Chapter One
Introduction

1.1 Background of the Study
Management of employee grievances is the result of problems associated with employees and
management!. The lack of a bilateral grievance procedure has resulted in unilatera air

treatment of workers by management. This is another instance where there ar¢ n s and

balances in place to protect the workers from being treated in a discrmﬁ@y manner by

management. Management unjustly treats employees with lit@‘« for the working

conditions of the employees. (j\

The end of the political downturn in 1970, however @%1 liberated organized labour of
the dilemma of whether or not to engage @ struggles in the cause of national

tranquility. After the end of the civil WE&%IS stepped up their demands for a better wage
structure and different working and @‘ ent conditions all over the country. The protests

of workers, who became a the poor economic situation of the working class,

eventually resulted in the cre@tion of Adebo and Udoji Commissions. The strikes which took

place both during fter the establishment of these commissions marked the beginning of a

major indugi@: since the end of the civil war. The period also saw the beginning of

revoluté®pa sures by the government to resolve trade disputes?.

@n Oshomole-led Nigerian Labor Congress's (N.L.C.) efforts to promote a better

rking environment and a higher minimum wage for Nigerian workers should also be

Q mentioned at this point®>. The N.L.C. also made significant contributions to resist some of the
government's policies during this period. For example, the hike in pump prices for petroleum
products and the value-added tax, which affected the standard of living of Nigerian workers.

The N.L.C. also resisted the use of casual workers extensively in private companies during



this period, insisting that at least 80% of these workers be employed as casuals on a
permanent basis. In the initial formation phase of the labor union, mistrust and skepticism can
affect the labor-management relationship, and vice versa. This notion is reinforced when one
reflects that the union views that the organization, with its tremendous power and wealth, is
continuously seeking to put one over the union. Management, in turn, feels that the u iovs

poking their noses into their business, so that relations between the two partie rly

stages are akin to cat and rat®. \%

A brief look at labour-management relationship in Nigeria of toda oubte ly suggests that
a significant portion of the workers and employees still reject that the two sides are
entering into a cooperative partnership and that the a ective labour ties will lead
to unrest, which may lead to strikes and conse \ s of productivity and manpower.
Operations will be at a complete standstil dingdto serious economic implications and
repercussions. This is the exact re 0%4 labour relations are of vital importance.
Nevertheless, how to accomphs n intain enduring labour relations remains a bit of a
mistery. This study, ther ov esses the management of labour disaffection, as it

addresses the 1ssue of to establish a sustainable peace between employers and

employees.

Nigeriz&&l»;;orporation (NRC) was established in Nigeria during the time of colonial
ru %a
it

s accorded priority by the government of the United Kingdom because it was of greater

actually one of the British strategies for the exploitation of Nigeria's reserves, so

aneﬁt.6 It served to convey farm products such as palm oil, cocoa, groundnuts and other
primary commodities from the country's rural to urban areas for shipment to the UK. Lagos
State for instance is one of the South Western states in the southern part of Nigeria, is known
for its high capacity of agricultural produce and other natural resources. It is one of the main

beneficiaries of the rail lines that were constructed in various Nigerian cities by the former



British colonial rulers prior to 1919. The corporation has a workforce of about 1,500 persons’.
The organization possesses a strong bureaucracy, which is adhered to rigidly, and the
personnel are organized in a hierarchical manner, which improves order, efficiency, and

instructions, but delays the fast execution of the labour.

1.2 Statement of the Problem \V\

The Nigeria Railway Corporation among other corporations was created to proy, rvices

to the Nigerian populace. However, its employees are impeded with@ institutional

challenges within the corporation. These challenges thus pave wa&}&l&oy%’s grievances

within the corporation. As a result of some of these institutj enges, it often results to
low productivity in production outcome. It is b ieg& when workers are better
organizational packages, it makes them do their : itf\so much enthusiasm. Several factors

are believed to be the reasons for employ%

ce in the Nigerian Railway Corporation.
Among them are the inappropriate \in\gconditions of employees, lack of motivational

drive by the management of Ni@al ay Corporation to the prejudice of the workers, and

the most of others. Q\

As a result of th th}ﬁese grievances are not properly addressed, it thereby poses a

threat to thet nd efficiency of the corporation.
1.3 @ Objectives of the Study

%—\eral objective of this research is to investigate the salient issues affecting the level of

annagement of worker's grievances at the Nigeria Railway Corporation. While the specifics

arc:

i. To examine the major factors contributing to employee grievances in Nigeria railway

Corporation.



ii. To determine the mode of actions utilized by employees in expressing their grievances.

iii. To access the impact of employee grievances on the achievement of organizational

productivity in NRC.

iv. Analyse strategic methods deployed in the management of employee’s grievances in NRC.

1.4 Research Questions ®
In order to ascertain that this research study would fulfil its pumose@&w are the

research questions that are developed in the course of the research 5%

\
1. What are the causes of employee's grievances in the Nigeri %}r orporation?

ii. What are the various ways in through which empl e%/ent their grievances?

iii. In what way do employees' grievances have,amNihpact in the corporation?

iv. What are the management's respons@loyee grievances?

Together, all these questions h to guide both the researches and studies in finding the

underlying cause of em rievances in Nigeria Railway Corporation as well as

providing some sol% to‘aldress these grievances.

.
1.5 Signiﬁc;he Study
WithestheNecent emergence of workers' grievances on a continuous basis, the call for a
% e study to contributing to the process of developing and fostering awareness

Q arding workers' grievances as well as the handling of labour-management differences in

Nigeria and particularly at the Nigeria Railway Corporation emerges.

Management of Nigeria Railway Corporation as well as other public organizations through

this study will comprehend why grievances arises and reasons why their resentment of good



industrial relations generates grievances. Further, they will be able to appreciate the
importance of providing a grievance and complaint free work relationship environment. The
recommendations at the end of the paper will be useful in finding ways to ensure peace in the

organization.

The work also will aid in figuring out the swiftest and most effective means of re&e\%g
employee grievances. In additionally, from this study, union leaders can lea % s¢ the

bargaining tool of applying collective pressure to obtain favourable re@ olution of
ble in

grievances. groups and individuals will derive a great deal of a 1\ formation and
insight through this study concerning this process of %g grievances to the

management. Union leaders also will be able to com legal techniques that this

same study explains in the management of emplo@& nces.

