
 
 

31 
 

BEHAVIOR MODIFICATION AND 
PROFITABILITY PERFORMANCE OF SELECTED 

COMPANIES IN NIGERIA BETWEEN  
2006 AND 2015 

 

Alalade, Yimka S. A. & Adelakun, Victor A. 
Department of Finance, School of Management Sciences,  

Babcock University,  
Ilishan-Remo, Ogun State, Nigeria. 

 

Corresponding Author Email Address: alalades@babcock.edu.ng 
 

 

 
 

ABSTRACT 

The study intended to examine the relationship between behavior 

modification and profitability performance of firms between 1996 and 

2015. The researchers’ motivation was to determine the effect of changes 

in behavior modification and its influence on profitability of firm through 

return on assets, net revenue growth and earnings per share as proxies in 

Nigeria quoted companies. Ex-post factor research design was adopted 

for this study. The population of the study comprises of all companies 

listed on the Nigerian stock Exchange as at 2015. The sample size is eight 

(8) companies listed on the Nigerian Stock Exchange and categorized 

under the consumer goods industry, selected using random and purposive 

sampling techniques based on the availability of annual financial report 

from 2006 to 2015 financial year. Data were collected from the annual 

reports and accounts of the sampled companies for the period of ten years 

(2006-2015). Researchers employed simple and multiple regression 

methods to analyze the data. The result of the analysis of the effect of 

behavior modification for model one shows P-value of 2% which is lower 

than the significant level adopted for the work which indicate that 

behavior modification has a significance effect on corporate performance 

while model two, three, and four show P-value of 16.8%, 5.8%, and 6.6% 

respectively, which indicate that behavior modification have no significant 

effect on corporate performance. Only return on asset was found 



JOURNAL OF ASSOCIATION OF PROFESSIONAL BANKERS IN EDUCATION                                                  
(Volume. 5, No. 1, November/December, 2019) 

32 
 

significant on the multiple regression model. In conclusion, it should come 

to the knowledge of the companies’ management, and economic agents, 

that is, individual investors and firms in the consumer goods industry that 

performance depend largely on proper management and composition of 

their assets.  

 

Keywords: Employees Benefits, Remuneration Strategy, Return on Asset, 

Net Revenue Growth, Earnings per Share. 

 

 

INTRODUCTION 

Behavior modification was introduced by Skinner in 1968, with a focus on 

how humans and animals react to punishment and reward. Anderson and 

Kincaid (2005) noted that behavior modification in an organisation is 

usually studied to investigate how employees perceive their performance 

in relation to rewards. However, the process of behavioral modification in 

an organisation focuses on the identification of frequency of certain 

performance-related behavior, as well as to determine what started or 

triggered that main behavior. The researchers observed that once the 

triggered behaviour is identified, management can determine if to sustain 

the current performance through reward and appraisal or develop a 

different trigger to change the employee's performance or if (Anderson & 

Kincaid, 2005).  

 

Additinally, Mohammed (2006) has established that behavioral 

modification is generally used on a broader scale to determine how best to 

develop employee performance to move an organization in the desired 

direction. Furthermore, that knowledge management can assist employee 

by providing adequate training and skills. Also, the organisation should 

make sure that employee know that they are valuable members of the 

organisation worth investing in and empowering. These trainings improve 

employees‟ knowledge, skills, and behavioral approaches to work and 

assist the organization to evolve and improve (Mohammed, 2006).  

 

Santos and Brito (2012) gave firms performance as a relevant construct in 

strategic management research and always used as a dependent variable. 

https://www.boundless.com/definition/appraisal/
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According to Golnaz (2015), behavior modification has been proved to 

assist employees to identify and improve a range of more functional 

behaviors in the workplace, promote safe behaviours, improve customer 

service, improve job performance and reduce accidents. Supposing human 

resource management influences performance, the important challenge is 

the connection between the constructs. The challenge is actually more 

fundamental considering the aspects of globalization and technology 

changes due to the fact that “there is a little understanding of the 

mechanisms (Delery, 1998).  

 

One of the main issues for researchers is to assess and to explicate the 

precise pathway through which human resource management (HRM) 

practices affect organizational performance. Harney and Jordan (2008) 

gave that the „remaining void‟ or largely „unexplained facet‟ Edgar and 

Geare (2009) of human resource performance and management linkage 

has been referred to „black box‟ (Boselie, Dietz & Boon 2005), through 

which human resource management practices affects effectiveness. In 

particular, the approaches and theories determine not only the significance 

of organizational strategy, but also the nature of the linkage, the reverse 

causality in linking HRM and performance and even the need for micro-

level research. It is on this precept that this study is assumed. 

 

In the field of relationship between performance on the one hand and 

behavior modification on the other hand, existing theories and researches 

show that in most cases performance is affected by facilities and benefits 

(Syuart, 1994). The attitude of staff to welfare facilities and benefits has 

dramatic impact on job behavior (Williams, 2000). And this impact can be 

productive or counterproductive depending on the nature of the welfare 

facilities and benefits whether increasing or reducing.  

 

Hurst (2011) for instance stated the need for behavior change to increased 

performance, and applied behavior change technique in Cornwall 

Council‟s Road Safety Education Training and Publicity Interventions in 

the United Kingdom. Furthermore, profitability performance is important 

for an organization, as it measures the extent of achievement in an 

establishment, and helps organizations in ensuring employees are working 
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hard to contribute to achieving the organization's mission and objectives 

(Macky & Johnson, 2000). 

Furthermore, improving employee performance by modifying employee 

behavior may be a way to improve organizational performance. Kiernan 

and Kiernan (1994) noted that problem behavior can manifest in many 

ways and the behavior may be in the form of self-injurious behaviour, 

challenging social behaviours, stereotypic behavior, aggression and 

tantrums. 

 

The Problem, Research Questions and Hypothesis 

The study also cover the gaps identified from previous study base on 

concept, adoption of theories and enhancing the existing work by covering 

recent time. It is then expedient to empirically investigate how behavioral 

modification of employees can influence profitability performance of 

firm. Therefore, the thrust of this work is to evaluate the effect of internal 

and external behavior modification on profitability performance and its 

enhancement by positive behavior modification. That is, internal in human 

behavior and external in environmental aggression modification. 

 

The main objective of this research is to examine the relationship between 

behavior modification and corporate performance with the view to 

determine its efficacy and mode of application. The specific objectives are 

to: 

(i.  examine the effect of behavior modification (employees benefits, 

remuneration strategy, and ethical & social responsibility cost) on 

return on asset; 

(ii.  determine the effect of behavior modification (employees benefits, 

remuneration strategy, and ethical & social responsibility cost) on 

net revenue growth;  

(iii.  establish the relationship between behavior modification 

(employees benefits, remuneration strategy, and ethical & social 

responsibility cost) and earnings per share, and 

The following are research questions for the study; 

(a.  What is the effect of behavior modification (Employees 

benefits, Remuneration strategy, Ethical & Social 

responsibility cost) on Return on asset? 
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(b.  How would behavior modification (Employees benefits, 

Remuneration strategy, Research and development cost, 

Ethical & Social responsibility cost) impact on Net revenue 

growth? 

(c.  What is the effect of behavior modification (Employees 

benefits, Remuneration strategy, Ethical & Social 

responsibility cost) on Earnings per share? 

 

Hypotheses to be tested in relation to the study are as follows: 

(1.  Behavior modification (Employees benefits, Remuneration 

strategy, Ethical & Social responsibility cost) have no significant 

effect on Return on asset. 

(2.  Behavior modification (Employees benefits, Remuneration 

strategy, Ethical & Social responsibility cost) have no significant 

effect on Net revenue growth. 

(3. Behavior modification (Employees benefits, Remuneration 

strategy, Ethical & Social responsibility cost) have no significant 

effect on Earnings per share. 

