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This study investigated the influence of workplace behaviour—comprising ethics, management
styles, organisational culture, and psychological factors—on employee productivity within public
tertiary institutions in Ibadan, Oyo State. Recognising gaps in existing literature, particularly the
limited examination of these variables within the context of public tertiary education, the study
adopted a descriptive survey design and collected data from 108 staff members selected through
simple random sampling across three major institutions. A structured questionnaire, based on
validated instruments, was administered to capture the variables of interest. The study used
descriptive and inferential statistics, like multiple regression analysis, for data interpretation.
Findings revealed a statistically significant composite relationship between workplace behaviour
and employee productivity (F = 3.563, p = 0.009), with the model explaining 12.2% of the
variance in productivity. In the study, workplace ethics appeared as the only significant predictor.
Although management style, organisational culture, and psychological factors showed positive
associations with productivity, they were not statistically significant. The study concludes that
while a combination of behavioural factors contributes to productivity, ethics is the most
influential. Thus, what exists as an ethical code in the organisation is far from the reality on the
ground. As such, promoting a transformational leadership style, a culture of flexibility, making
decisions, and prioritizing employee well-being is recommended. Theoretically, the study affirms
Kantian ethics as a valuable lens for understanding workplace behaviour. Overall, the research
contributes to organisational behaviour literature and provides actionable insights for improving
productivity in Nigeria’s public education sector.
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Introduction

Workplace environments play a crucial role in
shaping employee productivity, particularly within
educational institutions. Factors such as workplace
ethics, management styles, organisational culture,
and psychological well-being directly influence the
efficiency and effectiveness of employees. These
elements are essential for fostering job satisfaction,
promoting ethical behaviour, and motivating staff
members. Studies have shown that workplace
ethics, which include integrity, teamwork, and
loyalty, serve as key drivers for high productivity
levels by cultivating a supportive and collaborative
atmosphere (Egbara & Ofodu, 2024). However,
unethical practices, such as a lack of integrity or
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poor management, can lead to disengagement, low
morale, and diminished performance, resulting in
negative consequences for the organisation (Salau
et al.,, 2021). In addition to ethics, management
styles significantly impact employee motivation
and performance. Transformational leadership,
which encourages personal development and aligns
individual goals with organisational objectives, has
been linked to higher productivity and engagement.
Conversely, transactional and laissez-faire
leadership styles have been found to decrease job
satisfaction and reduce productivity due to
insufficient guidance and support (Musaibah et al.,
2023; Moses, 2023). Organisational culture, too,
plays a pivotal role in shaping the work



environment. A culture that emphasises shared
values and goals can foster collaboration,
innovation, and overall performance (Sumarjo et
al., 2025).

Furthermore, psychological factors such as
stress, burnout, and motivation are key drivers of
productivity in the workplace. Intrinsic motivation,
emotional well-being, and autonomy are closely
tied to performance, with stress and burnout having
the opposite effect (Oyelami et al., 2025; Ahmed et
al., 2025). It is evident that these factors—ethics,
management style, culture, and psychological well-
being—are interwoven in their influence on
workplace productivity. The interaction of these
variables within public tertiary institutions, where
differential challenges on leadership, ethics,
culture, and psychological factors exist between
public and private institutions in Nigeria is
examined in this study. It is well established fact
that, limited resources, hierarchical structures, and
rigid work practices can impede the successful
application of ethical codes, leadership practices,
and positive organisational culture in public
institutions in Nigeria (Olufemi & Ademola, 2026;
Adebayo, 2025; Adedeji & Olayinka, 2025;
Chijioke & Adamu, 2025). This research is critical
in addressing the gaps in existing literature,
particularly in the context of public educational
institutions in Ibadan, Oyo State, Nigeria. By
examining how workplace ethics, management
styles, organisational culture, and psychological
factors interact and influence employee
productivity, this study aims to contribute valuable
insights for improving workplace practices and
enhancing productivity in  public tertiary
institutions.