In addition, this research work will det@ of use for conventional and academic

purposes. That is to say, it will beq\g&{Q for students who wishes to carry out similar

research in relating to the resem@r :
1.6 Scope of Study \&E

This research is in respect to management of workers or employee’s grievances in

reference t(@ria Railway Corporation.

1.7 @ f Chapters
&esis will be organised in five chapters. Chapter one of this research work is the

ngtroductory part. It encompasses the followings. The background of study, statement of
problem, research aim and objectives, research questions, significance of the study, scope of
the study and the definition of key terms. The Chapter Two is in three different sections. The
first part is the literature review. In this section, it encompass the conceptual review

theoretical review as well as the empirical review adopted for the study. Chapter three
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explains the methodology adopted for the research work. Chapter four of the study is the
research and discussions of findings while chapter five is the concluding part of the research

work.

1.8 Operational Definition of Key Terms

A number of the key terms, that may appear more vague or equivocal and conse %\gay
2{.? i

pose a threat to the ease of understanding and assimilation of this dissertatior, a

1dentified as follows. $\

Management: Management in this context means those that areJespon ibe in executing the

inctly

task of organizing, planning, directing, controlling and sta the >rganizati0n.

Labour: The ones who are members of the lowe®le management. They might also
re.

be considered as belonging to the non-manageten

Grievances: That is, complain by unj Q\Qﬂ oyee (sometimes by employee association or
ggdn

employee) in respect to employ@
Grievance Managemet@tﬁ‘e: It can be defined as the provision/structure put in place
/

to resolve disagreem%)ro ems which may arise in the interpretation and application of any
e
contract agree@l

Grie Coffimittee: It can be defined as the management and union representatives, who

ent.

d with the responsibility of reviewing grievances after they've been submitted from

Qe lower cadre of grievance machinery.

Entrepreneur: This simply refers to those that innovates, as well as introduces new products

and new ideals, and most importantly opens up the economic market.
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Chapter Two
Literature Review
2.1 Conceptualize Understanding of Grievances

In every academic research, the very essence of literature review is to equip the rese&hi
he

with an extensive knowledge of the research topic, and thus improve his underst@

investigated topic so as to better define the scope of the researchers, on the
investigated topic, and to establish an evaluation guidelines for thg top the study. In
essence, this aspect will rely on both secondary and data on the@%vided in journals,

scientific publications, newspapers, books, and several re >

The main sub heading under the review of relevar@ are as follow,

1. The meaning and the categories of Grie\@
2. Employee/Workers grievances in @ corporations.

3. Underlying sources for em %{ievances.
4. Procedures for hz&ling%yee's grievances.
e

5. Organizati rporation Incentives.
2.1.1 Me g and the Categories of Grievances

% may be defined as dissatisfaction of a worker, employee or group of workers over

Q@ deprivation of a deemed rights, entitlement or interest on which the employee or group is
Q entitled to. It also may be further defined as the frustration of a worker or group of workers
over managerial actions and policies deemed detrimental to the worker, employees, group of
workers, or group of employees!. Grievances similarly denote the sole reason for a protest or

complain'.



Also, a grievance is any discord between an employee or group of employee and an employer
in a work setting that severely impedes harmony and peaceful coexistence among the two
faction parties. It's also essential to realize what the law stipulates that is, grievance needs to
be in line with the terms and conditions of employment or working conditions of a person,
employee, group of persons or group of employees. Grievances that arises in bet an
employer and the labour union should a primary objective that is the advanc@ e

interests of the employees with respect to their terms and conditions of em bg&@.

Immediately dissatisfaction in the industry or corporation has reached\the state of grievance,

\
it can be divided into two main categories: (j\
1. individual or personal grievances @
N
ii. collective or group grievances? %
Individual or personal grievances are ibed\to those problems that are connected with the

denial or violation of the individual's_rights®>. They may result from the employee's being
refused a promotion, bein annual raise, or being subjected to non-application of
individual terms and con %VOf service, or perhaps even being mistreated by a superior.

However, cautioQo d*be exercised as these individual or personal grievances are not

always eas to trace or attribute to the high degree of stress in the Nigeria work
forcs&

%ers should therefore seek to ensure that all existing loops are adequately covered to
Qevent such individual or personal grievances from emerging in the workplace. Even if they
are individual or personal grievances, these always become collectively grievances that
prompt all members of the union to vent their displeasure with the manner in which union

members are being treated by the management.



Whenever a grievance arose, a conversation should be held with the manager or direct
supervisor involved to get to the real cause of the problems*. The staff person handling the
conversation must be both patient with the aggrieved worker or employee to really find what
exactly has brought about the grievance. That is to say, all grievance and complaints should
be solved within the conferment of the working place. If the personal or individual g ie@

is unable to solve within the organisational structure, it may lead to collectife up

grievance which will be a bigger problem for the organisation or corporati \%

Collective or group grievance is one that covers a group of empl or the union. It often

arises as a result of the discord and disagreement between th N nion and management

often as a result of the refusal of the corporation to ds of the labour union or
refusal of the corporation to implement a demand§
It is important to know that the reasons fqr this of collective or group grievances could

be as a result of poor housing conditg es other fringe bonuses and benefits to personal
ttéfided

grievances that were not resolv
%‘

the management or corporati nd the appointment of a member of a labor union without

to internally by the corporation. For instance, if

a justified reason, qt r%ﬁrs will feel threaten because they will believe that such a thing

e
could happen @ in the future. therefore, this will be a challenge to the union's might to

stand u& e task of protecting the interest of its members.