 

REVIEW OF REALTED LITERATURE 

A behavior is some action that you take and something that you do. In 

addition, a behavior is something that one act out physically, such as 

rolling your eyes when your spouse is complaining as well as thinking, 

taking a walk, or eating. Hence, Dombeck and Wells-Moran (2005) noted 

behaviors can be non-physical things and subtle, too. Furthermore, 

Dombeck, et. al. (2005) gave that most other behaviors are learned. 

Meanwhile, non-instinctual behaviors become established according to the 

regular principles described in learning theory, that most scientific of all 

psychological theories. 

 

According to Wilder, Austin and Casella (2009) organizational behavior 

management (OBM) is an applied behavioral principle to groups and 

individuals in human service settings, government, industry and business. 

However, OBM has its roots in the field of applied behavior analysis, 

which involves the application of operant and respondent procedures to 

produce socially significant change in human behavior. Hence, modern 
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OBM includes a number of sub disciplines this include behavior-based 

safety, systems analysis and performance management. The main focus is 

on organizational problems such as quality deficits, productivity 

improvement, lack of knowledge and skills and occupational injuries. 

 

Furthermore, reinforcement of behavior modification and a basic element 

of most behavior change programs is the most essential principle 

(Michael, 2004). Therefore, reinforcement is defined as strengthening 

behavior, when a behavior is closely monitored in time by a stimulus and 

this reveal an upturn in the future occurrence of that behavior. Flora 

(2004) noted the two types of reinforcement, which are positive 

reinforcement which is the addition of a stimulus followed by event that 

serves as a reinforcer. While, negative reinforcement is if the removal of 

an event serves as a reinforcer. 

 

Meanwhile, Miltenberger (2008) observed that there are multiple 

schedules of reinforcement that affect the future probability of behavior. It 

is on this concept that behavior modification is operationalized and 

represented by proxies as employees‟ benefits, remuneration strategy, 

research and development cost, ethical and social responsibility cost, and 

served as sub-variable for independent variables. 

 

Employees’ Benefits 

In an organization, employees are the key resource and success or failure 

of organizations center on the ability of the employers to reward, attract, 

and retain appropriately competent and talented employees. However, the 

willingness of employees‟ to stay on the job depends largely on reward 

packages of the organization (Armstrong, 2003). Osibanjo, Abiodun and 

Fadugba (2012) argued that the extent to which employees‟ readiness to 

remain in an organization and are satisfied with their job is a function of 

reward system and compensation packages of the organization. In an 

attempt to make sure that employees‟ retention and optimal performance 

is established, organizations need to consider different ways to 

compensate the employees to get the desired results (Falola, Ibidunni & 

Olokundun, 2014).  
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Various internal and external challenges have affected organizations and 

their employee benefits programs in recent years, such as an uneven 

economy, escalating costs, slashed HR budgets, legislative changes are 

some of the factors organizations are dealing with today. Below are some 

noteworthy findings from America (Armstrong, 2003): 

(i. Preventive wellness and health benefits: During the last five years, 

organizations provide wellness-related initiatives that offer 

incentives to employees‟ and this have been increased in a number 

of organizations.  

(ii. Retirement planning and savings benefits: Employer-sponsored 

retirement plans is a continued contribution towards retirement 

savings plans and Roth 401(k) savings plans. In addition an 

increase in the number of organizations offering specific 

retirement preparation advice and one-on-one investment advice. 

(iii. Compensation and financial benefits: Referral bonuses have 

gained popularity over the years for employees‟.  

(iv. Leave benefits: These benefits continue to gain popularity such as 

sick leave, personal days, paid time off plans and which combine 

traditional vacation time, into one comprehensive plan. 

Meanwhile, the following benefits have become less prevalent 

such as paid sick leave donation programs, paid personal days, 

floating holidays and paid vacation leave donation programs.  

(v.  Family-friendly benefits: These benefits continue to gain in 

popularity for female employees‟ such as on-site 

lactation/mother‟s room and domestic partner benefits for same-

sex partners (not including health care). 

(vi.  Flexible working benefits: This has remained stable in recent 

years. 

(vii.  Welfare and health care: A number of organisations offer 

contraceptive coverage to employees‟. This has increased over the 

years. 

 (viii.  Employee programs and services: Organisations sponsor sports 

teams, these has remained steady over the years.  

 According to the International Accounting Standard 19 (2009), 

 employee benefits include:  
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(a) Short-term employee benefits: These are for current 

employees‟ in an organisation, these include non-monetary 

benefits; such as medical care, housing, cars and free or 

subsidized goods or services. Then monetary benefits such 

as paid sick leave, profit-sharing and bonuses (if payable 

within twelve months of the end of the period, wages, 

salaries, social security contributions and paid annual 

leave; 

(b) Post-employment benefits: This are for retired employees‟, 

such as post-employment life insurance, pensions, post-

employment medical care and other retirement benefits; 

(c)  Other long-term employee benefits: This are for 

employees‟ that have served the organisation for long-term, 

these include sabbatical leave or long-service leave, long-

term disability benefits, other long-service benefits or 

jubilee, and, if they are not payable wholly within twelve 

months after the end of the period, profit-sharing, bonuses 

and deferred compensation; and  

(d)  Dismissal benefits. 

 

Remuneration Strategy  

According to Tella, Adeyemi and Popoola (2007) it is important to reward 

an employee with benefits if he earns it. However, the importance of 

compensation is responsible for employees‟ self-esteem and lifestyle; this 

concerns employees‟ about what they are being paid, that is, a fair and 

competitive wage. While organizations are concerned about payment to 

employees‟ because it motivates the important decisions of taking a job, 

leaving a job and on the job performance as opined by (Cascio, 2003). 

Compensation as a concept is referred to all form of tangible benefits and 

financial returns that employee receives as part of employment 

relationship (Bernadin & Bernadin, 2007).  

 

Therefore, compensation is divided into two parts these include fringe 

compensation which refers to employee benefit programs and cash 

compensation which is the direct pay provided by employer for work 

performed by the employee. Meanwhile, cash compensation has two 
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elements which include base pay and pay contingent. Base pay has to do 

with hourly or weekly wages plus overtime pay, shift differential and 

uniform allowance while pay contingent is concerned with performance 

allowances such as merit increases, incentive pay bonuses and gain 

sharing. This is in line with the provision of the International Accounting 

Standard 19, (amended 2011) on employee benefits. It outlines the 

requirements for employee benefits. 

 

Research and Development Cost 

In the modern day, Dolezalek (2005) noted that most organization spends 

huge sum of money yearly on training activities on technical, managerial 

or personnel development, with the such money spent on training 

programs would lead to better organizational performance (Valle, 

Roizenblatt, Botte, Zaghi, Riberto, Tufik & Fregni, 2009; Saks & 

Belcourt, 2006; Salas & Cannon-Bowers, 2001). The dynamic nature of 

present day corporate environment, with present global competition 

demand for quality services from customers require the organizations to 

possess human resources with very high levels of job involvement,  

motivation and commitment and to compete and survive in a market-

driven system (Jamil & Md-Som, 2007; Elbadri, 2001).  

 

Leat (2007) argued that job rotation is not a treat but a requirement for 

today‟s professional environment as it offers employees the opportunity to 

challenge higher-level diversified tasks which ultimately result in better 

job interest, involvement and subsequently improve the employee job 

performance. Furthermore, motivational approaches to producing multi-

skilled workers believe that beforehand human resource developed 

programs are key. The job design process jobs must be designed so that 

the motivation and satisfaction to work increase (Saravani & Abbasi, 

2013). 

 

Ethical and Social Responsibility 

Van-Marrewijk and Werre (2002) noted the call upon organisations to 

take responsibility for the ways their operations affect societies and the 

natural environment. In addition, the organisations are to demonstrate the 

inclusion of social and environmental concerns in interactions with 
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stakeholders and in business operations. Therefore, socially responsible 

companies are defined as those which in profit-making, operational 

decisions, considers the full scope of environmental impact and balances 

the needs of stakeholders (Nicolau, 2008).  

