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ABSTRACT  

This work examines the effect ethics climate on performance deposit money bank in Anambra State, 

Nigeria. The study investigates the effect of ethical climate, unethical standard practices, ethical culture 

and ethical behavior on organizational using selected manufacturing in South-East, Nigeria. The study 

reviewed relevant conceptual, theoretical and empirical literature. The study was anchored on stakeholder 

theory and Kohlberg's Model of Cognitive Moral Development.  Descriptive research design was 

adopted. The study was carried out in Anambra, State. The population of the study comprised 2093 

employees of the deposit money bank in Anambra State. Sample size of four hundred and eight (408) 

respondents was selected for the study using Borg and Gall formula. Questionnaire was employed as the 

main instrument of data collection. The study adopts face and content validity. The reliability of the 

instrument was achieved through the application of test re-rest and Spearman rank order correlation 

coefficient. The data generated were analyzed using frequency count and percentages in the analysis of 

research questions while research hypotheses were tested using panel regression analysis. It was found 

that ethical culture has a significant positive effect on the performance money deposit bank. Ethical 

standard had a significant positive effect on the performance money deposit bank. Ethical behaviour has a 

significant positive effect on the performance money deposit bank. Ethical leadership had a significant 

positive effect performance money deposit bank in Anambra State, Nigeria. The study concludes that 

ethic climate had a positive significant effect performance money deposit bank in Anambra State. The 

study recommends among others that deposit money bank managers should always pay attention to the 

ethical culture of their organization and ensure that all the activities and operations of the business are 

within the regiment of her ethical culture. Decision makers should set use of ethical standard as priority 

towards improving organization performance by set adequate resources and commitment to achieve this 

ends. Money deposit bank should have a workable system for identifying and resolving ethical behaviour. 

Such a system must be open, accessible and independent of the management bureaucracy and encourage 

whistle-blowing.  

Keywords: Ethical standard,  Ethical culture Ethical behavior and  Performance of Deposit Money Bank   

 

INTRODUCTION 
Ethical climate represents a set of shared formal and informal perceptions of procedures and policies, 

which shape expectations for ethical behavior. In recent years, researchers as well as practitioners have 

focused their attention on this construct, considering its direct influence both on individual and 

organizational outcomes and behaviors (Newman, Round & Bhattacharya 2017). In particular, when 

comparing ethical climates that promote organizational performance with those suggesting more 

individualistic behavior, it emerges that the former are more strongly associated with work performance 

and employees’ positive attitudes and behaviors (Pagliaro, Lo Presti, Barattucci, Giannella & Barreto 
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2018). Ethical climate defines what correct behavior is and how ethical issues should be handled within 

organizations. For this reason, it plays a key role in organizational life. We relied on the social identity 

approach to compare the effects of two specific ethical climates an ethical climate of self-interest vs. 

friendship on employees’ reactions (Mayer, 2014). Over the years the term ethical climates and 

organizational performance has long been associated with management scholars and business leaders 

around the world. There is a broad agreement that as a matter of corporate policy, every organization 

should strive to be committed in a manner that is ethically transparent. Organization’s ethical climate is 

the focus on the ethics of decision making and actions.   Ethical climate is a component of organizational 

climate which is the reactions of organizational members to the values and beliefs that make up 

organizational culture (Kozlowski & Doherty, 2009).   

Organization climate is important because it can be a driver and indicator of job performance, 

psychological wellbeing and withdrawal of individuals in an organization (Carr, Schmidt, Ford, & 

DeShon, 2003).   Organization and Ethical climate are important because these conditions will impact the 

behavior, motivation and effectiveness of the workforce. These forces if positive and supportive can 

strengthen and increase morale and productivity, but when caustic and destructive, can cause withdrawal, 

dysfunctional and unwanted behaviors. The concept of ethics simply deals with how decisions affect 

other people and organization. Etuk (2014) ethics and morality are aspects of axiology concerned with 

what is good, what is beautiful and what is desired or preferred human conduct. Ethics is concerned with 

contemporary norms or standard of conduct that govern the relationship among human beings and their 

institution. Ebitu, and Beredugo, (2015) explains ethics as a set of moral principles or values used by 

organization to steer the conduct of the organization itself and its employees in all their business activities 

both internal and in relation to the outside world.  Turyakira, (2018) argues that ethics in the word of 

organization business involve “ordinary decency” which encompasses such areas as integrity, honesty and 

fairness. Behaving in an ethical manner is seen as part of the climate of organization, which itself depends 

on the philosophy that organizations ought to impact on the society in ways that go beyond the usual 

profit maximization objective. Ethical climate is described as the ultimate rules which dominate the 

assessment of what constitutes right or wrong, or good or bad human conduct in a business context 

(Shaw, 2010). The theme of ethics in business has been widely approached on a global scale. . Rossouw 

(2007) also studied ethical climate on academic and practical societal levels, and concluded that ethical 

climate as an academic discipline still needed to be developed, as well as ethical business practices.  