& % ing factors can lead to group or collective grievance:

QQ victimization

il. unfair or unjust treatment
iil. Violation of laws or regulations
iv. Lack of application of bargained agreement

10



V. Failure to comply with working conditions and non-regulated situations®.
2.1.2 Employee or Workers Grievances in the Public Corporations

As the name implies, public corporations or organizations are state-owned enterprises that are
established by the central government or one of the regional or state governments in Nigeria’.
They are formed owing to the fact that there are specified and essential sewin@lﬁ
national government cannot allow the private entities to operate. Typically, th% rvices
that are essential and are required by all and if left to private companies @ main motive

of maximizing profits, such services could become costly. \ \

Public firms are founded to be cost-effective or peopl %(@ and to provide essential

infrastructural and technical services that can be pr;v@&\e private sector only at a very

high cost. Public firms or corporations are se% central government performing the

function of an entrepreneur; for this @the organizations are referred to as public

corporation or public enterprises. \

A distinctive category of such tions in a number of countries, one of which is Nigeria,
is known as a Statutory b%‘tion. That is, enterprises that are created by specialized laws
which contain, bther things, provisions on finance and personnel. In the state
administratfon ture, the institutions and agencies are necessary for the proper
man &{t of social benefits. A useful division of public corporations is classified into

b

n groups. A public service organization, a financial services development and

@ancial services company - this is the summary of the classification:
1. Statutory Corporation
a. public corporations and utility

b. financial and development corporations

11



c. social service corporations and enterprise
2. state or regional owned corporations
3. mixed-economy firms or corporation®

From the definition, it is clear that public enterprises are organizations that are fo%
constituted of persons with a collective purpose and stated defined objectiv, %
iciency,

authority and leadership. To enable an organization to attain effectivene \%

management needs to solve the challenges of the following arnong ot ers.

The management of an organization must be able to ge p to take part in that
organization with view to attaining a desirable result han not, this participation
is initiated or consented to, while in some organiz ay be voluntary. In reference to

the structure, it is considered, the orgamzﬁ% structural roles should be split into
organizational subtasks and therefore istributed using the organizational system of
influence and authority, and ﬁnally&sy m of control should be established in order to
ensure that the parts coordipa have according to the needs of the organization. While
the issue of change is w %ﬁne organization is able to adapt to social changes in the form
of what people at\a given time. These reproaches could also be in regards to the extent
to which r tive organization is credible in fulfilling social needs. Thus, it is
uns % that Fredrick Taylor, while trying to get an organization to be truly reliable,

the conclusion that scientific or empirical management is a man-made production.

Q@ had the view and conviction that there is only one finest means of achieving a task and

that, is to explore and implement the most suitable methods by the management’.

On this premise, he therefore, set forth to devise methodology designed to lead to the

eventual discovery of one finest way in which a task could be accomplished. He's of the

12



opinion that such methodological design should not be based on workers opinion, rather, it

should be based on scientific or empirical research.

Scientific or empirical management objectively put a great deal of emphasis and effort on
production, with sole interest on focussing on what should be done to enhance the production
of the employees so that the consider investors can earn enough revenue!’. The sciebi\&x

empirical management is not an efficient device or a scheme of any % nsure

productivity, likewise a system that rewards, bonus system neither is it % . It's not

him®of writing down

\

igned to increase the

about paying men, nor does it withhold a stopwatch on human depgig
things for himself, but scientific or empirical manageme Nw

performance of the ordinary employee and to enhance %ﬂt efficiency.

Scientific or empirical management theory wa unchallenged. The scholars argued

that, since man is not merely an economi &nimal who react exclusively to financial

and economic incentives, other conc \{ d to be considered. They are of the opinion that

workers had been turned into gﬁs to the degree that they did not value their work

much and were therefor »p}:simistic and depressed!®. An employee's grievance, is

defined as an imag%a\gl\ﬁ or real claim by an employer towards the company which is
.

based on p%d non-application of the terms and conditions of employment,

misappl'&t of misinterpretation of an employee!°.

n ch misapplication and misinterpretation of the terms and conditions of the contract

@u be done by the management of the organization or by employees or union within the
Q organization. This is so because the organization is composed of groups and individuals. Here
we consider groups not only as a collection of individuals, but as an organized whole of two

or more interrelated individuals, in a way that the system may perform some related

functions, have some status and relationship among its component members, have a set of

13



values, norms that govern the operation of the group, as well as the scope of its individual
members. In any organization, we have groups and individuals whose work is directed
towards the realization of the aims and objectives of the organization. This is as a result of the

fact that no corporation or organization can perform effectively in the absence of human

element'!. \V\

In every organisation, we have individuals and groups working toward g& the

organisation objectives. This is because without human element, the%&m cannot
ith\diver

d

function. In every organization, there are different human being behaviour and

character. This is as a result of the influence that arises owni N
group, learning, discipline culture, personal needs and t Q}ﬁ
efficiency, the management must be able to rie%%task of solving these individual
problems that involves these diverse human, elémentst These problems are inevitable owning

to difference in human behaviour as a r@ﬁifferences in individual personality!!.

s, values, ethics, peer

others. In order to achieve

During the era dating human r al fiovement, employee’s grievances was at the mercies
of corporation’s adminis t&h is important to note that during this time in history,

workers grievance ware oftéuf’listened to and the most disheartening aspect is that they were
e

made to WOI‘@ rigorous working conditions which often comes with unfavourable

compe& al pay. During this time, management sees employees as individual. Overtime,

th

Qco ordtes failure to understand the dynamism of employee’s personality and grievances.

f corporate behaviour to employees starts to change, owning to globalization and

Q The perception of complaints is irrelevant in the workplace, particularly in public companies
or corporation. The most important thing is to understand the fact that grievances have occur

either such grievances is imagined or real. Realistic Approach to Conflict is pertinent here.
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The realist approach to conflict opined that conflict (imagined or real) must be accepted and

recognized as an intrinsic component of any human endeavour.

Conflict can be helpful because it can give birth to new mechanism and new ideas as a
solution to corporation problems!!. Similarly, conflict can lead to innovational changes. That
is to say, it can enhance employee or workers motive such that the workers feels the %&
excel and prosper thereby pushing themselves to meet performance goals g&ives.