 

Hence, the most important idea of corporate social responsibility is that it 

shows both the social consequences and social imperatives of the business 

success. In addition, the responsibility accordingly lies upon the 

corporation, but the precise manifestation and direction of the 

responsibility falls at the discretion of the corporation (Matten & Moon, 

2004). The environment should not be treated as free goods but as an 

important part of the economic process (Awasthi, 2009).  

 

Furthermore, the concept of changes in a business from profit making 

activities to social welfare activities where businesses are not only 

responsible to its shareholders but also to all of its stakeholders as 

confirmed by (Islam, 2012). Therefore, financial benefits are the main 

force that drives companies to adopt corporate social responsibility (Rapti 

& Medda, 2012). According to Van Marrewijk (2008), corporate 

performance improvement is based on four stakeholders who relates with 

the business organization from time to time. The society is one of this 

stakeholders‟ impacting on the corporate performance improvement. 

 

Other Variables that could Modify Behavior 

(a.  Job Rotation  

Various researchers such as Dessler and Varkkey (2009); Malinski (2002) 

defines job rotation as systematic movement of employees from one job to 

another at planned intervals. This involves periodic shifting of employees 

from one job task to another where each task requires different skills and 

responsibilities (Mohsan, Nawaz & Khan, 2012). Another word for job 

rotation include rotational assignments, transfers, job changes, lateral 

moves, cross training and redeployment (Mohsan, Nawaz & Khan, 2012). 

Faegri, Dyba, and Dingsoyr (2010) gave that job rotation improves 

employee‟s shared understanding of the job, problem-solving skill and 

abilities, enables the employees to avail promotion prospects after 
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successful completion of job rotation programs and enhances team 

efficiency.  

 

Zigarelli (2004) and Leat (2007) observed that organizations ask 

employees about their career aspirations in a way to meet their needs for 

career satisfaction therefore organizations nowadays design customized 

job rotation plans. This in turn enable employees‟ to have more loyal and 

committed workforce, by satisfying the longings, managers give greater 

expectation and confidence to employees, which enhance their loyalty to 

the organizations. However, rotational assignments also enhance 

employees‟ job involvement which may serve as a competitive weapon 

for an organization in today‟s dynamic corporate environment and 

encourage the employees to be more content and satisfied in their work 

(Mohsan, Nawaz & Khan, 2012). 

 

Present day professional climate introduce well-designed job rotation 

programs which allow the employees to learn and adapt new skills and 

help them to keep themselves current on the job, this is compulsory for the 

manufacturing and financial institutions including banks. The feedback, 

task identity, task significance, autonomy, empowerment and skill variety, 

in job rotation significantly enhances employee motivation, commitment 

and job involvement by making the work more interesting which would 

otherwise become bored and tired of always performing the similar tasks 

and show a little loyalty to their employers (Mohsan, Nawaz & Khan, 

2012). Hence, the excellent tool for enhancing employee motivation, 

commitment and job involvement which are very important for smooth 

and effective functioning of an organization is job rotation (Mohsan, 

Nawaz & Khan, 2012). 

 

Furthermore, Mohan and Gomathi (2015) observed that job rotation is the 

mechanism where the organization provides a chance to employees to 

learn many things from variety of tasks performed. Job rotation ensures 

that the employees are not be stressed out with the same kind of work and 

being bored in the job. Job rotation can bring competitive advantage to the 

organization when it is implemented accurately. The practice of job 
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rotation has positive effect on motivating employees in performing the 

tasks.  

 

(b. Job Transfer 

According to Eguchi (2004), job transfer or rotation alleviates the ratchet 

effect, which is the tendency for performance standards to increase after a 

period of good performance that appears under adverse selection and the 

absence of a long term commitment. Eguchi (2005) concluded that 

frequent job transfers are experienced by bank employees, journalists, and 

bureaucrats, for instance, whose work performances are difficult to 

measure. The performance of white collar workers such as bank 

employees and jobs in personnel, general affairs, public information, and 

accounting departments is challenging to observe because is not always 

directly linked to outputs.  

 

Employees in personnel departments may show favoritism toward their 

friends. Workers in accounting departments can control corporate social 

expenses discretionally by expanding the scope of corporate 

reimbursements for out-of-pocket expenses or allowing favored co-

workers extra leeway in their spending. Public information staff may 

unfairly contract with favored public relations companies or ad agencies. 

When employees continue working at the same tasks for an extended 

time, they are likely to build tight relationships with particular individuals 

and companies. Rent-seeking behaviors such as these can yield benefit to 

the employees, and the effect on the firms of these rent-seeking behaviors 

is large as time passes (Eguchi, 2005). 

 

(c.  Promotion 

The simplest form of incentive pay is a promotions ladder (Savych, 2005). 

This requires recruits to accept lower paid port-of-entry jobs. This early 

period of employment is a screening process. Good performance leads to 

promotion. When promotion ladders are used as deferred compensation, 

almost all junior workers who prove themselves are promoted. The 

prospect of promotion encourages the good workers to stay and invest in 

specific human capital (Savych, 2005).  
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In addition to motivating workers promoted to the higher level, the 

prospect of future promotion is a prize to motivate those left behind at the 

lower levels (Waldman, 2007). Bayo-Moriones and Ortin-Angel (2006) 

found that internal promotions were more frequent where workers invest 

more in specific capital and where employers are able to obtain relatively 

good measurements of the skills of current employees. 

 

(d.  Welfare Benefits 

According to Bernadin (2007), fringe compensation as a part of welfare 

benefit refers to employee benefits programs. Fringe compensation has 

two parts to it which are legally required benefit programs and discretional 

benefits. Legally required benefit programs include social security, 

workers compensation while discretional programs include health 

benefits, pension plans, paid time off, tuition reimbursement, recognition 

award, foreign service premiums, responsibility allowance, child care, on 

campus accommodation, promotion, annual increment and a host of others 

(Cascio, 2003; Dessler, 2005; Bernadin, 2007).  

 

Benefits, in a nutshell are the indirect financial and non-financial 

payments employees receive for continuing their employment with an 

organization (Odunlade, 2012). The concept of employee compensation 

and benefits cannot be discussed in a vacuum. Various studies such as 

Odunlade (2012), Tella, Adeyemi and Popoola (2007), Cascio, 2003, have 

established that salaries and benefits are closely related to job satisfaction 

and that job satisfaction can bring about motivation which in turn affects 

employee job performance and organizational commitment. 

 

Performance 

Fitzgerald and Storbeck (2003) stated that each stakeholder has its own 

agenda in relation to the company, since their satisfaction is associated to 

different firm actions. Therefore, corporate performance in this study is 

referred to as the financial performance and strategic performance. 

According to Santos and Brito (2012), the financial performance 

dimension as a second-order one, loading on profitability and growth, 

deserves further attention as well as human asset. This structure shows 

that using only profitability measures, as often happens, is an inadequate 
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representation of financial performance, and can represent a serious flaw 

in empirical studies. It is based on this paradigm that profitability 

performance is operationalized in this study as financial performance 

which include Return on Assets, Net Revenue Growth, and Earning per 

Share. 

 

Profitability Performance 

Performance measurement conducted by various scholars is done so by 

adopting proxies such as profitability, return on asset, liquidity, solvency, 

and sales growth and all these can be extracted from the financial 

statements and/or reports. According to Levasseur (2002), information on 

financial performance is useful in predicting the capacity of the enterprise, 

hence analyzing how well or poorly an enterprise is doing against its set 

objectives. The suitability of a measurement index is determined by the 

dominant characteristics that bring out the nature of the firm.  

 

Sandberg, Vinberg and Pan (2002) see performance as the ability to 

contribute to job and wealth creation through business startup, survival 

and growth. It is on this premise that Return on Asset, Net Revenue 

Growth and Earnings per Share was selected as proxy for profitability 

performance. It is on this credence that this work plan to adopt employees‟ 

benefits, remuneration strategy, research and development cost, and 

ethical and social responsibility cost as measures of behavior modification 

to determine their effect on profitability performance measured by return 

on asset, net revenue growth, and earnings per share.  