Statement of Problem

Despite the growing recognition of how workplace
behaviour affects employee productivity, a
significant gap remains in understanding how
workplace ethics, management styles,
organisational culture, and psychological factors
influence productivity, particularly in public
tertiary institutions in Ibadan, Oyo State. Although
few studies have thoroughly analysed how they
interact and impact employee performance, the
variables have not been examined within the
context of tertiary educational setting in Ibadan.
Most studies focus on individual traits, such as
ethics or leadership styles, while overlooking their
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interconnections. For example, the importance of
ethical behaviour in boosting productivity has been
acknowledged (Egbara & Ofodu, 2024), but the
relationship between ethics, management styles,
and organisational culture has not been examined.

Moreover, while organisational culture is
recognised as vital for employee behaviour
(Okogbe & Okogbe, 2025), there is a paucity of
research examining the impact of cultural norms in
public tertiary institutions on productivity.
Research conducted by Sumarjo et al. (2025)
indicates that a favourable organisational culture
enhances production; nevertheless, this
phenomenon is little examined within the realm of
higher education in Ibadan. Emotional issues,
including stress and burnout, continue to be
insufficiently addressed in the educational context,
despite  their acknowledged influence on
productivity (Ahmad et al., 2025). This study seeks
to address these deficiencies by analysing the
cumulative influence of workplace ethics,
management styles, culture, and emotional aspects
on employee productivity in public tertiary
institutions in Ibadan.

Hypotheses
HO;: There is no composite relationship between
workplace  behaviour  (Workplace  Ethics,

Management Styles, Organisational Culture, and
Psychological factors) and employee productivity.
HO;: There is no relative relationship between
workplace  behaviour  (Workplace  Ethics,
Management Styles, Organisational Culture, and
Psychological factors) and employee productivity.

Conceptual Review

Workplace Ethics

Workplace ethics consist of the moral principles
that govern behaviour inside a business, impacting
employee performance and organisational success
(Egbara & Ofodu, 2024). Fundamental ethical
principles encompass integrity, loyalty,
collaboration, and self-discipline. Enhancing
productivity and job satisfaction is inspired by
teamwork, which is an essential ethical principle,
also promoting collaboration, the exchange of
ideas, and problem-solving mechanisms (Badmus
& Ogunlana, 2022). Ethical conduct fosters a
culture of respect and accountability, hence
improving employee engagement and performance
(Egbara & Ofodu, 2024).
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Work ethics include values such as
perseverance and determination, which promote
responsibility and improve job success (Jahanian et
al., 2021). Employees exhibiting a robust work
ethic display increased accountability and
productivity, hence enhancing organisational
success (Jahanian et al., 2021). Organisational
learning, the capacity to assimilate and utilise
knowledge for enhancement, further augments
performance by fostering ongoing development and
innovation (Jahanian et al., 2021). The correlation
between work ethics and performance is
extensively documented, with ethical behaviours,
including transparency and mutual respect,
fostering a more productive environment. The
study conducted by Joshi et al. (2024) revealed that
work ethics are instrumental to workplace
satisfaction, as positive work ethics promote
teamwork, collaboration and organisational
performance. Institutions that prioritise work ethics
are more likely to achieve greater output, but bad
work ethics compromise organisational objectives
(Ibe et al., 2025).

Management Styles and Employee Productivity
The relationship between leadership styles and staff
productivity is a central emphasis in management
studies. Transformational leadership motivates
people to prioritise the organisation's interests over
personal ones, cultivating a sense of ownership
among employees. Conversely, authoritarian
leadership may prove successful during crises but
frequently results in diminished morale and long-
term productivity (Shinde &Giri, 2025). The
efficacy of leadership styles hinges on
organisational culture, the nature of the task, and
workforce preparedness for change.

