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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
Over the years, the term ethics in business performance has long been associated with management, scholars and business leaders around the world. There is a broad agreement around the world that as a matter of corporate policy, every business strives to be committed in a manner that is ethically transparent. Ethical conducts in business are not new concepts issues and makes most of the newspaper headlines over and over again. Steinberg (2018) argued that ethics in the world of organization’s business involve “ordinary decency” which encompasses such areas as integrity, honesty and fairness. Behaving in an ethical manner is seen as part of the social responsibility of individuals in any business so as to ensure its stability and survival, (Adenubi, 2014).
	Geetu (2018) reveals that business cannot ignore ethics. Indeed for some ethics has been added to their corporate values. But help is needed by business to integrate ethical practices and competencies, but initially this requires an increased and shared understanding of ethics in businesses. Numerous researchers suggest that business ethics is a major influence in ensuring the attainment of business objectives. This has influenced the formulation of formal code of ethics which regulate employee’s ethical conducts. Peters and Waterman (2012) as cited by Lok (2019). It has been observed that more than 85 percent of organizations have developed and distributed organizational codes of conduct so as to significantly affect ethical conducts of their respective employees, Rossy (2015). Suggestions show that the existence of formal code of ethics will generally ensure the highest standards of behavior and inhibit unethical conducts amongst organizational members. However, experience shows that these formal codes are often undermined by the adherence to informal codes known as norms which are characterized mainly by isolation and solidarity, (Chye,2016).
	The increased pressure from stakeholders such as consumers, investors and the community for organizations to behave ethically and in a socially responsible way can no longer be ignored. Today investors’ concern on ethical conducts of those who run businesses has greatly increased. Regular disclosures that directors and executives behave unethical reflect badly on the corporate sector as a vehicle for investors’ funds (Hian, 2016). Reports of scandals, questionable business and political behavior in many organizations are extremely increasing their frequency. Anand et al. (2016) stipulates organizational Scandals involving multinationals like Enron, WorldCom, Global Crossing, Parmalat and how they height attention to the urgent need for corporate governance, corporate social responsibility and organizational ethics. It is often argued in many instances that, it is in the interest of an organization to behave in a way that recognizes the need for moral and ethical content in managerial decision as this will benefit the organization especially in the long run.
Ethical behavior is characterized by honesty, fairness and equity in interpersonal, professional and academic relationship and it respects the dignity, diversity and the right of individual and groups of people. Legan (2014). Therefore for an organization to move forward in the aspect of performance, it is however important for such an organization to have a good understanding of ethics and also take it seriously as this can undermine the competitive strength of the organization and the society at large. Morals spring virtually from every decision, thus organization stability and survival depends on the consistency of quality of ethical decision made by managers. Managers are challenged and encouraged to have obligation on organization performance and society at large, to support and the assist the society to imbibe the ethical culture in which there was the interest of is everyone (Oladunni, 2014).
	In recent times, most organizations have come up with codes of ethics in dealing with ethical issues challenging them. Code of ethics as defined by the national institute of the management is a set of moral principle used by organization to steer conduct of the organization itself and the employee, in all their business activities, both internally and externally.
Dombin (2012) opined that organizational culture and structures are created on the foundation of ethics. As pillar to firms’ culture and structure, organizations are expected to adhere to ethical practices in their routine operations with stakeholders, as unethical practices like bribery, dishonesty, lack of equity in interpersonal and professional relationship, falsification and misrepresentation of records just to mention but a few, creates bad reputation to businesses as well as has adverse effects on any economy.
1.2 Statement of the Problem
	Many modern businesses are faced with numerous challenges such as illegal and unethical behaviour in a number of business transactions. Managers are also faced with the challenge of evaluating the effect of this critical behaviour on the performance of such organizations. Again, many business managers operate their activities today, without keen interest of bothering whether their actions are right or wrong and the extent of employees understanding of the term ethics while the level of compliance is highly infinitesimal, (Oladunni 2014). The way Nigerian society cares little about the source of wealth tend to make some of these business operators to begin to wonder about the necessity of ethics in an organization.
	Several businesses have been found in one scandal or the other due to unethical behaviours of business operators. This is because of low productivity, erosion of work ethics, indiscipline, blatant violation of rules, regulations and procedures, weak control and corruption have been observed as common features in their services. Kleinhempel (2019) argued that Unethical behavior causes massive costs to organization. Several studies have shown that organization with illegal records have not only been forced to pay for investigations and fines but have also suffered significant stock price decline and report, on average, lower profitability rates than their law-abiding counterparts. In fact, many have experienced sharp sales drops, higher equity costs and severe damage to their reputation among customers and other stakeholders. This study therefore intends to assess the effect of ethical behaviour on business performance using OLAM Grains, Ilorin as a case study.
1.3 Objectives of the Study
	The general objective of the study is to investigate the effect of ethical behaviour on business performance. The specific objectives are to:
i. examine the impact of transparency on business performance.
ii. establish the relationship between integrity and business performance.
iii. Determine the effect of trust on business performance
iv. Evaluate the influence of honesty on business performance
1.4 Research Questions
i. What are the impacts of transparency on business performance?
ii. What is the relationship between integrity and business performances?
iii. How does trust affect business performance?
iv. To what level does honesty influence business performance?
1.5 Research Hypothesis
To carry out the study effectively, the following hypothesis has been formulated. Hypotheses:
H01:	There is no significant relationship between transparency and business performance.
H02: There is no significant relationship between integrity and business performance.
H03: There is no significant relationship in between trust and business performance. H04: There is no significance relationship between honesty and business performance.
1.6 Justification of the Study
This study investigates the effect of ethical behaviour on business performance using OLAM Grains, Ilorin as a case study. The study will give insight on how ethical conducts can have influence on business performance and survival. The research work will further provide useful information for policy makers on the need to encourage ethical behavior with the view to enhancing both institutional and policy frame work in the business. The major value-added of this research work will be the proffering of suggestions that will help policy makers in formulating policies that will help improve the growth of business among the citizens of Nigeria as well as proffer possible solutions to the problems of unethical behaviors in Nigeria.
This study is vital and useful to the government, private and public organizations in Nigeria to evaluate their business performance within the context of their institutions and see how they are affected by operators’ ethical conducts. The study will also helps organization authorities such as OLAM Grains to review their organization performances and trace how they are affected by employees’ ethical conducts.
The justification of this study also hinges on the fact that it will contribute to the frontier of knowledge on how ethical behavior can be effectively used as a tool to promote business performance. The study will also be of great benefit to students and researchers who have interest in researching more on ethical behavior.

