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Abstract 
Workplace deviance has become a major organizational challenge across public and private 

institutions in Nigeria. Deviant workplace behaviours such as absenteeism, cyberloafing, theft, 

aggression, sabotage, corruption, lateness, and withdrawal behaviours negatively affect 

organizational productivity, employee morale, and institutional reputation. Therefore, this 

narrative literature review examines workplace deviance across diverse work settings in Nigeria 

using Social Exchange Theory, Self-Determination Theory, Frustration–Aggression Theory, 

Social Learning Theory and Job Demands–Resources (JD-R) Theory as the theoretical 

frameworks. The review explores the nature, classifications, causes, negative impact and 

manifestations of workplace deviance within sectors such as public service, banking, 

telecommunications, healthcare, education, and manufacturing industries in Nigeria. The paper 

argues that employees often engage in workplace deviance as reactions to many factors such as 

job insecurity, perceived injustice, poor organizational treatment, inequitable reward systems, 

negative social exchanges between employers and employees, weak institutional structures etc. 

that reinforce workplace deviance. Furthermore, the study provided recommendations from 

Industrial/Organizational Psychology to mitigate against workplace deviance. Thus, this study 

concludes that fostering organizational justice, perceived organizational support and job security, 

supportive leadership, fair compensation, strengthening ethical climate and organizational 

culture and positive employer–employee relationships among others may significantly reduce 

workplace deviance in Nigerian organizations. 
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INTRODUCTION 

Workplace deviance is also 

becoming critical issues for organization and 

a topic of interest to more researchers, 

especially in Nigeria (Umoru et al., 2024). It 

is common knowledge that organizations in 

the current economy face many obstacles in 

their bid to achieve a competitive advantage 

(Okhakhu & Adekunle, 2021). Workplace 

deviance has become a common 

phenomenon and central concept in both the 

theoretical context and empirical analysis 

over the past three decades (Chen et al., 

2015). This theme leads to a wide variety of 

discussions and is looked with different 

spectacles. Until now, workplace deviance 

has been studied more frequently in the 

context of management as it finds plenty and 

expensive losses for organizations as well as 

nullifying the comfort to work in 

organizations (Chen et al., 2015). Workplace 

deviance is an act of neglect in most 

organizations and a concern for scholars 

according to literature (Akella & Lewis, 

2019; Chin et al., 2019; Gökoğlu & Öztürk, 

2020). Workplace deviance in employees is 

a serious problem that occurs in work 

organizations (Budiman et al., 2022). 

According to Olabimitan, (2025) 

deviance in workplace is a voluntary 

behavior with harmful consequences 

because it violates significant organizational 

norms and can potentially jeopardizes the 

well-being of both employees and clients. 

Numerous monikers have been used to study 

workplace deviance, including but not 

limited to unethical behaviour, antisocial 

workplace behavior, organizational 

delinquency, and counterproductive 

behaviour which refers broadly to any 

conduct or activity in the workplace that 

departs from those explicitly set forth (Ajao 

& Owoseni, 2023; Ajao et al., 2025). Klotz 

and Buckley (2013), defined workplace 

deviance as any activity that has the 

potential to hinder the realization of 
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organizational goals and should inflict pain 

on the organization directly by impacting an 

employee's productivity or property, or 

indirectly bringing pain to the employee 

thereby reducing his/her overall 

effectiveness.  

