the organization’s ethical climate.
Davies (2015) examined the relationship between perceived organizational ethical climate and employee commitment in the Australian hospitality industry. The objective of this study was to explore the relationship between perceived organizational ethical climate and the commitment of employees towards their organization to determine whether employees' perceptions of the organizational ethical climate influence their commitment, as well as the associated implications. A quantitative survey was conducted on an organizational sample of 86 participants at the individual and local organizational levels in a hospitality organization in Australia. The measuring instruments utilized were the Ethical Climate Questionnaire (ECQ) and the Employee Commitment Survey (ECS). A positivist approach utilizing, inter alia, factor and regression analysis was followed. The data revealed significant relationships between the perceived organizational ethical climate and employee commitment at the individual and local levels. The practiced ethical climate of an organization has a significant relationship with employee commitment. Organizations concerned with retaining employees and improving overall organizational performance should ensure that ethical cultures and climates are well-embedded within the organization. The study recommended that the need for ethically-sound climates within organizations as this drives employees to be increasingly committed. Such commitment contributes to the overall success of the organization.


CHAPTER THREE
METHODOLOGY
3.0		Preamble
In this chapter, the different kinds of methods employed to achieve the objectives of this research work are discussed. It is focused on the research design, the population of the study, sample and sampling techniques, research instrument, validity and reliability of the instrument, methods of data collection and methods of data analysis.
3.1	Research Design
This study adopted survey research method since data were gathered using questionnaire as a primary source of data. This involved a careful observation of the existing attributes of event to give picture of the population in order to gather relevant answers from knowledgeable employees‟ ideas.
3.2	Population of the Study 
The population of this study comprises of 150 staff of Kwara State Civil Service. 
 3.3	Sample size and Sampling Technique
Considering the study population size of 150, the determination of an appropriate sample size selection from the total study population is therefore required. For the purpose of this study, the Raosoft (2019) online sample size calculator is used for the determination of the total sample to be selected from the total population. This sample size calculator is accessible on the internet by visiting http://www.raosoft.com/samplesize.html. However, using the Raosoft (2004) online sample size calculator, it was estimated that a total sample of one 109 is appropriate for selection from to total population of 150. Hence from the total population of 150, the total sample selected was 109.
For the selection of the estimated sample size from the total population, a simple random sampling technique in sharing the questionnaires were adopted.
3.4		Research Instrument
The data used in this research were elicited using primary source. Questionnaire as a primary source of data was designed and adopted as the major instrument for gathering information from the sample audience drawn from the total population of the study. A structured questionnaire was designed on a 5-Point Likert Scale in two (2) sections ‘A’ and ‘B’. While section ‘A’ is structured to elicit demographic information of the respondents, section 'B' contained carefully structured question items for measuring the constructs considered in this study. The questionnaire shall be personally administered by the researcher, with the help of one other research assistant.
3.5		Validity and Reliability of the Instrument
Validity of the research instrument was ascertained by submitting a draft copy of the questionnaire to the project supervisor and other management specialist, who assessed the instrument to ensure that all variables and proxies relevant to this research were included and measured appropriately.
The reliability of instrument on the other hand was tested using the Cronbach’s Alpha Coefficient. The test result presented a Cronbach’s Alpha Coefficient of .914 indicate that the instrument has high level of internal consistency and reliability.
3.6		Methods of Data Analysis
For the analysis of the data to be gathered using the questionnaire adopted as the research instrument, descriptive and inferential statistical tools were adopted. Descriptive statistics like frequency counts, percentages and tabulation were employed for the presentation of the information gathered, while multiple regression as an inferential statistical tool was adopted for the test of the proposed study hypothesis. However, in order to ease the whole processes in the data analysis, all the analysis were carried out with the aid of the Statistical Package for the Social Sciences (SPSS).

















CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0 Preamble
This chapter deals with the presentation and analysis of data collected from administered questionnaire from the field study. Section ‘A’ focused on the background information of the respondents while section ‘B’ dealt with relevant questions on the research study. However, despite the fact that, 109 copies of the questionnaire were administered by the researcher, only 100 copies were returned by the respondents, making a total of 91.7% response rate. Tabular presentation and interpretation of data on operational variables were given attention. The last section covers the presentation and interpretation of estimated parameters from the regression models specified in Chapter three. From the models estimated, the research hypotheses formulated in Chapter one was tested to ascertain the achievement of the objectives of the study.
4.1 Presentation and Interpretation of Responses on Demographic Data
	Table 4.1: Respondents’ Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Male
	72
	72.4
	72.4
	72.4

	
	Female
	28
	27.6
	27.6
	100.0

	
	Total
	100
	100.0
	100.0
	


Source:   Researcher’s Analysis, 2025
Table 4.1 above shows that 72 (72.4%) of the respondents are male, while the remaining 28 (27.6%) are female. This means that majority of the employees in Kwara Civil service commission are male. 
	Table 4.2: Respondents’ Department

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Accounting
	12
	11.5
	11.5
	11.5

	
	Audit
	6
	6.3
	6.3
	17.7

	
	Procurement
	44
	43.8
	43.8
	61.5

	
	ICT
	21
	21.4
	21.4
	82.8

	
	 Security
	17
	17.2
	17.2
	100.0

	
	Total
	100
	100.0
	100.0
	


Source:   Researcher’s Analysis, 2025
The above table shows that 12(11.5%) of the study respondents are staff of accounting department of the organization used in this study, 6(6.3%) work in the audit department, 44(43.8%) of the respondents work with the organization’s procurement department, another 21(21.4%) are staff of ICT department, while the remaining 17 (17.2%) are Security department. 
	Table 4.3: Respondent’ Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	25 & below
	11
	10.9
	10.9
	10.9

	
	26 to 35
	52
	51.6
	51.6
	62.5

	
	36 to 45
	26
	26.0
	26.0
	88.5

	
	46 & above
	12
	11.5
	11.5
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Researcher’s Analysis, 2025
Table 4.3 shows that 11(10.9%) of the respondents are between ages 25 and below, 52(51.6%) fall between ages 26 and 35, 26 (26%) fall between ages 36 and 45, while the remaining 12 are between ages 46 and above. This means that more than half of the employees of the organization are adults. The implication of this is that the organization has pool of employees that are energetic.

4.2	Data presentation
Research Question 1: What is the effect of corporate ethics on organizational effectiveness? 
Table 4.2.1: To examine the Effect of Corporate Ethics on Organizational Effectiveness
	S/N
	Item statement
	SA
	A
	N
	D
	SD
	X
	sd
	Remark

	a
	Corporate ethics boost organizational efficiency
	32
	26
	14
	14
	14
	3.48
	1.425
	Accept

	b
	There is a positive correlation between organizational survival and corporate ethics
	53
	19
	9
	9
	10
	3.96
	1.377
	Accept

	c
	Decision making can be enhanced through corporate ethics
	32
	28
	13
	13
	14
	3.51
	1.418
	Accept

	d
	Corporate ethics contributes to organizational growth
	12
	11
	11
	30
	36
	3.67
	1.378
	Accept

	e
	Organizational unity and harmony can be achieved through corporate ethics
	33
	24
	15
	14
	14
	3.48
	1.432
	Accept


Source: Field survey, 2025
Key
sd= Standard deviation
X= Mean
The effect of corporate ethics on organizational effectiveness was examined with five item statement and a mean cut off mark of 2.50.based on the responses gathered, respondents with mean score of 3.48 reported that corporate ethics boost organizational efficiency, respondents with mean score of 3.96 agreed that there is a positive correlation between organizational survival and corporate ethics, respondents with mean score of 3.51 reported that decision making can be enhanced through corporate ethics, respondents with mean score of 3.67 attested that corporate ethics contributes to organizational growth, finally, respondents with mean score of 3.48 submitted that organizational unity and harmony can be achieved through corporate ethics.
Research Question 2: Does corporate values impact on organizational performance? 
Table 4.2.2: To investigate the impact of corporate values on organizational performance
	S/N
	Item statement
	SA
	A
	N
	D
	SD
	X
	sd
	Remark