The performance of an organization is sometimes based on the ethical work climate. Ethical work climate 

reflects the collective moral reasoning of organization members. Thus, strong ethical climate provides 

employees a foundation for thinking about moral issues (Abiodun, & Oyeniyi, 2014). Although 

organization members may reason effectively about the right thing to do, translating reason into action 

depends on the moderating effect of two additional contextual factors; collective moral emotion (in the 

form of collective empathy) and collective ethical efficacy. Furthermore, the moral reasoning reflected in 

ethical climate is more likely to translate to ethical behaviour if members, care about those impacted by 

their actions (empathy) and believe in their ability to successfully follow through in their decision 

(efficacy) (Branko, Drago, & Zoran, 2015) Ethical climate is sometimes referred to as management ethics 

or organizational ethics, limiting its framework to organizations (Beekun, 2006).  Ethical behaviour is 

characterized by honesty, fairness and equity in interpersonal and professional relationship and it respects 

the dignity, diversity and the right of individual and groups of people. Therefore for an organization to 

move forward in the aspect of performance, it is important 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 (Ononogbo, Joel, & Edeja, 2016).  

Management and business practitioners in organizations currently face more ethical issues than ever. 

Scholars have opined that managers and leaders confront ethical issues as they carry out their 

management responsibilities (Ordu & Okoroafor, 2014). Whether they are engaged in planning, 

organizing, motivating, communicating, delegating or some other management role, they face the matter 
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of morality; right and wrong, fairness and unfairness, and justice or injustice which creeps into their 

decisions, actions or behaviours. Virtually, issues of ethics always arise in all the decision in 

contemporary organizational or business setting (Jamnik, 2011). The topic of ethics and ethical 

perspectives in management is crucial with which managers today must be informed.  Ethical climate also 

helps in decision-making including enhancing accountability and transparency when undertaking any 

business. This is more so during turbulent times when strong ethical climate help the company to make 

changes successfully in organizations. The golden rule of ethical climate is that morality must permeate 

an organization from the top to bottom and embrace all stakeholders.Banks ethics leads to cost and risk 

reduction. Just as bribery and corruption are seen as inimical to the development of a healthy economy, so 

does lack of high ethical standards inimical to trust and loyalty which their detrimental effects on a 

company (Ike, 2002). Therefore, the study seeks to investigate ethical climate and performance of deposit 

money banks in Anambra State, Nigeria. 

Statement of the Problem 

Many modern organizations 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 ethical behaviour on the performance of organizations in Anambra State, Nigeria. 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 2002).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. 

 Business organizations that are engaged in unethical behaviour throw morality to the wind in their quest 

for profit maximization. They are involved in several maneuvers to satisfy their interests. According to 

Amaeshi and Adi (2006), the success of organizations is contingent on balancing the social and ethical 

goals but many organizations argue that a business is an economic institution and that only economic 

values should determine its success. As organizations face competent and competitive players, the 

Nigerian business environment is now driven by advance competition brought about by globalization, 

deregulation of financial services, astronomical developments in Information and Communication 

Technology (ICT) among others to render services according to cost benefit criteria. Demaki (2007) 

discloses other challenges to  ethical climate to include job insecurity among employees, ambiguity of 

companies performance objectives and employee overriding personal ambition over corporate goal, 

outright laziness among employee and other conflicts due to lack of clarity of standard principles of ethics 

and values. According to Baridam and Nwibere (2008) factors affecting organizational climate are: lack 

of clear procedure; personal financial needs; unethical behavior, excessive emphasis on short-term 

revenue over long term considerations; a desire for simple “quick fix” solution to ethical problems; an 

unwillingness to take an ethical stand that may impose financial cost; response to the demand of 

shareholders at the expense of other constituencies; ethical climate of the banking industry; the behavior 

of man’s equality in a company; the behaviors of man’s superiority in a company; failure to establish 

simple written code of ethics, consideration of ethics solely as a legal issue or a public relation tool. 

This has led to an ever-growing out-cry by an increasingly well-informed breed of society, customers, and 

stakeholders with the increasing demands for clear and hard facts about the social and environmental 

performance of organizations. This has also affected firms and other organizations such as; reducing the 

reputation of these organizations, lowered customer loyalty and confidence, decreased motivation of staff, 

reduced turnover and security of stakeholder’s funds among other challenges. Bribes are frequently given 

in exchange for assistance, product offerings are over exaggerated while most managers whose 

dispositions towards business are aggressive go beyond recruiting fair ladies to entice customers. Several 

service organizations are guilty of the anomalies. They abate sexual harassment, dishonesty, bribery, lack 

of equity in interpersonal and professional relationship. To some managers however, ethical behavior has 

come to stay and hardly can a growing firm exist in perpetuity without any form of compromise in this 
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volatile world. Most organization management can equally not distinguish between what is moral and 

immoral business practices. As a result of the above, it has become a regular subject of discussion and 

debate within business and academic circle. Thus the study seeks to investigate ethical climate and 

performance of selected deposit money bank in Anamber State, Nigeria.  

