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Abstract 

The study aimed at identifying those aspects of psychological contracts breach that contribute to 
determining employees’ organizational citizenship behaviours and deviant workplace behaviours. 
Descriptive survey research method was employed and the study used multi-stage cluster sampling to 
randomly select two universities from each of the six geo-political zones resulted to twelve (12) 
universities. The population of the study stood at 7,881 of academic staff members and a proportional 
sample size of 5% of academics in each of the universities was selected giving a total of 392 an 
equivalent of 5% of the legitimate population. Both primary and secondary data were used, primary 
data were collected using a structured questionnaire while secondary data obtained from previous 
researches, analysis of scholars, government documents, newspaper, journal articles as well as internet 
search engine. Data obtained were analyzed and presented using both descriptive and inferential 
statistics. The study found that academic staff reacted to the perceived breach of psychological contracts 
when employer failed to complied with employee-employer relationship. However, the study concluded 
that psychological contract breach is positively and negatively related to both individual and 
institutional outcomes depending on how it being put to practice. Hence, a compliance level is very 
vital for organisations to continue to attract and retain employees’ citizenship behaviour and distract 
deviant behaviour in the workplace.  
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Introduction 

The demands for university education have grown enormously and this has necessitated the need to create new 
universities in Nigeria. Consequently, approval were giving for the establishments of the new universities. The 
need to meet the demands has necessitated the creation of new universities across the nation by the federal 
government, some state governments and several private organisations. Currently, Nigeria has 165 universities, 
consisting of 43 Federal universities, 47 State universities and 75 private universities (NUC, 2018). Despite the 
creation of additional universities to ensure adequate provision of university education, some bottlenecks still 
impede access to the provision of university education in the country. As noted by Salau (2017), most of the 
academic staff operate in non-conducive teaching and learning environments. There are shortages of offices as up 
to three academics share a small office. In addition, lecture rooms are grossly inadequate with many students 
standing or sitting on the floor while receiving lectures. 
 
The researcher further noted that the above challenges may have been responsible for the production of half-baked 
graduates in the country. This was echoed in the work of Oke, Okunola, Oni and Adetoro (2010) who found that 
parents and the public had attributed the poor performances of university students to the poor motivations from 
the university academic staff. In agreement with this finding, DeYreh (2017) opined that when managerial 
activities are perceived unfair and unjust by the employees, they are more likely to express such through anger or 
reduced commitment to organisational goals. 
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Adekola (2019) corroborated the impact of late and poor remunerations of academics in Nigeria that many state 
governments have been negatively affected by the rising inflation and dwindling resources. This has resulted into 
late and shortfalls in the payments of salaries and allowances. For instance, many state governments have been 
owing salaries and even fail to release operational grants to their universities. In Federal universities, the vexed 
issue of non-payment of arrears of Earned Academic Allowances (EAA) has led to restiveness of the unions and 
has been one of the main reasons for the industrial actions frequently staged by the ASUU. The failure of the 
governments to release funds has made it difficult for the universities to make funds available to academics for 
T&D, such as attending workshops, presenting papers at conferences both home and abroad. These are critical to 
their core mandates, i.e. teaching, research and community services. 

The failure to provide what the university academic staff deserve by the governments, either state or federal, may 
be regarded as a breach of psychological contracts, and this may seriously affect the commitment and 
performances of the academic staff.  Existing scholarship on psychological contracts showed that if employees 
perceived that the organisation is unfair and unjust to them, the breach of psychological contracts could be said to 
have occurred (Ahmed, Kiyani & Hashmi, 2013; Fine, Horowitz, Weigler & Basis, 2014; Yagboubi, Salehi & 
Maloudi, 2011). When the breach of psychological contracts occurred, the performance of employees is more 
likely to be negatively affected (Aichinger & Barnes 2018; Kasekende, Munene, Ntayi & Ahiauzu, 2015). In 
addition, their job satisfaction, organisational commitment reduced dramatically, the rate of turnover increases 
(Aldag & Kuzuhara 2002; Akinyemi, 2012).  

As noted by Aledeinat and Alrfou (2017), employees may respond to the breach of psychological contracts by 
displaying deviant behaviour such as absenteeism. Bennett and Robinson (2003) reported that employees’ deviant 
behaviours reduce efficiency and impede the organisation from achieving its goals. The importance of 
psychological contract cannot be over-emphasised because it plays a critical role in shaping employees’ 
behavioural and cognitive outcomes (Lawrence & Robbins, 2017). Psychological contracts were suggested as one 
of those variables that predict OCB and mitigate against DWB (Babcock-Roberson & Strickland, 2016).   

