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ABSTRACT: This paper compare the work 

deviant behaviour and staff performance in tertiary 

institution in Yobe state, Nigeria. Managing 

employee performance is important and valuable to 

the institutional/organizational success and 

achieving competitive advantage for achieving 

efficient and effective workplace. Work deviant 

behaviour make  in many institution/organization 

not to achieved goals , if behavior is not manage it 

can have negative effect on job performance and 

objectives which lead to poor performance in 

academic institution and organization. The study 

went to investigate the reasons of work deviant 

behaviour and staff performance in achievement of 

organization, which in turn can have critical 

consequences at variety at workplace. The study 

used structure questionnaire distributed some 

selected  the academic and non-academic staff in 

order to find the level of work deviance behaviour , 

the researcher distribute questionnaire to student to 

determine the staff  performance by the academic 

and non-academic of the institutions. the factors 

affect of work deviant behaviour in the institutions 

are unfavorable condition, lack of technological 

facilities in teaching and learning, politic and 

recommendation is the institution should provide 

favorable working environment to enable staff stay 

in workplace and technological facilities to enable 

efficient and effective learning which will leads to 

academic performance.    

Keywords: work ,deviant,  and Staff performance 

 

I. INTRODUCTION 
Employees are the focal point in the 

success of every organization. If the employees 

work together and share a good relationship with 

employers they can achieve their task much faster 

and easier. Managing employee performance is 

important and valuable to the organizational 

success and achieving competitive advantage. 

Employee performance is defined as the outcome 

or contribution of employees to make them attaint 

goals (Hertbert, John and Lee 2000) while 

performance may be used to define what an 

organization has accomplished with respect to the 

process, result, relevance and success of an 

organization. Afshan(2012) define performance as 

the achievement of specific tasks measured against 

predetermined or identified standard of accuracy 

completeness, cost and speed. Employee 

performance can be manifested in improvement in 

production, easiness in using the new technology, 

highly motivated workers. Conversely, job 

performance has been an issue of concern among 

staff of various organizations in Nigeria, especially 

among academic staff of Umar Suleiman College 

of education Gashua and Federal college of 

education Potiskum in Yobe state, Nigeria. The 

reason is that, it shows how much an employee 

commits to carry out their duties. Job performance 

has been variously defined by many authors, 

scholars and researchers, it is seen as the way and 

manners in which a staff in an organization 

performs the duties and responsibilities assigned 

him to carry out in order to realize the 

organizational goals and objectives (Olaniyan, 

1999). On deviant or counterproductive work 

behavior, various names have been given to all 

forms of behavior by employees that thwart the 

organization goals such as deviant work behaviors 

(Benett& Robinson, 2003). 

Several studies on deviance work behavior 

and work performance have been conducted in 

different countries and few in Nigeria. For 
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example, (Rahman, Ferhman, & Karan 2016; 

Rahman, Shabudin&Nasrudin, 2012 and Baghini, 

Pourkiani, &Abbasi, 2014) in Bangladesh, 

Malaysia and Kuwait respectively are relevant 

studies conducted outside the show of Nigeria. The 

studies on deviant work behavior and job 

performance in Nigeria is respectively few despite 

its important, if behavior is not manage it can have 

negative effect on job performance. Hence, the gap 

to be filled by the current study is, there is no 

similar study on deviant behavior and performance 

in Umar Suleiman college of education and federal 

college of education, Potiskum in Yobe state, also 

the current study would use different proxies( as 

oppose to previous related studies) such as; work 

deviance, technological equipments deviance, 

political deviance, and personal aggression deviant 

work behavior and test their effect on the 

performance of staff of the college of education in 

Nigeria and Yobe state in particular. In line of the 

above, the study will attempt to answer the 

following research questions. 

i. To what extent does work deviance affect staff 

performance of the Umar School College of 

Education Gashua and Federal College 

Education Potiskum staff? 

ii. To what extent does the college of education 

provides teaching and learning conducive 

environment to enable staff performance in 

USCOEGA and FCE? 

iii. To what extent does technological equipments 

affect the staff  performance in  USCOEGA 

and FCE? 

iv. To what extent does the causes of staff 

deviance to performing of their duties in 

colleges  

Therefore, this study aims to evaluate possible 

solutions associated with the deviation of work 

behaviour on staff performance compare in 

some tertiary institutions in Nigeria a survey 

carry out in two institutions in Yobe ie state 

and Federal institutions. To achieve this goals, 

the study seeks to purse the following specific 

objectives:   

i. To examine the extent to which work deviance 

affect staff performance of the Umar School 

College of Education Gashua and Federal 

College Education Potiskum. 

ii. To examine the extent of the availability  of 

teaching and learning environment to the staff 

in USCOEGA and FCE Potiskum. 

iii. To assess whether technological equipments 

have significance effect on the staff 

performance in USCOEGA and FCE 

Potiskum. 

iv. To examine the cause of deviant behaviour that 

affect staff performance in colleges of 

education?  