Research Objectives  
The general objective of this study was to examine the relationship between ethical climate and 

performance of deposit money banks in Anamber State, Nigeria, The specific objectives of this study are 

to:  

i. Investigate the relationship between ethical standard and the performance of deposit money bank  in 

Anambra State, Nigeria   

ii. Determine the relationship between ethical culture and performance of deposit money bank  in 

Anambra State, Nigeria   

iii. Ascertain the relationship between ethical behavior on performance of deposit money bank  in 

Anambra State, Nigeria  

Research Questions  

In line with the objectives of the study, the following research questions were formulated to guide this 

research. 

i. What is the relationship between ethical standard and the performance of deposit money bank in 

Anambra State, Nigeria?  

ii. What is the relationship between ethical culture and the performance of deposit money bank in 

Anambra State, Nigeria?  

iii. What is the relationship between ethical behavior and the performance of deposit money bank in 

Anambra State, Nigeria?  

Hypotheses  
The following hypotheses were formulate to guide the study at 0.05 level significant  

Ho1: Unethical standard has no significant positive relationship with performance of deposit money bank 

in Anambra State, Nigeria  

Ho2: Ethical culture has no significant positive relationship with performance of deposit money bank in 

Anambra State, Nigeria  

Ho3: Ethical behavior has no significant positive relationship with performance of deposit money bank in 

Anambra State, Nigeria  

 

REVIEW OF RELATED LITERTURE 

Conceptual Framework  

Ethical Climate  

Ethical climate may be defined as a set of shared perceptions of procedures and policies, both codified 

and informal, which shape expectations for ethical behavior within an organization or a company. Olson 

(1998) elaborated on this definition suggesting that ethical climate provides “the context in which ethical 

behavior and decision-making occurs. As such, ethical climate tracks behavioral guidelines that help 

individuals to understand what is acceptable rather than sanctionable within organizations. Representing a 

strong group regulation tool (Ellemers et al., 2013), ethical climate becomes central to organizational life 

as a way to show the core values of the company both internally and externally, to promote identification 

and commitment with the organization, and to manage deviance (Ceschi et al., 2016). Based on its 

centrality, researchers have investigated the impact of ethical climate on individual’s emotions, 

perceptions, and behaviors. Indeed, ethical climate has been demonstrated to significantly influence the 

ethical behavior of employees job attitudes, job satisfaction, commitment to the organization, proactive 

customer service performance turnover intentions organizational citizenship behaviors organizational 

deviance (corruption) and a range of counterproductive behaviors including tardiness or absenteeism 
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(Bellini et al., 2022),. To sum up, ethical climate is related to the promotion of positive work behaviors 

and, on the contrary, to the prevention of deviant work behaviors (Newman et al., 2017). 

Ethical climate has focused on its conceptualization and measurement. Although some researchers tend to 

consider it as a single, holistic construct (Mayer, 2014), the concept of ethical climate is more often 

considered as multidimensional (DeConinck, 2011). Starting from the original taxonomy by Shin, (2012), 

researchers conceptualized different types of ethical climates, as well as different ways of differentiating 

between these (Schwepker, 2013). Among these theorizations, in the present paper, we are particularly 

interested in a relevant distinction that can be made based on the individualistic and independent vs. 

collectivistic and interdependent focus of the ethical climate under consideration. This reflects the 

distinction that has been made between an ethical organizational climate of self-interest, which underlines 

a more individualistic and independent way of dealing with ethical issues within the organization; and an 

ethical organizational climate of friendship, which, on the contrary, subsumes a collective and 

interdependent way to deal with the same ethical issues (Arnaud, 2010). 

Even though, in principle, both these climates of friendship and self-interest may have positive effects, we 

are inclined to believe that the former would be more likely to promote pro-organizational attitudes and 

behavior, like commitment and organizational citizenship behaviors and by contrast to discourage 

negative tendencies such as turnover intentions. The supposed primacy of the friendship (self-interest) 

climate on pro-organizational attitudes and behavior relied on the hypothesis that such an interdependent 

and collective way of dealing with ethical issues within organizations is more likely to promote 

organizational identification, which should represent the motivational key driving employees’ attitudes 

and behavior. Indeed, research so far has proposed that organizational identification is related to ethical 

climate(s) and its consequences, but experimental evidence about this causal linkage is still lacking, at 

least to the best of our knowledge.Carroll’s Ramasamy and Yeung, (2009) definition of ethical climate is 

the one most widely adopted by researchers (Crane & Matten, 2004). Maignan, (2001) defined the climate 

of business as that which “encompasses the economic, legal, ethical, and discretionary expectations that 

society has of organizations at a given point in time”. This definition aimed to encompass the various 

dimensions of responsibilities, from economic to discretionary, that society expects businesses to assume 

(Carroll, 2009). In the same way Wu and Tsai (2012) as well as Parboteeah and Kapp (2008) defined 

ethical climate as the prevailing perceptions of typical organizational practices and procedures that have 

ethical content.  

 Ethical climate refers to contemporary organizational standards, principles, sets of values and norms that 

govern the actions and behavior of an individual in the business organization.  ethical climate have two 

dimensions, normative  ethical climate or descriptive business ethics. As a corporate practice and a career 

specialization, the field is primarily normative (Stead, Worrell & Stead 2010). 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.  