Qgentitiesl L

Furthermore, conflict can help individuals or group members develo \ i

Conflict that aims at resolution and mediation of conflict betweer&‘e onflitting antagonists
is certain to have an integrative function that will enhance < N

have started. @
Diverse conflicts with past experience coul %\Aa mechanism for addressing the
re

underlying causes of disassociation and K

institutionalization and tolerance to @%\Regardless of the institutional framework that
en

exist amidst the first contract a hich brings employees and administrator together

lationship when talks

ing unity. Thus, these systems employ

an observation of the a ekﬁf or law is highly needed'?. Observance of the joint

agreement/s utmos@ﬁte prime national aims and objectives, widely held by union,

e
managemer@em and the entire public. As a result of the aforementioned, conflict

will be K eable when the two conflicting fractions are able to rub minds and understand
,
0

ifferences. It is also important to know that discipline on both sides is essential.

importantly, penalty measures for rules and norms violation are meant to be encoded

Q into agreement or more menacing into statutory law. With the help of such strict undertaking

and activity from the part of the workers and employees as well as the management of the
corporation, mutual relationship as well as observance of contract agreement will be

appreciated. Furthermore, conflict can be viewed as the medium through which group/s or
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individuals are about to be upset or have been upset of their beliefs, plans, activities or
goals.!! That is to say conflict involves scenarios in which actual goals or actual expectations
of a said group of people or person are being frustrated or on the verge of being frustrated by

some other group of person or another person.
Conflict has four different distinctive types. They are as follows:
1 Behavioural Conflict

11 Goal Conflict

ii1 Cognitive Conflict and (\
iv Effective Conflict!? &(}E
Behavioural Conflict: this is a type of confli %\ppens when a group of persons or

person exhibit some kind of behaviour

behave in an approximate manner. < \
Goal conflict: As the name i@ conflict is said to be a goal conflict when a particular

group or person desires og d for different outcome unlike others. That is to say, there is a

clash of goal in r@{) whose goal will be pursued.
Cognitive @ Cognitive conflict simply refers to when a group or person holds opinion

or ic@\are in contrast to another person or group of persons. This type of conflict can be

S re in the political sphere as well as corporate management circle.

is'wot acceptable to others. That is to say, to

Q@fective Conflict: This type of conflict is quite different and complex. It is a type of conflict

that emerges when one group or persons emotions and feelings are in contrast with other
group or persons. This type of conflict is often seen in scenarios where persons or groups

can’t get along with each other'?.
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It is important to know that these conflicts of various types are often triggered factors
meaning that any of the conflict can lead to varieties of responses from group or individual.
This therefore leads us to the need to understand what industrial relation, as well as labour
managerial relations are which often serves as media medium in which these types of
grievances are settled or managed. Labour managerial relations simply means the relatiw

that exist between the employees, not as individual persons, however, as comm@mt

identity and their administrator or employer'*.

Industrial relations refers to the management of employees relations in ‘all employment

\
scenario by the organization or by the management, their ei%&e corporation and third

party, private and the government playing the role of %
reason for the joint shared decision making in gst %g cooperation and relations is to
e

achieve organizational objectives and goals 07%
N

as the course state. Similarly, it refers @c wvering of the politics and sociology of power

er or an umpire. The sole

oration, the employees union as well

14

that exist around work situation 1 also mean (industrial relations) understanding the

relationship which exist solem ork setting or place'.

2.1.3 Factors for Wye Workers Grievances

Mutual andin@onal relations between labour and management, meeting the need of

aspiration often add to resolving grievance and the effective management

worke@
f e in a given organization. It’s in respect of the foregoing that Abramham Maslow

@in d the popular theory of the Hierarchy of Needs. We can classify these needs in an
Q hierarchical order. He subsequently classified the needs as follows: safety, physiological,

esteem, social and self actualization.
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i. Physiological needs: Physiological needs as the name implies are basically thing that are
considered as the primary or vital need of man which may include, shelter, foods, clothes,
rest and exercise, etc. these needs are considered to be the strongest needs in man’s existence
therefore they must be fulfilled first before any other needs.

ii. Safety needs: safety as the name implies, is quite close to security or surety needs.\Faey

may include but not limited to peace and comfort, emotional safety and guarangte ical

protection and safety as well as the assurance in respect to a long term e N&rg/afety and
wellbeing. %

iii. Social needs: this type of need is also known as the acceﬁ@.\hm is to say, the
individual’s two major needs has been satisfied and now, ceptance in many regards
such as being loved and also love, also correspondi %‘p participation, effective needs
and affection.

iv. Esteem (Ego) needs: Esteem needs . this is the level that showcases women and
men’s higher needs. That is, the nee@several things such as, status, recognition, power,
accomplishment, achieveme %igence, success, strength, confidence, leadership etc.
Management is expecte% rd the individual in accordance to his contribution to the

group of the mar§1 t as well as his contribution to the corporate’s achievement.
v. Self-actyalizatioy

eeds: Self actualization is regarded as the last hierarchy of need by

AbrahA{as . This is the level that aggregates all the existing hierarchy of needs earlier

ized. In a simple term, it means, the feeling of attainment and accomplishment in
Qe hat is the feeling of satisfaction with oneself. A person is regarded as self-actualized

Q when the person has been able to realise his or her potential in life. In other words, self-

actualization simply means a person’s perception that has been transformed into reality.

It is important to know that the hierarchy of needs denotes so many cogent ideas. Example is

individual attention which is highly important while values that are less are minimized and

18



are often forgotten. However, failure in achieving any of the foregoing often leads to a
behavioural pattern called defensive behavioural pattern which is characterized by depression,

rejection and aggressive withdrawal'®,

Furthermore, in analysis the motivation concept, two prominent ideas ought to be ly

examined. Fretricle Herzberg and merger Douglas both lay emphasis on the nea@\ate
conceptual understanding in a corporation, they also see laid emphasi \@
=

management of an establishment to motivate their workers in or&xt(% le to achieve

eed for

corporational goals and objectives. Megregor highlighted s &&1 p\tlon in respect of
human behaviour'®. Understanding of the assumptions @or the management for
effective use in directing and organizing human B%%@gregor basic assumptions are
further categorized into theory by him. @

In summary, the basic assumption or &Qtions of Megregor is that, ordinarily, human
being has an inherent or natural dis"ke\u anything called work, thus will try as much as

possible to avoid working if % to. Similarly, man loves to be teleguided. While noting

the fact that behind an?& ment decision or actions there lays an assumption about
human behaviou Nman nature'’. Similarly, an employee with an adult characteristics is
considered %d worker or motivated employee!’. He enjoys sovereignty, the deeper,
longer&%ﬁnore steady interest in performing his duties, whereas, a frustrated staff or

makes use of force which is synonymous to a toddler. He is full of dependency or

Qrer-reliance syndrome with shallow interest or erratic casual.