Research in Uganda indicates that, while
authoritarian leadership is prevalent in numerous
African firms, transformational leadership exerts a
more  substantial influence on employee
performance (Julius, 2024). Nonetheless, socio-
economic and cultural constraints hinder the
implementation of transformational leadership
style in some regions (Muhamad et al., 2023).
Colonial governance's hierarchical systems in
Africa impede the shift towards more dynamic
leadership models (Isaac et al., 2023). Job
satisfaction is shaped by leadership styles that
influence performance; satisfied employees exhibit
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superior organisational results. Liu, Ali, Pan and
Xiao (2024) revealed that transformative leadership
has a positive influence on job satisfaction in an
environment of trust and innovation. Therefore,
understanding leadership dynamics is an essential
component of employee well-being and
organisational performance.

Organisational Culture and Employee Produc-
tivity

Organisational culture encompasses the practices,
beliefs, and behaviours that characterise the work
environment inside an organisation. It profoundly
influences employee conduct by establishing
explicit protocols for work performance and
interpersonal relations. Alharbi and Alyahya (2020)
assert that corporate culture is essential in directing
suitable behaviour, which directly influences the
attainment of organisational goals. The congruence
of individual and organisational values promotes
employee performance, as shared values promote
collaboration and job execution, as seen by
Dorkenoo et al. (2021).

The conceptual framework of organisational
culture encompasses both formal and informal
standards that affect employee conduct and
determine organisational operations. Melletus and
Meruo (2020) assert that these norms can either
facilitate or obstruct employee involvement, hence
influencing performance outcomes. A robust
organisational culture unifies people and fosters a
collaborative work environment that promotes high
performance (Mohammed, 2019). The influence of
ideas on employee behaviour is crucial, as these
beliefs affect employees' perceptions of their
positions and direct their actions (Alharbi &
Alyahya, 2020). Organisational culture cultivates a
workplace where individuals' aspirations and
organisational goals are synchronised (Sumarjo et
al., 2025).

Psychological Factors and Employee Produc-
tivity

Workplace stress is associated with several health
problems, including anxiety, depression, and
cardiovascular illnesses (Gilek, 2023). Burnout, a
protracted result of stress, adversely affects
performance and collaboration. The leadership
style and organisational culture significantly
influence the moderation of stress and burnout.



Transformational leadership, by cultivating a
supportive atmosphere, can alleviate stress,
whereas  toxic  cultures characterised by
micromanagement intensify stress. The equity
theory posits that personnel motivated by equitable
salary and treatment exhibit increased productivity.
Furthermore, organisational commitment,
especially affective commitment, is significantly
associated with increased motivation and
performance (Oyelami, Onayemi, & Agbo, 2025).

Emotional intelligence (EI) also augments
productivity. Job performance is contingent upon
good stress management, conflict resolution
mechanisms, and the maintenance of positive
relationships, all of which are characteristics of
emotional intelligence (Puri & Mehta, 2020).
Enhanced employee well-being fosters heightened
productivity. Majumdar (2022) asserts that
prioritising mental health and well-being activities,
such as stress management, can improve employee
performance. Burnout diminishes motivation and
productivity, particularly when stemming from
emotional tiredness and diminished personal
achievement (Gomez-Polo et al., 2022). The Job
Demands-Resources paradigm posits that demands
contribute to burnout, while the provision of
resources such as autonomy and support can
alleviate these consequences. Mitigating burnout
by efficient stress management and support systems
is essential for sustaining productivity (Oyelami,
Onayemi, & Agbo, 2025).

Empirical Review

Numerous studies underscore the substantial
influence of workplace ethics on employee
performance across diverse sectors. Egbara and
Ofodu (2024) discovered that integrity, loyalty, and
teamwork positively influence productivity within
the Enugu State Civil Service, enhancing client
satisfaction, workload management, and overall
competence. Jahanian et al. (2021) demonstrated
that work ethics and organisational learning
account for 45% of the variance in employee
productivity =~ within  the  Social  Security
Organisation of Qazvin Province. Joshi et al. (2024)
identified a positive association between ethical
standards, such as transparency and accountability,
and employee performance in the educational
sector. Ahmed et al. (2021) indicated that unethical
behaviour adversely impacts employee
performance and happiness, especially in Nigeria's
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public sector. Ibe et al. (2025) underscored that
compliance with ethical standards and favourable
dispositions improves institutional performance,
including proficient graduates and high-quality
research.