Organization Performance  
Performance has been the most important issues for every organization be it profit or non-profit one. It 

has been very important for mangers to know which factors influence an organization’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 organizational researchers 

(Barney, 2008). For example, according to Javier (2007), as cited in Nikbin et al (2010), performance is 

equivalent to the famous 3Es (i.e. economy, efficiency and effectiveness) of a certain programme or 

activity. However, according to Daft (2009), organizational performance is the organization’s ability to 

attain its goals by using resources in an efficient and effective manner. Quite similar to Daft (2009) 

Richardo and Wade (2010) defined organizational performance is the ability of the organization to 

achieve its goals and objectives. Organizational performance has suffered from not only a definition 

problem, but also from a conceptual problem. Hefferman and Flood (2006) stated that as a concept in 
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modern management, organizational 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.  

 

Theoretical Framework  

This research was anchored on stakeholder theory by Freeman (1984). The inventor of Stakeholder 

Theory is R. Edward Freeman and his publications are Strategic Management – A Stakeholder Approach 

in 1984. Freeman (1984) argued in his seminal work introducing the term stakeholder theory that 

“systematic attention to stakeholder interests is critical to firm success”. The traditional definition of a 

stakeholder is “any group or individual who can affect or is affected by the achievement of the 

organization’s objectives” (Freeman, 1984). The definition has given a new idea of redefining an 

organization that what it should be like and Friedman & Miles (2006) explained that an organization is a 

composition of stakeholders, and purpose of an organization should be to be able to handle its own 

interests, viewpoints and requirements. It depends on the type of firm that stakeholders may include 

suppliers, customers, shareholders, community and environmental groups. 

Unexpected levels of problematic environment and changes that managers were facing became the reason 

for building this framework. It came into existence to address the concerns of the managers. The 

prevalence of this approach was quite high in the 80’s even though the idea was old. This term was firstly 

used in the 1960s during the genuine work done in Stanford Research Institute (Freeman et al. 2001). 

There has been a great amount of growth so far in the scope of this approach and recent researches 

conducted in the four sub-fields; corporate climate and performance, strategic management, normative 

theories of business, governance and organizational theory. 

Simply put, stakeholder theory of organization that those whose lives are touched by a corporation hold a 

right and obligation to participate in directing it (Kotler & Keller 2006). Therefore, they’re stakeholders 

in the company and their voices must contribute to corporate decisions. The five cardinal stakeholders 

mainly include but not limited to shareholders, workers, customers, suppliers, and community Kotler and 

Armstrong, (2008). It is therefore, upon the organizations before, during or after carrying out the business 

to be as transparent as possible; because this is an important value for those promoting stakeholder ethics. 

On the other hand Baker and Hart, (2008) assert that what’s certain is that stakeholder theory obligates 

business directors to appeal to all sides and balance everyone’s interests and welfare in the name of 

maximizing benefits across the spectrum of those whose lives are touched by the business.  ethical 

climate is likely to loose its value if the stakeholders are not fully involved or left unawares to the facts. 

Donaldson and Presten (1995) in Freeman et al. (2001) described that Stakeholder theories could be 

divided into descriptive, instrumental and normative point of Views.  The descriptive theory implies the 

stakeholders that a firm possesses; instrumental view entails the consideration of stakeholders by the 

organization and they remain successful and last but not the least normative approach focuses on the 

reason why a firm should take into consideration the stakeholders. 

The objective of business ethic, both as an academic branch in business studies and as a managerial tool 

for practitioners, is to become aware of this relationship and understand how business activity influences 

society and vice-versa (Lantos, 2001). If CSR is applied properly in any organization, it will build a 

strong bond between the organization and its stakeholders in terms of more commitment, trust, customer 

loyalty and investments by the suppliers and stockholders thereby improving organizational growth 

(Maignan and Ferrell, 2004; Bhattacharya and Sen, 2004).  A firm’s involvement and initiatives in social 

and environmental areas possess a great amount of importance in organizational growth. It shows the 

concern of a firm towards the internal and external environment and imposes a healthy effect in building a 

good image of the firm.  
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The main core of the stakeholder theory is the belief that stakeholder relationships are the most important 

factor that managers have to take care of. However, ethical climate addresses those responsibilities that a 

business needs to fulfill. We may conclude that both the concepts are interrelated but the level of 

abstraction differs on the subject of business ethics. The Stakeholder Theory is an effective gauge to 

measure the growth of a organizational (Quazi, 2003). 

The stakeholder model focuses primarily on the interests and concerns of the organization’s stakeholders 

over economic interests. From the stakeholder model perspective, the focus becomes how to please and 

build mutually beneficial relationship with the beneficiary community. Based on this assumption, it can 

be argued that the underlying philosophy for ethical climate activities under the stakeholder model can 

produce positive attitude among employees thereby increasing their participation levels. In this study, the 

researcher will be examining the influence of the stakeholder model of ethical climate activities on 

organizational performance.   