1.7 Scope of the Study
The research work is to examine the effect of ethical behavior on business performance in Nigeria. The focused on OLAM Grains in Asa-Dam, Ilorin, Kwara State as a case study. Other parts of the country were not covered, though empirically generalized view was made of them. This research will focus on performance of business using ethical behaviour. The research is made up of the entire staff (permanent and casual workers) of the organization, specifically, the study will take into cognizance the transparency, integrity, trust and honestly in respect to productivity, sales growth, customer satisfaction and customer retention of OLAM Grains in Asa-Dam, Ilorin, Kwara State.
1.8 Operationalisation of variables
Transparence	Productivity
Integrity 	Sales growth
Trust	Customer satisfaction
Honesty	Customer retention
1.9	Definition of Terms
Ethics- Ethics can be defined as the art and discipline of applying principles and frameworks to analyze and resolve complex moral dilemmas
Performance refers to a summary of measures of the quantity of contributions made by a individuals or group for production of work unit in an organization.
Productivity: Productivity usually defined as the extent to which an organizational member contributes to achieving the goals of the organization. It involves quality of output, timelines of output, Presence at work and cooperativeness.
Integrity: As opined by Kirsch (2011), integrity is what human do in the absence of people around or what firms consistently do and how they do it. It involves concepts like continuous consistency in value, expectations, methods, actions, measures, outcomes, and principles.
Transparence: Stakeholders (customers, owners, shareholders, suppliers, government, creditors, analyst, producers/manufacturers as well as the general public) demand organizations to be more open and accountable in their operations. This could be in a form of information disclosure to stakeholders in relation to firm’s products and services, manufacturing processes as well as their decision making processes.
Organizational Sustainability: Sustainability is a process that constantly interrupts the existing state of affairs as well as harnessing environmental disorder to realizing long term goals of the firm through continuous innovation, transparency, commitment accountability and responsibly (Mehra, 2010).
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CHAPTER TWO
LITERATURE REVIEW
2.1 Preamble
This chapter attempts to bring out other researches which are directly or generally related to the research topic. It describes the conceptual framework, theoretical literature review, empirical review.
2.2 Conceptual Review
2.2.1 Concept of Ethics
The terms ‘moral’ and ‘ethical’ are often used equivalent to ‘good’ or ‘bad’ and as opposed to ‘immoral’ and ‘unethical’. Ethics is defined by Miner (2017) as a philosophy of human conduct; reflecting prevailing values especially those of moral nature. According to Kiston, (2016) ethics are moral principles that explain what is right or wrong, good or bad and what is appropriate or inappropriate in various setting. Bucholz(2018), in his work on business ethics, sees ethics as the guiding values; principles and standards that help people determine how things ought to be done. Ethics is a set of standard of right and wrong established by a particular group and imposed on members of that group as a means of regulating and setting limit on behavior, Judith (2018). Ethics are defined as the system of rules that governs the ordering of values. This idea makes it possible to prescribe a code of behavior for both work and one’s personal life (Robert, 2017).
Ethics originates from the word “ethos” denoting one’s character as well as moral nature in Greek (Greek-English Lexicon, 1889). It is the part of philosophy that involves systematizing, defending as well as recommending ideas of what is deemed right and wrong behaviour (Verst, Kampmann,
Eilers & Franz-Josef, 2015). Ethics denotes a generally held morality in societies which defines the rules that governs individuals’ behaviour, the rules that society should enforce as well as the quality deemed improving in human’s existence (George, 2005).
Ethics can be defined as the art and discipline of applying principles and frameworks to analyze and resolve complex moral dilemmas (Rossy,2019). According to Trevino (2017) ethics are moral principles that explain what is right or wrong, good or bad and what is appropriate or inappropriate in various setting. Candy (2017) defines ethics as the system of rules that govern the ordering of values. Miner (2017) also defines ethics as a philosophy of human conduct; reflecting prevailing values especially those of moral nature. To sum-up the above definitions, ethics can be defined as standards of morality that guides individuals and organisation in following certain norms of conduct when dealing with each other. Ethics involves some hard features, like duties and rights (most of them legal), that are mandatory for all and soft components, like values, aspirations or best practices that are desirable but not compulsory and can vary from one organisation to another.
2.2.2 Business Ethics
Business ethics reflect the norms of each historical period. As time passes, norms evolve, causing accepted behaviors to become objectionable. Business ethics and the resulting behavior evolved as well. Business was involved in slavery, colonialism, and the cold war (Kingsolver 2018). The term 'business ethics' came into common use in the United States in the early 1970s. By the mid- 1980s at least 500 courses in business ethics reached 40,000 students, using some twenty textbooks and at least ten casebooks supported by professional societies, centers and journals of business ethics (Berger & Easterly 2019). Organisation began highlighting their ethical stature in the late 1980s and early 1990s, possibly in an attempt to distance themselves from the business scandals of the day, such as the savings and loan crisis. The concept of business ethics caught the attention of academics, media and business organisation by the end of the Cold War.
	However, criticism of business practices was attacked for infringing the freedom of entrepreneurs and critics were accused of supporting communists (Cullather&Gleijeses2018). This scuttled the discourse of business ethics both in media and academia. The Defense Industry Initiative on Business Ethics and Conduct (DII) was created to support corporate ethical conduct. This era began the belief and support of self-regulation and free trade, which lifted tariffs and barriers and allowed businesses to merge and divest in an increasing global atmosphere (Moon, 2017).
	Business ethics is the search for a good way of ‘being’ as practiced by business organisation, From the work of Blazovich and Smith, (2019) ,we understand that a business is ethical when it afflicts the least suffering to humans and nature, achieves the greatest net benefits to the society and enriches the capability of the system in which it functions. However Rothman (2018) believe that a firm maintains business ethics when it is fair in all its dealings with its proximate and remote stakeholders prepared to correct its mal-habits and nurtures an enduring virtuous corporate character. According to Berman, Wicks, Kotha, & Jones, (2019) a business becomes ethical by assuming the responsibility of translating the abstract ethical injunctions into series of obligations. 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 organisations (Business Ethics 2019). These ethics originate from individuals, organisational statements or from the legal system. These norms, values, ethical, and unethical practices are the principles that guide a business. They help those businesses maintain a better connection with their stakeholders (Ferrell, 2020).

	Business ethics refers to contemporary organisational standards, principles, sets of values and norms that govern the actions and behavior of an individual in the business organisation. 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 (Stead, Worrell and Stead 2019). 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.
	Business ethics encompasses more than legal compliance. It includes comprehending the difference between right and wrong and acting in an ethical manner. The definition of what is right and good behaviouris complex and subject to interpretation. Recently Chiu and Hackett (2017) described the term moral goodness, but failed to provide an instrument to measure it. While most US corporations have codes of ethics or standards of conduct, the written words are valuable only if their intent is reflected in the culture of the business and actions of the executive leaders. Ethical leadership can be a key driver of corporate ethical behaviour but it is an individual’s sense of ethics that has an impact on behaviour.
	Traditionally, the primary goal of business leaders had been to increase profits. Today, business leaders have the responsibility to increase profits while maintaining ethical and societal expectations. Stakeholder theory provides the framework for addressing societal expectations in that it is not sufficient for managers to focus exclusively on the stockholders, but must satisfy the broader stakeholder community, which includes the stockholders. Normative ethics theory (prescriptive) is unequivocally linked to stakeholder theory (Carroll &Buchholtz, 2006).

