DISCIPLINE AS A MEANS OF REGULATING EMPLOYEES BEHAVIOUR IN AN ORGANIZATION
(STUDY OF ODO OTIN LOCAL GOVERNMENT, OSUN STATE)

By
OLASEHINDE SAMSON DAMILOLA
ND/23/PAD/PT/0349


BEING RESEARCH PROJECT SUBMITTED TO THE DEPARTMENT OF PUBLIC ADMINISTRATION, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES (IFMS), KWARA STATE POLYTECHNIC, ILORIN

IN PARTIAL FULFILLMENT OF THE REQUIREMENT 
FOR THE AWARD OF NATIONAL DIPLOMA (ND) 
IN DEPARTMENT OF PUBLIC ADMINISTRATION, KWARA STATE POLYTECHNIC, ILORIN.






JUNE, 2025
CERTIFICATION
[bookmark: _Hlk166504033]
[bookmark: _Hlk167214343]This is to certify that this project work has been written by OLASEHINDE SAMSON DAMILOLA  with matriculation number ND/23/PAD/PT/0349 and has been  read and approved as meeting parts of the requirements for the Award of National Diploma (ND) in the Department of Public Administration, Institute of Finance and Management Studies, Kwara State Polytechnic, Ilorin, Kwara State.

_______________________				__________________
MR. SA’AD A.						DATE
(Project supervisor)

_______________________				___________________
MR. OLOWOOKERE A. O				DATE
(Project Coordinator)

______________________				___________________
MR. SERIKI I. A						DATE
(Head of Department)	


______________________				___________________
(External Examiner)						DATE
		


DEDICATION
This Project Is Dedicated to Almighty God.













ACKNOWLEDGEMENTS

All praises go to Almighty God for his protection, grace, good health and knowledge over me which I use to start and complete this project. Therefore, I say may all glory, honour, praises, adoration and thanks be ascribed to the Almighty.

I am very grateful to my supervisor Mr. SA'AD A. for his thorough checking and correction throughout my project writing. I also appreciate the amiable Head of Department (HOD), my project coordinator; and all other lecturers and staff of public administration Department, Kwara State Polytechnic, Ilorin for their positive impacts and contributions.

I also recognized the moral support of my parent Mr. and Mrs. Saka for their supports. May almighty God grant them good health and they shall eat the fruit of their labour (Amen).

I cannot forget my wonderful friends, family and  love ones. I really appreciate your effort both financially and morally Almighty God will continue to bless you abundantly 

TABLE OF CONTENT
Title page										i
Certification										ii
Dedication 										iii
Acknowledgement 								iv
Table of content									vii
CHAPTER ONE: GENERAL INTRODUCTION 
1.1 Introduction 								1
1.2 Statement of problem							2
1.3 Research Questions							3
1.4 Objective of study								4
1.5 Research of hypothesis							4
1.6 Scope of limitation of study						5
1.7 Definition of terms								5
1.8 Historical Background Of The Area Of Study				6 References 									8


CHAPTER TWO	
LITERATURE REVIEW 							9
2.1	Introduction 								9	
2.2	Conceptual Framework							10
2.3	Theoretical Framework							12
2.4	Empirical Review								20
	References 									21
CHAPTER THREE
RESEARCH METHODOLOGY 						22
3.1	Introduction 								22
3.2	Research Design								22
3.3	Sample and population of the study					22
3.4	Sources of data								23
3.5	Technique For Data Analysis						23
Reference 									25
CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS OF FINDINGS		26
4.1	Introduction 								26
4.2	Data Presentation and analysis						26
4.3	Testing of Hypotheses							35
4.4	Summary of the chapter							37
	Reference 									38
CHAPTER FIVE
SUMMARY, RECOMMENDATION AND CONCLUSION		39
5.1	Summary									39	
5.2	Conclusion 									40
5.3	Recommendation 								41
	Bibliography 								44



CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND TO THE STUDY
Discipline is an essential aspect in human resources management. It is vital to all organization group action. Tripartite (1999) asserted that discipline is inevitable in an organization.The issues of discipline has generated more controversies and list of argument had been on why low and when to apply disciplinary action.
	This discipline is a necessary tool in use accomplishment of organization goals. Etzion (1981), stated that organization are social unit (human grouping) deliberately constricted and constructed to seek specific goals in this case, members of an organization must reasonably adhere to the code of behaviours established by the leadership of the organization so that the agreed upon goals can be accomplished.
	As a matter of fact, discipline so as not stop at the organization level. Organization discipline could be said to be the minor of societal discipline. Since the primary aim of the public service, organization like the Odo-Otinlocal government, it is to provide various services to the people, polices must be made, rule and regulation for accomplishment of goal would have to be formulated. In the process of striving to achieve the goal and aspiration of the organization, management is confronted with many disciplinary problems, prominent among these are: 
a. Insubordinate 
b. Absenteeism 
c. Dishonesty 
d. Habitual lateness to work 
e. Foul language 
f. Poor performance 
g. Negligence 
h. Will fall of government property 
For an organization to achieve its aim it has find a way of overcoming those types of problem. Consequently, this research is on the use of discipline as an effective means of control in the management of a public service organization. The study therefore attempts to examine the rule and regulation of Odo-Otin local government council in relation to its employee duties, the discipline procedure, discipline action and problems that under effective management of the organization. This is because if the membership of an organization falls to abide by the rule and regulations, then that organization faces the problem of anarchy, chaos and of course an imminent collapse.
1.2 STATEMENT Of THE PROBLEM
There are many problems that effect an organization when discipline is lacking. Among such problem is lateness to work, absenteeism, negligence, fraud, disobedience of lawful order quarrel some and so on. Usually6 the concern is always on how these problem can be reduced the beeriest minimum for effective management. Realistically, a number of social economic cultural political reason contribution to indiscipline, in an organization; prominent among the causes or acts indiscipline is the perception. 
a. Leader style are perception 
b. Lack of motivation
c. Lack of timely redressed of workers grievance 
d. Uninteresting work
e. Political influence 
Looking at some of these causes, it will be seen that they have a very significant effect on organization discipline. In the first instance, the leadership style and perception of management has a direct link with organization discipline. If in an organization the leadership styles’ being operated is autocratic, it may increase productivity but this may be temporary, the long run effect is that human asset of an organization will be depreciated greatly to the extent, it will result in consequent negative effect on discipline. 
	In view of this, this research strives to see how discipline is being used as a means of effective control in the management of human and material resources in the Odo-Otin local government council, Odo-Otin as an organization set up.
1.3 RESEARCH QUESTIONS
The following research questions were raised to guide this study
i. Would Discipline regulate human behavior?
ii. Is there any significant relationship between discipline and employees’ behavior in an organisation?
iii. Is there any significant difference between employees’ behavior and discipline in an organization?
1.4 OBJECTIVES OF STUDY
There is no doubt that the efficiency and effectiveness of employee in the local government council depend on discipline. Thus, for organization goal to be achieved, rule and regulation governing such organization must be obeyed. This may be the probable reasons why Davis (1982), sees as the voluntary, conformity with rules and regulation and policies of an organization using Odo-Otin local government council, Odo-Otin as a case study. It is the aim of the study to examine the use of discipline as a means of effective management control. This study also aims at examine the rule and regulation and disciplinary procedures. In the same manner the work examine why, how and when a disciplinary action is taken, as a matter of fact, the research aim at giving a thorough analysis on the historical background of Odo-Otin local government as well as providing a lasting solution to the challenge of discipline in the organization. 
1.5 RESEARCH OF HYPOTHESIS
The following hypothesis will guide the research toward the achievement of the objectives of this research work:
i.  There is no significant relationship between discipline and employees’ behavior in an organization.
ii.  There is no significant difference between employees’ behavior and discipline in an organization.


1.6 SCOPE AND LIMITATIONS OF STUDY
This research is basically concerned with the organization policies, rule and regulation as well as these are being adhere to by the employee of Odo-Otin local 8government council, Odo-Otin study also examine disciplinary procedure, disciplinary action and how discipline is used as a means of effective control in the management of human resources in the consideration various problem associated with the use of disciplinary measure as a means of control the research work would be limited to the Odo-Otin local government council, Odo-Otin as the case study.
1.7 DEFINITION OF TERMS
In this study, the following term would be understood on the basis of the contextual definition provide below 
CONTROL: This means the system of measuring performance and comparing result with the standard laid down at the planning stage and identifying possible deviation that could occur.
DISCIPLINARY: This involves the process of co-ordinating or moderating of behaviors by the use of reward or penalty.
EFFECTIVENESS: This refers to the act of bringing about the desired result of making a striking impression.
MANAGEMENT: This involves are process of utilizing resources influencing human actions facilitating change in order to achieve organization goals. 
PUBLIC SERVICE ORGANIZATION: This is an organization set up or an institution established to provide basic social need to the populace.
1.8 	HISTORICAL BACKGROUND OF THE AREA OF STUDY
	Odo-Otin is a local government area in Osun State, Nigeria. Its headquarters are in the town of Okuku. It has an area of 294 km2 and a population of 134,110 as of the 2006 Nigerian census. The LGA takes its name from the Otin River, which traverses it.
ORGANIZATION STRUCTURE OF ODO-OTIN WEST LOCAL GOVERNMENT COUNCIL
	The organization structure of Odo-Otin local government council is viewed from the contact of the role and responsibilities. These therefore, fall into bread categories that is the political as well as the administrative decision. The former is the council executive and the latter is the work force of the local government council.
FUNCTION OF EACH DEPARTMENT IN THE LOCAL GOVERNMENT COUNCIL (ODO-OTIN)
i. LOCAL GOVERNMENT COUNCIL: with the introduction of the presidential system of government level, the council has twelve member of council which represents each ward of the local government. The council is the highest policy making body of the local government the power exercised on behalf of the council.
ii. CHAIRMAN: The chairman is the chief executive officer of the local government and responsible to the council for the management of finance of the local government including any assigned to him by the council or the governor.
The administrative and its function are;
i. SECURITY: the local government secretary is now a political appointment, the chairman appoints him as the secretary to the council and he is the recording officer of all members and meeting of the council and keeper of all relevant documents.
ii. CHIEF ADMINISTRATION OFFICER: Assist the deputy director in the day running of the local government affairs he deed with staff matter.
iii. OFFICER PRINCIPAL ADMINISTRATIVE: Take directions from the officer administration officer and performs his schedules duties.
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CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION 
The relevance of various examined in this studies in the fact, it has become clear that organization and employees discipline is a described and indispensable tool, though it may be sometimes unpleasant this has therefore thrown adequate light into its effectiveness as means of control. Similarly the use of control or discipline may become effective if not properly administered. For instance, an organization that only and always the negative disciplinary approach i.e (the big stick) it likely to end up with for employee performance. This because, is a situation like this, workers will only because of the area of punishment that will be enough to avoid punishment conversely, if an organization adequacy, make use of the positive approach to discipline the workers will definitely perform effectively and efficiency. 
These reviews therefore cover the following areas:
1. Meaning of discipline and disciplinary action
2. Types of discipline 
3. Approaches of discipline