 

Theoretical Framework of the Study 

Within the context of psychology and education, learning is commonly 

defined as a process that brings together cognitive, emotional, and 

environmental influences and experiences for acquiring, enhancing, or 

making changes in one's knowledge, skills, values, and world views 

(Illeris, 2000; 2003). Learning as a process focuses on what happens when 

the learning takes place. Explanations of what happens constitute learning 

theories. A learning theory is an attempt to describe how people and 

animals learn, thereby helping to understand the inherently complex 

process of learning. 
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Learning Theory 

The principles of learning theory are applicable to both human beings and 

animals, because all animals including human beings share a common 

basic design (Dombeck & Wells-Moran, 2005). From the highest and 

most complex animal to the lowest and simplest animals, have basic needs 

they need to meet and are designed in such a way so that they know how 

to meet them. 

 

Dombeck and Wells-Moran (2005) also noted that there are two types of animal 

motivation: the motivation to approach something, and the motivation to avoid 

something, that is, acceptance and rejection. These two opposed orientations 

are caused by ancient brain systems that most all animals share in common. 

Within learning theory, approach motivations are described as "reinforcing", 

while avoidance motivations are described as "punishing". Whatever an animal 

desires to approach can be considered to be a reinforcer for such animal, while 

something the animal desires to avoid can be considered a punishment. 

Dombeck, and Wells-Moran (2005), explained reinforcement and punishment 

as follows: 

i Positive reinforcement: This is what most people think of when 

they hear the word "reward". This type of situation prevail when a 

desired thing is provided. Example is child gets distinctions on the 

report card, and as a reward, take the child out for ice cream. 

ii Positive punishment is the classical kind of punishment that 

occurs when an aversive event follows the behavior. If one irritate 

a dog by yanking on the ears, and it bites, one will be less likely to 

yank on the dog's ears in the future. Similarly, if one drive faster 

than the speed limit and get an expensive ticket, one will be less 

likely (in theory) to speed in the future.  

iii Negative reinforcement occurs when an aversive thing is taken 

away. Example is built into cars: the annoying buzzer or chime 

stops when fasten your seat belt. 

iv Negative punishment arises when a desired thing is taken away. 

Example is a child acts up while watching a favorite TV show, and 

as punishment, you turn the TV off. 
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In the view of learning theory, the things that animals either want to 

approach or avoid are known as stimuli. A stimulus is something that 

stimulates an animal, motivating a reaction.  

 

Developing a work culture that values creativity and encourages 

innovation is imperative to an organization that desires to learn and 

produce new ideas or products (Thompson, 2003). Thom-Otuya, Opuwari 

and Aleelo (2014) agreed with the importance of managerial 

encouragement for the innovating thinking of the worker in the areas of 

planning, learning, and production. Thom-Otuya, et al., (2014) argued that 

based on the critical literature, most or all organizational learning theorists 

indicate that survival is an important object for learning. Thom-Otuya, at. 

el. (2014) stated that this concept is basic to human nature, survival of the 

fittest. In order for an organization to exist long term, it must learn more 

than just new fads or moments of knowledge, it must learn consistently 

over time for this is a learning organization. 

 

A European study showed that lack of motivation, extra work, unclear 

roles, lack of confidence, perception of role, insufficient learning culture, 

lack of innovation, lack of time, and lack of resources negatively impacted 

organizational learning (Sambrook & Stewart, 2000). From the positive 

perspective, motivation, enthusiasm, involvement, clarity and 

understanding of role, increased responsibility, perception as a strategic 

partner, a developed learning culture, senior management support, 

organization re-structure, job redesign, and investment in human 

resources, and the learning environment made a significant difference in 

organizational culture. 

 

Expectancy Theory 

Expectancy theory in the workplace is yet another form of behavior 

modification, albeit a complex form. According to Victor Vroom's 

Expectancy Theory, employees engage in certain behavior because, it 

produces a desirable outcome for employees, based on the three 

components of expectancy theory: "expectancy, instrumentality and 

valance." For example, an employee may maintain perfect attendance 

because she expects some form of reward. The instrumentality is that her 
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employer promises that employees with perfect attendance receive a 

reward. Valance, the final component, refers to the type of reward the 

employee receives, such as a gift card, a choice parking space or some 

other token of appreciation in addition to acknowledgment for her 

achievement. Never mind that coming to work every day actually should 

be an expectation and not the basis for reward, expectancy theory in its 

truest form underlies behaviour modification (Chiang & Jang, 2008). 

 

Expectancy theory suggests that job performance is the result of the 

interaction of two components, which are force and ability, with ability 

representing the potential for performing some task. According to Zahari 

and Obaid (2014), Vroom (1964) defined expectancy as a momentary 

belief concerning the likelihood that a particular act precede a particular 

outcome. Furthermore, Vroom‟s original presentation of expectancy 

theory placed it in the mainstream of contemporary motivation theory 

(Zahari & Obaid, 2014). In line with this theory, taken job training for 

instance, trainees leave training programs with different levels of 

motivation to use their learning on the job (Yamnill & McLean, 2001), 

which changes totally their behavior. However, influences on transfer 

motivation fall into four categories, namely, intervention fulfillment, 

learning outcomes, job attitudes, and expected utility (Zahari & Obaid, 

2014). 

 

Empirical Review of Related Literature 

Kim, Park and Chang (2011) investigate the backgrounds of 

organizational citizenship behaviors by using data consisting of 196 part-

time instructors from six sport centers in Korea. From there result, they 

found a structural equation analysis which suggest that change in behavior 

has a positive effect on organizational and that satisfaction has a positive 

effect on organizational and occupational commitment, organizational 

commitment has a positive effect on organizational citizenship behaviors 

(OCBs) and a negative effect on turnover intentions, and turnover 

intentions has a negative effect on OCBs.  

 

The effect of occupational commitment on both turnover intentions and 

OCBs was not significant. Thom-Otuya, Opuwari and Aleelo (2014), 
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carried out a study on behavior change focusing on how behavior change 

serves as a means of transforming organization`s fortune and exploring 

factors influencing learning and the role of human resource development 

practitioners in creating opportunities for learning. They examine one 

aspect of enhancing learning in work, specifically in large, learning-

oriented organizations, and found a positive relationship between both. 

The relationship between behavior change and firm performance has 

attracted increasing scholarly attention in recent years (Burt, 2007). 

However, the empirical results from the studies on the effects of social 

capital on firm performance so far remain largely inconclusive, ranging 

from a positive relationship to insignificant relationship (Wu, 2008). Some 

researchers such as (Park & Luo, 2001; Andersson, Forgren & Holm, 

2002; Bosma, Van-Praag, Thurik & De-Wit, 2004) find a significant 

positive relationship between social capital and firm performance. On the 

other hand, Rowley and Behrens (2000) did not find a significant positive 

relationship between social capital and firm performance in their study. 

Empirical research has obtained a range of results regarding the 

relationship between human capital and performance, but those results are 

not consensual (Leitao & Franco, 2008). Studies examining this 

relationship have not yielded consistently conclusive results (Cramer, 

2001). Other empirical studies such as Shiu (2006); Appuhami, (2007); 

and Chan (2009), find insignificant relationship between human capital 

and firm performance. 

 

Clarke, Seng and Whiting (2010) acknowledged that the inconsistent 

empirical evidence does not lead to a compelling conclusion regarding the 

relationship between human capital and firm performance. Nkomani 

(2013) studied corporate social responsibility practices in South Africa 

and found significant relationship between cost of social responsibility 

and corporate financial performance. Ambreen (2005) used Knowledge, 

Attitude and Practice (KAP) format to analyze stakeholders‟ respondents 

on corporate social responsibility. She found that the lack of interest, 

documentation, awareness, trust, leadership, coordination, commitment 

and stability are the reasons which hinder the way of proper practices of 

cost of social responsibility in Pakistan. Measurement of study was based 
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upon product integrity, environmental compliance, business ethics, 

corporate governance and disclosure of cost of social responsibility. 