Ethical Standard and Firm Performance 

Ethical behaviour of organization and the potential effects of misconduct on society have drawn the 

interest of researchers, stakeholders and business press on the need for ethical reporting (Berrone, Surroca 

& Tribo, 2005). Ethical behavior is that which is morally accepted as “good” and “right” as opposed to 

“bad” or wrong in a particular setting. Considering some questions like, is it ethical to do personal 

business on the organization’s time? Is it ethical to pay bribe to obtain a business contract? It is obvious 

that despite one’s initial inclination in response to these questions, the major points of it all is to remind 

organization that the public at large is demanding that government officials, managers, workers in general 

and the organizations represent all act according to high ethical and moral standard. The future will bring 

a renewed concern with maintaining high standards of ethical behavior in organizational transactions and 

in the work place.Researchers have discovered that the most prevailing reasons behind the occurrence of 

deviant workplace behavior is the conflicting perception, via deviant role models, that the organization 

supports such behavior (Appelbaum , Iaconi, & Matousek, 2007). Deviant or negative workplace 

behavior is linked to antisocial behavior, organizational misbehavior, noncompliant behavior, workplace 

deviance, and dysfunctional workplace behavior (Peterson, 2002). Potential costs include lost 

productivity, lost resources, lost customers, employee turnover, and decreased employee morale. 

Trevino (2016) claimed that both organizational and situational factors can influence the attitude and 

behavior of the organizational membership. The mounting intricacy regarding modern businesses, 

swelling quantity and rapid pace of information flood, and huge performance pressure have raised the 

chance of honesty or sometimes dishonesty in ethical decision making and perception of leaders. In the 

views of Carroll (2014) “worldwide ethics regarding business is demanding a revolutionary perception 

and observation as many companies are making every effort to increase their productivity, performance, 

profits and operations all over the world”. Furthermore, growing consciousness about someone’s 

privileges, rising judgment of people regarding fair conduct, emphasis on societal consciousness and 

ritual integrity, and rising demand of the employees for self contentment are the major elements, which 

force the leaders of the organization to conduct ethically. Queries regarding management and leadership 

are increasing very fast as compared to past (Veiga, 2014), and the ethical leadership is still a complex 

phenomena to be discussed. 

Ethical behavior and firm performance 

Ethical behavior has also been a subject of extensive academic research. Unethical activities by 

companies such as, Lehman Brothers, Enron and WorldCom have deeply damaged the trustful 

relationship that has formed the basis of marketplace relationships between companies and stakeholders. 

Prahalad and Hammel (2014) stated that the influences over strategic decisions are no longer financial or 

industry driven, but also social and environmental. Firm performance has been frequently linked to 

business ethics, by different authors. Carroll (2009) stated that ethical behavior manages the expectations 

that society has towards an organization, on economical, legal, ethical and discretionary levels. Valentine 

and Fleischman (2007) state that ethical behavior companies are viewed as performance of organizations. 
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The authors associated ethics programs with a greater perception of ethical behavior, on behalf of 

employees who associate firm performance as a form of commitment towards ethical behavior. Some 

scholars state that codes of ethics say much about a firm, and that there is a positive relation between 

ethical behavior and financial performance (Bowman & Haire, 2015). Waddock & Graves (2017) also 

argued that ethical behavior is positively related to Corporate Financial Performance (CFP), which 

indicates that good management is linked to ethical behavior. An ethical management is a responsible 

management that carefully includes not only stockholders, but more importantly stakeholders in their 

decision making process (Goodpaster, 2011). In fact, literature points out that an ethically responsible 

management can contribute to better financial performance by reducing the cost of business transactions, 

building trust with stakeholders, contributing to a successful teamwork environment and maintaining 

social capital. 

Ethical culture and Firm Performance 

Ethical culture can benefit performance through three channels: enhanced coordination and control within 

the firm, improved goal alignment between the firm and its members, and increased employee effort. 

Ethical culture improves efficiency in an organization by enhancing coordination and control within the 

firm. Sørensen (2002) uses the definition of organizational culture from O’Reilly and Chatman 

(2016) and investigates the relationship between strong ethical culture and variability of firm 

performance. He finds that performance variability increases in organization with a strong ethical culture 

as industry volatility increases. He attributes this result to a strong organizational culture codifying its 

beliefs and goals and thus forming its own routines, which facilitate internal organizational processes. 

However, when the environment changes, alternative routines are needed to overcome challenges; 

therefore, having strong routines becomes a disadvantage rather than an advantage. 

Kotter and Heskett (2012) find that organization with strong ethical culture economically outperforms 

those without a strong ethical culture by a large margin. It should be noted that organization with a strong 

ethical culture emphasize all key stakeholders, including shareholders, employees and customers, while 

our proxy for ethical culture focuses more on non-shareholder stakeholders, including employees and the 

community. Izzo and di Donato (2012) find that ethical social performance relating to the environment, 

the community and employment has a negative impact on stock prices in Italy. They conclude that Italian 

shareholders consider this ethical social performance as an avoidable expense that reduces firm value and 

therefore discount the stock prices of these organizations. 