On the other hand, there are two range ideas of dissatisfaction and motivation often referred
to as motivational hygienic theory or the dualistic factor theory. Motivations are recognition,
achievements and responsibility thus work itself whereas, hygienic factors are

interrelationship with superior working relationship with peer-groups'®.
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2.1.4 Procedures in Managing Employee or Workers Grievances

Procedure employed in management of employee grievance can be said to be varied in

accordance to the company’s size as well as the union control. However, a typical procedure
of managing employee’s grievance ought to have steps of sequence. That is, sma%f
or

medium size company takes fewer steps!®. Vast majority of contracts stipulate ®

disturbed employee tenders their complaints through writing. Nigeria estaw are of
the opinion that grievance machinery is supposed to be in a k& ctive bargain

agreement. Lets for instance, a company has the grievances s p iéy, if an employee

feels he or she has been denied a fairly treatment, such a oye¢ should be opportune to
tender his or her grievance and also have the grieva G&M
procedure which has been laid down without t \/ee suffering any kind of injustice,
victimization or discrimination for takin %

0

Four different procedure or stages % management of staff or employee grievances®.

They are listed below: @

First Stage: The employ staff is due to let his grievances know directly to his or her
XY

y examined in the appropriate

e
rvisor who will then investigate the complain and subsequently

sectional 1mm§%
inform the gaf ployer of his finding three days after the immediate supervisor had been
info@&

@% Stage: if the staff or employee is less satisfied with the actions taken by the

mediate supervisor in the first stage, he may further let his case be known to the sectional

management in three days by writing.
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Third Stage: if there is no solution to this grievance after the three days, the aggrieved
employee alongside the company’s union representative can further present the grievance to

the department’s head.

Fourth Stage: If the grievances was unable to be resolved from the first stage to the third

stage, it will then be taken up by the personnel manager who will refer it to the mﬁ%g

director and a logical conclusion will be reached at this stage. When an emp(gg%wance

is resolved at the first few stages without going to the topmost ofﬁcia% ides, it is
h

believed that it thus increase grievance procedure as well as en ‘the relationship

between employees and union leaders, similarly, strengthen tk{%\d tween employees and
their employers®. @

It is evident that grievance procedure is in plac: \rectify the shortcomings as well as

the problems of labour agreement. If a%

agreement had been trampled upon K}, such grievance might be used in attempting to

restore the loses. Thus, the idea%dn nd losses could totally destroy relations specifically

if the claims made are ille&i{?}laims.

The explained vie ovg are summarized as follows:

feels the terms and conditions of his

As soon asﬁlgges have been appended on a contract, it becomes legally binding on the
two 1

@\involved.

%&ggle tends to continue particularly if a side is considered to have gained a deciding

ngantage, or if the contract involved are not collectively accepted.

Similarly, the emotional phrase of the grievance procedure often causes one of the side to see
defect or victory, the corporation can try to recoup the things that were lost in negotiation by

reassigning the work force members, retrying jobs etc. Labour or management tends to give a
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listening ears to all the grievance reports judiciously in as much as the grievance proceed are

not directly parallel with the negotiation?!.

Management or labour listens to all grievances and deal with them as judiciously as possible

since the grievance proceed is not directly comparable with the negotiation itself because it

does not in normal circumstances represent each parties bargaining strength, no one v%d

no losses. The process is a means for obtaining a better climate of labour reta@my

or the union can exercise authority over each other. Ideally, cases on which nt cannot

be reached are referred to as arbitration or industrial court. He

position to be the right one and consequently remains u@l
compromise through negotiations?2. @

The advantages of the arbitration process is tha; nt can be reached without stopping

ch party believes her
\

, this preventing any

work. Labour management and government all be responsible for deciding which
member of the industrial arbitratio N well hear their dispute. This should be more
acceptable to the parties becau %«eular arbitrator deals with a particular situation, he
naturally has a good kno e&(}f the parties as the other time. If the parties agree on the
choice of arbitrators\they more likely to accept them voluntary than one imposed on

them. Howey, our and management in order to eliminate grievance come to a

compu&&@;g collective bargaining.

; % existence of collective bargaining relationship, quite apart from the specific cause

e contract, puts continuous pressure on the employer to eliminate the causes of employee

S
Q discontent and to think in terms of human values in the management of people. Collective

bargaining is a process of handling problems in the work place. It is based on the simple fact
that people who pursue an issue of common interest have the right to discuss and arrive at a

decision on how to relate to each other, it is based on the principle that workers have a right
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to contract with their employers and recognized these rights?>. Federal ministry of
employment, labour and productivity defines it as the negotiation about working conditions
and terms of employment between employers, a group of employers as one or more
employers organisation, on the other hand with a view to reaching agreement. Collective
bargaining includes all methods by which groups of workers and the relevant e rs
come together to attempt to reach agreement in matters under discussion throughfa of

negotiation?®. Reaching the agreement depends on the two parties involved% ¢ to meet

the following pre-conditions:
x‘& \
Y

1 They must posses the necessary skills to manage the intricaCies e bargaining process.

To do this, a sufficient degree of literacy is essential. ®
i1 They must be ready to enter into agreement \@ather with the frame work of the
machinery provided for the purpose. Q

iii They must be ready to observe th @Ve agreement. The parties to any collective

bargaining arrangement have tgm=bealin mind the preconditions stated above before the

process takes place. They {2/ better position to yield here and there and adopted the

attitude of give and @,
‘ ‘

Collect'&%{‘@nng purports to introduce industrial democracy into the workplace through

el

r sentatives. The individual works make a direct and significant contribution to the

urtetiohing of the labour union?. Collective bargaining therefore provides means through
&ich workers through their elected officials, influences the industrial relations policy of the
management. The institutionalization or otherwise of collective bargaining process in Nigeria
is no longer a factor, given that the collective bargaining is already the institutionalized and is
to remain so under the new national labour policy.?? Another scholar highlighted the major

characteristics of the collective bargaining in relation to grievance process. In labour
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agreement, provision is made for the settlement of dispute and grievances arising from the
interpretation of the agreement. It also provides statutory machinery in which two parties play
major roles. Conflict between management and labour is not significantly different from

inter-departmental conflicts.