Leadership styles significantly influence staff
productivity. Shinde and Giri (2025) discovered
that transformational and participative leadership
styles correlate  positively with employee
performance, while autocratic leadership may have
adverse long-term effects. Okee and Namuyonga
(2024) established that transformational and
transactional leadership styles favourably impacted
performance in Uganda's manufacturing sector.
Biloa (2023) affirmed that democratic and laissez-
faire leadership promotes motivation and
development, in contrast to autocratic leadership,
which results in frustration and suboptimal
performance. Liu et al. (2024) demonstrated that
transformative leadership improves job satisfaction
and performance within Ethiopian sports groups.

Studies indicate that company culture
profoundly influences employee conduct and
performance. Okogbe and Okogbe (2025)

discovered that fundamental values, conventions,
and beliefs within banks in Delta State impacted
staff productivity. Sumarjo et al. (2025) showed
that organisational commitment mediates the
relationship between culture and performance, with
a positive culture enhancing both aspects.
Likewise, Egwu and Nwosu (2025) emphasised
that favourable corporate cultures—prioritising
collaboration and safety—enhance productivity.
Anekwe and Igwe (2025) discovered that
recruitment culture and staff engagement are
crucial for enhancing efficiency in UK banks.
Psychological factors, such as emotional
intelligence, job satisfaction, and workplace stress,
are essential to productivity. Ahmad et al. (2025)
established that workplace stress and burnout

adversely impact employee well-being and
productivity, with  leadership style and
organisational culture affecting stress levels.

Oyelami et al. (2025) observed that emotional
intelligence and leadership styles substantially
influence performance. Sharma (2025) examined a
hybrid workplace culture, highlighting the
significance of work-life balance and leadership in
shaping productivity and job happiness. Yan et al.
(2020) showed that psychological climate and self-
efficacy  significantly  influence  employee
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performance, with well-being serving as a mediator
in these connections. Xue et al. (2022) showed that
enhancing job satisfaction can alleviate work-
related stress and diminish turnover intentions,
underscoring the significance of psychological
aspects in employee retention.

Theoretical Framework

Social Exchange Theory

Social Exchange Theory (SET) emerged in the mid-
20th century to explain social interactions through
the exchange of resources and rewards. Blau (1964)
emphasised that social exchanges are driven by the
expectation of returns, with individuals offering
resources like time and effort to gain benefits such
as recognition and support (Cropanzano &
Mitchell, 2005). Resources can vary in importance
and tangibility, with socio-emotional rewards like
respect boosting self-esteem (Davlembayeva &
Alamanos, 2025). People engage in exchanges
when the perceived benefits outweigh the costs, and
they expect fairness in the form of reciprocity;
positive actions should be reciprocated with
positive responses (Davlembayeva & Alamanos,
2025). In workplaces, SET plays a key role in
explaining ethical behavior. Ethical actions, such as
helping and supporting others, foster cooperation
and trust within social groups. Employees who are
treated fairly often reciprocate with productivity,
while negative treatment can lead to
counterproductive actions (Ogunfowora, Maerz, &
Li, 2026). SET also predicts that unethical
behaviors may arise from reciprocal dynamics,
where employees act unethically to benefit
exchange partners or retaliate against mistreatment
(Ogunfowora, Maerz & Li, 2026).