	Business ethics enhances firm’s public image, as customers are willing to patronize business whose products and services meets their requirement. Also, suppliers grant trade credit to business (MSMEs) who are transparent and trustworthy in business transaction over time.
	Few authors used qualitative methods to address ethics and financial performance (Beggs& Dean, 2007) and the studies were often multi-industry, multi-sized, multi-site and multi-national and lacked an understanding of the underlying culture. Those who did use qualitative approaches generally were not “truth seekers” (Campbell & Cowton, 2015). One of the key determinants in ethical decision-making is the organizational or business culture. The terms organizational, business and corporate culture are used somewhat interchangeably in the literature, but Schein’s (1990) definition is one of the most widely accepted and includes understanding a group’s basic assumptions about how they perceive, think, react and feel about problems.
Transparency
	Stakeholders (customers, owners, shareholders, suppliers, government, creditors, analyst, producers/manufacturers as well as the general public) demand organizations to be more open and accountable in their operations. This could be in a form of information disclosure to stakeholders in relation to firm’s products and services, manufacturing processes as well as their decision making processes. As opined by Bentele and Seidenglanze (2008) and Van Riel (2000), in business, trust, legitimacy and reputation often develop on the foundation of transparency. Though, the concept of transparency has been use in several fields of human endeavor like in journalism, politics, sociology, philosophy etc. (Baudrillard, 1993; Han, 2012; Allen, 2008), in business studies as opined by Holmstrom (2000) transparency is viewed as organizational practice consisting ethical programmes, dual communication, bridging strategies and openness. In addition, Jahansoozi (2006) viewed transparency as confidence, responsibility, collaboration as well as cooperation in relation to responsible form of organizational behaviour. Pratt and Adamolekun (2008) portray transparency contrarily to manipulative and biased information. Though, most scholars conceptualized transparency relatively to openness and disclosure of information, contrarily Rawlins (2009) opined that it is not just openness and disclosure, but the enhancement of understanding. As opined by Gower (2006), information transparency denotes improvement in understanding between parties who have stake in business undertakings as well as in organization’s decisions. Transparency from the perspective of MSMEs requires enhancement in understanding between firms and stakeholders relatively on information about prices (i.e. information about current market price, quotes and historical price), information about the features and quality of products as well as information about internal management and production processes. These are important to the plans and objectives of users on the receiving end. Contrarily, firms through distortion, bias or opaque intentionally decreases transparency (Granados, Gupta & Kauffman, 2006).
Integrity
Integrity is the inner sense of wholeness derives from quality such as honesty and consistency of character. As opined by Krishna (2011), an individual is said to have possess the virtue of integrity if the person’s action is based upon internally consistent framework of principles. As opined by Kirsch (2011), integrity is what human do in the absence of people around or what firms consistently do and how they do it. It involves concepts like continuous consistency in value, expectations, methods, actions, measures, outcomes, and principles. Consistency is the key to establishing integrity and the consistency of a business’s actions will determine the trust a consumer will place in it.
Integrity in business can be classified differently. It can be interpreted in terms of behavior that is illegal or immoral. It could connote behavior that is considered inappropriate by members of the community. Lastly, it presents a behavior that serves as a model for others. It stands out as exceptionally positive. It goes beyond norms of decency. Others perceive it as contributing to the safety and well-being of the community. Levine (2010) opined that in business, integrity is the same as trust and that customers need to trust firms they transact with in order to retain them, thus assuming every responsibility is absolutely vital. Levine opined that every responsibility must be owned up to, not occasional choice ones.
2.2.3 Concept of Ethical Behaviour and Business Performance
Ethical behaviour is characterized by honesty, fairness and equity in interpersonal, professional and academic relationship and it respects the dignity, diversity and the right of individual and groups of people (Legan, 2019). Therefore for an organisation to move forward in the aspect of performance, it is however important for such an organisation to have a good understanding of ethics and also take it seriously as this can undermine the competitive strength of the organisation and the society at large. Morals spring virtually from every decision, thus organisation stability and survival depends on the consistency of quality of ethical decision made by managers. Managers are challenged and encouraged to have obligation on organisation performance and society at large, to support and the assist the society to imbibe the ethical culture in which there was the interest of is everyone (Oladunni, 2019).
Organisational performance refers to ability of an enterprise to achieve such objectives as high profit, quality product, large market share, good financial results, and survival at pre-determined time using relevant strategy for action (Koontz & Donnell, 1993). Organisational performance can also be used to view how an enterprise is doing in terms of level of profit, market share and product quality in relation to other enterprises in the same industry. Consequently, it is a reflection of productivity of members of an enterprise measured in terms of revenue, profit, growth, development and expansion of the organisation.
Organisational performance may be defined as the transformation of inputs into outputs for achieving certain outcomes. With regard to its content, performance informs about the relation between minimal and effective cost (economy), between effective cost and realized output (efficiency) and between output and achieved outcome (effectiveness) (Chen and Barnes, 2018). There is no general agreement in the literature on the criteria to be used in assessing the organisational performance (Bolman and Deal 2018; DeClerk, 2008; LaRue et al, 2018).
	Organisational performance comprises the actual output or results of an organisation as measured against its intended outputs (or goals and objectives). According to Richard (2019) organisational performance encompasses three specific areas of firm outcomes. These include financial performance (profits, return on assets, and return on investment), Product market performance (sales, market share) and Shareholder return (total shareholder return, economic value added). Generally, organisation performance involves identifying outcomes that it wants toachieve, creating plans to achieve those outcomes, carrying out those plans, and determining whether the outcomes were achieved.
	Organisation performance has been the most important issues for every organisation be it profit or non-profit one. It has been very important for mangers to know which factors influence an organisation’s performance in order for them to take appropriate steps to initiate them. However, defining, conceptualising and measuring performance have not been easy task. Researchers among themselves have different opinions and definitions of performance, which remains to be a contentious issue among organisational researchers (Barney, 2008). For example, according to Javier (2018), as cited in Nikbin et al (2019), performance is equivalent to the famous 3Es (i.e. economy, efficiency and effectiveness) of a certain programme or activity.
However, according to Daft (2019), organisational performance is the organisation’s ability to attain its goals by using resources in an efficient and effective manner. Quite similar to Daft (2019) Richardo and Wade (2019) defined organisational performance is the ability of the organisation to achieve its goals and objectives. Organisational performance has suffered from not only a definition problem, but also from a conceptual problem. This is what Hefferman and Flood (2018) stated that as a concept in modern management, organisational performance suffered from problems of conceptual clarity in a number of areas. The first was the area of definition while the second was that of measurement. The term performance was sometimes confused with productivity. Productivity was a ratio depicting the volume of work completed in a given amount of time. Performance was a broader indicator that could include productivity as well as quality, consistency and other factors.
Chen (2018) asserted that organisational performance means the “transformation ofinputs into outputs for achieving certain outcomes. With regard to its content, performance informs about the relation between minimal and effective cost (economy), between effective cost and realized output (efficiency) and between output and achieved outcome (effectiveness)”. There are various ways to understand organisation performance but in this thesis it has been judged upon the growth of the company and sales performance which lead towards the growth. Sales performance can be explained as all the activities or investment carried out in the firm in the given period of time. It can be measured by total amount of revenue collected for the goods sold.
2.3 Theoretical Review
Three psychosocial theories of human behavior support the notion that external and internal forces in many organisations greatly influence employees to engage themselves in unethical conducts, Baehr et al. (2018).The theories reviewed are: (a) the Employee Risk Triangle Theory, (b) the Stress Facilitation Theory, and (c) the Social Disorder Theory. The relationships of each theory to organisation performance and the risk of unethical employee conducts were discussed below.
2.3.1 The Employee Risk Triangle Theory
	The Employee Risk Triangle Theory is also referred to as “Fraud Triangle Theory”. This theory was developed by Cressey in 1953. This model identifies three forces which act on an employee’s propensity to engage in unethical conducts. The three forces are Need, Opportunity, and Attitude. According to Researchers at DePaul University in Chicago, “Employee Risk Triangle Theory has a great contribution in providing a common-sense theory of employee crime and deviance, (Terris, 2018). Following the increase of unethical conducts in most of public organisations by employees specifically at Olam Grains as described in the Olam Grains Technical Report (2020), this theory has greatly contributed to this study and provides a framework towards a better understanding on employees ethical conducts in organisations. However, this theory has focused heavily on the attitudinal components and does not provide as to whether there are other forces apart from these attitudinal forces that may affects employee’s ethical conducts in the organisation.
2.3.2 The Stress Facilitation Theory
This theory traces on the influence of social stress as a catalyst for employees to engage in unethical conducts in organisations according to Jones (1982). The Stress Facilitation Theory posits that when more dishonest employees experience heightened job stress, their feelings of distress facilitate a multiplicative theft response. Employees who endorse dishonest attitudes toward theft are reliably more likely to steal at work than job candidates and employees who endorse intolerant and punitive attitudes toward theft Travers and Cooper (2016). Moreover, distressed workers are more likely to engage in on-the-job counter-productivity than less stressed employees. Therefore, organisations that screened their workforces with pre-employment ethics and integrity tests should be more immune from the impact of the stress caused by a tough economy compared to organisations that did not screen their employees for integrity and ethics attitudes. This theory has the relating goals but this phenomenon will be tested in business organisations whereby Olam Grains is the case study.
2.3.3 The Social Disorder Theory
Recent experimental research conducted by researchers from the University of Groningen in the Netherlands supported the concept that “signs of disorder” in a neighborhood can, in a causal fashion, lead to other broken social norms and resultant delinquent behaviors Keizer, and Lindenberg (2018). This theory relate to this study on the facts that it assess the social forces that may affects the ethical conducts of employees as they interact with one another in the course of providing their services.
	However, the theory does not provide the resultant of the affected ethical conducts and how they relate to the performance of an organisation. This study will critical make an assessment as to how the external and internal social phenomenon can affects ethical conducts of employees and how do they affect organisation performance in business organisations whereby Olam Grains is the case study. By and large, this study adopted this theory as a framework to guide in concluding this research work.
2.4 Empirical Review
Nze (2020) analyzed the effect of Business ethics and CSR on corporate organisation in Nigeria the study is a survey research. The study had a population size of 1318 out of which a sample of size of 307 was realized using Taro Yamene’s formula at 5% error to tolerance and 95% level of confidence. Instruments used for data collection were primarily questionnaire and interview. The total number of 307 copies of the, questionnaire were distributed while 280 copies were returned. Five hypotheses were tested using Pearson product moment correlation coefficient, Chi square (X2), Spearman’s rank correlation coefficient and Z- test statistical tools. The study found out that Banks engaged in ethical principles in order to improve their standard as well as the level of acceptance by the society: the impact of CSR such as better public image, customer loyalty, fewer regulatory problems and increased revenue contributed to organisational success. Recommendations are that Business ethics and CSR deserve greater attention and more commitment from corporate organisation, and they should formulate policies on ethics and CSR so as to provide a guide and channel efforts towards using them to achieving organisational success.
Turyakira, (2018) analyzed the Ethical practices of small and medium-sized enterprises in developing countries, aims at evaluating the aspects of business ethics, significance of business ethics to SMEs, ethical dilemmas and challenges of SMEs, particularly in developing countries, and suggests strategies to address ethical dilemmas and challenges. . Peer-reviewed articles in recent journals were analysed to identify the aspects of business ethics, significance of business ethics to SMEs, ethical dilemmas and challenges of SMEs and the proposed strategies to address ethical dilemmas and challenges thereof. It is clear that business enterprises can no longer afford to disregard business ethics. There are continuous business failures as a result of unethical practices, especially those associated with employees and top executives. This article has added to the body of existing literature on ethical practices of SMEs in developing countries. As such, SME owners and managers can use the findings of this article to design ethical policy frameworks and guidelines to improve their reputations and competitiveness.