2.2 	CONCEPTUAL FRAMEWORK
	According to Allen (1985), discipline is defined as a code of life in accordance with rules Ro Lim, where two or more persons are working or living together, either conduct must be controlled by some sort of code, if they are not to be in constant conflict, Allen concluded that, the larger the group, the greater is the need for some form of decree of discipline.
	Tripath (1991), viewed discipline as an inevitable correlate of an organization. To be organized means to be discipline and vice versa. He argued that the behaviours of an employees is at the root of all discipline is an organization. 
	According to him, every manager will want his behavior to be in conformity with the required system which has been prescribed in order to achieve the organization goals. In the opinion of Tripath, seldon we find works deviating from this required system. 
	The reasons are they have their own unified individual system behavior each they cannot easily give up when enter as member of an organization. 
	Writing on the concept or discipline, Ralph Davies (1981) defines it as the voluntary conformity with the rule and regulation of political of an organization. He sees discipline a managerial process for inducting individual and group behavior. It aims at restraining improper behavior integration of personal and organization interest and the assurance of correct action in the future.
	Examine the concept disciplinary action in the hand Flippo, (1968) consider the form to be ambiguous. According to him, a broad interpretation would consider, conditioning of future is very description to the effective functioning of we work establishment.
Consequently according with organization at rule and regulations, such employees are therefore punished discipline action therefore involves the process of meeting out punishment to an offending employees 
TYPES OF DISCIPLINE
	Discipline has been generally category into two types. These are positive and negative discipline.
	Positive was been described has self-discipline which is the best discipline according to Tripath (1991) refer to an organization atmosphere in which subordinate receive fair treatment on the other and negative or positive in one in which management has to exert pressure become increasing server, each time a person is discipline. It is called progressive or corrective discipline. To him discipline consists of the type of supervisory leadership that develop a willing adherence to the necessary rule and regulation of the organization. The employee both as individual and group adhere to the desire standards because they understand believe in an support than positive support reinforcement for approved action however, this does not measure that punishment should not be applied for improper behaviors this should be down in a supportive, corrective manner, such that there not inductiveness. This is because the intention is to help not to harm individual concern it as became dear from the above expression that organization discipline cannot be achieve without employee see it discipline this is because is such situation discipline is not imposed.
	Therefore conflict Eli agreement between the management of an organization and its employment is greatly minimized. 
	However the virtual of see it discipline had been argued to be very rare and that is where some forms or coercion would to be introduced and applied to ensure that all member of an organization adjust their conduct in accordance with acceptable standards.
2.3	 THEORETICAL FRAMEWORK 
	This research work will be anchored on employees discipline, how employees have to behave in an organization. Etizon(1981), stated that organization and social units (human grouping deliberately constricted and constructed to seek specific goals in this case members of an organization must reasonable adhere to the code of behavior established by the leadership of the organization so that the agreed upon goals can be accomplished.
	In social and management sciences research, in order to avoid ambiguity in the interpretation and understanding of certain terms, it is imperative to start an academic exercise of this nature by combing the conceptual and theoretical contours of the subject matter of analysis. Though consensus may not be achieved on a universal definition of discipline. Worthless, it is an exercise worth pursuing if only to sketch the parameters of the subject matter (Victor & Maurice, 2012).
	Discipline is understood differently by people while some people view it as a punitive measure or chastisement, which generates fear, reproach when one is involved in a wrongful act, others look at it as underlined and conformity to rules and regulations etc. in order to clarify these difference in view or notion of people, an attempt will be made in this section to explain the concept discipline with the help of definitions of some authorities and explanation by the winter on the subject 
	Knight (2014) defines discipline as a pattern of behavior which can be traced back from a particular training. This behavior is portrayed by a person in order to demonstrate his personal straits. An employee, for example reflects a particular behavior in a workplace situation and his behavior contributes towards attaining his or her goal at the organization. Dumisan (2002) definediscipline as a system of rules and mechanism for ensuring that disciplinary codes are followed. This implies that every organization has its rules and regulation “dos and don’ts” observance of these sets of rules in itself is discipline. But in the view of Ajumogobia (2007) in a seminar presentation assert that discipline in the work place does not mean strict and technical observance of rules and regulations for the survival of their organizational system. Rather, it implies a situation where workers are expected to cooperate and behave in a normal and orderly way, as any reasonable person would expect on employee to do. 
	Discipline is action taken against an employee for violating established rules. Discipline is occasionally necessary to maintain employee performance. He adds that, in general, the host discipline is self-discipline; the biggest challenge of management will be developing self-discipline among the subordinates. Once employee understand what is expected of them, they will perform satisfactorily, (Bedeian 1987)
Types of discipline 
	There are different types of discipline. It is the specific function discipline performs that determines its type. The following types includes: preventive discipline, corrective discipline and progressive discipline 
Preventive Discipline: It is regarded as preventive when organization design and put in place programmes or measures that discourage or dissuade organizational member from coming late, absentee is redundancy, disobedience to superior officer, insubordination among others. Preventive discipline is meant to prevent violation or deviation. Therefore, it is usually stated expressly without ambiguity in simple terms for the high and the know in the organization to understand the message. For example “loitering during work hours is prohibited” 