From a brief analysis of the existing literature on psychological contracts, it is imperative to tease out some 
fundamental gaps that will define the present study. Firstly, previous studies did not exhaust test of psychological 
contracts and employees’ discretionary behavior, specifically in the areas of OCB and DWB (Salau, 2017; Ume, 
Ibne, Iqbal, & Naintara, 2018; Yang & Chao, 2016). Previous studies had limited their focus to include solely 
traditional positive behaviours toward colleagues (OCB-I), or exclusively positive behaviours towards the 
organisation (OCB-O), and leaving out any possible third party (DWB-Students), since the student is a third and 
crucial party in higher institutions (Gakovic & Tetrick, 2013; Mithilesh & ShriRam, 2014; Omar, Halim, Zayed, 
Farhadi, Nasir & Khairudin, 2016). Hence, this study aims at achieving that by testing the variables within the 
Nigerian academics context.  

Secondly, to the best of the researcher’s knowledge, literature revealed that no scientific and wide-ranging work 
had been done that collaborates all the facets of psychological contracts viz. transactional, relational, transitional 
and balanced contracts, most especially in academic environments about OCB as well as DWB. This study will 
be informed by the above gaps in knowledge. The study is aimed at identifying those aspects of psychological 
contracts that contribute to determining employees OCB and DWB since there is dearth or limited studies of such 
in Nigeria, importantly about academics, and hence, this study is considered necessary at this time. In pursuance 
of this study, the following research questions were generated to serve as a guide to the study: 

i. What is the level of organisational compliance with psychological contracts in the Nigerian Universities?
ii. How do academic staff react to the perceived breach of psychological contracts in the Nigerian

Universities?
iii. What type of discretionary behaviours do academic staff frequently exhibit in the Nigerian Universities?
iv. What are the consequences of the discretionary behaviours among the academic staff in the Nigerian

Universities?
v. How significant is the relationship between the breach of psychological contracts and discretionary

behaviours among the academic staff in the Nigerian Universities

Literature Review 
The psychological contract is an unwritten or informal understanding between an employee and his or her 
immediate superior about the expectations and contributions of each and is characterised by a reasonable balance 
between expectations of what one gets and contributions that one gives (Armstrong, 2006). There are four types 
of psychological contracts, transactional, relational, transitional and balanced psychological contracts 
(O’Donohue, Sheehan, Hecker, & Holland 2007; Liu, Cho & Seo, 2018). However, the usage of psychological 
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contracts in this study is the philosophy of academic staff on the terms of the exchange agreement between the 
academics and the university authority. Essential to this definition is that this philosophy is promissory and 
specific to the reciprocal exchange between the academics and their employer. 
Transactional Contract: The transactional contract is present when the employment arrangement is of short-
term or limited duration, primarily focusing on the exchange of work instead of money, with a specific and definite 
description of duties and responsibilities and limited involvement in the organisation (DeCampo, Rogers & 
Jacobson, 2010; Nadin & Williams, 2012). This indicates that the employee is required to perform only a fixed 
and defined set of duties and to do just what the employer asks for.  The usage of transactional contracts lies on 
negotiated forms of exchange and defines work relationships that generally involve a highly specific exchange of 
resources, such as pay for performance or hours worked by the academic staff.  

Relational Contract: Relational contract according to Nadin and Williams (2012) is either stability, i.e. the 
situation where the employee is obligated to remain with the firm and to do what is required to keep a job. The 
employer is committed to offering stable wages, and continuous employment or loyalty while the employee is 
obligated to keep the organisation’s interests above all else and support the firm and be a good organisational 
citizen. The employer is committed to the wellbeing of its employees and their families. The relational contract 
in the context of this study is like reciprocal forms of exchange, which generally see work relationships that are 
broader, more unstructured, and are based on promises and agreements that are more subjectively understood by 
the exchange partners, i.e. job security in exchange for organisational commitment.  