 

Tilakasiri (2012) conducted research in Sri Lanka to study corporate 

social responsibility level in developing countries. He studied 50 listed 

companies and pound positive relationship between cost of social 

responsibility and corporate financial performance. Palmer (2012) studied 

corporate social responsibility and corporate financial performance in the 

context of aviation industry focusing environmental issues. They used 

Earnings before Interest, Taxes, Depreciation and Amortization 

(EBITDA), Net Assets (NA) and Book Value (BV) as bases for analysis; 

and found that corporate financial performance increases with the 

significant increase in corporate social responsibility 

 

Review of existing literature revealed that no sufficient studies have been 

conducted on behaviour modification, especially in developing countries. 

Furthermore, large number of research work has been done in the field of 

job performance especially with reference to developed countries like the 

U.S.A. and the U.K in which it is concluded that the behaviour 

modification proxy such as job training transfer, job enrichment, neuro-

accounting and incentives are important factors of employee‟s attitudes 

towards the job that are expected to be affected by perceived refinement 

(Ozer & Gunluk, 2010). Unlike previous studies that consider these 

factors collectively and separately, this current study seek to establish the 

collective separate result of this factors on profitability performance, with 

reference to behavioral modification as researchers are yet to explore the 

combined effect of this area of research. 

 

METHODOLOGY 

A design examines all variables to a particular phenomenon in order to 

provide good understanding of the concept. Survey method of design was 

adopted and expo-facto design was adopted for the secondary data in this 

study. This is based on the nature of the data collected which is secondary 

data from the annual report and account of the sampled firms‟ as well as 

the non-experimental nature of the research, and in this case the researcher 

seeks to study behavior modification and corporate performance. Also, 
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data that enable the researcher to discover and address issues as they arise 

in the study was collected, as much as possible, about single group of 

subjects, based on a particular content that can result in more useful 

findings. 

 

Furthermore, the choice of Ex-post facto research design in this study is 

influenced by the collation and evaluation of panel data related to future 

events that are used to define causes, effects, and trends that may clarify 

present or predict future events.  In this case the researcher has the 

opportunity to testing the hypotheses, and identify as well as control the 

stochastic variables in other to generalize the result of the evaluation. Ex-

post facto method of research design is found to be efficient, effective, 

and reliable base on the expert opinion, referred to as the supervisors. And 

ensure a stable evaluation of the available panel data in relation to this 

study. 

 

The population for this research is represented by all companies listed on the 

Nigerian stock exchange, this represent the universe particular to the study. In 

this study, the sample representatives are companies categorized under the 

consumer goods sector of the Nigerian stock exchange classification. This sector 

have twenty seven (27) companies that are engaged in the production and 

manufacturing of final goods. In general, these are products and services 

classified for personal use, specifically intended for the mass market. This major 

sector encompasses goods that are consumed rather than used in the production 

of other goods, and include both durable and non-durable consumables.  

 

Included in this sector are manufacturers of automobiles/auto parts, household 

durable good, textiles and apparel, as well as manufacturers‟ food, beverages and 

tobacco products. Only eight (8) companies were selected from the sample frame 

using purposive sampling technique to represent the entire population in order to 

allow us generalize on the phenomenon base on the study, this view is supported 

by Agbonifoh and Yomere (1999), that a minimum of ten percent (10%) of a 

given population can be used to generalize on the entire population of the study. 

The sample representative therefore is a minimum of ten percent of each sub-

sector from eleven sub-sectors of the consumable goods industry. 

 

In view of the fact that the sample frame is of large representation, 

purposive sampling technique was used to determine the sample from the 
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sub-sectors of consumer goods industry with twenty seven (27) listed 

companies, based on 2014/2015 classification of Nigerian Stock 

Exchange. List of sampled companies are: 

1. 7-up bottling company plc. 

2. Vitafoam Nigeria plc. 

3. Cadbury Nigeria plc. 

4. Guinness Nigeria plc. 

5. Nigerian breweries plc. 

6. Flour mill Nigerian plc. 

7. Nestle Nigeria plc.  

8. Unilever Nigeria plc. 

 

 Source: NSE fact book 2014/2015 

 

The choice for the sample for this study base on consumer goods industry 

is for the reason that the nature of the product produced by these 

companies has high human involvement. Both in production and 

consumption, therefore, any change in behavior affect performance 

whether internal or external. In the same vein, the time chosen for the 

study which is ten financial years covering 2006 to 2015, is to allow for 

adequate monitoring of result in terms of its consistency to rule out the 

effect of outliers in data series. 

 

The data for this study was obtained from secondary data sources, that is, 

from the annual financial report and accounts of the population sample. 

The Secondary data for this survey was obtained from published materials 

such as books, journals and seminar papers and annual report and 

accounts of twenty seven listed companies for a period of ten years from 

2006 to 2015 financial year. The secondary data are usually published for 

a particular purpose, which are subsequently employed in further research 

work. 

 

Data collected for the study was subjected to three basic diagnostic tests, 

namely Hausman Specification test, Normality test and Redundancy test. 

This is done to determine if the impacts of the effects in the models are 

actually significant.  The researcher made use of simple percentage 
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frequency distribution, chats and diagrams to represent data. Data 

collected was subjected to empirical test using simple and multiple 

regression analysis method. 

 

Regression Model 

The regression model used is based on the dynamic models such as the 

well-known Kalman filter. Regression model as an advanced quantitative 

data analysis tool is applied. It is a technique which measures the strength 

of the association between two variables, the dependent and the 

independent variables. The regression analysis was done using the E-view 

statistical package, the package is chosen as a result of its ability to 

recognize and treat individual firm characteristics. The equation was 

estimated/expressed mathematically as:  

Y  =   a+ bx+ µ. 

Therefore: Y  =  f(X)  

Where;  Y =   y1, y2, y3 

 X  =   x1, x2, x3 

 Y  =   b0+b1x1+ b2x2+b3x3+e 

Hence; y  =   Dependent variables (profitability performance) 

 a  =   Intercept or Autonomous Variable. 

 b  =  co-efficient of the independent variable or the  

          slope 

 x  =   Independent Variable (behavior modification) 

 µ =   Stochastic variable.  

(This represents other variables that can cause changes in the 

dependent variables, which are not represented in the stated 

model). 
 

Therefore: Y=  Profitability Performance  

  X=  Behavior Modification 

i =  Specific Firm 

t =  Time Range  

Where Y =  (y1, y2, y3) 

y1 is Percentage change in ROA (Return on asset to 

measure change in profitability) 

  y2 is Percentage change in Net Revenue Growth (to proxy  

  change in growth) 
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  y3 is Percentage change in Earning per Share (to proxy 

  change in market value) 

X =  (x1, x2, x3, and x4) (BM) Behavior Modification 

    x1=% ∆ EB (Percentage change in employees‟ benefits),  

    x2=% ∆RS (Percentage change in remuneration strategy), 

x3 = % ∆ES (Percentage change in ethical and social 

 responsibility cost),  
 

The natural log of figures is adopted to create linearity among the data 

adopted for the study, in other to reduce the effect of outliers‟. 

 

Decision Rule  

Using P-value 

If the probability value is less than 5% reject H0 Accept H1 

If the probability value is greater than 5% reject H1 Accept H0 

 

Conceptual Model/Functional relationship 
 

 

 

 

 

 

 

 

 

 

 

Figure 1: Modelling 

 

Source: Researchers model 

 

Model Specification 

The empirical model in order to analyze the impact of behavior 

modification on corporate performance is as follows: 

 

 

∆ Employee 

benefits 

 ∆ 

Remuneration 

strategy 

 ∆ Ethical and 

social 

responsibility 

 

∆ Net revenue 

growth 

 

 ∆ Behavior 

Modification 

∆ Return on 

asset 

 

∆ Earnings per 

share 
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Regression Model 

 

%∆ROAit %∆EBit%∆RSit +%∆ESRit  µ ………………... 1 

%∆NRGit α α%∆EBit α%∆RSit + α%∆ESRit  µ…………….. 2 

%∆EPSit %∆EBit%∆RSit +%∆ESRit  µ………………….. 3 

 

Where, %∆ represent the percentage change in each variable measured, 

subscript „i‟ represent the studied company and subscript „t‟ represent the 

time period. 