Corrective Discipline:This form of discipline is an act against violators and nonconformist. It emanates as a result of organizational member flagrant disobedience to what the management focus at in their rules and regulation or violating standards. While preventive discipline is preemptive in nature, corrective discipline is services two purposes which are (i) to reform or discourage further violation by sanctioning the violator and (ii)to prevent future or forestall future reoccurrence of the undesirable behavior among other employees (to source as a determent)the tool of corrective discipline is penalty or sanction while the preventive discipline can be regarded as threat. 
- Progressive Discipline: It is a disciplinary system that employees the use of higher or stronger penalties for offences that are repeatedly committed. The penalty graduated from the minor to the major. As the offender repeats the same offence, the subsequent penalty increases in severity unity it gets to the most servers. The number of times an employee can commit a to the other most organizations do spell out what constitutesindiscipline and the procedure for penalizing erring employee. However, it should be noted that management’s mange the number of times discipline is inflicted on employees by their supervisors. This is because there are instances where these are maliciously done (Dumisan, 2002)
APPROACHES TO DISCIPLINE
It has been explained that there various approach to the administration of discipline and disciplinary action.
	However, two major once according to Oyedele, (1997) and Treat (1991) are the hot stove rule and progress discipline.
	The hot stove rule: this approach was popularized by Dailies MC Greaser who grew and analogy between touching a stove and undergoing discipline. It indicate that when a person get burnt on a stove such person does not blame the stove but him or herself according to this approach, disciplinary action should have the following consequence.
a. Burnt immediately i.e. disciplinary action should be taking immediate to that the individual will understand the reason for it and`` that of the offended will have no means to rationalized or convene himself that the is right.
b. Providing worming to the employees of the punishment a violation of rule. As one move toward the stove heart warn one of an apparent danger. 
c. Give consistence punishment as with stove each person who touch is get burnt the same way. 
d. Burns impersonality just like the hot stove, there no favorite and punishment are not tempered.
FEATURE OF AN EFFECTIVE DISCIPLINARY PROCESS
	A disciplinary procedure is directed against the worker’s behavior rather than the person key features of an effective process include the following principles of disciplinary workers 
1. The length of time between the misconduct and the discipline should be short. The discipline to be most effective, it must be administrated as soon as possible, but without making an emotional, irrational decision. 
2. Disciplinary action should be preceded by advance warming. Noting rule infractions in an employee’s record is notsufficient to support disciplinary action. An employee who is not advised of an infraction is not considered to have been given a warning. Noting that the employee was advised of the in fraction and having the employee sigh a discipline form are both valid employment practices. Failure to warn an employee of the consequences of repeated violations of a rule is a frequently cited reason for overturning a disciplinary action.
3. Consistency in the discipline procedure is key inconsistency lowers morals, diminishes respect for the supervisor, and leads to grievances. Consistency does not mean that an absence of past infractions, long length of service, a good work record, and other mitigating factors should not be considered when applying discipline. However, an employee should feel that under essentially the same circumstances any other employee would have received the same punishment penalty.
4. Supervisors should take steps to ensure impartiality when applying discipline. The employee should feel that the disciplinary action is a consequence of behavior, not of personality or relationship to the supervisor. The supervisor should avoid arguing with the employee and should administer discipline in a straight forward, calm manner. Administrating discipline without anger or apology and them resuming a pleasant relationship aid in reducing the negative effect of discipline.
5.  Ordinarily the supervisor should administer disciplinein private. Only in the case of gross insubordination or flagrant and serious rule violations is a public reprimand desirable then a public reprimand helps the supervisor regain control of a situation. Even in such situations, however, the supervisor’s objective should be to regain control, not to embarrass the employee.
6. The supervisor should warm the employee of the result of repeated violations. Sometimes suggestions to the employee on ways to correct behavior are beneficial supervisors should be very reluctant to impose disciplinary suspensions and to discharged workers levels of management. However, even though supervisors usually lack the power to administered disciplinary suspensions or to discharge workers, they are nearly always the ones who must recommend such action to higher management.
7. Finally, it is necessary to document the action taken and inform others in the organization. Any time an organization taken disciplinary action, it must consider the possibility of an equal employment opportunity compliant.
The documentation should be sufficiently detailed that another manager at a similar level in the organization would come to the same conclusions or least see clearly why the decision was made. Sufficient documentation does not mean that every detail of an individual’s work needs to be recorded. Rather, the manager should keep accurate records of those elements that significantly contribute to or hamper the work effort. In addition, this information, both positive and negative, should be communicated to the employee either orally or in writing.
SUMMARY 
If a company is to have a successful employee disciplinary procedure, the organization and the manager have important rules to play. In practice, companies assume the responsibility of establishing rules, communication them to employees, and developing a penalty system for enforcing them. The manager’s role in the disciplinary procedure is district form that of the organization, yet the two overlap and support each other. Managers are responsible for implementing the organization’s discipline procedure. This requires them to do several things. They must compare their organization’s rules with employee behavior to determine whether a rule has been broken; they must determine whether they have sufficient proof that the employee did indeed break the rule; they must decide what corrective action should be taken and then take it; and must document whatever action is taken. To the extent that all managers perform these steps effectively, the disciplinary procedure will be effective and there is a very good chance that employee behavior on the job can be significantly improved. 