Balanced Contract: The balanced contract is external employability, internal advancement and dynamic 
performance (Nadin & Williams, 2012). External employability means the employee is obligated to develop 
marketable skills whereas the employer is committed for enhancing the employability of its employees for external 
as well as internal market. Internal advancement means career development within an internal labour market. On 
this note, an employee is obligated to develop skills valued by the current employer while the employer is 
committed to creating worker’s career development opportunities within the firm (Avey, Avolio, Crossley & 
Luthans, 2009). Dynamic performance means that employee is obligated to perform new and more demanding 
goals, which can frequently vary in future to help the firm become and remain competitive. The employer is 
committed to promoting continuous learning and helping employees achieve these varying goals (Islam & Habib, 
2018). The balanced contract in this study refers to a dynamic and open-ended employment arrangement pre-
conditioned on the business success of the employer’s organisation and the employee’s opportunities to develop 
skills and opportunities for career growth based on skills and performances. 

Transitional Contract: Transitional contract is seen as mistrust, uncertainty and erosion (Nadin & Williams 
2012; Islam & Habib, 2018). If the transitional contract is mistrust, i.e. employee thinks that he received 
inconsistent and mixed signals from the firm regarding its intentions; and mistrusts the firm. Employer withheld 
important information from employees because of mistrusts.  For uncertainty, i.e. employee is uncertain regarding 
the nature of his or her obligations to the firm. Employer’s measure assesses the extent that the employee is 
uncertain regarding the employer’s future commitments to him or her. Erosion, i.e. employee expects to receive 
fewer returns from his or her contributions to the firm compared to the past; anticipates continuing declines in the 
future. The employer has instituted changes that reduce employee’s wages and benefits, eroding quality of work 
life compared to previous years.  

The transitional contract in this study is a cognitive state reflecting the consequences of organisational change and 
transitions that are at odds with previously established employment arrangement. This is essentially a transition 
period between two states of the psychological contract.  An academic staff who has mistrusted the university’s 
motives and is unsure of job security and career development, in more extreme cases, may result in actions such 
as petty theft, collection of bribes from students, engaging in sexual harassments, among others. 

Psychological Contract Breach 

Psychological Contract Breach (PCB) is a failure of the organisation or employee to fulfil one or more obligations 
of an individual/organisational’s psychological contract. It accounts for mostly what the employee perceives as a 
promise that has been broken (Islam & Habib, 2018).  However, sometimes the focus may be rational, mental 
calculation of what individuals has or has not received, and downplaying the emotional aspect of violation. 
Breaches to this contract can be just as serious as breaches of employment contracts. They can result in reduced 
employee’s motivation and productivity, high staff turnover rates, and even in increased malicious acts 
(Kasekende, Munene, Ntayi & Ahiauzu, 2015).  

For the purpose of this study, PCB referred to as employer’s breach and perceived breach. Employer’s breach is 
the actual abrogation of the exchange agreement by the employer. Perceived breach, on the other hand, is the 
cognitive assessment that a salient promise has not been fulfilled. Generally, there are two types of employer 

861

https://www.emeraldinsight.com/author/Kasekende%2C+Francis
https://www.emeraldinsight.com/author/Munene%2C+John+C
https://www.emeraldinsight.com/author/Ntayi%2C+Joseph+Mpeera
https://www.emeraldinsight.com/author/Ahiauzu%2C+Augustine


Proceedings of the International Conference on Industrial Engineering and Operations Management 
Riyadh, Saudi Arabia, November 26-28, 2019 

© IEOM Society International 

breach or the breach occurrence caused by the employer. The first is withdrawal breach, which results from the 
employer’s reneging upon or withdrawing either transactional or relational resources from an existing exchange. 
The second is substitution breach in which transactional or relational resources are substituted for the promised 
resources in an existing exchange.  

Discretionary Behaviours 

Discretionary behaviours refer to informal tasks that constitute a function of employees’ workplace attitude and 
behaviours (Rotundo & Sackett, 2002). Organisational citizenship behaviour and deviant workplace behaviours 
are forms of discretionary behaviours most commonly found in the literature (Dunlop & Lee, 2004). As a result, 
actions of academic staff’ behaviours at a workplace constitutes their workplace behaviours, either citizenship or 
deviant workplace behaviours. In this study, discretionary behaviours that are not part of the formal organisational 
reward system but either make or mar effective functioning of the organization include issues such as extra-role 
behaviours like helping coworkers, volunteering for extra tasks, orienting new employees or sabotaging the 
equipment of organisation, lying about hour worked, etc.  