 

The dependent variable is the ratio of financial performance (ROA, NRG, 

EPS and HA). In addition, (EB, RS, ESR) represent the ratios of 

Employees benefits, Remuneration strategy, and Ethical and social 

responsibility. Furthermore, influence of time is taken into account by the 

introduction of annual dummies (dumt) that capture the specific year 

effect (2005-2014). The individual fixed effect on companies is 

represented by the term (i). In conclusion, the error term which is 

assumed to be independent and identically distributed (iid) which is 

represented by the term (it ). Regarding the effect of non-linearity 

between behavior modification and corporate performance, an estimate of 

a quadratic model which takes into account behavior modification 

variables squared in the regression equation is used as stated above.  

  

Financial data was collected from all companies listed on the consumable 

goods sector of the Nigeria stock exchange, using ten year financial 

statement from 2005 to 2014 accounting year. Including the analysis of 

primary data from the field with the used a questionnaire. The variable 

involve include: ROA, NRG and EPS as dependent variables and x1= 

Employees‟ benefits, x2= Remuneration strategy, x3 = Ethical and social 

responsibility cost as independent variables, using a panel data in 

analyzing the data collected. 
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A priori Expectation 

The expectation of the outcome of the analysis and possible findings was 

as follows: 

-  Employees‟ benefits should have a significant effect on 

profitability performance. 

-  Remuneration strategy should have a significant effect on 

profitability performance. 

-  Ethical and social responsibility cost should have a significant 

effect on profitability performance. 

 

Finally, the findings of the research work led to conclusion and 

appropriate recommendations was made to the targeted users of the 

research work as a guide on the use of behavior modification as a 

determinant of profitability performance. 

 

RESULTS AND DISCUSSION OF FINDINGS 

The result of the analysis of data is presented, alongside interpretation and 

discussion on behavior modification and profitability performance of 

selected companies. The study used regression analyses to test the 

hypotheses formulated from the surrogates as to either accept or reject the 

hypotheses. This part of the analysis provides a summary on the data set 

while attempting to describe the main features of the data. This study is 

focused on the effect behavior modification on profitability performance 

within Nigerian quoted companies listed on the stock exchange. 

Research Question 1 

 

Research question 1 states, what is the effect of behavior modification 

(employees benefits, remuneration strategy, ethical and social 

responsibility cost) on return on asset? The related hypothesis is stated in 

a null form, as behavior modification have no significant effect on return 

on asset. The specific objective to the quest is to examine the effect of 

behavior modification on return on asset. Detail data is presented in the 

table below. 
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Table 1: Effect of Behavior Modification on Return on Asset. 

 

    

Model 1 

    

Variables Coefficient Std. Error t-Statistic Prob.   

C 18.26191 12.96308 1.408764 0.163 

EB -0.47336 0.249502 -1.89723 0.0616 

RS -0.6835 0.509621 -1.34119 0.1839 

ESRC 0.035065 0.093666 0.374365 0.7092 

Independent Variable         

R-squared   0.118977    

Adjusted R-squared   0.0842    

S.E. of regression   96.7858    

F-statistic   3.421125    

Prob(F-statistic)   0.0214    

Observation   80    

Durbin-Watson stat   2.453952    

Cross-section    8     

 

Source: E-Views regression analysis results (Appendix II) 

 

%∆ROAit  %∆EBit%∆RSit +%∆ESRit  µit…………………..           1 

%∆ROAit  0.473364 + -0.683497 + 0.035065  

Model 1 and A priori Expectations  

The output of the regression estimate for model 1 indicates that behavior 

modification (Employees benefits, Remuneration strategy, Ethical & 

Social responsibility cost) have a significant effect on Return on asset. 

This is indicated by the sign of coefficients (β1,= -0.473364) ˂ 0, (β2, = -

0.683497) ˂ 0. Thus, indicates that behavior modification (Employees 

benefits, and Remuneration strategy) is consistent with pre-estimation 

expectations, as this shows an inverse relationship indicating that 

Employees benefits, and Remuneration strategy does not affect return on 

asset. However, (β3= 0.035065) > 0. Thus, indicates that behavior 

modification (Ethical and Social responsibility cost) is consistent with pre-
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estimation expectations. This means that external aggression can have a 

severe effect on the return on asset. 

 

Interpretation of Result 

The R-squared indicate that about 11.9% variations in ROA can be 

attributed to behavior modification (Employees benefits, Remuneration 

strategy, Ethical and Social responsibility cost) and the remaining 87.1% 

variation in ROA was caused by other factors not included in this model. 

The probability of F-statistics showed 2% for the period sampled. This 

shows that the regression result is statistically significant because this is 

lower than 5%, which is the level of significance adopted for this study. 

 

The first coefficient showed that one unit change in Employees Benefit 

cause a negative 0.47 unit change in ROA. The second coefficient showed 

that one unit change in Remuneration Strategy would cause a negative 

0.68 unit change in ROA. The third coefficient showed that one unit 

change in Ethical and Social Responsibility Cost cause a positive 0.04 unit 

change in ROA. Therefore, based on the probability of F-statistics of 2% 

above, behavior modification (employees benefits, remuneration strategy, 

ethical and social responsibility cost) have a significant effect on Return 

on asset. 

 

Decision 

From this regression estimates, behavior modification (employees 

benefits, remuneration strategy, ethical and social responsibility cost) has 

no significant effect on Return on Asset for the period under study. 

Therefore, from the test of this hypothesis, the null hypothesis is rejected 

while the alternative hypothesis is accepted. 

 

Research Question 2 

Research question 2 aimed to relate behavior modification (employees‟ 

benefits, remuneration strategy, research and development cost, ethical 

and social responsibility cost) impact on net revenue growth. The related 

hypothesis peruse as behavior modification have no significant effect on 

net revenue growth. The specific objective for the attainment read thus; to 
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determine the effect of behavior modification on net revenue growth. The 

table below presented the detail data output.  

 

Table 2: Effect of Behavior Modification on Net Revenue Growth. 

    

Model 2 

    

Variables Coefficient Std. Error t-Statistic Prob.   

C 27.97697 8.441435 3.314244 0.0014 

EB 0.073975 0.146601 0.5046 0.6153 

RS -0.65728 0.30083 -2.18489 0.032 

ESRC 0.009833 0.054566 0.180209 0.8575 

Independent 

Variable         

R-squared   0.063949    

Adjusted R-squared   0.026999    

S.E. of regression   56.84852    

F-statistic   1.730706    

Prob(F-statistic)   0.167805    

Observation   80    

Durbin-Watson stat   1.253692    

Cross-section    8     
 

Source: E-Views Regression analysis results (Appendix II) 

%∆NRGit  %∆EBit%∆RSit +%∆ESRit  µit……………....           2 

%∆NRGit  0.073975 + -0.657278 + 0.009833 

Model 2 and A priori Expectations  

The output of the regression estimate for model 2 indicates that behavior 

modification (Employees benefits, Remuneration strategy, Ethical & 

Social responsibility cost) has no significant effect on Net revenue growth. 

This is indicated by the sign of coefficients (β1,= 0.073975) > 0, (β2, = -0. 

657278) ˂ 0. (β3=0. 009833) > 0. Thus, indicates that behavior 

modification (Employees benefits, and Remuneration strategy) is not 

consistent with pre-estimation expectations with an inverse relationship 

beta two value of (β2, = -0. 657278) which is not consistent with pre-
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estimation expectation. However, beta three value is significant at (β3=0. 

009833) which is greater than zero, showing that external aggression has a 

significant effect on net revenue growth. That is, ethical & social 

responsibility cost has a significant effect on net revenue growth. 