 

Significance and Scope of the study 

The study will provide the college 

management and policy makers with the proper 

means of managing deviance work behavior as a 

well as in policy making toward improving and 

managing the behavior of their staff toward their 

performance. The study will add up to the few 

literature available which could serve as resource 

and reference point to future researchers in the field 

of research work.  

The scope of this study is Umar Suleiman 

college of Education, Gashua and Federal College 

of education Potiskum all In Yobe state, Nigeria 

both the academic and Non-academic staff in some 

selected areas are targeting respondents of this 

research work due time and financial constraints. 

 

Conceptual Framework And Literature Review 

This section of the study deals with 

conceptual issues relating to the variables of the 

study. Terms that are operationally defined under 

this section are picked from the study, mostly from 

the dependent and independent variables. They 

include 

 

Deviance:- is a situation when “an individual or 

group of individuals violates organization’s 

customs, policies or internal regulations, 

jeopardizing the well-being of the organization or 

its citizens (Robinson & Bennett, 1995)”. 

Deviance work Behaviour:- Deviant behavior 

represent acts committed by organizational 

members that have are intended to have the effect 

of damaging co-workers, managers or the 

organization itself (Vardi&Weitz, 2004; 

Appelbaun, Iconic & Matousek, 

2007;Shamsudin,Subramanian & Ibrahim, 201 +). 

Staff Performance:- is a commonly used 

performance indicator in the work-place. It most 

commonly refers to whether a person performs his 

or her job well. According to Campbell (1990) and 

his colleagues (Campbell, McCloy, Oppler, & 

Sager, 1993), job performance is an individual 

level variable. In other words, it is something a 

single person does. A number of studies (e.g., 

Heilman, Block, & Lucas, 1992; Pearce & Porter, 

1986; Tsui, Pearce, Porter, &Tripoli, 1997; 

Welbourne, Johnson, &Erez, 1998; Williams & 

Anderson, 1991) have suggested several factors to 

measure job performance. According to the 

preceding authors, it can be measured by quantity, 

quality, and accuracy of work; employees’ 
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efficiency and standard of work; employees’ 

striving for higher quality work, achievement of 

work goals, and so on.  

Employee:- An employee is a person who work in 

the service of another person under an express or 

implied contract of hire under the employer has 

right to control the detail of work performance 

(Black's Law of dictation cited in 

Davamindhan(2014:10). 

Employer:- An employer as defined by Holmes & 

Rabe (2007) is a legal entity that control and direct 

a worker under an express or implied contract of 

employment and pays (or its obligated to pay) him 

or her salary or wage in compensation. 

 

II. LITERATURE REVIEW 
This section reviews relevant literatures on 

deviant work behavior and employee performance. 

Specifically, it attempts to conceptualize the 

construct of the study and both empirical and 

theoretical reviews. The comparative study of work 

deviation and staff performance in both Umar 

Suleiman college of education and Federal College 

of education Potiskum. Deviant Work Behaviour is 

voluntary behavior that violates significant 

organizational norms and, in doing so, threatens the 

well-being of an organization or its members 

(Robinson & Bennett, 1995). Employee deviance is 

voluntary in that employees either lack the 

motivation to conform to normative expectations of 

the social context or become motivated to violate 

those expectations (Kaplan, 1975). Organizational 

norms consist of basic moral standards as well as 

other traditional community standards, including 

those prescribed by formal and informal 

organizational policies, rules and procedures 

(Feldman, 1984). Researchers have given these 

behaviors many different names including 

workplace deviance, counterproductive behavior, 

antisocial behavior, and workplace incivility 

(Robins & Judge, 2009). 

Furthermore, Research by(Khera, 

2010)suggests that organizations need to manage 

their human resource effectively to get the 

maximum contrbution of employees to 

organization achievement. Shahzads, (2010) further 

states that for achieving overall goals of an 

organization, managing and improving employee 

performance are decisive because employee 

performance has a direct relation to organizations 

productivity and triumph.Guest(2001) regards 

performance as the behavior and outcomes that 

employees engage in or bring about that are linked 

with and contribute to organizational goals.It is 

clear from these definitions that it is linked with 

and contribute to organizational goals.Employee 

performance is originally what an employee does 

or does not do. Performance of employees could 

include: quantity of output, quality of output, 

timeliness of output, presence at work, 

cooperativeness (Gungor, 2011). 