Organisational Citizenship Behaviour 

OCB depicts a variety of employee behaviours such as attending to additional assignments, keeping up abreast 
with one’s profession, voluntarily assisting people at work, promoting and protecting the organisation, keeping a 
positive attitude, and tolerating inconveniences at work (Anbarci & Lee, 2008). OCBs are, therefore, positive 
extra-role behaviours that are firmly rooted in employees’ willingness and personal need to affect their 
organisation’s goal attainment.  In this study, OCB is seen as individual behaviour that is informal, not directly or 
explicitly recognized by the formal reward system, but promotes the effective functioning of the organization, 
using Organ’s (1988) five-dimension taxonomy of OCB which proposed a two-dimensional OCB model. These 
dimensions are called behaviour directed toward individuals (OCB-I) and behaviour directed toward organisation 
(OCB-O). 
Deviant Workplace Behaviour 

DWB is defined as a voluntary behaviour that violates significant organisational norms, and which threatens the 
well-being of an organisation or its members (Bennett & Robinson, 2000; Fine, Horowitz, Weigler & Basis, 2014). 
Voluntary behaviour here means that the employee is not motivated to conform and is motivated to act against 
accepted organisational norms. It is directed against the organisation/employer, without any reference to 
dysfunctional behaviours directed against the organisation’s employees (Robinson & Bennett, 1995). Whereas in 
this study, it means insiders perpetrate deviant behaviour, i.e. the employees to intentionally harm or potentially 
cause harm to individuals within the organisation or to the organisation itself i.e. the targets, thereby violating 
organisational or social norms. In addition, the harm can be aimed directly at the target or indirectly through a 
third party; it can be active i.e. inflicting harm or passive. 

Theoretical Framework  

For this study, Social Exchange Theory (SET) by Blau (1964) and Theory of Planned Behaviour (TPB) by Ajzen 
(1985) were employed. SET and TPB provide an understanding of the theoretical constructs and variables used 
in this study. Aside from the popularity of these theories among social and management researchers, the theories 
were timely in their arrival and have been beneficial to students and researchers alike.  
The SET is based on the idea that when individuals receive favour, they may experience a state of discomfort due 
to a sense of indebtedness and, thus, force them to reciprocate the received benefit to restore the equilibrium of 
the interpersonal relationship. The rationale for using SET is to enable the exchange relations between employer-
employees and actors themselves to be studied by providing insights into both individual decision-making as well 
as the influence of societal rules and norms. While the TPB predicts an individual’s intention to engage in a 
behaviour at a specific time and place, it posits that an individual’s behaviour is driven by behaviour intentions, 
where behaviour intentions are a function of three determinants: an individual’s attitude toward behaviour, 
subjective norms, and perceived behavioural control (Ajzen, 2015).  
 
3.0 Methodology  

The research design adopted for the study was descriptive research design according to Zikmund, Babin, Carr & 
Griffin (2010), the design attempts to provide an accurate description or a picture of a particular situation or a 
phenomenon at one point in time. The study was limited to federal universities in Nigeria in the six geo-political 
zones and only academic staff members who were faculty based and teach were included in the study. The 
legitimate population of this study is all academic staff working in all federal universities in Nigeria. As at 2016 
when this study commenced, there were forty-three (43) federal universities spread across the six geo-political 
zones of Nigerian federation (NUC, 2017).  The six geo-political zones are: North Central, North East, North 
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West, South East, South West and South-South. Federal universities were chosen for the study because they are 
the largest government funded tertiary institutions in Nigeria and so it is assumed that information resources are 
more likely to be available at these universities. The distribution of the population and sample of the study are 
presented in Table 3.1 below 

Table   Selection of a Proportional Sample from Population of the Study 

Zones No. of 
Federal 
Universities  

No. of 
Universities 
Selected  

Universities  Population  % of 
Population  

Sample  

(5% proportion) 