According to Zhao et al., (2023) the 

voluntary behaviour that violates 

organizational norms and may not 

necessarily cause harm but is intended to 

benefit the self others, is called as workplace 

deviance, which encompasses interpersonal 

deviance, rule-breaking or reduced 

cooperation. Workplace deviance is a type 

of unprofessional behavior that has been 

recognized in the workplace in many forms, 

going from minor crimes such as taking long 

breaks, insulting co-workers and leaving 

early to one of serious sizes like theft and 

sabotage (Chaudhary et al., 2022). The 

costly investment unto workplace deviance 

has negative ramifications for employees, 

human resource professionals, managers, 

organizational stakeholders and society at 

large (Baharom et al., 2017; Bennett et al., 

2018). Nigerian scholars have carried out its 

contextualization into local organizational 

realities. Also, Olabimitan and Alausa 

(2014) points to deviance as behaviours by 

employees that diverged from what 

organizations consider acceptable. These 

behaviours are social reactions to what they 

perceive as poor conditions in the 

workplace, such as perceived low 

organizational support or fairness in 

treatment, which results in emotional 

exhaustion that eventually predicts anti-

social behaviour (Meng, 2024; Elgammal, 

2023). Workplace deviance are viewed as 

voluntary behaviours that contravene the 

extensive set of norms accepted by the 

organizational, with intentionality and 

harmful consequences as defining 

characteristics. Together, these definitions 

highlight three core features of workplace 

deviance - voluntariness, norm or policy 
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violation and the resulting harm or threat to 

organizational functioning with the Nigerian 

studies also highlighting local context-bound 

behaviours frequently observed in Nigerian 

workplaces (Olabimitan, 2025; Olabimitan 

& Alausa, 2014; Rotundo & Spector, 2017; 

Shamsudin et al., 2011).  

Workplace deviance is usually 

classified into two categories: interpersonal 

workplace deviance (the production of 

negative behavior towards other individuals) 

and organizational in particular (Olasupo & 

Fagbenro, 2018). Interpersonal comprises of 

deviant acts directed to colleagues, co-

workers and subordinate at the workplace. 

Therefore these deviant acts could be of 

verbal abuser, physical assault as well as 

gossiping. Organizational deviance is an act 

that directed to organization itself. It ranges 

from sabotage, to falling behind, to 

withholding effort to lying, stealing absent 

or come late. Workplace deviance can be 

either constructive or destructive (Olasupo 

& Fagbenro, 2018). The explanatory wave 

destructive effects are that employees 

continue to inflict large-scale damage to the 

organization and its members for their own 

interest while the constructive effects are 

perceived as going beyond one’s ascendancy 

in the workplace in the course of 

discharging one’s responsibilities (Raza et 

al., 2019; Marasi et al, 2018).  

LITERATURE REVIEW 

Concept of Workplace Deviance 

Workplace deviance is defined as 

intentional behaviour that violates 

organizational norms and threatens the well-

being of organizations or their members 

(Robinson & Bennett, 1995). Workplace 

deviance in organizations is defined as 

voluntary behaviour that violates significant 

organizational norms and threatens the well-

being of an organization or member have 

emerged as one of the important issue to 

both practitioners and researchers (Klotz & 
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Buckley, 2023). From time theft and 

absenteeism, to workplace bullying and 

sabotage, to fraud these takes on deviance 

vary widely in the modern workplace. To 

date, deviance has been conceptualized as 

voluntary behavior by organizational 

members that violates moral or ethical 

norms and threatens the well-being of either 

the organization or its members. Production 

deviance: Deviant behaviours because of 

inefficiencies in between work and 

excessive breaks or lying about the illness 

which lead to less productivity. Property 

deviance is also known as theorem on the 

organization costs (Olabimitan & Okurame, 

2018) and it includes stealing, sabotaging 

the work of another employee or bribing 

subordinates.  

Workplace deviance may further be 

classified into: 

1. Production deviance – intentional 

reduction in work quality or 

productivity. 

2. Property deviance – theft, sabotage, 

or misuse of organizational 

resources. 

3. Political deviance – gossiping, 

favoritism, and unhealthy workplace 

politics. 

4. Personal aggression – harassment, 

intimidation, bullying, and hostility. 

THEORETICAL FRAMEWORK 

 Social Exchange Theory: The 

social exchange theory states that 

employees and employers establish a 

relationship where one party’s 

conduct affects the other (Blau, 

1964). When an employee feels that 

the employer does not properly 

recognize their efforts, they may act 

rudely and can indulge in deviant 

behaviors. The current research is 

primarily grounded on social 
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exchange theory. Social exchange 

theory is a multidisciplinary 

paradigm describing how several 

types of resources can be exchanged 

and how this exchange plays a role 

in making certain relationships 

(Colquitt et al., 2015). The social 

exchange theory states that 

employees and employers establish 

an interdependent relationship where 

both parties influence each other. 

