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Introduction 

oth private and public organizations 

rely on the code of conduct for efficient 

and efficiency of organizational 

productivity. In other words, organization, 

either private or public is a conglomeration of 

different entities (workers) with different 

interests, ambitions, orientations, and 

capacities that must be harnessed and 

regulated so as to achieve organizational 

objectives. Perhaps Idris and Alegbeleye (2015) 

were right to have observed that reasonable 

level of predictable behaviour is expected from 

workers for the accomplishment of objectives. 

Stressing further that one of the ways of  
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ABSTRACT 
Issues 

surrounding 

indiscipline 

have become a 

source of 

concern to all 

and sundry. In 

fact, 

indiscipline is 

the brain 

behind 

unproductive 

public 

organizations 

in Nigeria 

thereby 

affecting 

developmental 

stride of our 

country. This 

cankerworm  
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ensuing order and compliance with established rules in organization 

is discipline. Simply put, the lack of disciplinary measures in an 

organization spurs ineffectiveness and ineptitude on the part of 

workers (Nwosu & Ugwuerua, 2015). That is, discipline is meant to 

has found its way around all public institutions including leadership 

and political offices where it wrecks success records in these offices 

to zero level. However, beyond absence of stern disciplinary 

measures that serves as reinforcement for perpetrators of this ill-

manner display in public institutions, this paper argues that low 

morale to boost self-discipline in public workers has contributed 

immensely to the plight. Drawing on the Social Learning Theory, the 

paper posits that indiscipline acts are learned behaviours, which 

could be unlearned by diverting reasoning faculty of public workers 

to discipline conducts. Moreover, in order to re-learn discipline 

behaviours, the paper calls on the current leaders to lay the 

background, beyond giving the impression, their acts and conducts 

must convince public that they are ready to change the narrative. 

To this end, the paper concludes that Nigeria has what it takes to 

unlearn indiscipline acts and conduct discipline acts in all her facets 

of life. Among others, it was recommended that government 

should throw full weights of support in punishing any offender to 

serve as deterrent to others and break the jinx of god-fatherism; 

and that discipline people should be appointed to the helms of 

affairs in public institutions. This will help to stamp-out sharp 

practices and acts of indiscipline by upholding the ethos, norms and 

organizational laws to the fullest without fear or favour. 

 

Keywords: Indiscipline, public organization, public worker, social 

learning theory, good conduct. 
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subdue personal interests because of innate tendency for 

behavioural attitudes to deviate from the established rules and 

regulation of the organization. In fact, either in private or public 

organization, as a result of conflicting interests, and acquisitive 

nature of some workers, the behavioural attitude of such workers is 

deviant from the ethos, rules and regulation of the organization. 

The assertion above in one hand, shows that organization in any 

context, is made up of group of workers and individuals who are 

interdependent and ought work together to fulfill their job-roles and 

to contribute effectively to their organizations. However, Knight and 

Ukpere (2014) observed that these workers enter the organization 

with their own unique abilities, attitudes, values and perceptions, and 

this in itself can be a source of conflict of interest, if not regulated. On 

the other hand, the assertion further underscores the categorization 

of organization into public and private. Being the central focus of this 

paper review, public organizations are those establishments which are 

concerned with the attainment of the aims of the government or the 

state, which include but not limited to establishments, ministries, 

corporations, companies and parastatals. For Sule-Dan and Ilesanmi 

(2015), public organizations are established to provide services to the 

people at no cost directly on them or such services may be provided at 

subsidized cost. Little wonder, Ijedinma, Ijeoma and Eunice (2019) 

matched administrative principles in public organization with the 

services in the organization as follows: 

i. The principle of ‘to whose benefit’: Pubic organizations are 

expected to promote the overall public interest. Accordingly, 

the public as a whole is the major beneficiary of any public 

organization, no matter what its functions are; e.g. Central Bank 

of Nigeria (CNB), Water Corporation, etc. 
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ii. Focus on service or profit: Unlike private organization whose 

overriding aim is profit maximization, the primary purpose of 

public organization is service to the public. Even when 

government establishes agencies which undertake commercial 

activities e.g. railway transportation, the major aim of such 

enterprise is to provide service while profit is accorded a 

secondary priority. 

iii. Accountability and measure of success: Contrary to private 

organization that is being established and financed by 

individuals or owners, public organization is established by the 

acts of the parliament or orders of the executive arm of 

government. In this wise, the goals of public organization must 

reflect the needs and aspirations of the citizens. In addition, 

public organizations are financed with public funds. This 

explains why public officials who manage public organizations 

are accountable to the public- the parliament, the press and 

every ordinary citizens have the right to inquiry into the activities 

of such public officials in order to ensure that the public purpose 

is served, and the resources are not misappropriated. To this 

end, arguably public organizations aimed at enhancing public 

welfare and services at subsidized rates. 