Not all ethical cultures are positive forces (O’Reilly, 2009). As we focus on the efforts of ethical culture 

promotion rather than any specific culture, we do not distinguish good culture, such as integrity, from bad 

culture, such as corruption. In addition, organization may promote ethical cultures that no longer fit their 

long-term goals. Many companies, such as Sears, Bank of America and General Motors, have 

experienced difficulties resulting from their ethical cultures (O’Reilly, 2009). Samsung recently decided 

to change its rigid ethical culture by focusing on converged products and profits rather than on growing 

its business any further because it had experienced low profit levels for several years (The Korea Times, 

2015). In addition, difficulties in mergers and acquisitions are sometimes caused by ethical culture 

conflict; the failure to merge two cultures can result in a loss of talent and an inability to benefit from 

synergy (O’Reilly, 2009). When a bad culture is strong, ethical culture can be an obstacle to changing the 

environment, leading to poor firm performance (Sørensen, 2002). 

Olu (2014) examined various concepts on organizational culture and strives to ascertain the importance of 

the relationship between organizational culture and corporate performance in a business context. The 

study adopted survey research design. The population of this study is the entire employees of Nigerian 

deposit money banks. Primary data were used for this study. Data were collected through a questionnaire 

that was administered to the selected respondents. The two hypotheses proffered were tested and relevant 

recommendations were made. The conclusion drawn from the study is that organizational culture plays a 

vital role in an organization’s general performance. This study contributes to organizational culture’s 

literature by showing that employees would commit themselves to organizational goals and work actively 
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in achieving those goals when they buy into cultural norms of the organization and thus increase 

organizational performance 

 

Empirical Review 

Barretto, Adeoye, Akewusola and Ayeni  (2021) examined the individual and combined effect of work 

ethics climate on employees’ performance in selected money banks in Ogun State, Nigeria. It measured 

the constructs of integrity, moral value and trust as correlates of job commitment, work quality and 

timeliness of delivery respectively. For this, the study adopted survey research design on the target 

population of 800 employees of the selected banks. Stratified random sampling was used in selecting the 

sample size of 481 employees. In assembling data, a structured and self administered questionnaire was 

adapted, validated and employed. The response rate was 83% representing 399 responses. Cronbach’s 

alpha coefficients of variables ranged between 0.81 and 0.91, and data were analyzed using descriptive 

and inferential statistics. The results revealed that integrity had positive and significant effect on 

employees’ job commitment in the selected money banks. Moral value had significant effect on quality of 

work in the selected money banks. Trust had significant effect on timeliness of delivery in the selected 

money banks. Integrity, moral value, and trust, have combined significant effect on employees 

performance of the selected money banks. The results create awareness for the employees and 

management of the selected money banks to intensify on measures, policies, and programs that enhance 

better performance in their various organizations. This study is valuable as it contributes to knowledge on 

scholarly argument of work ethics and employees performance of selected money banks in a developing 

nation. Banking industries can embrace work ethics as customer winning strategies in their various 

organizations. 

Isimoya and Bakarey (2022) examined the ethical climate linkage between ethical leadership and 

employees’ counterproductive work behaviours. The study adopted a two-step sampling procedure. First, 

a systematic random sampling method was used to select five (5) out of thirty (30) quoted insurance 

companies operating in Nigeria. Second, a non-probability judgemental sampling method was applied to 

elicit information from one hundred and fifty-four (154) respondents (senior staff) from the five (5) 

participating organizations. However, one hundred and fifty-one (151) questionnaire were retrieved (a 

response rate of 98%) and found usable for analysis. Using simple linear regression analysis and Sobel 

test mediation analysis, it was revealed that ethical leadership not only had negative association with 

deviant behaviours, but also a robust positive relationship with ethical climate (the mediating variable). 

Sobel test mediation analysis revealed that ethical climate (mediator) significantly influences the 

relationship between ethical leadership and employee counterproductive behaviour. Based on these 

findings, the study concludes that ethical leadership behaviour and ethical climate can stem the tide of 

employees’ counterproductive work behaviours in Nigerian insurance industry. 

Ikpefan and Ayeni (2018) examined the impact of ethics and professionalism in the Nigerian banking 

industry Ethics is concerned with the code of values and principles that enables a person to choose 

between right and wrong, and therefore, select from alternative courses of action. In recent past the 

banking industry specifically the deposit money banks have witnessed insider abuse, frauds, greed, poor 

internal controls etc and has led to CBN intervention. These acts resulted from unethical behviour from 

employees and management. The focus of this study is to investigate the impact of ethics and 

professionalism in the banking sector in Nigeria using selected banks as the case study. The methodology 

employed is the survey method. One hundred (100) questionnaires were distributed to selected deposit 

banks and Eighty Seven One (87) were retrieved. The percentage method was adopted to analyze the data 

obtained and the response from the questionnaires was then presented using the Statistical package for 

Social Science (SPSS).The evidence generated from this study reveals that many Nigerian Banks and 

Bankers are aware of the Code of Ethics and Professionalism in the Banking Industry but not all Nigerian 

banks have adopted the Code. It was also found that unethical behaviour is responsible for distress in 

banks. The sanctions for unethical/unprofessional conducts appear to be too weak. We therefore 
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recommend the need to promote greater awareness of Ethics and the Code of Ethics in the Nigerian 

Banking Industry, as this is the best way of promoting ethical behaviour. To curb distress in banks, the 

Regulatory Authorities should ensure that penalties and stiff sanctions are imposed on banks for unethical 

practices and for outright violation of rules and regulations sufficient to deter such violations and 

discourage unethical behaviors in future. 