	a
	There is a positive impact of corporate values on employee commitment to work 
	18
	50
	10
	11
	11
	3.53
	1.226
	Accept

	b
	Corporate values enhance organizational justice
	36
	21
	15
	14
	14
	3.51
	1.543
	Accept

	c
	Employee moral can be boosted through corporate values
	23
	12
	12
	25
	28
	3.01
	1.504
	Accept

	d
	Corporate values can encourage career training and development
	44
	14
	14
	14
	14
	3.60
	1.378
	Accept

	e
	There is correlational link between organizational efficiency and corporate values
	48
	13
	14
	12
	13
	3.71
	1.432
	Accept


Source: Field survey, 2025
Key
sd= Standard deviation
X= Mean
The impact of corporate values on organizational performance was analyzed with five item statement and a cut off mean score of 2.50. Based on the responses, respondents with mean score of 3.53 reported that there is a positive impact of corporate values on employee commitment to work, respondents with mean score of 3.51 attested that corporate values enhances organizational justice, respondents with mean score of 3.01 accepted that employee moral can be boosted through corporate values, respondents with mean score of 3.60 accepted that corporate values can encourage career training and development, finally, respondents with mean score of 3.71 agreed that there is correlational link between organizational efficiency and corporate values.
4.3	Test of hypotheses
HO1:	There is no significant effect of corporate ethics on organizational effectiveness.
	Descriptive statistics

	
	Mean
	Std. deviation
	N

	Corporate ethics
	3.48
	1.425
	100

	Organizational effectiveness
	3.51
	1.418
	100



	Correlations

	
	Corporate Ethics
	Organizational Effectiveness

	Corporate Ethics
	Pearson Correlation
	                         1
	.663**

	
	Sig. (2-tailed)
	
	.000

	
	N
	
	100

	Organizational Effectiveness
	Pearson Correlation
	 .663**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	100
	100


** Correlation is significant at 0.01 level (2
** Correlation is significant at 0.01 level (2-tailed).
Hypothesis one stated thus; there is no significant effect of corporate ethics on organizational effectiveness was investigated. The relationship among the variables was found by using Pearson’s Correlation Coefficient. The correlation value r = 0.663 (66.3%) shows that there is a moderate relationship between the variables, and the p-value shows that the relationship is significant. Therefore, we reject the null hypothesis and accept the alternate that there was positive effect of corporate ethics on organizational effectiveness.
HO2: Corporate values have no significant impact on organizational performance
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.868a
	.753
	.746
	.745


a. Predictors: (Constant), organizational performance
Source: Researcher’s Analysis 2025
	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	222.284
	4
	55.571
	100.071
	.000b

	
	Residual
	72.746
	96
	.555
	
	

	
	Total
	295.029
	100
	
	
	

	a. Dependent Variable: corporate values


b. Predictors: (Constant), organizational performance
Source: Researcher’s Analysis 2025
	Table 4.34:                                                Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.205
	.187
	
	1.095
	.275

	
	Organizational performance
	.129
	.096
	.129
	1.352
	.179

	
	
	
	
	
	
	

	a. Dependent Variable: Corporate values
Source: Researcher’s Analysis 2025



Hypothesis two stated thus; corporate values have no significant impact on organizational performance was examined. From the model summary on table the R2, which is the coefficient of determination shows a positive relationship between the dependent and independent variable. The R Square value of .0868 which simply imply that 86.8% of the change and variations in the dependent variable is caused by the independent variable and at a significant level of 5% that is 0.000. At an adjusted R-value, the coefficient is still positive signifying a strong correlation between thus pending other statistical prove and evidences, there is a positive correlation between the independent variable and dependent variable. Therefore, the null hypothesis is rejected and the alternate is accepted that corporate values had a positive impact on organizational performance.












CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0 	Preamble
This chapter is divided into three major parts which are summary of findings, conclusions and recommendations. It is very important to note that the summary presented here is a review of the findings of the research, while the conclusions represent the inferences drawn from the summary of the findings and lastly, the recommendations are suggestions emanating from the conclusion of the study.
5.1 	Summary of Findings   
This study was anchored on the impact of organizational ethics on employee performance, a study of Kwara State Civil Service Commission. The specific objectives of the study were to examine the effect of corporate ethics on organizational effectiveness, investigate the impact of corporate values on organizational performance. The key findings of the study include; 
 There was positive effect of corporate ethics on organizational effectiveness. 
 corporate values had a positive impact on organizational performance.
5.2	Conclusions
Organizational ethics are the principals and standards by which businesses operate, according to Reference for Business. They are best demonstrated through acts of fairness, compassion, integrity, honor and responsibility. The key for business owners and executives is ensuring that all employees understand these ethics. One of the best ways to communicate organizational ethics is by training employees on company standards. Organizational ethics is the ethics of an organization, and it is how an organization responds to an internal or external stimulus. Organizational ethics is interdependent with the organizational culture. Although it is akin to both organizational behavior and industrial and organizational psychology as well as business ethics on the micro and macro levels, organizational ethics is neither organizational behavior nor industrial and organizational psychology, nor is it solely business ethics (which includes corporate governance and corporate ethics). Organizational ethics express the values of an organization to its employees and/or other entities irrespective of governmental and/or regulatory laws. Ethics are the principles and values used by an individual to govern his or her actions and decisions. An organization forms when individuals with varied interests and different backgrounds unite on a common platform and work together towards predefined goals and objectives. A code of ethics within an organization is a set of principles that is used to guide the organization in its decisions, programs, and policies. An ethical organizational culture consists of leaders and employees adhering to a code of ethics.
5.3	Recommendations
Based on the findings of the study, the study recommended the following; 
 Since the study showed that there was positive effect of corporate ethics on organizational effectiveness, Kwara state civil service commission management should make and implement policies that will encourage corporate ethics in the organization 
 Directors should enhance their corporate values by encouraging maximum compliance of their employees towards corporate values.
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APPENDIX
EFFECT OF ORGANIZATION ETHICS ON EMPLOYEE PERFORMANCE QUESTIONNAIRE
This survey is being undertaken for my Ordinary National diploma degree program on the above topic. It is designed to gather information on your opinion about marketing intelligence and its contribution to organizational innovation as applicable to your organization. Your co-operation is therefore highly required, as confidentiality of your identity will be ensured and the data provided will not be used for any purpose outside this work.
SECTION A (DEMOGRAPHIC DATA)
Gender: Male	  				 Female
Department:  Marketing	     R&D 	      Sales	   Production	HRM
Age: (Please specify) ………………………………………………………………………………………………
SETION B	
Please tick () to indicate your responses to each of the following statements using the following scale: Strongly Agree = 5, Agree = 4, Neutral = 3, Disagree = 2 and Strongly Disagree = 1

Corporate Ethics
	S/N
	Item statement
	SA
	A
	N
	D
	SD

	a
	Corporate ethics boost organizational efficiency
	
	
	
	
	

	b
	There is a positive correlation between organizational survival and corporate ethics
	
	
	
	
	

	c
	Decision making can be enhanced through corporate ethics
	
	
	
	
	

	d
	Corporate ethics contributes to organizational growth
	
	
	
	
	

	e
	Organizational unity and harmony can be achieved through corporate ethics
	
	
	
	
	



Corporate values
	
	Item statement
	SA
	A
	N
	D
	SD

	a
	There is a positive impact of corporate values on employee commitment to work 
	
	
	
	
	

	b
	Corporate values enhance organizational justice
	
	
	
	
	

	c
	Employee moral can be boosted through corporate values
	
	
	
	
	

	d
	Corporate values can encourage career training and development
	
	
	
	
	

	e
	There is correlational link between organizational efficiency and corporate values
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