iv. Level of complexity: Management of public organizations 

require quick and fair treatment to citizens and representation 

of different sectors of the society in addition to efficient 

provision of services. This explains complex nature of public 

organizations and government establishments, especially when 

demands are to be responded to at the same time.  

v. Organizational procedure: It must be emphasized that the 

process of administration in government is much slower, the 

situation attached to public agencies ‘red tape’. For instance, 
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the processes of hiring, promoting and disciplining staff are 

usually very sluggish in public agencies. Perhaps this explains 

why public agencies respond slowly to the wishes of the people. 

In fact, the major reason for the delays in procedure is the need 

to ensure adherence to established rules and to protect public 

funds. 

 

Evidently, officials of public organization depend on workers to carry 

out government policies of providing services to all citizens of the 

nation. For scholars like Aguba (2009), public organization is an 

essential tool for the economic growth and development of the 

nation. This author further describes it as one of the unifying forces in 

the country characterized with neutrality as its main feature. This 

feature explains why public workers are ready to serve the 

government of the day without bias to political activities coupled with 

the fact that the service is being governed by existing rules and 

regulation guiding its operations. However, as good as intention of 

public organization, it is surprising that the laudable objectives of 

public organizations have been marred by bastardizing ethos, rules 

and regulation guiding most public organizations. This act of 

indiscipline affects every nook and cranny of Nigeria to the extent that 

its resultant effects are felt in developmental stride of the nation. 

Little wonder, Odunuga (2010) conceives indiscipline as conditions of 

disorderliness in which members of an organization conduct 

themselves without respect to the rules and regulation and 

subordinating their needs and desires to the overall needs of the 

organization. In other words, indiscipline is an act that diverges from 

the acceptable societal norms and values. For Edem (2012), indiscipline 

is a violation of organizational rules and regulation which is capable of 

obstructing the smooth and orderly functioning of the organizational 
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system. Perhaps Asiyai (2012) was right to have construed 

undisciplined workers as uncontrollable workers who can do any 

damage to organization when they do not get what they want. This 

describes the exact situation in Nigerian public organizations whereby 

both officials and workers have prioritized self interest over and above 

public services they are meant to provide. 

The assertion above expressed Danso’s view about high rates of 

indiscipline and lawlessness in Nigerian public organizations (see 

Danso, 2010). The author observed that not a single day passes 

without a report of an act of indiscipline perpetrated by workers of 

public organizations in Nigeria. Emphasizing intersection between 

indiscipline and social vices such as drug abuse, rape, armed robbery 

and even murder in some organizations including institutions of 

learning. By implication, meaningful and effective administration 

geared towards the attainment of organizational goals is defeated if 

the administrator and workers are not disciplined. In fact, Odunuga 

(2010) argued that indiscipline leads to competition between groups 

struggling for state power because the power is useful for the 

distribution of the so-called national cake. Denga (2015) in his study 

identified indiscipline problems as stealing, truancy, vandalism and 

cheating, which are common and destructive practices in most public 

organizations in Nigeria. In other words, act of indiscipline cuts across 

virtually all public organizations and being perpetrated by officials and 

other workers in the organizations.  

Little wonder, Aguba (2009) noted that discipline is needed to 

produce a breed of well-cultivated staff that will develop not only 

respect for themselves but also for others in the organization and 

society at large. Put differently, in order to have productive public 

organizations that contribute towards the social, economic and 

political development of the nation, there is every need for 
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appropriate skills, values, attitude, knowledge and competencies to be 

impacted into the individuals through discipline. Having said that, it is 

important to lend credence to pragmatic theory with which human 

behaviour can be unlearned and re-learned. Drawing on the tenet of 

behaviourism theory, this paper examines pragmatic efficacy of social 

learning theory as a major ingredient in strategizing towards 

eschewing indiscipline in Nigerian public organizations.  

 

Underpinning Theory  

Numerous theories and principles have been discussed by different 

scholars and researchers in the field of criminology, law, politics, 

education, sociology and psychology towards explaining indiscipline. 

Individually, each discipline attempts to explain human behaviour 

within its field of study. For the purpose of this study, Social Learning 

Theory (SLT) by Albert Bandura (1977 is employed as touching the 

subject matter. 

The SLT suggests that human behavior is learned by observing and 

imitating the behaviour of others. In other words, behaviours are 

learned through observation and reinforcement. The basic 

assumptions of SLT are as follows: 

• People learn through observation: Individuals can acquire new 

behaviour and knowledge by merely observing a model.  