Anyim, Ufodiama, andOlusanya, (2018) research on Ethics standards and practices in Nigeria public sector. The study was conducted using government agencies and parastatals based in Lagos, Nigeria selected through proportionate stratified sampling technique; standardized measures were adapted and administered on the sample. The sampled elements for the study consisted of 200 respondents comprising senior, mid-level and junior employees selected from the agencies and parastatals using the proportionate random and stratified sampling technique. The data collected was analysed using Frequency distribution expressed in percentages and Chi-square (X2) statistics to test the hypotheses formulated for the study. Apart from the human resource department not being part of ethics infrastructure, the analysis of data also showed that there is no pro motion of ethics in the Nigeria public sector.
Ebitu, Tom and Beredugo, (2018) investigated relevance of code of ethics on guiding the performance of service industry and examined also their compliance level on the established code of ethics. The study adopts descriptive research design while data were collated from 176 respondents cutting across selected Banks and GSM organisationinCalabar, Cross River State. Hypotheses were tested using Chi-square (X2) and all were supported by extant literatures. Results show that effective performance of service industry was dependent on code of ethics [X2cal =18.082 > t 0.05 = 7.815] and that the compliance level of established code of ethics for service industry was high [X2cal = 13.801 > t 0.05 = 7.815]. Findings therefore suggested that there should be specific procedures to always identify and deal with the issues of ethical misconduct; and it is important for organisations to increase punitive measures to violators of ethical codes.
Adeyeye, Adeniji,Osinbanjo and Oludayo (2018) examines the effects of etiquette and unethical behaviour on employee commitment and productivity in Nigeria. A descriptive survey research method was adopted for the study using one hundred and eleven valid questionnaires, which were administered on Employees in Government Establishments. Each item was based on a 5-Point- Likert scale. AMOS 22 was adopted in testing the study hypotheses; the data was presented with the use of SPSS while Structural Equation Modeling (SEM) was utilized due to its generality and flexibility to evaluate the validity of regression and correlation between the observed variables. The results show that significant relationship exists between ethical standards and organizational productivity, in Nigeria and that integrity cum 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. The study suggests 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. AssaedAzlan.and Muhammad (2020) investigated the relationship between ethical leadership and Organizational performance, mean while studying the mediating role of corporate social responsibility between these relationships. Using survey data from public and private banking sector of Pakistan, we found that Ethical leadership positively affects the corporate social responsibility which in turn positively influences the organizational performance. Besides this, it was found that there is a partial mediating role of corporate social responsibility on the relationship between ethical leadership and organizational performance.
Agbim (2018) examine the effect of ethical leadership on corporate governance, corporate performance and corporate social responsibility in selected Nigerian deposit money banks. The study employed survey research design. Stratified sampling technique was employed to select the respondents that completed the questionnaire. The generated data were analyzed using linear regression. The study established that a robust organization can be developed by main-streaming corporate governance, corporate performance and corporate social responsibility using a natured/nurtured ethical leader. The results reveal that ethical leadership has significant positive effects on corporate governance, corporate performance and corporate social responsibility Management should show more commitment in the selection and development of leaders and followers. All the stakeholders should be equally involved in the formulation of corporate governance principles. A natured/nurtured ethical leader should be employed to mainstream corporate governance, corporate performance and corporate social responsibility through the organisational culture Abidin, Hashim, and Ariff (2017) in their study explored the role of business ethics towards corporate wealth creation and sustainable performance. In the context of Malaysia, the importance of committing to following the highest ethical standards is evidenced by the recommendations and guidelines imposed through the Malaysian Code of Corporate Governance (MCCG) 2019. This study posits that management commitment towards ethics is positively associated with financial performance. Content analysis is used to systematically code and evaluate data from 243 publicly listed organisation on the Main Board of Bursa Malaysia in year 2018. The Ethics Commitment Assessments Index (ECAI), which contains 14 items, is used to score commitment towards ethics. Financial performance is represented by return on assets (ROA) and return on equity (ROE). The results show a positive relationship between commitment towards ethics and financial performance. The findings contribute to policy formulation by suggesting that commitment towards ethics should continue to be emphasised by regulators because it is considered by stakeholders in assessing the risk of companies in the capital market Muhammad Mustabsar Ahmad andUmer (2020) studied the impact of ethical leadership on employees’ performance. While several studies have gazed at the efficacy of the leader as supposed by employees, this research is concerned with the effect of an ethical leadership style on the performance of employees. 265 respondents were focused to collect the data. Stratified random sampling is done in order to add variety to the research and add a blend of experienced faculty members’ opinion and newly hired faculty members’ view point on the current subject matter. SPSS software is used to test the reliability of the data and testify the hypotheses. Employees are very significant for the organisation in terms of smoothing the progress in organisational achievement. Employees are considered to be the most vital resource for achieving competitive advantage. An ethical leadership style is typified as participative where the leader shares its authority with employees. It is thus believable that an ethical leader augments the inspiration of its employees which in turn will improve employees’ performance. In addition the direct relationship between ethical leadership and employees’ performance, this research will also look into the moderating role of organisational values.
Dim and Edwin (2020) examined the effect of business ethics on small and medium scale enterprises sustainability. The study took a survey approach and data collected from a sample of 219 employees from nine SMEs across the three zones of Rivers state. The major instrument for data collection was a five pointlikert scale questionnaire and the data gathered was analyzed with the Non-Parametric Kruskalwallis (H) test using the 20.0 version of the statistical package for social sciences (SPSS). The major finding revealed that ethical business practice has significant effect on SMEs sustainability. The three hypotheses showed that a positive relationship existed between the three business ethics and sustainability factors under study; hence their p-values; 0.001, 0.001, and 0.000 respectively were all lesser than the 0.05 level of significance. It is therefore encouraged that SMEs should develop internal capacity to entrench ethical practices in their operations, though this may receive resistance from employees, it is a desirable path to business sustainability
Kehinde, (2020). Effects of ethical behaviour on organisational performance: evidence from three service organisations in Lagos, Nigeria. The study uses a quantitative method with two hypotheses stated in the null form. Results were analyzed with the aid of appropriate test statistics. Findings revealed that ethical behaviour has effects on the performance of an organisation and that good ethical behaviour has a positive correlation with organisational performance. Suitable policy recommendations were offered which decision makers in business organisations and government functionaries will find highly useful.
Vieira, (2019) analyze the effects of ethical behavior on a firm’s financial profitability. Corporate social responsibility has been used as an indicator of ethical performance. After analyzing the financial indicators ROA and PM, from a sample of the twenty biggest civil construction companies in Portugal, between 2018 and 2019, we conclude that ROA is significantly related to a firm’s ethical performance. However, we did not find any statistical evidence that relates PM to ethical performance. Although the scores are very low on all CSR indexes, we can conclude that companies, who are exporting, seem to be more concerned with environmental issue than ethical issues. The top management in the civil construction should take a deeper look into their CSR activities, and should not neglect the impact social inactivity may have on their financial performance. Although, there are some examples to look up to, there is still a long way to go for the majority of companies in this industry.
In the research done by McManus and White (2019) which dealt with the challenges faced by corporations in incorporating ethics into their strategic management processes, the research was based on a survey of issues and the literature published in Europe, North America and Asia the finding indicated a definite gap between the implementation of strategy and the moral and ethical obligations of corporations. Given the decline in business ethics and recent corporate scandals it is proposed that ethics be brought back to the forefront of strategic management and integrated into the strategic management process. The recommendation of the study was that, the strategic decisions of any large scale economic enterprise in a competitive global environment result in both benefits and harms. It is the responsibility of senior managers to distribute benefits and allocate those harms among stakeholders of their company. Some firms do this arbitrary when or if done in a more thoughtful manner the ethical principle offer the only form of analysis that is capable. From academic perspective evidence that suggest commitment to the future of a firm will ensure efforts that are both cooperative and innovative. Looking to the future one can see that there is still a lot to do in this area.
In the study done in Singapore by Chye (2018) titled “Organizational Ethics and Employee satisfaction” which examined the relationship between organizational ethics and organizational outcomes based on justice theory and re-cognitive and dissonance theory. The sample data were delivered from questionnaire survey of 237 managers in Singapore. The results obtained from decision trees indicate that organizational leaders can use organizational ethics as a means to generate favorable organizational outcomes. Further the results indicate there is significant and positive links between ethical behavior and career success within the organization and job satisfaction also the findings reveal that there is association between ethics and organizational commitment. Implication of the findings is that management support for ethical behavior and the association between ethical behavior and career success can be influenced by top managers in the organizations. Thus by consciously working on these variables, top management can enhance job satisfaction and organizational commitment among employees and in the work place. The current findings suggest that organizational ethics can help enhance job satisfaction and organizational commitment. The above implication of the findings is that organizational ethics can be expected to be associated with organizational performance.
In the research conducted in Nigeria by Kehinde (2019) titled, "Effects of Ethical Behaviors on Organization Operations”. The researcher describes how many modern organizations are today faced with numerous challenges such as illegal and unethical business practices in a number of business transactions. He explains how Code of ethics may affect the conducts of employees when they are properly set and adhered. The paper uses a quantitative method with two hypotheses stated in the null form. Findings revealed that ethical behavior has effects on the operations of an organization and that good ethical behavior has a positive correlation with organizational outcomes. Suitable policy recommendations were offered which decision makers in business organizations and government functionaries will find highly useful. This paper reflects the theme of this study on the facts that it explores the ethical conducts of employees and their consequences on the performance of an organization. However, the research basically had focused on Nigeria environment only particularly in Lagos.
	In the study done in Korea by Yang and Grunig (2017) which titled “Decomposing organizational reputation: The effects of organization–public relationship outcomes on cognitive representations of organizations and evaluations of organizational performance”. The purpose of this study was to decompose common reputation measurement systems into behavioral organization–public relationship outcomes, cognitive representations of an organization in the minds of publics and evaluations of organizational performance. In the proposed model, tendency for active communication behavior and familiarity are suggested as correlated precursors of organization– public relationship outcomes (e.g. trust, satisfaction, commitment and control mutuality) and organization–public relationship outcomes are hypothesized to have a direct effect on evaluations of organizational performance as well as an indirect effect via the mediation of cognitive representations of the organization. The authors investigated different types of five Korean-based organizations (two domestic corporations in different industries, a multinational corporation, a sports association and a non-profit organization), the recommendations were analyzed, seen validate the model across different types of organizations. The findings of this study suggest that relationship outcomes lead to favorable representations of an organization and positive evaluations of performance of the organization.
In the research done in Australia by Michael (2017) titled Management development, “developing ethical corporate culture in three organizations” the investigation was to look at three organizations (a naval shore establishment, a police academy, and a small, family-owned engineering firm) and see to what extent they had developed a culture that was both ethically and socially responsive. The investigation was carried out by speaking to key players, observing their organizations and by detailed analysis of the documents which related to this study. The findings revealed that the Navy has a set of values which overlap with the more general values of the Department of Defence. The Western Australian Police Service has an approach to developing an ethical corporate culture which includes the establishment of a dedicated unit, and running discussion groups and seminars. The family-owned and operated engineering business relies more heavily on an indirect approach based on following traditional family values.
Three conditions were essential for developing an ethical corporate culture, these are; CEOs were ultimately responsible for the ethicality of their organizations; formal training programs were necessary to impart the required knowledge; and formal mechanisms were essential to facilitate the reporting of any behavior of organizational members that was deemed to be wrong, unethical or illegal.
2.4	Gap in literature
From the above, it is evident that several literatures have been reviewed on the effect of ethical behavior on a firm’s profitability, ethical behavior on organizational performance and organizational ethics and employee satisfaction. However, effect of ethical behavior on small business performance. The study emphasis on the significance of the practice of ethics that will be of help in achieving organization goals especially in production and operation. Some variables were employed which have not been looked into in SMEs. The gap is to justify the significance of the study.