Deadrick and Gardner’s (2007)points, 

employee performance could be defined as the 

record of outcomes achieved, for each job function, 

during a specified period of time. If viewed in this 

way, performance is represented as a distribution of 

outcomes achieved, and performance could be 

measured by using a variety of parameters which 

describe an employee's pattern of performance over 

time. On the other hand, Darden and Babin, (2016) 

said employee's performance is a rating system 

used in many corporations to decide the abilities 

and output of an employee. Good employee 

performance has been linked with increased 

consumer perception of service quality, while poor 

employee performance has been linked with 

increased customer complaints and brand 

switching.  

In spite of the size and nature of an 

organization,the activity it undertakes and the 

environment in which it operates, its success 

depends on its employee decisions and their 

behavior.Job performance is the behavior that can 

be evaluated in terms of the extent to which it 

contributes to organizational effectiveness. 

Hillriegel.Jackson and Slocum,1999) found that job 

performance as individuals work achievement after 

having extended effort.It is clear from this 

definations that job performance is related to the 

extent to which an employee is able to accomplish 

the task assigned to him or her on how the 

accomplished task contributes to the realization of 

the organizational goal.In the organizational 

context, performance is usually defined as the 

extent to which an organizational member 

contributes to achieving the goals of the 

organization. Employees are a primary source of 

competitive advantage in service-oriented 

organizations (Luthans and Stajkovic, (2009); 

(Pfeffer, 2016). 

To conclude, employee performance could be 

simply understood as the related activities expected 

of a worker and how well those activities were 

executed. Then, many organization especially the 

service sector like the educational sector assess the 

employee performance of each staff member on an 

annual basis in order to help employees identify 

suggested areas for improvement. The employee 

could be only satisfied when they feel themselves 

competent toperform their jobs, which is achieved 

through better management of deviance in the 

workplace. 
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III. METHODOLOGY 
Description of the study Area 

The study is descriptive survey; primary 

data were gathered through structured 

questionnaire. The population of the study is 150 

staff of both USCOEGA and FEC Potiskum from 

daily activities in the institutions constitute the 

respondents for the study, as such 68 copies of 

questionnaire where distributed in USCOEGA and 

47 in FCE(P) respectively returned out of 100 in 

USCOEGA and 70 in FCE(P). The whole group of 

people, objects, events or things that a researcher 

has interest in investigating is called population 

(Sekaran & Bourgie, 2010).  

Multistage sampling technique would be 

used for the purpose of this research. The study at 

first stage will employ the used of purposive 

sampling in selecting academic and non-academic 

staff in Umar Suleiman college of education 

Gashua and Federal college of education, 

Potiskum. 

In the second stage, simple random 

sampling techniques will be used to select sample 

for the subject being studied. However at the third 

stage, snowball sampling will be also used to select 

four departments in both schools selected in the 

colleges or institution for the field of study i.e. 

comparative study of deviant work behavior and 

staff performance. The totals of fifty (50) academic 

and(50) non-academic staff  in USCOEGA and 

(40) and (30) in FCE(P) respectively institution 

used in the study. 

Moreover, at the fourth stage, the 

researchers will employ snowball simple sampling 

techniques to selected schools, department and 

non-academic staff in various sections and a 

number of ten (10) staff from each school and 

sections in the area of studied. Thus, a total of two 

hundred (100) respondent will be considered in the 

study. Snowball sampling according to Bryman 

(2008:184) suggested that approach to sampling; 

the researcher makes initial contact with a small 

group of people who are relevant to the research 

topic and then uses these to establish contacts with 

others. However, the technique will be used in 

identifying genuine displaced staff during the 

exercise since there are other people who claim in 

the colleges for the research work, thus making it 

difficult to ordinarily identify the real target 

individual.  

 

IV. DATA COLLECTION 
A well structure questionnaire is prepared 

to obtain primary source of data from the 

respondents. An in-depth questionnaire is 

conducted displaced staff to collect information on 

their socio-economic characteristic, which includes 

age, educational status, and years of experience, 

gender marital status and other need of the staff and 

the staff could also measure by the  level of 

students satisfactions with the performance of staff 

in the institutions. Similarly, the questionnaire will 

be used to derive information on problems 

associated with deviant behaviors, staff and work 

behaviour in the institutions. 