When an employee feels that the 

employer does not properly 

recognize their efforts, they may act 

rudely and can indulge in deviant 

behaviors.  

According to this theory, social 

relationship is based on reciprocal 

exchanges and involvement of 

individuals in weighing the costs and 

benefits with regard to their 

interactions. In organizational 

contexts, employees form 

impressions about the degree to 

which they are fairly treated by their 

employer, supervisors, and co-

workers. If the workers feel that they 

are receiving fair support, respect, 

recognition and rewards, then they 

will respond with positive attitudes 

and behaviors including 

commitment, loyalty, citizenship 

behavior & better performance. On 

the contrary, individuals react to low 

politeness with interpersonal 

deviance when they perceive a 

violation of psychological contracts, 

or experience mistreatment from 

their employees work place deviance  

 Self-Determination Theory (SDT): 

Self-Determination Theory (SDT) 

developed by Deci and Richard, 

(2020), which focuses on human 

motivation and basic needs for three 

things autonomy, competence and 

relatedness. Through the lens of self-
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determination theory (SDT), 

employees are at their best when 

they feel in control of how they do 

their work, have sufficient skills to 

do it well, and feel social 

connectedness with peers and 

supervisors. Workers who have these 

psychological needs met are more 

likely to show intrinsic motivation, 

organizational commitment, and 

positive workplace behaviours. On 

the other hand, when organizational 

practices annoy these needs by 

excessive leadership, unfair 

treatment and lack of 

acknowledgment or communication, 

exclusion from decision making 

process employees become 

dissatisfied, resentful and withdraw 

psychologically.  

 Frustration–Aggression Theory: 

One of the classic theories that we 

can use to study deviance in the 

workplace is Frustration–Aggression 

Theory which was first introduced 

by Dollard et al., (2013) and refined 

by Leonard Berkowitz (1989). Well 

the theory goes that frustration arises 

when goal-directing behavior is 

prevented, leading to psychological 

tension, and giving rise to negative 

emotions such as anger, resentment 

and hostility. In an organizational 

context, employees feel frustrated 

when they are facing unfair 

treatment, overwork, limited career 

advancement opportunities, 

insufficient pay rate, bad 

management or ambiguous roles and 

poor working conditions. After these 

frustrations build up with no 

implementation of appropriate 

coping mechanisms and outcomes by 

the organization, employees doing 

deviant workplace behaviors take an 

opportunity to express their 
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dissatisfaction. The behavior can be 

focused on the organization 

(immoral activities such as theft, 

absenteeism, lateness, sabotage and 

deliberate waste of effort), or 

individuals (bullying/abuse verbal 

abuse/harassment/interpersonal 

conflict).  

 Social Learning Theory: The Social 

Learning Theory of Bandura and 

Walters, (1963) states that behaviour 

is learned through observing, 

modelling, and imitating behaviour 

or action. In organizational settings, 

employees can observe (and copy) 

the behaviour of others more senior 

along with peers and the behavior of 

leaders within the organization. 

People will engage in deviant actions 

as long as they are rewarded or 

accepted in the organization, because 

they think that this behaviour is 

normal. Employees are more apt to 

display these behaviours themselves 

if these unethical behaviours such as 

stealing or deception are tolerated or 

rewarded in organizations. On the 

flip side, if deviant behaviours are 

repeatedly penalised or discouraged, 

employees have less incentive to act 

on them. In Social Learning Theory, 

reinforcement is especially key.  