• Reinforcement and punishment have indirect effects on 

behvaiour and learning: People form expectations about the 

potential consequences of future responses based on how 

current responses are reinforced or punished.  

• Mediational processes influence our behaviour: Cognitive 

factors that contribute to whether behaviour is acquired or not. 
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• Learning does not necessarily lead to change: Just because a 

person learns something does not mean they will have a change 

of behaviour.  

 

Moreover, SLT identified four mediational processes that help 

determine whether new behaviour is acquired: 

i. Attention: The degree to which an individual notice the bahaviour: A 

behaviour must grab attention before it can be imitated. Considering 

the number of behaviours we observe and do not imitate daily 

indicates attention is crucial in whether a behavior influences 

imitation. 

ii. Retention: How well an individual remember the behavior: There is 

no how one can perform the behavior if it is not remembered. So, 

while a behavior may be noticed, unless a memory is formed, the 

observer will not perform the behavior. Thus, retention is vital to 

behavior modeling. 

iii. Reproduction: The ability to reproduce the behavior being 

observed. This influences the decision about whether to try 

performing the behavior observed.  

iv. Motivation: The will to emulate the behavior. This mediational 

process is referred to as vicarious reinforcement. It involves learning 

through observing the consequences of actions for other people, 

rather than through direct experience.  

In addition to the behavior, rewards and punishment that follow will 

be studied by the observer. If the observer perceives the rewards to 

be greater than the costs (punishment) then they will most likely 

imitate the behvaiour. If however, the vicarious reinforcement is not 

valued enough by the observed, they will not model the behavior. 

In essence, all conducts or behaviours whether adaptive or 

maladaptive, social or antisocial, defiant or non-defiant, praiseworthy 
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or condemnable are learned and can also be unlearned. Simply put, all 

manners of indiscipline acts that pervade public organization or that 

are prominent among public workers in Nigeria are as a result of poor 

learning experiences. The sudden change in societal norms and values, 

quick rich syndrome and poor rewarding system might have 

constituted learning experiences for the workers of public 

organization in Nigeria. In line with the assumptions of SLT, public 

organization workers emulate the behaviours they observe in their 

environment, especially those behaviours that are reinforced. For 

instance, if a worker observes indiscipline act within the organization 

on daily basis without punishment for erring worker, such behaviour 

may influence others since no sanction is attached to misbehaviour. In 

the same vein, if good gestures of workers are not rewarded; other 

workers may be discouraged from doing same.  

In this sense, the willingness and desire of the public workers to 

conform to the rules and regulation set by the government are largely 

dependent on the reaction of the government to both the public 

workers who comply to such rules and those who do not comply with 

them. To this end, if the government encourages those who conform 

by some form of reward desirable by such workers, they are likely to 

continue with their compliance. Similarly, if the government imposes 

negative and undesirable sanctions on those who rebel against the 

rules, they are likely to refrain from such behaviours. Conversely, if the 

government is indifferent to either those who complied or those who 

rebel against the rules, the choice of behaviour by the workers will be 

dependent on personal considerations. However, at this point in the 

history of Nigeria, it is essential to have attitudinal change so as to 

unlearn indiscipline acts and re-learn discipline among public workers.  
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Methodology 

This is a qualitative study which requires gathering relevant 

information from articles and books to analyze and synthesize issues 

surrounding indiscipline among workers in public organizations in 

Nigeria. Moreover, this paper draws on the behaviourism theory as a 

sine-qua-non in strategic processes towards minimizing indiscipline 

acts.  

 

Concept of Public Organization 

Public organization is also named public institution or government 

establishment, which describes organization acting in the sphere of 

public affairs. Under the law, public organizations are equated with 

public entities, as entities that carry out public tasks. For Kozuch 

(2017), public organizations are entities of the public sector under the 

federal, state or local government institutions and their organizational 

units implementing public tasks. This explains why the objectives of 

public organization make them standout within the locality as they 

ensure the proper functioning of the state, security, environmental 

protection, health, the state economy control, implementation of 

public tasks by way of meeting collective needs of local communities 

(Wytrazek, 2011). Obviously, public organizations are often conceived 

as government administration bodies, state control and law 

protection bodies whose duties among others are regulated by legal 

provisions (Johnson, 2013). In addition, it is worth note that public 

organizations implement several goals at the same time, therefore 

their structure is complex. That is why public organizations ought to 

be open to the citizens they are providing services in order to give 

room for scrutiny and reviews and never a closed-door affair of those 

who carry it out, otherwise violation of ethos, rules and regulation or 

indiscipline has manifested.  
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On Defining Indiscipline 