 

Interpretation of Result 

The R-squared indicate that about 6% variations in NRG can be attributed 

to behavior modification (employees benefits, remuneration strategy, 

ethical and social responsibility cost) and the remaining 94% variation in 

NRG was caused by other factors not included in this model. The 

probability of F-statistics showed 16.8% for the period sampled. This 

shows that the regression result is statistically not significant because this 

is higher than 5%, which is the level of significance adopted for this study. 

The first coefficient showed that one unit change in Employees Benefit 

cause a positive 0.07 unit change in NOE. The second coefficient showed 

that one unit change in Remuneration Strategy cause a negative 0.66unit 

change in NRG. The third coefficient showed that one unit change in 

Ethical and Social Responsibility Cost cause a positive 0.01 unit change in 

NRG. Therefore, based on the probability of F-statistics of 16.8% above, 

behavior modification (employees‟ benefits, remuneration strategy, ethical 

and social responsibility cost) has no significant effect on net revenue 

growth. 

 

Decision 

From this regression estimates, behavior modification (employees 

benefits, remuneration strategy, ethical and social responsibility cost) has 

no significant effect on net revenue growth for the period under study. 

Therefore, from the test of this hypothesis, the alternative hypothesis is 

rejected while the null hypothesis is accepted. 

 

Research Question 3 

Research question 3 states, what is the effect of behavior modification 

(employees‟ benefits, remuneration strategy, ethical and social 

responsibility cost) on earnings per share? The related research hypothesis 

described in a null form stated thus; behavior modification have no 

significant effect on earnings per share. The specific objective in line with 
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the research questions intends to establish the relationship between 

behavior modification (employees benefits, remuneration strategy, plus 

ethical and social responsibility cost) and Earning per Share. Detail data is 

presented in the table below. 

 

Table 3: Effect of Behavior Modification on Earnings per Share 

    

Model 3 

    

Variables Coefficient Std. Error t-Statistic Prob.   

C 25.21143 12.92859 1.950052 0.0549 

EB -0.4978 0.248838 -2.00048 0.049 

RS -0.38386 0.508265 -0.75523 0.4524 

ESRC 0.01536 0.093416 0.164424 0.8698 

Independent Variable         

R-squared   0.09341    

Adjusted R-squared   0.057624    

S.E. of regression   96.77164    

F-statistic   2.610213    

Prob(F-statistic)   0.057524    

Observation   80    

Durbin-Watson stat   2.445947    

Cross-section    8     

 

Source: E-Views regression analysis results (Appendix II) 

%∆EPSit %∆EBit%∆RSit +%∆ESRit  µit………………….           3 

%∆EPSit  -0.497796 + -0.383856 + 0.015360 

Model 3 and A priori Expectations  

The output of the regression estimate for model 3 indicates that behavior 

modification (employees benefits, remuneration strategy, ethical and 

social responsibility cost) has no significant effect on Earnings per Share. 

This is indicated by the sign of coefficients (β1,= -0.497796) ˂ 0, (β2, = -

0.383856) ˂ 0. (β3= 0.015360) > 0. Thus, indicates that behavior 
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modification (employees‟ benefits, remuneration strategy, ethical and 

social responsibility cost) is not consistent with pre-estimation 

expectations. However, beta one and two coefficients has inverse 

relationship though not significant. While beta three coefficient (β3= 

0.015360) shows that ethical and social responsibility cost has a 

significant effect on earnings per share. 

 

Interpretation of Result 

The R-squared indicate that about 9.3% variations in EPS can be 

attributed to behavior modification (employees benefits, remuneration 

strategy, ethical and social responsibility cost) and the remaining 90.7% 

variation in EPS was caused by other factors not included in this model. 

The probability of F-statistics showed 5.8% for the period sampled. This 

shows that the regression result is statistically not significant because this 

is higher than 5%, which is the level of significance adopted for this study. 

The first coefficient showed that one unit change in Employees Benefit 

cause a negative 0.50 unit change in EPS. The second coefficient showed 

that one unit change in Remuneration Strategy would cause a negative 

0.38 unit change in EPS. The third coefficient showed that one unit 

change in Ethical and Social Responsibility Cost would cause a positive 

0.02 unit change in EPS. Therefore, based on the probability of F-statistics 

of 6.6% above, behavior modification (employees‟ benefits, remuneration 

strategy, ethical and social responsibility cost) has no significant effect on 

earnings per share. 

 

Decision 

From this regression estimates, behavior modification (employees 

benefits, remuneration strategy, ethical and social responsibility cost) has 

no significant effect on earnings per share for the period under study. 

Therefore, from the test of this hypothesis, the alternative hypothesis is 

rejected while the null hypothesis is accepted. 

 

Discussion of Findings 

Base on the result of hypothesis one, employees benefit, remuneration 

strategy, and ethical and social responsibility cost has a significant effect, 
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which is a positive significant relationship on return on asset, for the 

companies sampled. This is supported by Kambiz, Homa and Mohammad 

(2014) in their study of the impact of welfare services and benefits on the 

performance of staff, where they concluded that welfare services and 

benefits have a significant effect on the performance of staff. Also the 

outcome of the study by Rowley, Behrens, and Krackhardt (2000) 

strengthens the outcome of this study showing that social capital has no 

significant relationship with firm performance as shown in the coefficient 

of ethical and social responsibility cost. In the contrary, considering the 

coefficient of ethical and social responsibility cost from the result which 

not significant negate the findings of Nkomani (2013) where they found a 

significant positive relationship between social capital and the firm 

performance. The result of this findings also negate the work of Palmer 

(2012) who found that social responsibility cost has a direct impact on 

bottom line profits and margins, according to him customers are willing to 

pay for those products that contribute to corporate social principles. This 

is the opposite in this finding, as seen in the output of the regression 

analysis that ethical and social responsibility cost cannot drive return on 

asset alone but impact on return on asset if considered with the other 

variables. However, it is important to note that only employee‟s benefit 

has a positive significant relationship on return of asset. 

 

The result from the test of hypothesis two shows that Employees benefit, 

remuneration strategy, and ethical and social responsibility cost has no 

significant effect on Net revenue growth, for the companies sampled. The 

result negates the findings of Palmer (2012) who found a positive 

significant relationship between social capital and revenue growth, the 

result also negate the findings of Nkomani (2013); who found that 

corporate social responsibility practice in South Africa has a significant 

positive relationship with corporate financial performance. The result also 

negate the opinion of Tilakasiri (2012), who studied 50 listed companies 

and found positive relationship between corporate responsibility and 

financial performance. The reason for the disparity in the result could be 

the population of study or the geographical location of the population 

studied. Unlike the first hypothesis where behavior modification surrogate 

show a positive relationship on return on asset, this model show that there 
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is no significant relationship between behavior modification surrogate and 

net revenue growth. However it should be notice from the result of this 

study that only remuneration strategy has a positive significant 

relationship with net revenue growth.  

 

Result from the analysis of hypothesis three shows that employees benefit, 

remuneration strategy, and ethical and social responsibility cost has no 

significant effect on Earnings per share, for the companies sampled. The 

result support Zafar, Shoukat and Rizwan (2014) who purport that 

compensation has no effect on employees‟ motivation. However, the 

finding is in line with the findings of Kambiz, Homa, and Mohammad 

(2014) who found that compensation package and service has no 

significant effect on performance. However, the result shows that only 

employees‟ benefit has a positive significant effect on earnings per share. 

 

The findings also negate the opinion of Odetayo, Adeyemi and Sajuyigbe 

(2014), that social responsibility cost has an effect on earnings per share 

while other surrogate are not significant except employees benefit. Result 

from the forth hypothesis shows that employees benefit, remuneration 

strategy, and ethical and social responsibility cost has no significant effect 

on Human asset, for the companies sampled. The result from the test of 

this hypothesis four negate the findings of Osibanjo, Adeniji, Falola, and 

Heirsmac (2014) where they concluded that compensation package such 

as salary has an effect on performance, also Obasan (2012) who 

concluded that compensation has a positive significant effect on corporate 

performance. However, considering the coefficient of ethical and social 

responsibility cost, the result agree with Osibanjo, Adeniji, Falola, and 

Heirsmac (2014) that ethical and social responsibility cost has a 

significant effect on performance. Also, the coefficient of ethical and 

social responsibility cost agree with Odetayo, Adeyemi, and Sajuyigbe 

(2014) 

 

Furthermore, the findings from this study conforms to expectancy theory 

from the theoretical framework, showing how behavior is constantly 

modified both internally and externally which impact on the 
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organizational performance. To a very large extent the findings is in 

tandem with Vroom‟s original presentation of expectancy theory (1964) 

but with a little modification of combining the internal and external 

variables of behavior change paradigm.  