 Job Demands–Resources (JD-R) 

Theory: The Job Demands–

Resources (JD-R) Theory can 

provide an explanation of employee 

workplace deviance via the balance 

between job demands and available 

resources. Based on the theory, job 

demands are aspects of work that 

need consistent physical, cognitive 

or emotional effort (Bakker & 

Demerouti, 2017) like excessive 

workload, role ambiguity, time 

pressure, interpersonal conflict 

(IRC), and job insecurity. When 
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these demands are high and 

employees feel like they do not have 

enough job resources like 

supervisory support, autonomy, 

adequate training, rational 

organizational policies and 

development opportunities they end 

up stressed out, emotionally drained 

and burnt out.  

CAUSES OF WORKPLACE 

DEVIANCE 

 Job insecurity: One of the 

predictors of workplace deviance is 

job insecurity. More recently, the 

prospect of job security may lead 

employees to make moral 

adjustments, in order to rationalize 

negative behaviours. They might 

reason that since the organization 

wronged them in terms of security 

for their jobs, they are therefore 

entitled to act in destructive ways 

against it (Ajao et al., 2025). A 

number of factors, including poor 

employment contracts and 

organizational change have increased 

fears over job security for workers.  

 Perceived organizational injustice: 

Organizational injustice is also 

another critical antecedent to 

workplace deviance in Nigerian 

workplaces. Deviance after 

experiencing unfairness also depends 

on how employees perceive the 

promotion, salary administration, 

distribution of work among 

employees and disciplinary 

procedures. A study by Akinwale 

and George (2023) on workplace 

deviance in selected Nigerian public 

institutions discovered that 

distributive, procedural and 

interactional injustice significantly 

leads to increased levels of 

workplace deviance.  



Ajao et al Nigeria Journal of Behavioural Studies: Vol. 4 No. 1(2026) E-ISSN: 2992-2801 386-407 
 

400 | P a g e  
 

 Occupational stress and excessive 

workload: Another prominent 

reason is occupational stress and 

work overload. Nigerian workers 

currently operate in environments 

where poor pay, long working hours, 

unattainable targets, poor staffing 

and economic volatility are 

commonplace. These conditions 

heighten emotional exhaustion and 

frustration, both of which may 

stimulate deviant responses. In the 

Nigerian banking sector, work stress 

is closely related to workplace 

deviant behaviours (Okeke & Mbah, 

2022) as stressed employees are 

more likely to exhibit aggression, 

absenteeism and production 

deviance. 

 Abusive supervision and toxic 

leadership: Abusive supervision and 

toxic leadership are other important 

antecedents to workplace deviance in 

Nigeria. Organizational climates that 

are rife with retaliatory behaviours 

typically spring from supervisors 

who intimidate, humiliate, threaten 

or unfairly criticize employees. 

Healthcare studies that use Nigeria 

as a context showed that abusive 

supervision adversely affected 

employees commitment and work 

deviancy (Adeleke et al., 2022). 

Toxic leadership can drive 

employees to engage in purposeful 

behavioural change through 

organizational citizenship behaviour, 

antagonism or resistance.  

 Poor organizational climate and 

weak ethical culture: Poor 

organizational climate and weak 

ethical culture is also a factor 

promoting deviance in workplace. 

By being complacent with 

corruption, favouritism, shaker upper 

practices or bad communication 
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these organizations unintentionally 

condone shady behavior. In a recent 

study of Nigerian paramilitary 

personnel, it was found that the 

effects of organizational climate and 

job burnout on workplace deviance 

are multiplicative (Ogunyemi & 

Adebayo, 2023). 

 Economic hardship and 

inadequate compensation:  

Economic hardship and lower 

payments are other stressors 

common to the Nigerian setting. 

Workers are facing unbearable 

financial burdens as a result of rising 

inflation, unemployment and 

dropping buying power. As a result, 

some employees steal, commit fraud, 

bribe or misuse org resources to gain 

income. In Nigeria, organizational 

studies have found that 

dissatisfaction with financial rewards 

can increase workplace deviance 

(Ezeanyim & Ufoaroh, 2022).  