The word ‘indiscipline’ is better understood from the point view of the 

word ‘discipline’. For instance, some scholars perceive discipline as a 

form of punishment which brings about fear and disdain when a 

person is involved in an inappropriate act; whereas scholars like Idris 

and Alegbeleye (2015) describe discipline as the behaviour of good 

conduct and adherence to established rules and regulation. That is, 

discipline connotes orderly behaviour exhibited by individuals or 

group of individuals. Simply put, discipline is the behaviour that is in 

line with established rules and regulation. In fact, in public 

organization setting, a disciplined staff implies adherence to the rules 

and regulation established by an organization for appropriate 

behaviour (Onah, 2013). For Dumisan (2012), discipline suggests 

observance and total compliance to the rules and regulation of a 

society, community or organization. This is supported by Knight (2014) 

who viewed discipline as a form of behvaiour traceable to ethics and 

norms of a particular public institution. 

Contrary to the views above, Ajila and Omotayo (2012) construe 

discipline as the implementation of punitive measures for violating the 

rules and regulation of an organization. Considering public 

organization as an organized outfit with specific goals, then any 

defiant behaviour to established code of conduct attracts disciplinary 

action. This is supported by Malfarland (1979) who conceived 

discipline as conditions of orderliness in which members of an 

organization conduct themselves with respect to the needs and 

desires of the organization, subordinating to some extent their own 

needs and desires. In this wise, discipline is concerned with the 

imposition of certain restrictions on the behaviour of members of the 

organization. Undoubtedly, every organization maintains discipline 

among its staff as a safeguard for goal attainment. 
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However, it could be said that indiscipline means undesirable and 

unruly behaviours of workers in the organization capable of damaging 

its reputation. This amounts to disobedience where the workers 

refuse to subordinate their needs and desires to the overall interests 

and needs of the organization. For Malfarland (1979), indiscipline is an 

act of misconduct which is a deviation or bypassing of the established 

rules which should be followed without any discretion. In fact, it is an 

act or a conduct which prejudice the interests of the employer or 

which is likely to impair his reputation or create unrest among other 

workers. Similarly, Calhoon (2014) describes indiscipline as stumbling 

block to workers’ readiness to comply with the rules and regulation 

which are imperative for the smooth running of an organization. 

Perhaps Schultz (2014) was right in his view that indiscipline is the 

force that restricts workers’ productivity and performance since such 

workers have chosen to embark on activities that are contradictory to 

the policies of an organization. Simply put, indiscipline is an unguided 

behaviour that affects organizational goals and objectives, 

performance and productivity as well as image and reputation. In 

other words, indiscipline in public organizations in Nigeria has 

impacted negatively on the development process and adequate 

provision of welfare for citizenry.  

 

Causes of indiscipline among public workers 

Many researchers have unraveled different rationales for public 

workers indiscipline in Nigeria. For instance, Onah (2009) identified 

some of causes of indiscipline such as poor remuneration, poor 

leadership, lack of effective communication between employers and 

employees among others. In the same vein, Ijedinma et al (2019) 

highlighted the following notable causes of indiscipline in the 

workplace are: 
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i. Inappropriate management practices: At times, management 

embark on unjust and inappropriate acts such as poor 

compensation package for staff, lack of mechanisms to ensure 

proper work-life balance, poor attention to employees’ 

demands and grievances, late payment of wages and salaries 

and favoritism in promotional policies. The result of these 

inappropriate management practices is indiscipline.  

ii. The inadequacy of effective leadership and deficient 

supervision: Ineffective leadership could lead to indiscipline if 

managers lack the capacity to inspire and control employee 

behaviours to acceptable standards. In fact, ineffective 

supervision would create an avenue for employees to 

misbehave as there is no mechanism propelling them to adhere 

to stated rules. Hence, deficient supervision spurs indiscipline.  

iii. Violation of workers’ rights: Every worker regardless of the 

position is entitled to certain rights such as respect, freedom of 

expression, freedom to contribute their quota to the progress 

of the organization, right for personal growth and right to fair 

and just treatment. In a situation where these rights are 

infringed, it would result in job dissatisfaction among workers, 

eventually culminating to indiscipline. 

iv. Communication gap: For communication to be effective, it must 

freely flow from subordinates to superiors and vice-versa. 