Turyakira, (2018) analyzed the ethical climate of small and medium-sized enterprises in developing 

countries, aims at evaluating the aspects of business ethics, significance of  ethical climate 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 ethical climate 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, & Olusanya, (2018) examined 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 promotion of ethics in the Nigeria public sector. The implications of the findings 

were discussed. 

Agbim (2018) examine the effect of ethical leadership on corporate governance, corporate performance 

and corporate climate 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 climate using a natured/nurtured ethical leader. The results reveal that ethical leadership has 

significant positive effects on corporate governance, corporate performance and corporate climate 

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 climate through the organizational culture 

Abidin, Hashim, and Ariff,. (2017). study explores the role of ethical climate 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) 2012. 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 organization on the Main Board of 

Bursa Malaysia in year 2014. 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 
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Vahid (2018) designed to understand the implications and significance of management ethical climate 

over stock performance in Malaysia. The stock performance was measured using Return on Equity 

(ROE), Return on Asset (ROA), Earnings Per Share (EPS) and Price Earnings ratio (PE). A scorecard 

method used in ASEAN Corporate Governance report 2014 has been used to rank the organization based 

on their ethical climate performances. The published rankings for top 20 organization with good corporate 

governance are used as measure of management ethics. The theoretical relationship between 

shareholder’s wealth, management ethics and efficient market hypothesis explain show management 

ethics impact the stock performance. The findings could be used to understand how shareholders could be 

affected by the managers’ ethical or unethical behavior. 

Adewale, Akinbode, Falola and Oludayo, (2018) Work ethics and employees’ job performance. This how 

work ethic affects workers job performance by evaluating how either strong work ethics (SWE) or weak 

work ethics (WWE) can contribute to encouraging or discouraging workers job performance. Although 

instances of excellent performance amidst unethical practices have been recorded however, a sustainable 

performance can only be achieved through strong work ethics. Ethical Leadership is significantly and 

positively related to (r = 0.770; p< 0.01). This signify that ethical leadership positively influences the 

ethical climate activities The extent to which employee encourages integrity, sense of responsibility, 

quality, self-discipline and sense of teamwork in work discharge determine either strong work ethics or 

weak work ethics contribute to job performance level. Literature review and theoretical ground point 

towards the need for workers' to promote ethical practice and discourage unethical acts which can 

undermine corporate image and excellent performance. This study proposes that strong work ethics 

results in excellent work performance. 

 

METHODOLOGY 

The study adopted descriptive survey design. Descriptive survey design will be adopted because a sample 

of the population of interest was collected, analyzed and the result generalized for the entire population of 

interest. The study will be carried out in Anambra state, Nigeria. Anambra is one of the 36 states in 

Nigeria located in the south-east Nigeria. The primary source of data was used in this study because of the 

variables that was used in the study. Questionnaire and semi structured interview was used to collect data 

from manager-owners and other key officers in the selected manufacturing organization.The population 

of the study comprises 2093 employee of deposit money banks in Anambra State, Nigeria. The statistical 

formula devised by Borg and Gall (1973) was employed to determine the sample size of 404. The 

researcher used structured questionnaires. The study adopts the face and content validity testThe 

reliability of the instrument was achieved through the application of test re-rest and Spearman rank order 

correlation coefficient.. Thus, showing an average coefficient of 0.83. The implication being that the 

instrument is 83 percent reliable and it was considered very adequate for the study. Statistics such as 

frequency count and percentages were put to use in the analysis of research questions while research 

hypotheses were tested using panel regression analysis. The research hypotheses were tested at 0.05 level 

of significance.  

 

DATA PRESENTATION AND ANALYSIS  

A total of four hundred and four questionnaires were distributed to the respondents, out of which three 

hundred and fifty-four were properly filled and found relevant to the study 34 of the questionnaires were 

not properly filled and 16 copies get missing. Therefore, the analysis in this section was based on the 

three hundred and fifty-four relevant copies. The first section covers the demographic features of the 

respondents. The second section analyzed the data relevant to research questions.   
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Descriptive Statistics 

Variables Observations Mean Standard 

Deviation 

Median Minimum Maximum 

PERMDB 354 .651898 .207794 .0000 1.0803 .3726 

ES 354 1.572687 .315942   .0370 -.6989 1.9684 

EC 354 5.467364 .721757     1.034 5.3513 8.5654 

EB 354 7.483189 3.146124     .3453 .7015 16.6377 

Source: STATA 15 Computational Results (2022).  

The table 1 above shows that the mean value of performance (PERMDB) among the sampled deposit 

money bank was 0.652. This implies that about 65.2% of the observations accounted for performance 

deposit money bank. The median value of ethical culture (EC) for the sampled organization’ was .037. 