 Personality traits and low self-

control: Another important factor in 

workplace deviance behaviour is 

personality traits and low self-

control. There is an attention offered 

for this topic as it states that high 

impulsiveness, aggression, hostility 

or poor emotional regulation of the 

staff led to unethical conduct in 

workplace behavior and particularly 

among stressful organizational 

environment. A recent study 

conducted in Nigeria, found the 

direct negative effect of job pressure 

on employee deviance to be 

moderated by self-control, 

suggesting that individuals with low 

self-control are prone to engage in 

behaviors counterproductive act (Ojo 

& Adekunle, 2023).  
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 Technological pressures and 

Technostress: Technological 

pressures, technostress as 

contemporary predictors of 

workplace deviance However, the 

increasing digitization of Nigerian 

workplaces has brought with it 

surveillance systems, performance 

monitoring technologies and 

persistent online communication that 

may psychologically burden 

employees.  

NEGATIVE IMPACT OF 

WORKPLACE DEVIANCE 

Workplace deviance is voluntary 

behaviour that harms the organization or its 

employees which violates organizational 

norms. Absenteeism, bullying, theft, 

sabotage fraud gossip harassment lateness 

cyberloafing and other counterproductive 

work behaviours. Workplace deviance has 

become a major organizational challenge in 

organizations in Nigeria, both for public and 

private sectors (Ogbuabor & Malaolu, 

2024). 

 Reduced organizational 

productivity and performance: 

One of the top consequences of 

workplace deviance is decreased 

performance and productivity. 

Deviant workplace behaviours like 

absenteeism, intentional slowdowns, 

negligence and sabotage by 

employees create inefficiencies in 

operations and delay achieving 

organizational goals. 

 Financial loss to organizations: 

Another major impact is the financial 

cost to organizations. Recent 

publications from Nigeria have 

revealed that unethical behavior at 

the workplace converts organizations 

to pay half price, waste resources 

and reputation crises that threaten 
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sustainability for a longer period 

(Ogbuabor & Malaolu 2024).  

 Employee mental health and 

psychological wellbeing: Workplace 

deviance also impacts employee 

mental health and psychological 

wellbeing. Qualitative studies of 

Nigerian workplaces have found that 

bullying and hostile interpersonal 

behaviours constitute a toxic work 

environment whereby employees 

tend to suffer from PTSD and low 

job satisfaction (Akinwale & 

George, 2020).  

 High employee turnover and 

reduced organizational 

commitment: It causes impact like 

less employee retention and 

organizational commitment. 

Organizations marked by hostility, 

favouritism, intimidation and 

unethical leadership practices are 

less likely to retain the commitment 

of employees. Although Nigerian 

studies have corroborated that 

workplace incivility affects 

employee emotional attachment and 

reduces morale (Akinwale & 

George, 2020). 

 Damages interpersonal 

relationships and teamwork: 

Additionally, workplace deviance 

additionally harms interpersonal 

relationships and teamwork within 

organization. This has resulted in 

negative organizational climate 

where workers feel unsafe and 

devalued due to toxic supervisor 

practices and unhealthy power 

relations plaguing many workplaces 

(Ogbuabor & Malaolu, 2024) 

especially in Nigeria. 

 Undermines organizational 

reputation and public confidence: 

In addition, workplace deviance 

damages the reputation of 
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organizations and public confidence. 

Businesses implicated in corruption, 

unethical conduct, harassment or 

exploitation typically lose customer 

and stakeholder confidence. Nigeria, 

remarks on an arrant history of 

workplace unethical practices have 

consistently disillusioned 

institutional reputation and consumer 

assurance (Ogbuabor & Malaolu, 

2024).  

MANIFESTATIONS WORKPLACE 

DEVIANCE ACROSS DIVERSE WORK 

SETTINGS IN NIGERIA 

 Public Sector Organizations: 

Bureaucratic inefficiency, 

corruption, favouritism and 

absenteeism are common images of 

the Nigerian public sector as well as 

unethical work behaviours. 

Explanations of Workplace Deviance 

in Government Ministries and 

Agencies: Poor Accountability 

Systems/Delayed Salaries; Political 

Interference, Weak Supervision. 