Managers must acknowledge the inputs of their staff to 

understand their feelings and disseminate information to lower-

level workers. The gap in communication between managers 

and employees could generate indiscipline. 

v. Inadequate attention to staff grievances: Lack of attention to 

settle workers’ grievances results in frustration. Workers’ 

grievances should receive speedy attention from management. 
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Neglect of staff grievances births declined job performance, 

reduced commitment, industrial disputes and indiscipline 

among workers. 

vi. Lack of rules and regulation: The absence of rules and 

regulation in an organization makes it impossible to 

differentiate acceptable work behaviour from unacceptable 

ones, and this gives workers the opportunity to behave the way 

they like. The absence of a code of conduct or defined rules and 

regulation tend to create indiscipline among workers. 

vii. Poor working conditions and discrimination: A work 

environment that is poor and unconducive spurs undesirable 

behaviours among workers. In addendum, discrimination in 

terms of gender, religion, education as well as the applying 

nepotism on issues relating to recruitment, promotion, and 

transfer lead to indiscipline among workers. 

viii. Divide and rule policy: The adoption of divide and rule policy 

generates resentment, misunderstanding, and division among 

workers, which is injurious to the growth of an organization. 

 

In support of the above, Popoola (2015) asserted that public 

organization workers get involved in acts of indiscipline because their 

interest and values are challenged or because their needs are not met. 

Stressing further that indiscipline acts become common practices 

because of ineffective disciplinary measures, interference of political 

office holders as well as weak judicial system across tiers of 

governments. That is, government lackadaisical attitude towards 

indiscipline acts serves as reinforcement for workers’ involvement. 

Though nothing justifies immorality but human nature tends to evil 

and negative actions, which could only be tamed by stern disciplinary 

measure and quick sanction. Johnson (2013) averred that several and 
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varied issues trigger disobedience and misconduct of public workers 

in the same organization or even elsewhere. For this author, the 

following are some of the causes of indiscipline in public organization: 

i. Inadequate or ineffective orientation of the workers; 

ii. Absence of proper and definite rules and regulation; 

iii. Failure to adhere and enforce rules properly; 

iv. Nepotism, favouritism, casteism shown in treatment of 

certain workers; 

v. Undue delays in implementing promotions or agreement by 

management; 

vi. Absence of team spirit among the workers.  

 

Indiscipline in Nigerian Public Organizations: An Overview  

At this juncture, it must be reiterated that the term ‘indiscipline’ is a 

household word in Nigeria today. In fact, it is a word that is found in 

government offices, private sectors, politics and in all public 

establishments. That is, the trend in public organization in the present 

time is indiscipline of all sorts, despite the fact that indiscipline act 

does not conform to the societal value and norms as well as 

disobedience to organization rules and regulation (Timothy, 2014). In 

support of this, Ochai (2014) observed that indiscipline in public 

organization manifests in several ways such as habitual lateness to 

work, truancy, lack of commitment to work, buck passing or refusing 

to take responsibility for actions or inactions, bribery and corruption, 

tribalism, misuse of government property, embezzlement and 

misappropriation of funds, among others. 

For Ehiyaman, Abah and Gberevbie (2015), workers in contemporary 

public organizations in Nigeria exhibit discipline in a minimal level 

coupled with some elements of indiscipline. This shows that no public 

organization is devoid of indiscipline; as disciplined as worker in any 
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public organization may look, a closer scrutiny will reveal signs of 

indiscipline. For instance, workers may report for duty in time and 

sometimes late. On arrival, they may perform their duties without 

seriousness, after spending few hours on duty, some of them take 

permission to go out of the workplace while others just sneak or 

vanish. Another group may go to drinking houses or beer parlors and 

return to the office towards the closing time. In most cases, some even 

take permission to stay away from the office or workplace for a 

number of days for fabricated reasons. Little wonder, Ochai (2014) 

maintained that many workers just absent themselves for reasons that 

are far from cogent. In such situation, apart from the fact that 

productivity is grossly affected negatively, Adebayo (2011) enlisted 

other indiscipline acts to include but not limited to lethargy, apathy, 

laziness, rudeness to members of the public, malingering, presenting 

false sick certificates in order to go and attend to private business and 

a host of other deplorable attitudes. 

In support of the above, Johnson (2013) argued that public 

organizations in Nigeria are well-known for gross misconduct such as 

unexcused absence, fraud, dishonesty, discrimination, falsification of 

records, vandalization of properties, sex for grade, selling of 

appointment letter, among others. Simply put, indiscipline acts are 

being perpetrated for self-gains or opportunity to amass quick wealth. 

This situation is serious to the extent that both senior and junior 

workers in most public organizations get involved in bribery and 

corruption, misconducts, discrimination, nepotism, non-compliance 

with the code of conduct, lack of respect for law and order, fraud and 

many other indiscipline acts for quick money syndrome (Ochai, 2014). 