Conflict in a collective bargaining helps to bring about co-operative results by produ%

labour agreement. What this amounts to therefore is the collective bar %tms at

accommodating the conflict interest of the parties. To reach this may % rawn out

process, but it is the only way to involve a mutually acceptable sol

Collective bargaining as a process can take five main foms@‘ :
o Discussions that take place between the mans%ingﬁhe employers and the workers
0

within and established machinery to dgri ies to fight matters like inflation and

\

unemployment and also to ad\@ government on relevant labour legislation,

bodies created for such funct%\)ge he price, productivity and income board (PPIB)

and the national labo %ry council (NLAC). The agreement reached with these

are sent to the goye as recommendation actions.

° Governmes

\J

soci< Q enomic problems, provision of proposed about legislation, introduction
Q policy etc.

discugsions and consultations with employers and trade union on some

@scussion helps as part of work level conditions. This discussion result in

agreements that may or may not be implemented in practice.

Q J Agreements on procedures for setting labour dispute. This is aimed at getting
discussion on dispute between the two parties going on that have been the

contributions of both mediators or conciliators can be used for such settlement.
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. The actual bargaining process with the obligation to negotiate in good faith to ban
certain practices that might impede the bargaining process to provide various other
measures whose purpose is to ensure that the parties have relevant information which

would enable them to negotiate in full knowledge of the facts. Collective bargaining

¥

At enterprise level, the parties involved are branch union, employers, wor esentative

takes place at enterprises as well as national level®*.

and management representatives between the branch, union and mployer and the joint

consultation between the representatives or workers and man geX( At national level, the

&ﬂéon and the corresponding

t goes on between the NLC, the

collective bargaining is between the concerned ind

employers of the federation. This is also a dlS
Federation government and NECA. Settl vances in Nigeria railway corporation

Lagos State follows the same process neral procedure for settling grievances®*.

2.1.5 Organrzatronal/Co&/at n Incentives

As the name ir@ofganization or corporation incentives is used in motivating an

employee/ in a corporation or organization. Inadequate as well as insufficient

inceg eans changes or dissolution in a corporation purpose that may lead to failure in
on?. A worker or employee is regarded as a vital element in any organizational
Qg’ucture and he tends to be motivated to make higher performance when a better and robust

incentives are made available to such employee.

Two main types of incentives are explained below. They are the subjective and objective

incentives.
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Incentives are also sub divided into two which are the negative and positive incentives. As
the name implies, negative incentives are the types of incentives that are related to working
conditions or working environment specially when they’re insufficient. Whereas, positive
incentives can be said to be incentives like money, goods, materials etc. Thus, subjective
incentive can be said to be totally materialistic. There are incentives that help deal Ww
employee’s state of mind, motives, attitude of the employee to work, and the t rS.
They give a feeling of arouse instinct, the feeling of belonging, devotion a ﬁs’\nt 1cation to

the establishment as well as duties. Subjective or persuasive incent'ﬁc e regarded as

economic earning incentives which subsequently help in creati@\wt }ies of motives®.
In creating a subjugating/coercive conditions, the % or establishment tends to
introduce an authoritative or oriented climate. In yalidatiomof opportunities, the leadership or

the management of the establishment w@

reasons for the sole existence of the@or ion and also the reasons why they need to

continue to work diligently and dg.j_f}rent Liberation movements makes use of different

economic persuasive reso% stances, the defunct Biafra government made used of a

lots of persuasive @(s/

1967 to 1970. Th t 5y, motivation depends on how those in authorities can make use of

ring the Biafra/Nigeria Civil War which was fought from

incentives i‘ @ting their employees or workers.

2. % ncept of Employee Engagement

@e oncept of employee engagement is not new as many researchers and organizations have
Q been studying it for quite some time using different terms and definitions. Employee
engagement can be defined as the harnessing of organization members’ selves to their work

roles; in engagement, people employ and express themselves physically, cognitively, and

emotionally during role performances®. The cognitive aspect of employee engagement
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concerns employees’ beliefs about the organisation, its leaders and working conditions. The
emotional aspect concerns how employees feel about each of those three factors and whether
they have positive or negative attitudes toward the organisation and its leaders. The physical
aspect of employee engagement concerns the physical energies exerted by individuals to
accomplish their roles. Similarly, engagement means to be psychologically as %

physically present when occupying and performing an organisational rolez.@y

engagement is futher conceptualise as “a positive attitude held by the em towards the

as
ee
organization and its value!. An engaged employee is aware of busi& context, and works

fit o} the organization.

with colleagues to improve performance within the job for ‘@K
t

The organization must work to develop and nurture en % hich requires a two-way
relationship between employer and employee.” H WN\%\%( more engaged the employees
are, the more likely the organisation is% o achieve its objectives. From the
aforementioned definitions, it can be s SQ employee engagement takes various forms.
However, for employee engagemen@ist, there should be a two-way communication

%)yee, and this involves the opinions of the employees

being heard and taken inN{/s' erations.

2.1.7 Employef Q& *

between the employer and t

Emplo&%)ije can be defined as a two way communication between employer and

. t is the process of the employer communicating to the employee as well as

receiving and listening to communication from the employee. Much research on individual
ngloyee voice has been dominated by applications of Hirschman’s (1970) exit-voice-loyalty
framework in which dissatisfaction can be expressed by quitting or complaining. Employee
voice is being redefined in ways that go beyond the exitvoice framework’s focus on
expressing dissatisfaction?®. There are four specific purposes for employee voice. First, it is to

articulate individual dissatisfaction with management or the organization. Second, employee
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voice serves as an expression of collective organization to management. Third, it contributes
to management decision making, particularly regarding work organization, quality, and
productivity. Last, employee voice demonstrates the mutuality of the employer-employee
relationship!®. Organisations that seek to promote voice are those that believe that employees

want to contribute to the business’ and that ‘for employees to have an effective voicéinthe

important part of the communication process is not what the employer puts m(l%ﬁ it
gets back. @%