CHAPTER THREE 
RESEARCH METHODOLOGY
3.1 Preamble
The method used in data collection and analysis are discussed in this chapter. It focused on the adopted Research Design for this study; the Study Population; Sample Size and Sampling Techniques; Procedure for Data Collection; Research Instrument; Validation of the Research Instrument; Reliability of the Research Instrument; Data Analysis Techniques and Ethical considerations.
3.2 Research Design
The research design refers to the overall strategy chosen to integrate the different components of the study in a coherent and logical way, thereby, ensuring effective address the research problem; it constitutes the blueprint for the collection, measurement, and analysis of data. Research design is the structure or plan that is employed as a guide in gathering as well as analyzing data for a study.
According to Mutai (2001) research design outlines the steps to be taken to answer the research questions. This entails the blueprint for the collection, measurement and analysis of data. The research design adopted for this study is descriptive survey method. This method is used to determine the opinion, attitudes, performance and perceptions of the respondents, to the subject under study. The use of questionnaire and interview, were necessary in the process of survey (Cooper &Schinder, 2017). The descriptive survey aims at estimating as precisely as possible the attributes of the population. Descriptive survey method entails the systematic collection of data from a sample of the population through personal interaction which gives opportunity of equal representation of the sample. The descriptive survey method is considered for use because it arrives at dependable solution to problems through the planned and systematic, analysis and interpretation of data collected for this subject matter (Kothari, 2004).
Descriptive survey research aims to collect large and small sample from population in order to investigate the effect of ethical behaviour on business performance (a case study of Olam Grains, Ilorin), Kwara State. The field survey implies the process of gaining insight into the general picture of a situation, without utilizing the entire population.
3.3 Population of study
According to Kothari (2012), the importance of a target population is where the researcher drew inferences from, and answers of the research questions. A population frame is a comprehensive itemized list of all subjects, which comprise the study population, from which a sample is taken (Mugenda&Mugenda, 2018). A population is a group of individuals, persons, objects or items, from which samples are drawn or taken for measurement. The research will be conducted in Olam Grains, Ilorin, Kwara State. The target population for this study is made up of all the staff of Olam Grains, Ilorin, Kwara State. In this study, eighty – five (85) workers at Olam Grains, Ilorin were selected.
3.4 Sample Size and Sampling Techniques
For this project work a sample eighty five respondent’s opinions will be sampled from Olam Grains, Ilorin, Kwara State.The sampling technique will be randomly selected respondents from Olam Grains, Ilorin, Kwara State. The sampling method that will be used in carrying out this study is the simple random sampling type. A simple random sample is obtained by choosing elementary units in such a way that each unit of the population has an equal chance of being selected. A simple random sample is free from sampling bias. In most cases, the size of the