The maximum value for the study was 1.97 while the minimum value was -.6989. This implies that 

deposit money bank with higher or equal to the median value of .037 of ethical culture are higher profit 

making organization. While deposit money bank with the median value below .037 of EC are low profit 

making organization at a high degree risk of 31.6%.The average ethical standard and practices (UES) for 

the sampled organization was 5.47. This means that organization from and above 5.47 highly displayed 

unethical standards and practices in their businesses.  The average ethical behaviour (EB) for the sampled 

organization was 7.48. This means that organization above7.48 highly respond to ethical behaviour.  

Test of Hypotheses 
Panel Regression model was developed to test the linear relationship between the dependent and 

independent variables. It was operated using STATA version 15 as shown in the table 4.3.1 below: 

Model 1: PMDB =b0 + b1 EC + b2 UES + b3 EB +  µ  

Decision Rule: accept Ho if P-value > 5% significant level otherwise reject Ho 

Table 4.3.4: Fixed Effect of Business Ethics on Performance of Manufacturing Organization 

Dependent Variable (PMDB) 

Variable Co-efficient Robust Std Error T-value P-value 

CONSTANT .6216911 .0428577 4.97 0.036 

EC .5556967 .0005326 3.28 0.042 

ES -.6010902 .0873902 -0.81 0.514 

EB .6914018 .0003549 3.07 0.003 

R-Sq:     

Within 0.7029    

Between 0.8739    

Overall 0.7284    

Prob> F 0.0000    

Source: Result output from STATA 15.  

In testing for the effect of the dependent and independent variables in our model, the two widely used 

panel data regression estimation techniques (fixed effect and random effect) were adopted. The table 

above (table 4.3.4) presents the panel data regression estimation techniques results using fixed effect. The 

estimation of the fixed effect panel regression was based on the assumption of no correlation between the 

error term and explanatory variables, while that of the random effect, considers that the error term and 

explanatory variables are correlated. In selecting from the two panel regression estimation results (fixed 

effect and random effect) for the model, the Hausman test was conducted and the test is based on the null 

hypotheses that the random effect model is preferred to fixed effect model.  
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Test of Hypothesis One 

Ho: Ethical culture has no significant positive effect organizational performance in south east Nigeria.  

Ho: Ethical culture has a significant positive effect organizational performance in south east Nigeria. 

Ethical culture recorded a t-statistics value of 3.28 with a probability value of 0.042 which is statistically 

significant at 0.05 level of significance. Therefore, the null hypothesis is rejected while the alternative 

hypothesis is accepted. Hence, Ethical culture has a significant positive effect organizational performance 

in south east Nigeria. 

Test of Hypothesis Two 

Ho: Unethical standard has no significant positive effect organizational performance in south east 

Nigeria.  

Hi: Unethical standard has a significant positive effect organizational performance in south east Nigeria.  

Unethical standard recorded a t-statistics value of -0.81 with an alpha value of 0.514 which is statistically 

insignificant at 0.05 level of significance. We accept the null hypothesis and reject the alternative 

hypothesis. This implies that Unethical standard had no significant positive effect organizational 

performance in south east Nigeria 

Test of Hypothesis Three 

Ho: Ethical behaviour has no significant positive relationship with performance of deposit money bank in 

Anambra State, Nigeria  

Ho: Ethical behaviour has no significant positive relationship with performance of deposit money bank in 

Anambra State, Nigeria  

Ethical behaviour had a t-statistics value of 3.07 with an alpha value of 0.003 which is statistically 

significant at 0.05 level of significance. We reject the null hypothesis and accept the alternative 

hypothesis. This implies that ethical behaviour has a significant positive effect organizational 

performance in South East Nigeria.  

Summary of Findings 

Having conducted an empirical examination on the effect of business ethics on firm performance in south 

East Nigeria, the study has the following findings 

1. Ethical culture has a significant positive effect on the performance money deposit bank in 

Anambra State, Nigeria.  

2. .Ethical standard had a significant positive effect on the performance money deposit bank in 

Anambra State, Nigeria.  

3. Ethical behaviour has a significant positive effect on the performance money deposit bank in 

Anambra State, Nigeria.  

 

CONCLUSION  
This research investigates ethics climate and performance money deposit bank in Anambra State, Nigeria. 

Relevant conceptual, theoretical and empirical literature was reviewed. Data were analysis using panel 

regression analysis. The result showed that ethical; ethical standard had a significant positive effect 

performance money deposit bank in Anambra State, Nigeria. Therefore the study concludes that ethic 

climate had a positive significant effect performance money deposit bank in Anambra State. 

 

RECOMMENDATIONS  
In line with the findings of the study the following recommendations are made:  

1. Deposit money bank managers should always pay attention to the ethical culture of their organization 

and ensure that all the activities and operations of the business are within the regiment of her ethical 

culture. 

2. Decision makers should set use of ethical standard as priority towards improving organization 

performance by set adequate resources and commitment to achieve this ends. 
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3. Money deposit bank should have a workable system for identifying and resolving ethical behaviour. 

Such a system must be open, accessible and independent of the management bureaucracy and 

encourage whistle-blowing 
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