2.1.8 Organisational Performance \ \

Organisational performance is one of the most studied management sciences.
Organisational performance relates to how successf% ised group of people with a
} \( the actual output or results of an

particular purpose perform a function!. It ¢

0
organisation as measured against its inte@ ts, objectives or goals. However, high

organisational performance exists v@\the parts of an organisation work together to
achieve great results. Organisap
outcomes: (a) Financial @7

ormance encompasses three specific areas of firm

ce (b) Product market performance (c) Share holder

which can be@area of market share, turnover, innovation, productivity, profitability,

custom&’ tisfaction, etc.
@nover Intention

Q rnover intention refers to an individual’s intention to stay or leave the organisation. Some

return?’. It refers t%ex t to which a firm is able to accomplish its stated objectives

salient factors of employee turnover intention include organisational justice, organisational
citizenship behaviour, job satisfaction, job security, emotional stability, work environment,
salary level, etc?’. For instance, most government jobs have higher levels of job security due

to the presence of unions, when compared to private jobs. Jobs with strong union presence
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such as government jobs are considered very secure, while many non-unionized private
sector jobs are generally believed to offer low job security. Lack of job security happens in
two aspects. The first aspect is related to feelings that an individual has toward his/her job
setting such as transferring to a lower position in an organisation, firing or job stress. The
second aspect refers to the feelings that an individual has for the wage and salary rec%&

job promotion, lack of decision making and emotional job setting in the organisZQ/.\

2.2 Theoretical Framework %\%

2.2.1 What s a Theory? \\ \
A critical theoretical review is a review that demands%cra\rs to be skeptical of the
e

literature he or she is reviewing?’. Literature review e researcher to build upon the
work that has already been done in the field s@s researching. Also, literature review
enables the researcher to identify the us aterial for the study. The critical review of the
literature enables the researcher to @g good understanding and insight into relevant

previous research and the tr %‘[ have emerged. Therefore, through critical review of

literature the researcher yilMbe able to critically define and discuss concepts, define theories

by identifying thej E%g@s and weaknesses, and identify the inappropriateness to the study.

A theory i t@spective with which people make sense of their world experiences?.

The ﬁs{is a systematic grouping of concepts that are interdependent (mental images of

ormed by generalization from particulars) and principles (are generalizations or

Q otheses that are tested for accuracy and appear to be true to reflect or explain reality) that

give a framework to, or tie together, a significant area of knowledge?®.

Generally, there are a number of reasons why we should review management theory. First
and foremost, management theories provide researchers with a stable direction for

understanding what they experience and being able to identify what is relevant. Second,
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theories enable researchers to communicate efficiently and thus move into more and more
complex relationships with other people. Third, theories challenge researchers to keep
learning the environment which surrounds them. As a result of the forgone, this research is

adopting the scientific management, system theory as well as behavioural theory for this

research. \V\
2.2.2 Scientific Management Theory @E
The first management theory is what is popularly known as Frederic ’s Scientific

Management®°. Frederick Taylor started the era of modern mana A\l the late nineteenth
and early twentieth century; he was decrying the “aw ,\e ficient, or ill-directed
movements of men” as national loss. Taylor consistgn oyght to overthrow management
“by rule of thumb” and replace it with actual ti \Bservations leading to “the one best”
practice. He also advocated the systema ic\trathipg of workers in “the one best practice”
rather than allowing them personal \ on in their tasks. He further believed that the
workload would be evenly sha gg the workers and management with management
performing the science a '%c?lon and the workers performing the labour, each group
doing the work for 1ch itvivas best suited. The strength of the theory is its need to break
down comple mto a many little tasks, and optimize the performance of the little tasks;

hence, gua ch measured time trials. However, the theory has been criticized for its

te d 0 ehumamze the workers.

QZ Systems Theory

The systems theory has had a significant effect on management science and understanding
organizations. He defines a system as a collection of unified part to accomplish an overall
objective’!. The theory argues that if one part of the system is removed, the nature of the

system is changed as well. A system should be looked at as having the following
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components. First, inputs which include resources such as raw materials, money,
technologies, and people). Second, processes which include planning, organizing, motivating,
and controlling. Third, outputs include products or services. Lastly, outcomes include

enhanced quality of life or productivity for customers, and productivity3!.

Therefore, systems share feedback among each of these four aspects of the system.%e

the fact the systems theory seem quite essential, decades of manageme%{& and

practices in the workplace have not followed this theory. It was only recent

changes facing organizations and how they operate, have educ@ {n nagers come to
theo

face this new way of looking at things. The strength of the sy@%\
that it enables managers to look at the organizati®mader way. It also enables

managers to interpret patterns and events in the w% uch as being able to recognize the
various parts of the organization, and, in p i%t interrelations of the parts. The theory

a
is linked to this study because it advis%na rs to appreciate the various parts which form
h u

part of their organizations suc g@esources, motivation, processes which enable them
to effectively achieve their'Qt/ jectives3!.
2.2.4 Behavioural@/

on-going

ry in management is

The theory L’ourism is adopted for this research work. The key scholar under this
categow\is ;‘hﬂﬂ Mayo. The origin of behaviourism is the human relations movement that

ult of the Hawthorne Works Experiment carried out at the Western Electric

any in the United States of America that started in the early 1920s (1927-32)%2.
Experiments conducted by Elton Mayo and his associates experiments disproved Taylor’s
beliefs that science dictated that the highest productivity was found in ‘the one best way’ and
that way could be obtained by controlled experiment. The Hawthorne studies attempted to

determine the effects of lighting on worker productivity. When these experiments showed no
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clear correlation between light level and productivity the experiments then started looking at
other factors. These factors that were considered when Mayo was working with a group of
women included rest breaks, no rest breaks, no free meals, more hours in the work-day/work-
week or fewer hours in the workday/ work-week. With each of these changes, productivity

went up. When the women were put back to their original hours and conditions, tke\t a

productivity record. (&
The theory is based on the following assumptions. First, work sa@nd hence

performance does not only depend on monetary rewards, but it als ends*on other factors

\
1%& nagement response to

econd, monetary reward is

such as working conditions and attitudes, communications, p

employee problems and encouragement, working envir

not the only condition for effective relations as w% loyee performance. Third, highly
tSNI W

positive responses to, for example, improv n%
e

ressions of thanks and encouragement as

orking environments (e.g. improved
lighting, new welfare/rest facilities),sa

opposed to the use of coercive st g&_w managers and supervisors®2,

Last but not least, the in the peer group is very high, hence, the importance of
informal groups withtn the Wérkplace. The theory is linked to this study as it describes factors

that may infl e existence or absence of dissatisfaction on the part of employees as

they a&l&lj ove. Systems theory and behavioural theories were used in this study to

sh \%i portance of both supervisors and employees for effective performance of any

iZzation. The classical management theory was not used in this study because it does

or
Qgcognize the role of employees in the survival of organizations or institutions.