population is too large for the study. Since the total population size of workers in Olan Grains, Ilorin is eighty – five (85); therefore the total populations were used as the sample size.
3.5 Procedure for Data Collection
The researcher will administer questionnaires to staff of Olam Grains, Ilorin, Kwara State. All questionnaires would be printed and administered by the researcher to the respective respondents to obtain immediate feedback.
3.6 Research Instrument
This study will use questionnaires titled “the effect of ethical behaviour on business performance (a case study of Olam Grains, Ilorin)” to collect data required for the study. A closed- ended questionnaire designed will be used to collect primary data for the study. A self constructed questionnaire will be administered to staff of Olam Grains, Ilorin, Kwara State. The questionnaire is divided into four (4) parts. Part ‘A’ contains the respondent’s personal information; Part ‘B, C and D’ containslikert-scale structured questions ranked as SA (Strongly Agreed), A (Agreed) D (Disagreed) and SD (Strongly Disagreed).
3.7 Validation of the Research Instrument
Validity is a measure of how well a test measures what it is supposed to measure. Validity is the degree to which results obtained actually represent the phenomenon under investigation. Validity will be established through close consultation of the research project supervisor’s judgment of the items of the instrument; the research project supervisor will verify the validity of the research instruments used in the study.

3.8 Reliability of the Research Instrument
Reliability is referred to as the consistency between the independent measurement of the same phenomenon, which implies stability, dependability and predictability of a measuring instrument (Kothari, 2013). Hence, for the purpose of this study, the test re-test method was adopted as copies of questionnaires were distributed to the targeted respondents in the sample frame and in a space of time (two weeks precisely), re-administered to the same respondents in order to ascertain the reliability of the research of the instrument. In furtherance, the reliability of the research instrument was further substantiated using Cronbach Alpha (Mohsen &Reg, 2011).
3.9 Data Analysis Techniques
Data gathered from questionnaire items will be collected, coded and analysed using descriptive statistical analysis. Section ‘A’ which contains the demographic characteristics of the respondents was analyzed using frequency distribution and the percentage. Research questions were answered using mean rating, while inferential statistics of mean, standard deviation and the ANOVA statistic will be used to analyze the formulated hypotheses at 0.05 significance level using Statistical Package for Social Sciences (SPSS) version 20.0.
3.10 Ethical considerations
Ethical issues are an integral part of the research planning and implementation process. Ethics in research refers to a code of conduct or expected social norm of behaviour while conducting research. Researcher in this case will treat people with respect and ensured that the procedures are reasonable and fairly administered. Fully informed consent will be obtained and privacy and confidentiality of the research participants will be guarded. The researcher will explain the real purpose and the use of the research to participants. The information gathered from the subjects will be confidential.

CHAPTER FOUR 
RESULTS AND DISCUSSION
4.1 Preamble
This chapter deals with data presentation collected for this study. The data were collected from 85 workers in Olam Grains, Ilorin aimed to assess the effect of ethical behaviour on business performance. This chapter present results on Socio-demographic information, Answer to Research Question on the effect of unethical behaviour, Mean and Standard Deviation of Research Questions, Test of Hypothesis and Discussion.
4.2 Socio-Demographic Information
Table 1: Age Distribution
	Age Range
	Frequency (n)
	Percentage (%)

	18 – 25 years
	28
	32.94

	26 – 35 years
	32
	37.64

	36 – 45 years
	13
	15.29

	46 years – above
	12
	14.11

	Total
	85
	100


Source: Research Survey, 2025
Table 1 shows that majority 32 (37.64%) of the respondents were between the age of 26 –35 years while 28 representing 32.94% were between 18 – 25 years, 13 (15.29%) were between 36 – 45 and 12 (14.11%) were between 46 years above.


Table 2: Gender Distribution
	Gender
	Frequency (n)
	Percentage (%)

	Male
	48
	56.47

	Female
	37
	43.53

	Total
	85
	100


Source: Research Survey, 2025
Table 2 shows that majority of the respondents were male representing 56.47% while 43.53% were female
Table 3: Marital Status of Respondents
	Status
	Frequency (n)
	Percentage (%)

	Single
	16
	18.82

	Married
	45
	52.94

	Divorced
	16
	18.82

	Separated
	8
	9.41

	Total
	85
	100


Source: Research Survey, 2025
Table 3 reveals that majority 45 (52.94%) of the respondents were married, while 18.82% of the respondents were single and divorced respectively and 8 respondents representing 9.41% were separated.


Table 4: Educational Qualifications of Respondents
	Qualification
	Frequency (n)
	Percentage (%)

	FSLC
	14
	16.47

	SSCE
	18
	21.18

	OND/NCE
	22
	25.88

	HND/B.Sc.
	26
	30.59

	Others
	5
	5.88

	Total
	85
	100


Source: Research Survey, 2025
Table 4 shows that most of the respondents are HND/BSc. holder representing 30.59% while 22 respondents representing 25.88% were OND/NCE holder. 16.47% and 21.18% of the respondents were FSLC and SSCE holder respectively while 5 (5.88%) have higher and professional certificates other than HND/BSc.
Table 5: Years of Experience of Respondents
	Years of Experience
	Frequency (n)
	Percentage (%)

	Less than 5 years
	26
	30.59

	5 – 10 years
	33
	38.82

	11 – 15 years
	16
	18.82

	More than 15 years
	10
	11.77

	Total
	85
	100


Source: Research Survey, 2025
Table 5 shows that majority 33 (38.82%) of the respondents have been working for more than 5 – 10 years while 26 (30.59%) have a working experience less than 5 years. Meanwhile, 18.82% and 11.77% have more than 10 years working experience.

Table 6: Job Category of Respondents
	Job Category
	Frequency (n)
	Percentage (%)

	Support Group
	52
	61.18

	Management & Professional
	25
	29.41

	Top Management
	8
	9.41

	Total
	85
	100


Source: Research Survey, 2025
Table 6 reveals that majority of the respondents representing 61.18%at OLAM Grains, Ilorin work as support group while 25 (29.41%) of respondents were managers and professionals and only 8 of the respondents representing 9.41% were top managers/directors.
Table 7: Monthly Salary of Respondents
	Salary Range (₦)
	Frequency (n)
	Percentage (%)

	Less than 20,000
	28
	32.94

	20,000 – 50,000
	30
	37.64

	51,000 – 100,000
	15
	15.29

	101,000 and above
	12
	14.11

	Total
	85
	100


Source: Research Survey, 2025
Table 7 shows that most of the respondents representing 37.64% earn between N20,000 – N50,000 while 32.94% of the respondents earn less than N20,000 and 15.29% and 14.11% earns between N51,000 above.
4.2.1 Effects of Unethical Behaviour on Business Performance in OLAM Grain, IlorinFig. 4.1: Lack of Resources
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Figure 4.1 shows that majority of the respondents representing 42.35% strongly agreed that lack of resources cause staff’s unethical behaviour towards discharging their duties while 12.94% strongly disagreed to the concept. 30.59% agreed that lack of resources affect the productivity of the company and 14.12% disagreed.