Management styles directly impact social
exchanges, as leaders who exhibit fairness and
provide support inspire trust and positive
reciprocity. High-quality leader-member
exchanges foster loyalty, performance, and
cooperation (Chen & Sriphon, 2022). Conversely,
leaders who fail to support their employees
cultivate transactional relationships that limit
commitment and trust. Organisational culture also
plays a role in social exchanges; when employees
feel valued and supported, they reciprocate with
better performance and positive attitudes (Colorado
State University, 2021). Cultural differences further
shape responses to social exchanges. In collectivist
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cultures, organisational support reinforces group
identity, while in individualistic cultures, personal
autonomy makes fairness and individual support
crucial drivers of positive behavior (Colorado State
University, 2021). Psychological factors, including
trust, self-esteem, and fairness perceptions,
influence how individuals respond to exchanges,
with fairness boosting self-esteem and socio-
emotional benefits (Davlembayeva & Alamanos,
2025). In conclusion, SET offers a wvaluable
framework for understanding workplace behavior,
emphasising the role of fair exchanges, trust,
leadership, and cultural influences. By fostering
positive exchanges through ethical leadership and
supportive organisational cultures, managers can
promote ethical behaviour, employee engagement,
and long-term cooperation.

Methodology

A descriptive survey study was performed to assess
workplace behaviour and its impact on employee
productivity among the personnel of public tertiary
institutions in Ibadan, Oyo State. The population
consisted of personnel from the University of
Ibadan, the Federal School of Statistics, and the
Polytechnic, Ibadan. The study population
comprises academic staff from the University of
Ibadan (1,524) (University of Ibadan, 2024), the
Federal School of Statistics (43) (Head Count,
Researcher, 2025), and the Polytechnic of Ibadan
(300) (InsideOyo.com, 2024), resulting in a total of
1,867 staff members. To arrive at a sample size and
sampling technique, Cochran and proportionate
sampling method was engaged. Using Cochran's
formula, the adjusted sample size for a population
of 1,867, with a 9% margin of error and a 95%
confidence level, is approximately 112. The
proportionate distribution of the sample size of 112
respondents includes 91(81.6%) from the
University of Ibadan, 18(16.0%) from the
Polytechnic of Ibadan, and 3(16.0%) from the
Federal School of Statistics, preserving the
proportional breakdown. This guarantees that the
sample accurately reflects the population
proportions among the three institutions.

The sample of the study was obtained by simple
random sampling, guaranteeing each participant an
equal opportunity for inclusion, thereby minimising
selection bias and enhancing the sample's
representativeness. Data were gathered directly



from respondents in their natural work settings with
a standardised questionnaire to improve
authenticity and relevance. The questionnaire
comprised measures derived from recognised
instruments: organisational culture items were
sourced from Van der Post, de Coning, and Smit
(1997), workplace ethics items from Rusoke
(2021), management styles from the Multifactor
Leadership Questionnaire by Bass and Avolio, and
psychological  factors from the  Nordic
Questionnaire for Psychological and Social Factors
at Work (QPS Nordic). Employee productivity
metrics were extracted from the literature. Multiple
regression analysis was employed to examine the
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relationship between workplace ethics and

employee productivity.

Findings

HO:: There is no composite relationship between
workplace  behaviour  (Workplace  Ethics,
Management Styles, Organisational Culture, and
Psychological factors) and employee productivity.
HO;: There is no relative relationship between
workplace  behaviour  (Workplace  Ethics,
Management Styles, Organisational Culture, and
Psychological factors) and employee productivity.

Model | R R Adjusted Std. Error | Change Statistics
Square R Square | of'the R Square F df1 df2 Sig. F
Estimate Change Change Change
1 349a | 122 .087 1.462 122 3.563 4 103 .009

a. Predictors: (Constant), Psychological Factors, Workplace Ethics, Organization Culture, Management Style

ANOVA®
Model Sum of Squares Df Mean Square F Sig.
1 Regression 30.479 4 7.620 3.563 .009b
Residual 220.289 103 2.139
Total 250.769 107

a. Dependent Variable: Employee Productivity; b. Predictors: (Constant), Psychological Factors, Work Place Ethics,

Organisation Culture, Management Style

Coefficients”
Model Unstandardized Coefficients | Standardized Coefficients | t Sig.
B Std. Error Beta