CURRENT TREND IN THINKING
The conceptual explanation of discipline as a means of regulating behavior in an organization. According to oxford dictionary discipline can be seen as training which produces obedience (willingness to obey) or self-control, often in the form of rule, and punishment if these are broken, or the obedience or self-control produced by this training.
	Public sector as a whole does need a huge lot of training (discipline) so that it aim but to take care of well-being of the people in the society can be met, the problems which arise in thinking above efficiency are caused by inefficient training it has been rearguard that discipline is the central issue in contemporary Nigeria public administration.
	The term discipline could be given different meaning depending on whose perspective the definition is being provided. It conveys different meaning to different people it constitutes efficient performance varies from time to time and from organization to organization.
2.4	EMPIRICAL REVIEW
In view of all literature examine in this study it evidence that, and of the most difficult task of the management disciplinary action through changing nature of the labour force which make the enforcement discipline more complex because of the general dislike for the traditional method of discipline.
	However, both manager and other superior will have to convened from taking disciplinary action when it is justify Julius (1979) commented that taking such action is one of their unpleasant duties an one of the assumption which they are consequent or failure to administer discipline can result to empire acceptance of approval of the misconduct more over the problem may become more server while disciplinary action more biff cute to be administered. 
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION 
This chapter contain the source of data, method use while carrying out the research, study and the problem encountered by the research, during the course of the research in view of this, the research would make some analysis of data collection instrument which would make some analysis of data instrument which would later be presented and analyzed in the subsequent chapter of this work to ensure the principle of completeness and originality, the researcher met some of the staff of Odo-Otin local government council, this is done derive efficient comprehensive information and also to provide solution to problem that might have been affecting the case study as other relevant agencies such as the federal or state government.
3.2 	RESEARCH DESIGN
The research design that was used for this study is survey type. Method was used because the study requires the researcher to collect information for the purpose of describing the study in details. It will reveal the discipline as a means of regulating employees behaviour in an organization
3.3 	SAMPLE AND POPULATION OF THE STUDY
The research conversed the officer in charge of the information unit, who gave the total number of staff including the superior are (1,226) one thousand two hundred and twenty-six approximately. However, out of the above population of staff. The sample drawn is 200, since it may cumbersome to exanimate the whole population the researches effort is trying to get set concise information, led to the preparation of draft questionnaire upon which the analysis in the next chapter is based in this research work. 
3.4 	SOURCE OF DATA/DATA COLLECTION INSTRUMENT
	The primary data is basically concerned with the collection of information by the research; the primary sources are collected for a specific purpose (s)
(a) Interview: this is carried out where both the arch and the respondent converse together. The interview where may be oral or record on.
(b) Observation: the research were observes a phenomenon, how thing are being done. It is the oral description of event or articulation themselves meaningfully.
(c) Questionnaire: this refers to the form containing or more questions on an issued/problem which required the respondent to indicate their opinion or attitude completing the form themselves.
The secondary sources on the other hand refer to the information gathered from other relevant materials which may be useful for the research finding. These include textbook, journal, magazine, newspapers, and periodicals and so on. 
3.5 	TECHNIQUE FOR DATA ANALYSIS
	This involves the mathematical presentation and analysis of raw data information collected from the sources using simple tabulation percentage (%). This aspect is very important in research studies, because it determines the result to be achieved after the whole information gathered had been analyzed. The researcher makes the analysis the total finding to examine the area of lapses or loopholes in the subject as well as the case study.  
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CHAPTER FOUR
DATA, ANALYSIS AND INTERPRETATION OF DATA
4.1	 INTRODUCTION
	This chapter includes the historical background of Odo-Otin local government council, organization structure presentation and analysis of data. The researcher present raw data/information that is being gathered from the use of study as well as the analysis based on the use of discipline in the organization. It is important to understand the background of Odo-Otin local government at the federal state establishment.
	Also, the researcher is interested in examining the organization structure from the top level of bottom line hierarchy. In an attempt at providing a meaningful result to the use of discipline as a means of regulating employee behavior administered questionnaire were used to extract recusant information from the number of staff. The opinion of the respondents on the use of discipline shall be examined in this chapter of research study.
4.2 	DATA PRESENTATION AND ANALYSIS
	There is no doubt that to achieve organizational goals. Employees should be aware of the policies rules and regulation of such organization. The awareness is expected to direct and control the activities of the employees in the organization of converse, when employees are ignorant of brooding standard of the organization. Moreover, it has been argue that where ‘’there is no law, there is no crime’’. In view of this, the staff of the organization was asked if they are aware of the council rule and regulation and whether or not they have been five loaned of possible consequences of breaking such rule. The response are shown in the table 4.3 below
TABLE 4.2.1
Employees awareness of the Odo-otin local government council policies rules and regulations
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Yes
	162
	90