Figure 4.2 shows that majority of the respondents representing 49.41% strongly agreed that staff’s lack of commitment have impact towards their unethical behaviour while 22.35% strongly disagreed. 18.82% agreed that lack of commitment affect the company’s business performance and the least respondents representing 9.4% disagreed.Fig. 4.2: Lack of Commitment
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Figure 4.3 reveals that respondents shows equal percent (35.29%)of agreed and disagreed respectively towards poor remuneration as a one factor causing unethical behaviour on business performance at OLAM Grains, Ilorin. 17.65% strongly agreed to the concept while 11.77% strongly disagreed.4.3: Poor Remuneration
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Figure 4.4 provides the respondent’s perception on stress as a one factor contributing to the causes of unethical behaviour of staffs at OLAM Grains, Ilorin. 20 (23.52%) strongly agreed, 24 (28.24%) agreed, 22 (25.88%) disagreed while 19 (22.35%) strongly disagreed.Fig. 4.4: Stress
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Figure 4.5 shows that majority of the respondents representing 47.06% agreed that unethical behaviour cause decrease in productivity while 32.94% disagreed. 17.65% strongly agreed that unethical behaviour among staffs cause decrease in productivity and 2.35% strongly disagreed to the concept.Fig. 4.5: Decrease in Productivity
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4.2.2 Mean and Standard Deviation Analysis to show the relationship between ethical behaviour on business performance
	SN
	Concepts
	SA
	A
	D
	SD
	MEAN
	S.D
	RMK

	1
	Better service delivery is assured
	20
	36
	18
	11
	8.55
	1.76
	Satisfactory

	2
	It ensures attainment of objectives
	22
	26
	20
	17
	8.04
	1.75
	"

	3
	Harmony	at	work among workers
	18
	40
	12
	15
	8.37
	1.75
	"

	[bookmark: _GoBack]4
	Availability of prudent resources
	25
	38
	14
	8
	9.48
	1.80
	"

	5
	It	reduce	conflicts among co-workers
	26
	42
	10
	7
	9.89
	1.81
	"

	6
	It	propagate	united workforce
	30
	38
	12
	5
	10.29
	1.82
	"

	7
	It	promotes
organizational commitment
	25
	33
	18
	9
	
9.15
	
1.79
	"

	8
	It bring about trust and organizational citizenship behavior
	
16
	
43
	
20
	
6
	
8.58
	
1.75
	
"

	9
	It increase employee’s performance
	36
	26
	18
	5
	10.44
	1.84
	"

	10
	Service satisfaction
	25
	40
	10
	10
	9.53
	1.80
	"


A cut-off score of 7.50 was used as the baseline for determining participants’ responses since the questionnaire items were structured in a four-response-type. Therefore, concepts found with mean scores equal or above 7.50 were remarked ‘Satisfactory’ while ethical behavior relationship concepts with mean scores below 7.50 were remarked otherwise.
4.2.3 Mean and Standard Deviation Analysis to show the respondent’s adherence to ethical conducts as a parameter of business performance
A cut-off score of 7.50 was used as the baseline for determining participants’ responses since the questionnaire items were structured in a four-response-type. Therefore, concepts found with mean scores equal or above 7.50 were remarked ‘Satisfactory’ while ethical behavior relationship concepts with mean scores below 7.50 were remarked otherwise.


Table 9: Mean and Standard Deviation showing the remarks of the adherence of respondents towards ethical conducts in OLAM Grains, Ilorin.
	SN
	Concepts
	SA
	A
	D
	SD
	MEAN
	S.D
	RMK

	
1
	Organization has enhanced awareness on ethical conducts
	
25
	
37
	
13
	
10
	
9.35
	
1.79
	
Satisfactory

	
2
	Ethical behavior of employee help to improve business performances
	
22
	
45
	
12
	
6
	
9.54
	
1.79
	
"

	

3
	Efforts    to    change
employee’s	ethical conducts improve the performance of the organization
	

13
	

39
	

16
	

17
	

7.53
	

1.71
	

"

	
4
	Dissemination of skills & knowledge has influence on ethical conducts
	
26
	
36
	
16
	
7
	
9.54
	
1.80
	
"

	

5
	Level of relationship between adherence to ethics and performance have significance influence on business performance
	

20
	

45
	

18
	

2
	

9.40
	

1.78
	

"




	6
	Adequacy of ethical management	enhance organization performance
	16
	42
	20
	7
	8.48
	1.74
	"

	7
	Ethical conduct is necessary	towards achieving organization performance
	21
	38
	16
	10
	8.85
	1.77
	"

	8
	Employee’s	ethical
behavior	enhance organizational performance
	18
	38
	15
	14
	8.28
	1.75
	"

	9
	Respect for time and proficiency promote ethical behavior
	20
	46
	14
	5
	9.35
	1.78
	"

	10
	Ethical conducts promote business growth and development
	22
	36
	20
	7
	8.98
	1.77
	"



4.3 Test of Hypothesis
Hypothesis One: There is no significant relationship in the effect of ethical behavior and business performance.



Table 10: ANOVA Analysis for hypothesis one.
	Source of Variation
	SS
	df
	MS
	F
	P-value

	Between Groups
	1060.9
	1
	1060.9
	16.65463
	0.003529

	Within Groups
	509.6
	8
	63.7
	
	

	
	
	
	
	
	

	Total
	1570.5
	9
	
	
	










*Significance at F85 = 16.655; α-value of 0.05
	Since the p-value (0.0035) computed in table 10 is less than the alpha value (0.05), null hypotheses one is rejected. Therefore, there is significance relationship in the effect of ethical behavior and business performance among staffs of OLAM Grains, Ilorin.
Hypothesis Two: There is no significant relationship between ethical behavior and business performance.


Table 11: ANOVA Analysis for hypothesis two
	Source of Variation
	SS
	df
	MS
	F
	P-value

	Between Groups
	2592.1
	1
	2592.1	45.63556	0.000144

	Within Groups
	454.4
	8
	56.8

	
	
	
	

	Total
	3046.5
	9
	


*Significance at F85 = 45.636; α-value of 0.05
Since the p-value (0.0001) computed in table 11 is less than the alpha value (0.05), null hypotheses two is also rejected. Therefore, there is significance relationship between ethical behavior and business performance at OLAM Grains, Ilorin.
Hypothesis Three: There is no significant relationship in employee’s adherence towards ethical conduct and business performance.


Table 12: ANOVA Analysis for hypothesis three

Source of ariation
	Between Groups
	5501.3
	3	1833.767	127.3941
	3.16E-19

	Within Groups
	518.2
	36	14.39444
	

	
	
	
	

	Total
	6019.5
	39
	



SS	df	MS	F	P-valu
Significance at F85 = 127.394; α-value of 0.05
Since the p-value (3.16E-19) computed in table 12 is less than the alpha value (0.05), null hypotheses three is also rejected. Therefore, there is significance relationship between employee’s adherence towards ethical conduct and business performance in OLAM Grains, Ilorin.
4.3.1 Discussion
This study of findings intended to assess the effect of ethical behavior on business performance among the staffs of Olam Grains in Ilorin. The independent variables (demographic information) have revealed that most of the staffs at Olam Grains, Ilorin were between the ages ranges of 26 – 35 years in which many were male. 52.94% were married and the least educational qualification obtained is First School Leaving Certificate (FSLC) while majority of the respondents were HND/BSc. holders. In addition, 38.82% have between 5 – 10 years cognitive experience where many works as a support group and earn nothing less that N20,000 – N50,000
monthly.  Employee’s performance for organizational success has linked employee’s ethical behavior consisting of direct observable actions of an employee and also mental actions or products which results in organizational outcomes in the form of attainment of goals with different predictors. Among the predictors, ethical behavior is one of the important predictors that are popular in any business environment. Behaving ethically is seen as part of the social responsibility of individuals in any organization to ensure its stability and survival.
It has been found in this study that there was a significant positive relationship between employee’s ethical conducts and the effect of unethical behavior. 73.55% strongly reacted to the fact that lacks of resources either human or capital resources have a significant effect on staff’s unethical behavior and 69.20% agreed that lack of commitment is also of great effect towards unethical behavior. Neutrality were provided by the respondent on poor remuneration implying that there is averagely equal shares of capital/fiscal funds meanwhile 52.16% agreed that stress caused during daily activities has a significant positive effect on unethical behavior and majority of the respondents representing 64.71% agreed that unethical behavior has been a factor towards decrease in productivity at Olam Grains, Ilorin.
Considering hypothesis one, result revealed that there was a positive significant relationship between the employee’s ethical behavior and business performance and that this relationship cannot be ignored in ethical conducts for it is significant at 0.05 levels. This result is similar to the research conducted in Singapore by Chye (2004). The result indicated that there was significant and positive links between the ethical behavior and career success within the organization and job satisfaction; also the findings revealed that there is association between ethics and organizational commitment. 
The mean of the concepts provided in table 8 ranges from a minimum value of 8.00 to a maximum value of 10.44 using a baseline cut – off of 7.50. Among the concepts, the most significant observations of the respondents regarding their relationship on ethical behavior and business performance are: ethical behavior increase employee’s performance with a mean score of 10.44; ethical conducts propagate united workforce with a mean score of 10.29; it reduce conflicts among co-workers with a mean score of 9.89; it brings about service satisfaction with mean score 9.53; ethical behavior promotes the availability of prudent resources with mean score 9.48 and that it promotes organizational commitment with mean score 9.15. Other concepts include: ethical conducts bring about trust and organizational citizenship with mean score 8.58; better service delivery assured with man score 8.55; ensures attainment of objectives with mean score 8.04 and that ethical conducts promote harmony at work among workers with mean score 8.37. the weighted average mean value is 9.23 which indicates that respondent’s relationship on ethical behavior and business performance is high and therefore were remarked “satisfactory”. Considering hypothesis two, result revealed that there was a positive significant relationship on staff’s ethical relationship towards business performance and this relationship cannot be overlooked in ethical conducts for it is significant at 0.05 levels.  It is evident from this study that employee’s ethical conduct plays a role but not dominant role in organization success and if management improves ethical conducts of staffs among other factors, Olam Grains would be more successful in its business performance. A presented in table 9, the mean ranges from a minimum of 7.50 to a maximum of 9.50. Among concepts are: dissemination of skills and knowledge has influence on ethical conducts with mean score 9.54; level of relationship between adherence to ethics and performance have significant influence on business performance with mean score 9.40; respect for time and proficiency promote ethical behavior with mean score 9.35; ethical behavior of employee help to improve business performances with mean score 9.54 and that organization enhanced awareness on ethical conducts with mean score 9.35 among others. The weighted average mean value is 8.93 which indicate that respondent’s adherence towards ethical conducts and business performance is high and were remarked “satisfactory”.
	Considering hypothesis three, ANOVA revealed that there was a positive significant relationship on staff’s adherence towards ethical conducts and business performance and this adherence cannot be disrupted for it is significant at 0.05 levels. This outcome is similar to the result obtained in the research done in Australia by Michael (2005) where there conditions were stated to be essential for developing an ethical corporate culture.