1 | (Constant) 12.891 4.869 2.648 | .009
Workplace Ethics -411 .190 -.205 -2.167 | .033
Management Style 212 17 179 1.821 | .072
Organization Culture | -.047 .103 -.045 -458 | .648
Psychological Factors | .147 .088 170 1.678 | .096

a. Dependent Variable: Employee Productivity

The research investigated the correlation between
workplace behaviours—namely workplace ethics,
managerial styles, organisational culture, and
psychological factors—and employee productivity
among the personnel of public tertiary institutions
in Ibadan, Oyo State. The comprehensive model
summary reveals that these workplace behaviour
factors account for approximately 12.2% of the
variance in employee productivity, with an adjusted
R-squared value of 8.7%. This indicates that,
although the model is statistically significant, a
substantial portion of productivity variability

remains unexplained by these factors alone. The F-
test for the model indicates a significant result (F =
3.563, p = 0.009), signifying that the collective
impact of the predictors on production is
statistically significant. This results in the dismissal
of the initial null hypothesis (H01), which asserted
the absence of a composite link between workplace
conduct and employee productivity.

Analysing the contributions of distinct
components yields a more intricate understanding.
Workplace ethics is the sole statistically significant
predictor among the variables, exhibiting a negative
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unstandardised coefficient (B = -0.411) and a p-
value of 0.033. This indicates that diminished
perceptions or practices of workplace ethics
correlate with reduced employee productivity. The
adverse correlation highlights the essential need for
ethical standards and equitable procedures in
cultivating a thriving workplace. The management
style exhibits a positive correlation with
production; however, this link is not statistically
significant at the traditional 5% threshold (p =
0.072), suggesting a potential yet ambiguous
beneficial effect. Psychological factors exhibit a
positive yet non-significant influence (p = 0.096).
Organisational culture exhibits a negligible and
statistically insignificant negative correlation with
productivity (p = 0.648), suggesting no substantial
evidence that the culture assessed in this study
influences employee productivity within these
institutions. Consequently, the second null
hypothesis (H02), asserting no correlation between
specific workplace behaviour characteristics and
employee productivity, is only partially rejected.
Only workplace ethics demonstrates a substantial
relative influence, whilst the other components do
not show statistically significant individual
impacts.

Discussion of Findings

The regression analysis and reviewed empirical
literature yield significant insights into the
relationship between workplace factors and
employee productivity. The regression model
demonstrated statistical significance (p = 0.009),
suggesting that the predictors—workplace ethics,
management style, organisational culture, and
psychological factors—jointly affect employee
productivity. The model accounted for only 12.2%
of the variance in productivity, indicating that,
although these variables are relevant, other
unmeasured factors may also significantly
influence the outcomes. Workplace ethics were
identified as a statistically significant predictor (p =
0.033) with a negative coefficient, indicating that
lapses or deficiencies in workplace ethics result in
reduced employee productivity. This finding is
consistent with the empirical literature. Ahmed et
al. (2021) found that unethical behaviour negatively
affects performance and satisfaction within
Nigeria's public sector. Ibe et al. (2025) confirmed
that ethical norms enhance institutional efficiency.
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The negative coefficient in the regression likely
indicates an inverse relationship between ethical
violations and productivity, aligning with existing
literature that emphasises the importance of ethics
in performance (Egbara & Ofodu, 2024; Joshi et al.,
2024).