	No
	18
	10

	Total
	180
	100


· Source: Researcher’s field survey, 2024
Table 4.3.1 shown that the hundred and sixty two (90%) are aware of the organization policies, rules and regulations. Staff claimed to be aware of the council cardinal aims and objective as well as its goals aspiration, as a matter of fact, further investigation review that some employee have just been recruited. This set of people might probably be annoyed the eighteen respondents who claimed not to be aware if the organization rule and regulation made directly into a hand book is then to all the employees for Odo-otin local government council Odo-otin just like any other public services organization have their set of rule and regulation in a single book called the civil service rule. Thus, when the staff were asked through which medium they become aware of the rule and regulation of the council, seventeen (9.4%) of them mentioned verbal services the hundred and fifty to (34.5%) or the respondent claimed it was through the civil service ruler and book, while eleven (6.1%) of the respondents said they got their information from the notice board (see table 4.3.2 below).
TABLE 4.2.2: Employee responses in their sources of information in the Odo-otin local government council policies of rule and regulations.
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Verbally
	17
	84.5

	Civil services hand book
	152
	8.45

	Notice board
	11
	10

	Total
	180
	100


Source: Researcher’s field survey, 2024
	The implication of the employee response is that majority of the organization staff have access to the civil service hand book even if it has been given to individual staff members. As a matter of fact, further investigation shows that a copy of the service rule is always available in the open registry, one each unit with the personnel officer respectively. The organization to be in conformity with establishment rule and regulation.
	Organization policies, rules and regulation have direct or relationship with the employee discipline and productivity. If organization rule and regulation are harsh and draconoius employee might only be cowed into observing them while in reality does not necessarily make a discipline workforce. On the other hand, far and human rule and regulation will greatly enhance employee of the organization were asked to indicate their response are summarize in table 4.3.3
TABLE 4.2.3.; Employee response on whether or not the council rule and regulation are fair or harsh
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Harsh 
	17
	10

	Fair
	162
	90

	Total
	180
	100


Source: Researcher’s field survey, 2024
	The table show that eighteen of the total respondent (10%), claimed that the rules and regulations of Odo-Otin local government council, Odo-otin are harsh therefore do not contribute to effective and discipline workforce and sixty-two representing (90%) of the respondent is fair and reasonable. In view of this, one can conclude that the rules and regulations of Odo-otinlocal government council are fair and reasonable. It is on the basis of this that employee of the organization were asked if they learn from the punishment of their colleagues who goes against the rule and regulations.


TABLE 4.2.4: Employee responses on whether or not they learn from the punishment of others.
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Learn from punishment
	125
	69.5

	Indifferent of punishment
	44
	24.4

	Exhibit negative behavior 
	88
	6.1

	Total
	88
	100


Source: Researcher’s field survey, 2024
Table 4.2.4 show that the hundred and twenty five (69.5%) of the respondents claimed that employee learn from the punishment of their colleagues, forty five (24.4%) respondents stated that employees do not learn from the punishment of their others, while eleven (6.1%) of the total respondents believe that employees exhibit negative behavior rather than learning from the punishment of others. Thus, the argument by some people that working do not learn from the punishment of the other colleagues cannot be tunable home. In the process of the above discussion the employee were asked if there is an opportunity for them to define themselves before a disciplinary action is taken.