CHAPTER FIVE
CONCLUSION AND RECOMMENDATION
5.1 Summary of findings
	The following finds were made from study:
1. There is a significant relationship in the effect of ethical behaviour and business performance.
2. There is a significant relationship between ethical behaviourand business performance.
3. There is a significant relationshipin the employees’ adherence towards ethical conducts and business performance.
This study of findings intended to assess the effect of ethical behavior on business performance among the staffs of Olam Grains in Ilorin. The independent variables (demographic information) have revealed that most of the staffs at Olam Grains, Ilorin were between the ages ranges of 26 – 35 years in which many were male. 52.94% were married and the least educational qualification obtained is First School Leaving Certificate (FSLC) while majority of the respondents were HND/BSc. holders. In addition, 38.82% have between 5 – 10 years cognitive experience where many works as a support group and earn nothing less that N20,000 – N50,000 monthly. It has been found in this study that there was a significant positive relationship between employee’s ethical conducts and the effect of unethical behavior. 73.55% strongly reacted to the fact that lacks of resources either human or capital resources have a significant effect on staff’s unethical behavior and 69.20% agreed that lack of commitment is also of great effect towards unethical behavior.

5.1 Conclusion
Ethical behavior is the key for long life business sustainability. Every employee must act ethically and have high moral principles. From this study, it is observed that respect, personal indifference, leadership style, commitment, timely disbursement and discipline have a positive impact on the employee’s performance in Olam, Grains, Ilorin.
It is also observed that the increase in positive relationship propagates the increase in production. Unethical conduct is tantamount to poor organization performance because of the realized connection between variables, although the connection is not that strong because the unethical factors seem to relate or correlate much with organization performance.
Study also showed that ethical behavior is important to complied with by the employees in the organization but sometimes there arises some cases in which people doesn’t value the ethics at all and keep doing their work in the general way.
5.2 Recommendations
	The following are the recommendation made for the improvement in ethical conducts among staff’s in Olam Grains, Ilorin towards achieving a promotive business performance:
1. The management willing to enhance the employees’ performance should emphasized more on respect in their mission statement, or listed respect as a core value of their organizations;
2. The management should focus on teams assist to inspire each other and to surge advantages from cooperative of working together as a team;
3. The management should focus on providing better reward and punishment to employees;
4. They should focus more on good leadership style;
5. They should focus on maintaining the discipline to employees.
6. There is a need for responsible training institutions to enhance training on ethical conducts so that the graduate professionals can acquire adequate knowledge, skills and hence appreciate and adhered to ethical conducts.
7. the responsible authorities should invest in improve in working condition since employees ethical conducts is positively connected with organization performance.
5.3 Suggestion for Further Study
There remains enough ground of scope in terms of data, models and methodology for studies in days to come. Further study may use secondary data or commercial settings such as bank as a sample for the more convenient result; may include other financial sectors such as development bank, finance companies and micro-finance companies; may use larger sample size and longer period; may use non-linear statistical tools and bidirectional causality tools.
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Appendix
Department of Business and Entrepreneurship, College of Humanities, Management and Social Sciences, School of Business and Governance,
Kwara State University, Malete,
Dear Respondent,
LETTER OF INTRODUCTION
The bearer, BABATUNDE TEMITAYO AYOMIDE with matriculation number:20D/27BA/01214 is a student of Business and Entrepreneurship Department, College of Humanities, Management and Social Sciences; School of Business and Governance, Kwara State University, Malete, Nigeria. He is currently conducting a research study titled “EFFECT OF ETHICAL BEHAVIOR ON SMALL BUSINESS PERFORMANCE (A STUDY OF OLAM GRAIN ILORIN, NIGERIA).
	Hence, we request your support in helping him fill this questionnaire attached therein in order to make her carryout this research work objectively. Please note that the information supplied shall be treated with utmost confidence and use purely for academic purposes only.
Thanks for your cooperation.
Yours faithfully, 


SECTION A: Bio-data (Please tick whichever is applicable)
1) Gender:	Male (   )  Female (   )
2) Age: 21-30 years (  ) 31-40 years (   ) 41-50 years	(  ) 51-60 years (  )
3) Educational Status: OND/NCE (  )  B.Sc./HND (    ) MBA/Msc ( ) PhD (   ) Post-Doctoral ( )
4) Marital Status: Single ( ) Married (     )  Divorce (  ) Others (  )
5) Working experience: less than 6 month ( ) 1-2years ( ) 3-4 years ( ) 5 and above ( ) )
SECTION B:
Please tick (√) the column that is applicable to you using the following key:
SA – Strongly Agree, A – Agree, N- Neutral, D – Disagree, SD – Strongly Disagree
	
	Research Statements
	SA
	A
	U
	SD
	D

	Relationship between ethical behaviour on business performance

	1
	Better service delivery is assured
	
	
	
	
	

	2
	It ensures attainment of objectives
	
	
	
	
	

	3
	Harmony at work among workers
	
	
	
	
	

	4
	Availability of prudent resources
	
	
	
	
	

	5
	It reduce conflicts among co-workers
	
	
	
	
	

	6
	It propagate united workforce
	
	
	
	
	

	7
	It promotes organizational commitment
	
	
	
	
	

	8
	It	bring	about	trust	and	organizational citizenship behavior
	
	
	
	
	

	9
	It increase employee’s performance
	
	
	
	
	

	1
	Service satisfaction
	
	
	
	
	

	

	

Adherence to ethical conducts as a parameter of business performance

	11
	Organization has enhanced awareness on ethical conducts
	
	
	
	
	

	12
	Ethical behavior of employee help to improve business performances
	
	
	
	
	



	13
	Efforts to change employee’s ethical conducts improve the performance of the organization
	
	
	
	
	

	14
	Dissemination of skills & knowledge has influence on ethical conducts
	
	
	
	
	

	15
	Level of relationship between adherence to ethics and performance have significance influence on business performance
	
	
	
	
	

	16
	Adequacy of ethical management enhance organization performance
	
	
	
	
	

	17
	Ethical conduct is necessary towards achieving organization performance
	
	
	
	
	

	18
	Employee’s ethical behavior enhance organizational performance
	
	
	
	
	

	19
	Respect for time and proficiency promote ethical behavior
	
	
	
	
	

	20
	Ethical conducts promote business growth and development
	
	
	
	
	


,