Retaliatory deviant acts such as 

tardiness, negligence, or intentional 

withdrawal are common among 

employees who feel unfairly treated, 

politically marginalized, or have 

been victimized by unequal reward 

systems. 

 Educational Institutions: Academic 

and non-academic staff of Nigerian 

universities and higher institutions 

practice workplace deviance. Some 

examples of such manifestations 

include facilitating examination 

malpractice, truancy, conflict with 

fellow students/staff (bullying 

behaviour), research misconduct and 

purposeful disregard for the 

institution's policies.  

 Telecommunications Industry: The 

Nigerian telecommunications space 
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is highly competitive and driven by 

performance. It is not uncommon for 

employees to feel severely pressured 

by their workload, have conflict with 

other employees, and have a 

performance monitor constantly in 

view which may also well explain 

deviant behaviours. Retaliatory 

misconduct, in turn, may be 

encouraged by aggressive 

supervisory practices and poor 

communication that creates hostile 

work environments. 

 Banking Sector: The Nigerian 

banking industry has a high-

performance culture that is 

responsible for various health 

problems including pressure, 

expectation, job insecurity and 

concerns about supervising staff all 

directly impacting mental and 

physical wellness all of this 

accompanied by long working hours. 

These organizational stressors likely 

promote unethical and deviant 

behaviours like fraudulent 

transactions, cyber misconduct, 

sabotage, and customer exploitation.  

 Healthcare Sector: Healthcare 

providers encounter stress, burnout, 

emotional exhaustion and poor 

institutional support in Nigeria. Such 

conditions may lead to kinds of 

deviance in the workplace such as 

absenteeism and lateness, physical 

and verbal, hostility toward 

management or coworkers, disclose 

of patient’s record to non-authorized 

individuals/families, negligence and 

withdrawal behaviours.  

 Manufacturing and Industrial 

Organizations: In manufacturing 

organizations there is workplace 

deviance in Nigeria in the forms of 

theft of organizational property, 
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production sabotage, lateness and 

deliberate slowdown in productivity. 

RECOMMENDATIONS OF 

INDUSTRIAL/ORGANIZATIONAL 

PSYCHOLOGY IN MITIGATING 

AGAINST WORKPLACE DEVIANCE 

Considering the perspective of 

Industrial/Organizational psychology, 

attempts to curb workplace deviance in 

Nigerian organizations have to be systematic 

and multi-dimensional; not merely punitive 

action steps on an individual, absence or 

presence basis. Recent evidence suggests 

that forms of workplace deviance are 

intrinsically related to organizational justice 

perceptions, leadership, work conditions and 

perceived organizational support (Abdullahi 

& Salau, 2023; Sharma & Singh, 2024). 

Thus, the following evidence based 

recommendations are made. 

1. Strengthening Organizational Justice 

Mechanisms 

To enhance distributive, procedural and 

interactional justice, organizations should 

institutionalize transparent and consistent 

human resource practices. In line with recent 

findings from Nigeria which also reveal 

little evidence of favourable reward 

allocation and promotion systems increase 

deviant workplace behaviour among 

employees in the public and private sectors 

(Abdullahi & Salau, 2023). Thus, firms must 

standardize promotion criteria, provide 

transparency in compensation structures and 

train managers to engage in fair 

interpersonal treatment to reduce retaliatory 

deviance. 

2. Enhancing Perceived Organizational 

Support (POS) and Job security 

Perceived Organizational Support and job 

security should be intentionally nurtured as a 

safety net against workplace deviance. 

Social exchange theory proposes that 

employees repay perceived organizational 
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care and security with positive work 

behaviour (Eisenberger et al., 2020). 

Organizational support is a significant 

predictor of deviant behaviour and the 

disengagement of employees in empirical 

studies conducted in Nigerian healthcare 

(Osho, 2017) and banking sectors (Okeke et 

al. 2023).  

3. Ethical and Transformational 

Leadership Development 

Leadership is a major factor determining the 

workplace behavioural norms. 