TABLE 4.2.5: Employee responses on whether or not they are allowed to define themselves before a disciplinary action is taken.
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Yes
	155
	56

	No
	25
	94.4%

	Total
	180
	100


Source: Researcher’s field survey, 2024
Looking at table 4.2.5 one hundred and fifty-five (86.1%) of the respondent represented affirmatively while twenty-five (18.9%) workers gave a negative answer.
This therefore presuppose that Odo-otin government council operating a disciplinary procedure that believe in legal manner that no one should be condemned unheard. Consequently, whom the employees were asked to 
Respond to two types of method defense that the Odo-otin local government council operation the following responses were obtained as shown in table 4.3.6.



TABLE 4.2.6: Employee response to the type method of defense operated by the Odo-otin local government council, Odo-otin.
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Verbal defense
	10
	56

	Written defense
	170
	94.4

	Total
	180
	100


Source: Researcher’s field survey, 2024
	The respond contained in table 4.2.6 show that ten (56%) of the respondent claimed that there is a right and mention verbal defense while one hundred and seventy (94.4%) respondents claimed written defense. However, further investigation reveal that written defense is usually required if the offence involved a misconduct which is so serious to be condemned or an offence that indicate a general trend of inefficiency. In any case the written defense method being used by the Odo-otin local government council, in the case of serious act of indiscipline enable the management to have through investigation into the cause of employee misconduct before discipline action is taken. In this way, taken lastly decision on a sensitive matter is greatly reduced.
	Furthermore, staffs of Odo-otin local government council were asked to indicate whether or not better is a result of appeal in the discipline procedure of the organization their responses are shown in table 4.3.7 below.
TABLE 4.2.7: Employee response on whether or there is light of appeal In the Odo-otin local government council disciplinary procedure.
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Yes
	67
	37.2

	No
	103
	57.2

	No idea
	10
	5.69

	Total
	180
	100


Source: Researcher’s field survey, 2024
From table 4.2.7 it will be seen sixty seven (37.2%) of the respondents claimed that there is a right \of appeal in the Odo-otin local government council, one hundred and three (57.2%) employee responded negatively while ten (5.69%) expressed no opinion to the interformance that can drawn have is that in spite of the existence of the opportunity to make formal representation for an majority punishment or an un fall treatment as contained in the civil services rule which the council uses as it guide, a sizeable number of workers are either not awake of its existence where probably been deprived of such right. The workers of Odo-otin local government council were asked whether or not organize as compensable them when they perform above the acceptable standard. This is shown in table 4.3.8 below.

TABLE 4.2.8: Employee response whether or not they are compensated for the performance that are above average.
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	Yes
	122
	67.1

	No
	4
	30.0

	Not sure
	4
	2.2

	Total
	180
	100


Source: Researcher’s field survey, 2024
	The response in table 4.2.8 indicate that the management of Odo-otin local government council recognize and compensate those that achieved improve performance. One hundred and twenty-two (67.8%) respondent gave a negative response while four (2.2%) of the respondents were not sure of the situation of things.
	However, in accordance with the organization, those that perform about average were likely to be promoted ahead of who that keep to average performance this is done through the use of annual performance evaluation report from (APEK).
	The employee of Odo-otin local government council were asked to what extent can be use of discipline, the discipline be effective as control measure the response in table 4.3.7 were obtained.

TABLE: 4.2.9: Employees responses in what extent can be use of discipline be affected as control measure in Odo-otin local government council Odo-otin.	
	RESPONSES TO QUESTION
	NO OF RESPONDENT
	PERCENTAGE (%)

	To a great extent
	163
	90.6

	To a small extent
	10
	3.6

	No idea
	7
	3.8

	Total
	180
	100


Source: Researcher’s field survey, 2024
	The table shows that one hundred and sixty three (90.6%) respondents as extent at which its use can be effective from the information to the questionnaire, it can be said that the disciplinary style of Odo-otin local government council directly product of disciplinary style of the federal public service of Nigeria. Also can be stately argued that given a conductive and the existence of certain factor as examined in the study, discipline can also be effective means of control in the management of an organization with specific regard to the Odo-otin local government council. The use of discipline has been effective considering various responses given by the employees of the organization to be question been asked.
4.3	 TESTING OF HYPOTHESIS	
Believe that use of discipline can be very effective as a means of control in the management of Odo-otin local government council as an organization while ten (3.6%) expressed a contrary view and seven people (3.8%) could not precisely say whether or not it can be effective. Based on this assumption, the workers was finally asked to suggest way out through which the use of discipline can be effective as a means of control various view and suggestion are made by the workers but the major one are as follows:
1. The use of the discipline as means of control can be very effective if workers have more control over either own lives and conduct.
2. That management should hive due recognition to the fact that every has certain right that cannot be bridge by a boss in the job.
3. That discipline will be more effective which the bad ministration in a more humane from is as against a judicial system of accused prosecutor judge effective vice-versa crime and punishment.
4. That there should be period review of some of the rule and regulation in relation to the council goals and aspiration to see if they are still relevant to the prevailing situation. This is additional to the suggestion that if management can avoid too many rules particular. Those to the job at hand the use of discipline an further is effective means of control.
5. That can exceptional perform should be treated with greater tolerance whom violating some rule and regulation. 