North 
Central 

7 2 University of Ilorin  1018 13% 51 

Federal University, 
Lokoja 

118 2% 6 

North 
East 

7 2 University of Maiduguri 886 11% 44 

Federal University 
Gashua 

125 2% 6 

North 
West 

9 2 Bayero University, 
Kano 

834 10% 42 

Federal University, 
Birnin Kebbi 

208 3% 10 

South 
East 

6 2 University of Nigeria, 
Nsukka 

1511 19% 75 

Federal University, 
Ndifu-Alike 

189 2% 9 

South 
South 

6 2 University of Port-
Harcourt 

1098 14% 55 

Federal University, 
Otuoke 

187 2% 9 

South 
West 

8 2 University of Lagos, 
Akoka 

1504 19% 75 

Federal University, 
Oye-Ekiti 

203 3% 10 

 43 12  7881 100% 392 

Sources:  Compiled from: 
 National Bureau of Statistic (NBS), 2016 

Author’s Computation, 2017  
A multi-stage cluster sampling technique was employed in this study. This is because it involves two or steps that 
combine some of the probability techniques (Sekaran & Bougie, 2010; Zikmund et al. 2010). The cluster sample 
technique does not require sample frame and it provides convenience for understanding a dispersed study sample 
(Sekaran & Bougie, 2010). Firstly, the universities were grouped into the existing six geo-political zones in 
Nigeria. Secondly, two universities (one from old conventional and one from recently established universities) 
were randomly selected from each of the six geo-political zones. The selection resulted in twelve (12) universities. 
The population of the study stood at 7,881 of only academic staff members. Third, a sample size of 5% of 
academics in each of the universities was selected giving a total of 392 an equivalent of 5% of the legitimate 
population.  Determination of sample size for this study is made by referring to the work of Krejcie and Morgan 
(1970). In their generalized scientific guideline for sample size decisions, Krejcie and Morgan state that the sample 
size of 392 is appropriate for study population of up to 2,000 elements. The determined sample of this study is 
also appropriate going by the Roscoe’s (1975) rule of thumb. Roscoe states that for most research, a sample bigger 
than 30 and less than 500 is appropriate. Therefore, the sample size of 392 is appropriate based on the rule of 
thumb. In line with the views of Dillman (2000) and Hill, Brierley and McDougall (2003) reported that a sample 
size of 100 and above is sufficient to represent good research findings. Finally, covering all the clusters is 
undoubtedly going to be very costly and time demanding. Hence, the choice of simple random sampling technique 
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becomes a good option because of the difficulty to obtain sample frame for administering the study’s instrument 
to select each of the respondents from the quota allotted to each of the faculties in the selected universities 
Both primary and secondary data were employed. A structured questionnaire consisting of 34 closed ended 
multiple choice-questions were employed for the survey. The instrument comprises of 30 questions related to the 
three constructs of this study and 4 questions related to socio-demographical variables. The Likert-type scale was 
used and is considered more appropriate and reliable for measuring the respondents’ perception and attitudes 
(Alreck & Settle, 1995; Miller, 1991). The researcher with the assistance of research assistants and Google Doc. 
Form, distributed copies of the questionnaire to sample elements in various tertiary institutions within Nigeria. 
Follow-ups using personal contact, telephone and email were done to ensure timely completion and collection of 
distributed copies of the questionnaire. Secondary data were obtained from relevant authorities such as National 
Bureau of Statistics, internet search engines, Google Scholar, Academia.edu, Research Gate, Sage, EBSCO, 
Encyclopedia Britannica, among others. Upon completion of data collection, a combination of both descriptive 
and inferential statistics were employed as methods of data analysis.  Linear regression were employed to analyze 
relationships among construct variables through the use of SPSS v20.  
4.0 Analysis and Discussion of Findings 

Information gathered from the result are collected from the questionnaire, which statistical results obtained to 
answer various research questions raised for this study, and to test the formulated hypotheses for the study. The 
purpose of testing is to examine the reasonableness of the stated hypothesis. The hypothesis are either accepted 
or rejected. The hypotheses were carried out using 5% level of significance. Out of 392 copies of questionnaire 
distributed, only 274 were returned and fit for the study. However, linear regression analysis was used objective 
one (1) and (2). 

4.2 Test of Hypotheses  

The hypotheses earlier formulated were tested using regression statistical tools in order to achieve the objectives 
of the study.  

4.2.1 Hypothesis one: 

H1: Compliance level of psychological contract and its effect on citizenship behaviour of academic staff in 
Nigerian Universities  

Table 4.2.1: Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of 
the Estimate 

1 .743a .552 .548 .724 
a. Predictors: (Constant), Due to all the pressures at work, when 
I get home from work I am often too exhausted to participate in 
family or social activities/responsibilities 

Source: Field survey, 2017 
The model summary as indicated in the table 4.2.1 shows that the coefficient of multiple determination (R square) 
is 0.552; this implies that 55.2% of variation in the compliance level was explained by the identified citizenship 
behaviour while the remaining 44.8% is due to other variable that are not include in the model. This mean that the 
model formulated is useful for making predictions since the value of R is close to 100%. Therefore the level of 
compliance have significant impact on organizational citizenship behaviour. 
 