Transformational and ethical specific 

leadership styles are indicated in some 

literature to be effective for decreasing 

deviant behaviour via stronger moral 

identity and role ambiguity (Brown & 

Treviño, 2014). One study for example that 

analysed Nigerian organizational contexts 

found abusive supervision and laissez-faire 

leadership to relate to higher 

counterproductive work behaviour 

(Nwankwo & Igwe, 2024). So, companies 

need to introduce leadership development 

programs related to ethical decision making, 

emotional intelligence and transformational 

design competencies with 360-degree 

feedback mechanisms for tracking the 

leadership behaviour. 

4. Managing Occupational Stress and 

Burnout 

According to the Job Demands–Resources 

(JD-R) model, a positive relationship may 

exist between burnout or deviant behaviour 

and job demands exceeding available 

resources (Bakker & Demerouti, 2017). For 

example, studies in Nigeria have 

documented role overload, ambiguity and 

job insecurity as significant predictors of 

workplace deviance amongst those working 

in high-pressure sectors (Adebayo & 

Ogunyemi, 2022). Organizations should 

accordingly redesign jobs to achieve a 

balance between demands and resources, 
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provide stress management training, and 

implement flexible work arrangements if 

possible in order to minimize strain-driven 

deviance. 

5. Strengthening Ethical Climate and 

Organizational Culture 

With being an example, organizational 

culture defines behavioral norms and 

expectations to a large extent. Fresh insights 

on Nigeria corroborated that weak ethical 

cultures and laxness by management in 

looking the other way encourages deviant 

behaviour in both private and public 

institutions (Uzonwanne & Nwachukwu, 

2023). Organizations should embed codes of 

ethics, support whistle blowers and follow 

through with consistent reinforcement 

systems to overtly define ethical behaviour. 

6. Balanced Use of Deterrence and 

Control Systems 

I/O psychology contends that deterrence 

mechanisms are needed but is wary of 

excessive surveillance or punitive systems 

which can undermine trust and lead to more 

hidden deviance (Grasmick & Bursik, 

2018). Evidence suggests that organizations 

should make disciplinary systems certain, 

consistent and procedurally fair, rather than 

punitive. Finally, sanctions must go together 

with corrective feedback and rehabilitation 

so as to achieve behavioural change rather 

than resentment. 

7. Evidence-Based Selection and 

Employee Development 

Structured selection systems should be 

established to start prevents deviance at the 

recruitment stage. Integrity tests, structured 

interviews and personality measures (e.g., 

conscientiousness, agreeableness) predict 

counterproductive work behaviour (Ones et 

al. 2017). HR research conducted in Nigeria 

also found evidence to support the efficacy 
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of a fit assessment at entry level in 

minimising deviant tendencies (Akinola & 

Fashola, 2022). Further ongoing training in 

emotional regulation, ethical reasoning, and 

professional conduct is also needed to 

support desirable behaviour. 

CONCLUSION 

This study concludes that across Nigerian 

public institutions, universities, healthcare 

organizations, banks, telecommunications 

companies, and manufacturing firms, 

workplace deviance continues to undermine 

productivity and organizational 

effectiveness. However, the review’s 

limitations revolve around the accumulated 

limitations in the literature considered. 

Firstly, most of the studies relied on self-

reported measures. However, self-report 

measures are subject to biases such as social 

desirability, response style, and participants’ 

interpretation of the questions. These biases 

may have affected the accuracy of the data 

and, subsequently, the validity of the 

findings. Secondly, the cross-sectional 

design used in some of the literature 

prevents the establishment of causal 

relationships. However, this review 

concludes based on the recommendations 

from Industrial/Organizational Psychology 

that, addressing the problems of workplace 

deviance requires organizations to 

strengthen fairness, improve leadership 

practices and job security, ensure equitable 

reward systems, foster supportive employer–

employee relationships among others. 

Therefore, organizations that prioritize 

justice, transparency, employee welfare, and 

ethical leadership are more likely to reduce 

workplace deviance and promote healthier 

organizational environments. 
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