4.4 	SUMMARY OF THE FINDING
In view of all that have been discussed, this research as attempted at getting various views and opinion on the state of discipline in Odo-otin local government council as well.
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CHAPTER FIVE
 SUMMARY, CONCLUSION AND RECOMMENDATION
5.1    SUMMARY
From the interpretation and analysis of various view and opinion examined, below are the findings of this:
i. That the effectiveness of discipline as a means of control an organization depends of many factors
ii. That the employees should be fully award of various rule and regulation of their organization so that they will be adequately and consciously guide, directed and controlled by that awareness
iii. That employee does usually know when rule and regulation are fair a reasonable and tend to really obey such rule and regulation as a means of reciprocating the virtue of fairness and reasonableness. 
iv. That discipline action taken against an airing employee does not necessary serve as deferent to other but sometime may teach, some other how avoid making some mistake that has had to the apprehensive of a particular offending employee.
v. That there is a general and widely held view especially among the Odo-Otin local government council employee that the right to against on fair, on fairs decision of the management merely exist in herring because a lot of positive disciplinary measure that were considered unfair worker had in the past being challenge 
vi. That workers can easily be motivated toward good discipline and challenge and improve productively through the use monetary reward 
vii. That it inessential to get the workers clearly uniformed of what constitute good and bad behavior and the reward or environment that could emanate from each respectively
viii. That the use of discipline cannot be effective as a means of cannot when it is applied or implemented discriminatory. 
5.2    CONCLUSION 
The effectiveness of discipline has been examined in this study because of overwhelming importance as a means of control in the management of an organization either private or public services oriented. For any organization wishing to achieve its set of good effective discipline is customary regarded as a pivot upon goal effective is customary regarded as pivot upon which farmer control rests. It should be emphasized that agreement about the means attain of organization goals and indeed about the disability of doing so are greatly referenced by assumption, in view of this, and from the attempt made in research study to discuss the issue if can be undoubtedly contended that the use of disciplinary as a means of control in the management of an organization is an issue of necessary. 
	Consequently, the anachronistic assumption or claim is being painful in untenable for its discounted use. In the same taken, it can be reasonable argue that the effectiveness of discipline as a means of control like any other organization rule has advantages and bringing about the much needed organizational control.
	Although, discipline still remain the ruler upon which all other form of control can be set, as a matter of fact, whatever may be the short coming associated with the use of disciplinary measure has continues to be very unique. It has been used to a greater extent in checking anti-social behavior that be clinical to the smooth running and effective management of an organization even if the ways manner of such action may not all pleasant. No doubt that success of an organization in mattering the status of uniqueness and dynamism was a great deal to it capacity to save a food organization discipline so that  various misconduct imminent ruler has greatly be minimize and completely checked, discipline can very effective therefore if it is properly administered. 
5.3  	RECOMMENDATIONS
This study has examined disciplinary issues as it effect the management of public service organization. There is no doubt a lot of problem can be taken by the discipline style of organization.
	It is the content that is be suggested that executive should be made to know that discipline must be used for the council benefit even through it would be temporary not pleasant if such action it not taking applying a disciplinary action requires not be shirkaway from taken disciplinary action when it is define, such action is one of their responsibility as executive and of course one of their unpleasant duties 
 Closely related to this is the fact that executive must consider disciplinary action as a tool and not weapon of supervision. In other word, penalties or punishment should be seen in the contents as a brakes in a car. The showdown on keep employee in checked when needed. They may therefore not completely eliminate understand behaviours just like brakes of a car may not completely stop an accident.
Disciplinary action therefore acts as preventive measure of a time and necessary not a curative one. Thus, when a penalty is used or disciplinary action applied. It should be in the matter of needed tool and not threatening emotional or sad is he one. 
In addition to this, since disciplinary action implies punishment which may have undesirable implication, management must be fully aware of when, how against whom and why disciplinary action should taken, it is may then will such active however unpleasant be likely to gain its purpose with maximum in an employee’s good will. It should be stressed that even when an employee fully deserved punishment, it is invariably accepted with some amount of feelings.
Furthermore, disciplinary action can be more effective in attaining its goals by adding to penalties constructive suggestion on how transgression can be avoided. In other words, an offending employee should be told not only the reason for the action taken against him but also how can avoid such punishment.
However, when an employee commit an offence it is or primordial importance that the management should taken action tire. All violation and misconduct (big and small) should be prompt enquired into. Instance, it is not unwise to wait   until break after rebuking a worker for arriving late. It is better to bend the lion when it is hot. This is because when penalty is punishment tend to identify the punishment with the offence committed. According, attempt will be made to avoid such violation in failure. The greater the delay in awarding a necessary penalty, the more fell that punishment is not deserved.
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