Table 4.2.2: ANOVAa 

Model 
Sum of 
Squares Df Mean Square F Sig. 

1 Regression 156.967 1 78.484 149.533 .000b 
Residual 127.541 243 .525   
Total 284.508 245    

a. Dependent Variable: I volunteer to help new employees settle into the job and co-
workers with work related problems 
b. Predictors: (Constant), Due to all the pressures at work, when I get home from work I 
am often too exhausted to participate in family or social activities/responsibilities 

Source: Field survey, 2017 
Table 4.2.2 above shows the result of analysis variance between dependent variable and independent variable. It 
gives the test of significance of the fitted model through the ANOVA table to be .000 which is less than .05 (i.e 
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p<0.05). This indicate that there is an effect of level of compliance on organizational citizenship behaviour. 
Therefore, the null hypothesis which states that level of organizational compliance does not have significant effect 
on organizational citizenship behaviour was rejected. 
 
Table 4.2.3: Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 3.069 .096  31.966 .000 

 Due to all the 
pressures at work, 
when I get home from 
work I am often too 
exhausted to participate 
in family or social 
activities/responsibilities 

.604 .115 .451 5.268 .000 

a. Dependent Variable: I volunteer to help new employees settle into the job and co-workers 
with work related problems 

Source: Field survey, 2017 
 
Table 4.2.3 revealed that, organizational compliance level have significant effect on citizenship behaviour. This 
was shown by R= 0.743 i.e 74.3% and the R-square which shows the variation gives 0.552, i.e employees’ work-
life can explained about 55.2 % of citizenship behaviour while the remaining 0.448 (44.8%) is due to other 
variables not imputed in the computation. The F- statistic gives 149.533 with P-value of 0.000 which is less than 
0.05. The null hypothesis was rejected while alternative hypothesis should be accepted. The coefficient table show 
a significant value (p<0.05). This implies that the level of organizational compliance have significant effect on 
organizational citizenship behaviour. 

4.3 Discussion of findings  

In this study, University of Nigeria, Nsukka, and University of Lagos have the highest number of respondents 
(75) when compared with other universities in the study. University of Port-Harcourt had the second highest 
number of respondents (55) and University of Ilorin with (51) number of respondents. Federal University, Lokoja 
and Federal University Gashua have the lowest number of respondents (6).  The study revealed that male 
respondents were higher than female respondents. The overall result shows that male respondents were 70.07% 
compared to 29.93% female respondents. The findings of this study revealed in hypothesis one that, employees’ 
work-life balance have significant effect on citizenship behaviour. This was shown in table 4.2.1 as R= 0.743 i.e 
74.3% and the R-square which shows the variation gives 0.552, i.e employees’ work-life balance can be explained 
about 55.2 % of citizenship behaviour while the remaining 0.448 (44.8%) is due to other variables not imputed in 
the computation. The F- statistic gives 149.533 with P-value of 0.000 which is less than 0.05. This implies that 
most of academic staff are able to achieve balance between work and outside the work responsibilities, this will 
attract citizenship behaviour (e.g. voluntarily helping less skilled or new employees, assisting co-workers who are 
overloaded or absent and sharing work strategies; attending meetings/functions that are not required but are helpful 
for the organization; working long days, voluntarily doing things besides duties, following the organisation’s rules 
and never wasting time) which believed to usually lead to organizational effectiveness (Bambale and Shamsudin, 
2015).  

5.0 Conclusion and Recommendations  

The study found that work-life balance practices to be positively and negatively related to both individual and 
institutional outcomes. For instance, voluntarily helping less skilled or new employees, assisting co-workers who 
are overloaded or absent, working long days, voluntarily doing things besides duties, following the organisation’s 
rules and never wasting time, personal and family relationships shown to be a key factors to OCB.  In addition, 
taking excessive breaks, sabotaging equipment, gossiping about co-workers, sexual harassment which were shown 
to be a key factors to deviant workplace behaviour.  Henceforth, a good quality level of work-life is vital for 
organisations to continue to attract and retain their employees’ organizational citizenship behaviour and distract 
deviant behaviour in the workplace. The study therefore recommends that, relaxation techniques should introduce 
to help academic staff in attaining a state of increased calmness and therefore reduce levels of stress. Flexible-
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work arrangement and social support system are necessary which in turn lessen the thoughts of the employees 
from usual work and personal life conflicts.  
Future research should represent this study with a focus larger sample and specifically on non-teaching staff in 
Universities or private sector in Nigeria. 
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