For this author, no single public organization without one indiscipline 

act or the other, including citadel of learning where future leaders are 

supposed to be equipped with character and moral development. For 
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example, the news of university Vice-Chancellors being indicted for 

maladministration and misappropriation of funds is a reoccurrence 

decimal, whereas some lecturers are being sentenced to jail on the 

basis of sex for grade; all these occurring in our tertiary institutions of 

learning. 

Evidently, both senior and junior workers take pleasure in indiscipline 

conducts in organization, and it cuts across virtually all public 

institutions. In his view, Adeolu (2017) maintained that indiscipline 

among Nigerian law enforcement agencies (the police, custom officer, 

road safety, etc) is the worst. Stressing further that corrupt practices 

are daily norms among these security operatives from the top-to-

bottom without stern sanction melted on erred officers because they 

have the support of god-fathers. In fact, it may be recalled that 

ENDSARS Protest was a reaction from the members of the public 

against indiscipline among security operatives. Perhaps Suleiman 

(2015) was right to have asserted that a steady rise in number of 

reports of indiscipline and multidimensional manner of its 

perpetration is not unconnected with involvement of top public 

workers. Put differently, top public/civil servants are deeply involved 

in this moral degradation either by directly perpetrating (by selling 

recruitment slots or giving employment by favourism or sectionalism) 

or indirectly involvement (i.e., serving as god-fathers or in-charge of 

return collection).  

Also, it is worst to the extent that there is no contractor that doesn’t 

give return to directors and supervisors in the Ministries, 

Departments, and Agencies of government. Again, Ehiyamen et al 

(2015) observed that this situation has deepened indiscipline in the 

public service. For these authors, this is where top civil/public servants 

who are supposed to lead by example by being disciplined are the very 

ones who exhibit attributes of indiscipline. It is often more than not, 
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the leaders who misuse government vehicles, report late for duty, 

siphon and embezzle public funds, delay actions on files which went 

to their tables, get drunk while on duty, play truancy, engage in acts of 

tribalism, sectionalism and nepotism for deciding who gets what, 

when and how. For (Achebe, 1986), the unfortunate thing is that these 

senior workers expect their subordinates to behave like saints, be 

disciplined and thus highly productive. This is pure hypocrisy and 

double standard in operation. 

At this point in Nigeria history, over six decades of independence, the 

country is still gartering efforts to overcome certain ills or 

cankerworms which have continuously constituted great danger to 

national pride, identity, devotion and selfless service and above all, 

societal discipline and sense of direction. Ojo (2015) lamented that 

Nigerian public service is beleaguered with bribery and corruption, 

attitudinal problem, inefficiency, economic sabotage, nepotism and 

favoritism, disrespect for law and order, parochialism, among others. 

Stressing further that no public organization is immune to this 

waywardness; this explains why there is inefficient and productive 

service, ineffective staff supervision and control because some 

workers have god-fathers or political backings that support 

indiscipline and promote mediocrity instead of meritocracy.  

However, government efforts at sanitizing public organizations 

cannot be denied because these indiscipline acts that have permeated 

the public services led to enactment of the anti-corruption laws and 

anti-graft agencies to eradicate or reduce the rate of vices in our 

national life. For Adeolu (2017), the establishment of anti-corruption 

agencies such as the Economic and Financial Crimes Commission 

(EFCC) and Independent Corrupt Practices and Other Related 

Offences Commission (ICPC) had failed to curtail ill-behaviours, 

indiscipline acts, and gross misconduct in Nigerian public institutions. 



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
NOV., 2021 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJSSRA 
19 

SOCIAL SCIENCE RES. & ANTHROPOLOGY VOL.7 

ISSN: 2977-5745 

This is because indiscipline remains pervasive in Nigerian public service 

as all MDAs, elected as well as appointed public office holders have 

their shares of this shameful act. This indiscipline manifests in various 

forms such as carefree attitude at work, late coming to the office, 

leaving the office before the closing hours, lack of dedication, stealing 

of government properties, illegal engagement and promotion, ghost 

workers, demand for return from contractor or and settlement for 

services meant for public purpose, the list is endlessly.  

 

Resultant Effects of Indiscipline in Public Organization 

There is no doubt that indiscipline is a serious problem in any 

organization, though experts in the field of management emphasized 

discipline has a potent tool to be deployed to address the 

ineffectiveness of public organizations in Nigeria. That is, workers 

discipline is pivotal to the daily operations of public organization so as 

to accomplish its stated goals and objectives. In the Ayertey (2002) and 

Sekyere (2009), organization that has a high number of indiscipline 

workers is likely to have its code of discipline broken and be plunged 

into disaster. Simply put, organization plunged into a state of anarchy 

does not support performance or the end result of under-productive 

workers. Besides, Johnson (2013) affirmed that indiscipline behaviour 

creates panic and a sense of insecurity in the organization. In other 

words, deviants are responsible for theft, destruction of property, 

violence and assaults in most organizations. These negative acts can 

create tension and fear in the minds of other workers and authorities 

in the organization.  