 

V. DATA ANALYSIS 
Data analysis refers to the strategies and 

procedure for summarizing and exploring 

relationship among the variable on which data have 

been collected. The statistical technique to be used 

in analyzing data in this research work is regression 

analysis. However, statistical package for social 

science version 20 (SPSS, version 20) will be used 

for the analysis. Justification of this method is that, 

Chi-square is used because the researcher’s 

objection is to find the extent of relationship 

between the independent and dependent variables. 

 

Presentation and Discussion 

The result of the data collected were 

analyzed in the line with the research questions are 

presented and their discussions in the tables as 

follows: The questionnaire is categories into 

section ie first sections deals with deviant work 

behaviour and  second section with the staff 

performance in USCOEGA  and FCE(P) which 

students in both institutions were given 

questionnaire to determine the staff performance. 

Also, (53) and (42) questionnaire were retrieve 

from students ie USCOEGA and FCE(P) 

respectively.  

 

Table 1: Length of time/hours stay in the office/Day 

 USCOEGA  FCE(P)  

Hours/Day Frequency Percentage Frequency Percentage 

1--2 22 32% 5 11% 

3--4 31 46% 9 19% 

5--6 9 13% 22 47% 
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7 and above 6 9% 11 23% 

Total 68 100 47 100 

 

Table 1 shows that the numbers of 

hours(per day) spend by the staff in their 

workplace. The table shows that 32% of the staff in 

USCOEGA spend between 1-2 hours in the office 

as against 11% of the FCE(P) . This clearly show 

that percentage of USCOEGA staff who spent 

lesser hour in workplace per day is greater than 

FCE(P). Also the table shows that the percentage of 

staff of USCOEGA who spend 7 hours and above 

in their workplace is only 9% as against 23% of the 

staff of FCE(P). This implied that work deviant 

behaviour is more prevalent in USCOEGA than in 

FCE(P) will leads to poor staff percentage in 

workplace and college of education in particular. 

 

Table 2: Lecturer stay in offices 

 USCOEGA  FCE(P)  

Hours/Day Frequency Percentage Frequency Percentage 

Always 14 26% 15 36% 

Most of the Time 17 32% 19 45% 

Partially 13 25% 6 14% 

Not at all 9 17% 2 5% 

Total 68 100 47 100 

 

Information from the table 2 above can 

also used to collate the information on the table 1. 

Table 2 corresponds to the students view with 

regard to the staff work deviants behaviour in the 

institutions in Nigeria, and Yobe state in particular. 

Table 2 reveals that 26% of the staff in USCOEGA 

always stay in their office/workplace and attend to 

students complain and other academic activities 

which leads to effectiveness of staff performance, 

this percentage is lower than that of FCE(P) with 

36% from the other angle, the percentage of staff of 

USCOEGA who don't stay in their workplace 

completely and attend to students and perform 

other academic activities apart delivery of lecture is 

7% which is higher than of FCE(P) with only 5% 

consequently, table 1 and 2 reveal the perception of 

both staff of the institutions and that students 

respectively implied that work deviance behaviour 

is more prevent in the USCOEGA and FCE(P). 

 

Table 3: Staff performance/Commitments and Dedication to duties 

  USCOEGA  FCE(P)  

Hours/Day Frequency Percentage Frequency Percentage 

Highly commitment & 

Dedication 

8 15% 8 19% 

Commitment & Dedication 19 36% 17 40% 

Partially Commitments & 

Dedication  

22 41% 15 36% 

Not commitment & 

Dedication 

4 8% 2 5% 

Total 53 100 42 100 
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Staff performance/commitment and 

dedication to duties, this information has been 

obtained from the perception of students. Table 3 

reveals the performance of staff from their students 

perception based on the questions admitted to them 

to know whether the staff are highly committed and 

dedication to duties shows that 15% of the 

USCOEGA staff are highly committed and 

dedicated to perform their duty compared with 19% 

of the staff FCE(P) from the other angle, the table 

3, also shows that 8% of the USCOEGA staff are 

not committed and dedicated to their duties 

compared with 5% of the staff of FCE(P),this 

implied that staff of FCE(P) are more committed 

and dedication to duties than the staff of 

USCOEGA respectively. 

 

Table 4: Causes of work deviance behaviour among staff 

 USCOEGA  FCE(P)  

Hours/Day Frequency Percentage Frequency Percentage 

Unfavorable work 

condition  

11 16% 6 13% 

Lack of 

technological 

facilities 

34 50% 11 23% 

Politics  18 27% 22 47% 

Other 5 7% 8 17% 

Total 68 100 47 100 

 

Causes of work deviant behaviour among 

staff of two college of education have been 

revealed by the table 4. 50% of the staff of 

USCOEGA attribute by the causes of work 

deviance behaviour are lack of technological, 

politics and the condition of atmosphere while 16% 

of them are in view that the attribute causes of 

work deviance behaviour are working condition 

such as good offices, toilet, furniture and fitting and 

internet facilities in teaching and learning, 47% of 

the staff attribute to the causes of work deviant 

behaviour are leads by political issues such as 

favourism, sectionalism, tribalism and other issues 

related to internal administration and unionism in 

the institutions any only 13% attribute to the causes 

of unfavorable working condition, 23% of the staff 

of FCE(P) are on view that causes of work 

deviance behaviour are lack of technological 

facilities such as internet, e-library etc in teaching 

and learning.  