 

Conclusion 

Based on the findings of the study, it is important for company to plan, 

manage and reward performance. Doing this, the company‟s productivity 

would be increased and profit increased as well. In contrast, employees 

are resources and assets of the company. Companies need to determine 

strategies for identifying, inspiring, measuring, evaluating, improving and 

sustaining the employees input, and rewarding employees' performance at 

work. Subsequently, improved employee performance could also impact 

organizational performance as seen in this study.  

 

It is also important to consider other factors that could influence 

employees‟ behavior, for companies not to work against their 

performance. This include intrinsic and extrinsic benefits which the study 

only consider employees benefit, remuneration strategy, and ethical and 

social responsibility cost to monitor internal and external behavior change 

and how such would affect performance. Base on the findings from this 

study, from the test carried out on the companies sampled, employees 

benefit, remuneration strategy, and ethical and social responsibility cost 

would only affect the return on asset, while the other surrogate has no 

effect on the number of employee, net revenue growth, and earnings per 

share. Conclusively, it should come to the knowledge of the companies‟ 

management, and economic agents, that is, individual investors and firms 

in the consumer goods industry that performance depend largely on proper 

management and composition of their asset include the human. 

 

Recommendations 

Based on findings and conclusions of this study, the recommendations 

below are made: 

1. Companies should rather be more involved with ethical and social 

responsibility as noticed in this study that people, both internal and 

external to the organization will react to such gesture which will 
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affect the human asset of the company. Therefore we recommend 

that companies should also disclose such in their financials while 

reporting, especially after the director‟s report on the annual 

financial report. 

2. Employees‟ benefits should be made attractive in other to maintain 

the number of staff that will sustain optimum production capacity 

that will guarantee a higher return. Since the business owner is more 

concern about returns. 

3. Remuneration strategy should also be made attractive to keep 

important employees who are likely to be motivated by such, and to 

avoid a high staff turnover which will affect the bottom line 

negatively. 

4. During training, managers should also be trained on human asset 

management to avoid conflict, which will modify the employees‟ 

behaviour and ultimately affecting productivity, which also affect 

the bottom line when reporting. 

5. The management should put in place a more conducive working 

environment to keep the employees on their job as long as they want 

to, especially for those employees who are not motivated by intrinsic 

benefits. 

 

Contribution to Knowledge 

The study has contributed the following to knowledge: 

1. The study revealed the effect of behaviour modification and how it 

impacts on corporate performance, as existing literatures have only 

measured employee motivation on their productivity and 

performance. 

2. Contribution was made to body of knowledge in terms of theory, 

focusing on the expectation of the business owner on higher 

returns with the use of behaviour modification to further improve 

corporate performance. 

3. Taking into cognizance the predictive nature of the model, the 

model add to the body of knowledge as a model of behaviour 

modification which can be used to drive corporate performance. 

4. The study also contributes to the body of knowledge by showing 

that behaviour modification has no effect on return on asset. 
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Which implies that employees change in behaviour will not 

directly impact on the return on asset. 

5. The study also contributes to the body of knowledge by 

empirically revealing that behaviour modification will not affect 

earnings per share directly. That is, earning per share is not a direct 

function of behaviour modification within the company but more 

of the behaviour in the market. 

6. The study adds up to the body of knowledge by showing 

empirically that behaviour modification impact directly on the 

number of employees. 

7. This study empirically contributes to existing literature written on 

behaviour modification and corporate performance in Nigerian 

quoted companies, which add up to the body of wealth of ideas to 

researchers. 
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APPENDICES 

 

Dependent Variable: ROA   

Method: Panel EGLS (Cross-section random effects) 

Date: 03/31/16   Time: 19:11   

Sample: 2005 2014   

Periods included: 10   

Cross-sections included: 8   

Total panel (balanced) observations: 80  

Swamy and Arora estimator of component variances 

     
     Variable Coefficient Std. Error t-Statistic Prob.   

     
     C 18.26191 12.96308 1.408764 0.1630 

EB -0.473364 0.249502 -1.897234 0.0616 

RS -0.683497 0.509621 -1.341187 0.1839 

ESRC 0.035065 0.093666 0.374365 0.7092 

     
      Effects Specification   

   S.D.   Rho   

     
     Cross-section random 0.000000 0.0000 

Idiosyncratic random 98.00343 1.0000 

     
      Weighted Statistics   

     
     R-squared 0.118977     Mean dependent var 2.632965 

Adjusted R-squared 0.084200     S.D. dependent var 101.1373 

S.E. of regression 96.78580     Sum squared resid 711929.4 

F-statistic 3.421125     Durbin-Watson stat 2.453952 

Prob(F-statistic) 0.021400    

     
      Unweighted Statistics   

     
     R-squared 0.118977     Mean dependent var 2.632965 

Sum squared resid 711929.4     Durbin-Watson stat 2.453952 
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Random 

Dependent Variable: NRG   

Method: Panel EGLS (Cross-section random effects) 

Date: 03/31/16   Time: 19:12   

Sample: 2005 2014   

Periods included: 10   

Cross-sections included: 8   

Total panel (balanced) observations: 80  

Swamy and Arora estimator of component variances 

     
     Variable Coefficient Std. Error t-Statistic Prob.   

     
     C 27.97697 8.441435 3.314244 0.0014 

EB 0.073975 0.146601 0.504600 0.6153 

RS -0.657278 0.300830 -2.184885 0.0320 

ESRC 0.009833 0.054566 0.180209 0.8575 

     
      Effects Specification   

   S.D.   Rho   

     
     Cross-section random 10.85221 0.0353 

Idiosyncratic random 56.70824 0.9647 

     
      Weighted Statistics   

     
     R-squared 0.063949     Mean dependent var 17.66373 

Adjusted R-squared 0.026999     S.D. dependent var 57.63185 

S.E. of regression 56.84852     Sum squared resid 245613.3 

F-statistic 1.730706     Durbin-Watson stat 1.253692 

Prob(F-statistic) 0.167805    

     
      Unweighted Statistics   

     
     R-squared 0.060379     Mean dependent var 20.64634 

Sum squared resid 254148.2     Durbin-Watson stat 1.211590 
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Random 

Dependent Variable: EPS   

Method: Panel EGLS (Cross-section random effects) 

Date: 03/31/16   Time: 19:13   

Sample: 2005 2014   

Periods included: 10   

Cross-sections included: 8   

Total panel (balanced) observations: 80  

Swamy and Arora estimator of component variances 

     
     Variable Coefficient Std. Error t-Statistic Prob.   

     
     C 25.21143 12.92859 1.950052 0.0549 

EB -0.497796 0.248838 -2.000478 0.0490 

RS -0.383856 0.508265 -0.755228 0.4524 

ESRC 0.015360 0.093416 0.164424 0.8698 

     
      Effects Specification   

   S.D.   Rho   

     
     Cross-section random 0.000000 0.0000 

Idiosyncratic random 97.74272 1.0000 

     
      Weighted Statistics   

     
     R-squared 0.093410     Mean dependent var 12.42676 

Adjusted R-squared 0.057624     S.D. dependent var 99.68640 

S.E. of regression 96.77164     Sum squared resid 711721.0 

F-statistic 2.610213     Durbin-Watson stat 2.445947 

Prob(F-statistic) 0.057524    

     
      Unweighted Statistics   

     
     R-squared 0.093410     Mean dependent var 12.42676 

Sum squared resid 711721.0     Durbin-Watson stat 2.445947 

     
      