For Carr and Chalmers (2015), this condition prevents the management 

from giving out their best since most of their time they would be 

concentrated on their safety in the working environment. In support 

of this, Ayertey (2015) averred that indiscipline behaviour leads to 
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breakdown of law and order, and creates insecurity. That is, 

indiscipline behaviour on the part of workers leads to disregard for law 

and order in the working environment. Obviously laws are made to 

regulate the conduct of workers and protect lives and property, and 

ensure the maintenance of peace. Hence, undisciplined workers are 

disrespectful to law and authority, they destroy property and 

disorganize orderly life in the organization.  

Moreover, it is pertinent to say that workers persistent lateness, 

absenteeism, incivility and truancy downplay organizational efficiency 

and productivity. In his view, Etsey (2015) maintained that when 

workers are not in workplace, they find it difficult to carry out their 

duties as expected. In fact, workers who exhibit indiscipline 

behaviours in workplace are known to be inattentive in organization 

thereby leading to deficiency in performance and loss of target. To this 

end, indiscipline has wreaked havoc on individual workers and by 

extension has fiscal spillover on the organization.       

One of the spillovers of indiscipline on the organization, take for 

instance, incessant leave and sick leave incurred millions of hours cost 

the organization millions of naira. The spiral effect is noticed in 

workers’ performance outcomes in form of assigned duties and work 

quality. It is not out of place to say indiscipline is the major setback for 

the act of performing towards accomplishment in our public 

organizations. For example, if organizations were committed to 

organizational discipline, then workers would behave better and 

display performance outcomes (quality performance) to reduce 

organizational costs (Belita, Mbindyo and English, 2013). Patrick (2013) 

affirmed that unexcused absences lower productivity thereby 

resulting to low morale and is an added stress for other workers. 

Therefore, absenteeism in the workplace affects other workers and 

organizational productivity. In the same vein, indiscipline disrupts 
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orderliness of work environment and commitment to work with 

negative effects on company finances, morale and other factors 

(Wolters, 2015). However, all hands must be on deck to salvage the 

condition of public organizations in Nigeria and redeem our national 

life.  

 

Strategies for Promoting Discipline in Public Organizations 

From the foregoing, in line with Social Learning Theory, it could be said 

that junior workers learned acts of indiscipline from their senior 

colleagues who perpetrate them on daily basis. However, absence of 

stern disciplinary measure serves as reinforcement for the 

perpetrators of these social vices. In this sense, the learned behaviour 

can be unlearned for adjustment of moral and character deficiency in 

public workers. In order to unlearn such behaviour, there must be 

appropriate disciplinary measures as part of ethos of the organization 

so as to regulate workers’ conduct. By and large, disciplinary actions in 

an organization span from verbal warnings to dismissal. Disciplinary 

actions ought to be enforced to unlearn indiscipline acts and re-learn 

discipline conducts in the organization. The following are strategies to 

curb or minimize indiscipline in the public organizations: 

i. Verbal Warnings:  This equally refers to an oral reprimand. The 

purpose of verbal warnings or oral reprimand is to communicate 

to erred workers that such behaviors are undesirable. Verbal 

warnings should be done in a mature way to avoid workers from 

losing their self-esteem. As Nwosu and Ugwuerua (2015) rightly 

put it verbal warning is to correct the behaviors of a worker, not 

to embarrass or disgrace such worker.  

ii. Written Reprimand:  This equally refers to a letter of warning. 

This involves sending a warning letter to erred workers to desist 

from behaviors unacceptable to the organization. A written 
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reprimand is usually sent after erred workers failed to heed to 

verbal warnings.  

iii. Reassignment:  This involves transferring workers to lower-level 

positions. Ignatius and Ruliyanto (2017) commented if 

reassignment is undertaken as a disciplinary measure to 

embarrass the worker rather than correcting the bad behavior, 

it has no benefits for the organization. Thus, even though erred 

worker would be transferred to the less-desirable position, an 

organization must ensure that such worker is competent to 

handle the new (lower) position.  

iv. Suspension: This is very effective in situations where the 

presence of an erred worker would obstruct the investigation 

carried out by the organization to determine if such worker is 

innocent or guilty. The person involved receives a suspension 

letter if he continues to undertake unacceptable behaviors after 

a series of warning letters have been issued to him. 

Management experts asserted that suspension is not a potent 

disciplinary action because an erred worker may exhibit worse 

behavior when reinstated except is exonerated of the offence. 