 

Table 5: Existence of favorable work condition 

 USCOEGA  FCE(P)  

Response Frequency Percentage Frequency Percentage 

YES 47 69% 33 70% 

NO 21 31% 14 30% 

 68 100 47 100 

 

Available literature shows that condition 

of place and the environment affect the staff to 

deviant from their duties table 5 shows that both 

college the staff are of view that work 70% for the 

USCOEGA and FCE(P) respectively responded 

that work-condition is unfavorable, this support 

what table 4 shows that is only 16% and 13% staff 

respectively mentioned in the table above ie work 

condition cause work deviant behaviour among 

staff. 
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Table 6: Gross-tabulation between length of time stay in office versus absence of technological facilities 

prevent staff of USCOEGA and FCE(P)  from stay in office. 

Length of time stay in office per 

hours/Day 

Absence of 

technological 

facilities 

  

 YES NO  Total 

1--2 19 3 22 

3--4 27 4 31 

5--6 4 5 9 

7 and above 1 5 6 

Total 51 17 68 

 

Chi-square test of independence was 

conducted to know whether there is dependency 

between the two variables. The calculated chi-

square values is X
2 

=19.3, which is compared with 

the tabulated chi-square value is X
2
 =0.352 at 5% 

level of significance. This means that there is 

dependency between the variable since the chi-

square calculated is greater than the chi-square 

tabulated. This can be seen from table 6 that most 

of  staff who spend less hours in office(1-2 hours 

per day). said that absence of technological 

facilities prevent them from staying at office and 

only 3 of them said that absence of technological 

facilities does not prevent them from staying at 

office. 

 

Table 7: Gross tabulation between length of time stay in office versus Absence of technological facilities 

prevents staff of FCE(P) from staying of office. 

Length of time stay in office per 

hours/Day 

Absence of 

technological 

facilities 

  

 YES NO  Total 

1--2 5 0 5 

3--4 8 1 9 

5--6 19 3 22 

7 and above 4 7 11 

Total 36 11 47 

 

Chi-square test of independence was 

conducted to know whether there is dependency 

between the two variables. The calculated chi-

square values is X
2 

=19.3, which is compared with 

the tabulated chi-square value is X
2
 =13.42  at 5% 

level of significance. This means that there is 

dependency between the variable since the chi-

square calculated is greater than the chi-square 

tabulated. This can be seen from table 6 that most 

of  staff who spend less hours in office(1-2 hours 

per day). said that absence of technological 

facilities prevent them from staying at office and 

only 3 of them said that absence of technological 

facilities does not prevent them from staying at 

office. 

 

VI. CONCLUSION 
The major aim of the study is to compare 

the work deviance behaviour between USCOEGA 

and FCE(P)  as it affect staff performance. The 

research work concluded that staff USCOEGA. 

Also, based on the student responses are on 

perception that academic and stay at office, staff 

FCE(P) stay at office more than the staff of 

USCOEGA. The perception of students of both 

colleges is almost the same with regards to their 

lecturers on commitments and dedication to their 

duties, even though the little bit more prevalent 

dedication than what the students of USCOEGA 

reported. The researcher also concluded 

unfavourable working condition causes work 

deviance behaviour but only 16% and 13% of staff 

of USCOEGA  and FCE(P) respectively. The 

most important factors of work deviance behaviour 

are lack of technological facilities, political issues, 

favourable atmosphere and condition of workplace 

effect employees to stay and perform their duties 

efficiency and effectively. 

 

VII. RECOMMENDATION 
Based on the result, the following recommendation 

were made: 
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1.The college of education management should 

provide favourable working condition/atmosphere 

to enable staff  stay in office to perform other 

duties assigned to them such good and ventilate 

office and toilet with constant power supply. 

2. The management/organization  should provide 

technological facilities such as internet, e-library 

and other gadget using teaching and learning to 

enable conducive learning environment for worker 

both academic and non-academic staff. 

3. Motivational package will use in making staff to 

perform assign jobs and responsibility effectively 

such as bonus and allowance and soft loan.  
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