The management style exhibited a positive yet
marginally significant correlation with productivity
(p = 0.072), indicating that specific leadership
approaches may contribute to improved employee
performance. This aligns with the findings of
Shinde and Giri (2025) and Okee and Namuyonga
(2024), which indicate that transformational and
participative leadership styles significantly enhance
performance. Liu et al. (2024) demonstrated that
effective leadership enhances job satisfaction and
productivity, particularly in sectors where
employee motivation is crucial. Conversely,
organisational culture did not serve as a significant
predictor of productivity (p = 0.648). This
contradicts multiple studies, including Sumarjo et
al. (2025) and Okogbe and Okogbe (2025), which
emphasise the significant impact of positive
organisational culture on employee performance. A
possible explanation for this discrepancy may
involve measurement limitations within the context
of this study or insufficient cultural cohesion
among the sampled institutions. Another possible
factor could be differences in context and the
tension between local culture and organisational
culture. Psychological factors, such as stress,
workplace conflicts, emotional support from
colleagues, anxiety, job security, motivation and
mental well-being; exhibited a marginally
significant effect (p = 0.096), indicating a potential
positive influence on employee productivity. This
is consistent with the findings of Ahmad et al.
(2025) and Oyelami et al. (2025), which indicate
that emotional intelligence and mental well-being
have a direct impact on performance. Sharma
(2025) and Yan et al. (2020) highlighted the
significance of self-efficacy and job satisfaction in
reducing stress and improving productivity.

The findings highlight the complex nature of
workplace behaviour, demonstrating that ethical
codes, leadership, culture, and psychological
wellness are crucial, yet their effects are influenced
by the socio-organisational contexts of public
institutions. Employees indicated  strong
compliance with ethical standards and respect for



authority; however, they also noted concerns
regarding the misuse of office resources and
absenteeism. Leadership practices that align with
transformational  traits  received  positive
evaluations. The organisational culture was
characterised by excessive centralisation and
rigidity, potentially constraining staff autonomy
and hindering innovation. Psychological factors,
including emotional demand, autonomy, and work-
life balance, significantly impacted staff
perceptions of productivity. This study empirically
validates the composite influence of workplace
behaviour on productivity in the Nigerian public

sector, thereby contributing to the existing
literature. This indicates that administrators of
public tertiary institutions should adopt a

comprehensive strategy to enhance productivity.
Although ethical compliance is essential, an
excessive focus on strict codes that neglect
leadership empathy, institutional adaptability, and
employee psychological health may lead to adverse
outcomes. The observed negative relationship
between workplace ethics and productivity
indicates a potential misalignment between
established norms and employee experiences,
necessitating a reevaluation of ethical enforcement
approaches.

Conclusion

The influence of workplace behaviour on employee
productivity within public tertiary institutions in
Ibadan, Oyo State was examined by the study. The
interrelationships between four key workplace
behaviour variables: workplace ethics,
management styles, organisational culture, and
psychological factors, and how these factors
collectively impact employee productivity were
specifically focused on. As such, it was revealed
that workplace behavior significantly influences
employee productivity in higher institution of
learning. According to the findings, workplace
ethics was the main predictor of productivity,
emphasising the importance of ethical practices in
shaping employee performance. The study also
identified the need for a re-evaluation of ethical
practices within these institutions, as discrepancies
between formal codes and actual practices were
observed. While management styles, organizational
culture, and psychological factors were positively
associated with productivity, they did not reach
statistical significance, suggesting that their
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influence may be less direct compared to workplace
ethics. Generally, valuable inputs on the application
of workplace behaviour theories within public
institutions were accentuated in the study.

Recommendations

Institutions ought to reassess the formulation and
implementation of workplace ethics. Ethical
policies ought to be participatory and context-
sensitive rather than rigid and top-down, ensuring

alignment with institutional objectives and
employee experiences.
Leadership training must prioritise the

development of departmental heads' abilities to
inspire, mentor, and creatively challenge their staff.
This is likely to enhance employee motivation and
commitment.

Management should decentralise decision-
making  processes and promote  diverse
perspectives. This can empower employees, boost
morale, and increase productivity by fostering
greater inclusion.

Implementing programmes to monitor and
manage job stress, emotional burnout, and work-
life balance to enhance employee well-being. This
encompasses mental health support services and
policies that advocate for flexible work practices.

Incorporate  psychological support within
human resources policies. In addition to
productivity metrics, it is essential to prioritise
employee well-being as a strategic focus.
Institutions ought to formulate customised wellness
strategies informed by insights from psychological
audits.
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