Besides, the worker is entitled to salary or wage for the period 

being suspended, if not guilty.  

v. Demotion: This refers to the act of reducing the position or rank 

of an erred worker. Demotion is rarely used to correct 

indiscipline in most organizations. However, demotion is 

appropriate in situations when a worker was promoted without 

observance to due process. Demotion as a disciplinary measure 

has some demerits. Firstly, it results in a reduction in the 

remuneration of the worker. Secondly, it is a form of disgrace to 

the worker. Lastly, it de-motivates worker thereby resulting in 

dwindled job performance (Ignatius & Ruliyanto, 2017).  
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vi. De-hiring: This is an act that prompts workers to resign at free-

will. It brings damage to the career of such worker. Typical 

examples of de-hiring include non-promotion, poor attitude 

from managers and assigning less-desirable tasks. 

vii. Dismissal: A worker may be dismissed if there is strong evidence 

of misconduct or violation against the rules of an organization. 

This is the most severe form of disciplinary action. It is expedient 

for organizations to issue dismissal letter after a series of 

warnings might have been given to an employee. 

 

In addendum, it must be emphasized that above-mentioned 

disciplinary strategies could be used to discourage indiscipline acts 

among workers. However, the following strategies could be employed 

to maintain discipline among public workers:- 

• Every worker should be made to know the rules and regulation 

governing organizational activities and the sanction attached 

when it is violated. In fact, the representative of workers should 

be involved when reviewing or introducing new code of conduct 

in the organization.  

• An erring worker should be given a chance to improve their 

behaviour while minor past offences may be pardoned, 

especially if there is no reoccurrence of such indiscipline act.  

• Again, it is not enough to make the workers know the rules there 

is every need to remind them of those rules as well as 

punishment at regular intervals.  

•  Since work environment is dynamic in nature, also 

organizational code of conducts should be flexible to reflect 

changes expected of workers in discharging job description.  
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• It is important to maintain uniformity in application of rules. 

Everybody should be treated equally in the face of rules and 

regulation.  

• Breach of rules by any worker should not be tolerated and rules 

breaker should be punished accordingly.  

• The rules should be implemented in totality but not to cause 

harassment to any worker.  

• Any serious offence should be dealt with seriously by setting up 

a committee to enquire thoroughly in the matter, and the 

committee should be un-biased in its dealings. 

• There should be a provision for appeal and discip0linary action 

taken should be reviewed if required.  

• Organizational rules and regulation should be used to instill 

sense of self-discipline and self-control into workers. This is 

possible when all activities are carried out within existing 

framework of institution.  

 

Recommendations  

From the foregoing, it is important to say Nigeria has all it takes to get 

it right. In fact, the major antidote for indiscipline is discipline. 

Therefore, the following recommendations are made; 

i. Combating indiscipline should be seen as fighting a war because 

bribery and corruption is an element of indiscipline, which 

cannot be defeated without serious preparation. In this sense, 

government should throw full weights of support in punishing 

any offender to serve as deterrent to others and break the jinx 

of god-fatherism. 

ii.  Also, directors at MDAs including politicians and other leaders 

should lead by example by ceasing inflation of contracts, 

siphoning of public funds, etc, this is the only way to stop 



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
NOV., 2021 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJSSRA 
25 

SOCIAL SCIENCE RES. & ANTHROPOLOGY VOL.7 

ISSN: 2977-5745 

recruiting people into corruption and corrupt practices. 

Changing from the era where public office holders become 

billionaires overnight is the pragmatic approach to discourage 

indiscipline in public institutions and offices.  

iii. Indiscipline can be reduced, if there are discipline people at the 

helms of affairs. This will help to stamp-out sharp practices and 

acts of indiscipline by upholding the ethos, norms and 

organizational laws to the fullest without fear or favour.  

iv. The process and procedure of staff recruitment should be 

transparent to downsize mediocrity at the expense of 

meritocracy. It is usually round peg in a square hole that cuts 

corners. It is high time to jettison nepotism, sectionalism, 

tribalism and favourism by putting people of integrity in our 

public offices. This will go a long way to unlearn indiscipline and 

re-learn discipline.  

 

Concluding Remark 

Considering the pace of our development process, it could be said that 

indiscipline has negatively affected public institutions as well as public 

services. However, Nigeria has what it takes to unlearn indiscipline 

acts and conduct discipline acts in all her facets of life. It is therefore 

imperative for the current leaders to bequeath honorable acts 

expected from the next leaders, and by extension generation unborn. 

Bearing in mind that indiscipline is a learned behaviour and everybody 

must stop its reinforcement.  
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