2.3 Empirical Review

This section deals with the review of what other scholars as well as researchers have said and

written in relation to management of employee’s grievances.
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A study conducted by Hook on supervisor and manager styles in managing discipline and
grievance®. This study thus included 91 supervisors and managers who were attending a
weekend training course in human resource topics. In terms of methodology, three vignettes
in terms of grievance situation were distributed the respondents in order to examine styles
used in managing grievances. Situations in each vignette were varied in order to in?fz
different solution styles used by respondents for different cases. The study found that~<fell”,
&

“tell and sell”, “tell and listen”, “ask and tell”, “problem solving” and “a \@t

styles used in managing employee discipline and grievance. In \this ard, the study

n” were

discovered that the “telling” style was the style in which al @w \was vested in the
a

hands of the supervisors®>. The “ask and tell” appr@

subordinates did most of the talking. The “ask and % ch was very open and involved

the approach where the

the employees having a greater degree of eon over the interaction. In the “problem
solving” style power and involvement g{ted by both parties. In “tell and sell” approach
the supervisor informed the employeg of the decision that the supervisor has made and would

then try to persuade the empl %\G correctness of that decision.

Generally, findings of the‘study revealed that respondents preferred more participative styles

when dealing w ridvance. However, the study also found that when supervisors and

managers p{rc@a situation that appeared as a direct threat to their authority, they reverted

to aQ ore autocratic style which was first telling their subordinate their decision and
u

R

Q hlights the styles used by supervisors and managers to manage discipline and grievance of

ading them of its correctness. This study is linked to this study as because it

their subordinates and their implications to the organizational survival®.

Also, a study conducted by Tjosvold and Morishima on the behavior and perceptions of
individuals on grievance resolution outcomes®*. In terms of methodology the study used

exploratory research design in collecting data for the study. Underpinned by theory of
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conflict resolution constructed by Deutsch, this study has assumed that people believed their
goals were positively interrelated (in that they could both be successful) and were able to
manage conflict more effectively than those with competitive goals**. The study found that
managers used competitive and cooperative styles to manage their employees’ grievances.
According to the study, competitive approach to managing employees’ grievances invdyed
opposing and intransigent aspirations which aimed to promote a political ag %q e

other hand, cooperative style in managing grievances generated flexib %\OP n-minded

discussion between the managers and employees.

The major reasons for cooperative goals included a shared understan ng of the problem and
its resolution, and union and management acceptance % er’s goal. Findings of the

study revealed that in cooperative style of m % loyees’ grievances, respondents

were confident that they could interact eff ct d discuss grievance issues openly and
constructively. In addition, cooperatl as correlated with positive effect, efficient
resolution and a creative, highs ah ution. In contrast, competitive style diminished

expectations of an effectivgra -minded interaction. Competitive style was found to be

negatively related to feeli iciency and quality.

The study rec de that managers should use cooperative style in resolving grievances
because th ap oach yielded positive feelings, satisfaction for both the employee and
, and improved procedures. The study is also linked to the study because it

&)
%ed the two styles used in managing employees’ grievances by suggesting the one that

Qgst suits the whole process of managing employee grievance.

McGrane et al have accomplished a study on one-to-one dispute resolution®. The target
population for the study included individual employees in the British Isles who worked in

small office contexts. A total of 31 male and 57 female employees of managerial and non-

34



managerial levels were recruited as respondents to this study. In terms of methodology the
study used exploratory research design in collecting data for the study. In establishing one-to-
one dispute resolution, McGrane and his colleagues have found that three methods of dispute

management that were often used by managers and their employees®>. The methods were

fight, flight and intervention. According to the study, fighting style focused on iden@\a
n’s
to all

winner and a loser. This often took the form of an employee invoking an o%%&
costs

formal grievance procedure in which a dispute was investigated wi%

involved.

Flight was another method of dispute resolution that was co n%sed\. This occurred by
avoiding an issue or transferring away from a problem.fat on was the third method of
dispute management that is typically used. In thism semployees requested that their line
manager intervened directly and managed t e}% e for them. However, the involvement
of a third person in the management ute could add to the problem. According to
Bemmels and Resyef, the interv 'on(qﬁj\lrd party in grievance resolution will drag the time
period that will effect wotke ration®®. They coded that third party normally was not
familiar and lack knewlddge on issue raised by aggrieved employee®. The study
recommended th%e‘ms between an employee and his or her supervisor should not
involve a QQJ on who does not have a deeper understanding of the major cause of

prob@yd by the aggrieved employee. This study is linked to the present study because

1%1 s the differences between the various styles or approaches used in managing

Q ployee grievances.

A study carried out Karambayya and Brett on managing disputes between employees and
managers. In terms of methodology, the study used descriptive research design in collecting
data for the study’’. The study discovered that by using the varimaxrotated seven-factor

solution, four different roles were determined as manager’s behaviours in managing disputes.
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The first role was named inquisitorial role. Managers who took an inquisitorial role retained
both process and outcome control for them. In this role managers imposed their own idea,

made final decision and proposed their own idea.

The second role, according to the study, involved the mediational role. Mediational role
enabled managers to ask their employee questions concerning conflicts, requested Fg&k
from employees and tried to incorporate their ideas into their employees’ prop, g&hird
role represented the role known as procedural marshal. Managers takiv% described
the dispute-handling procedures to be followed and strictly enfor ose tules. The fourth

\
role was the motivational role. In this role, managers always <6N otivational control by

using threats and incentives. If the issue of disput@
managers will predict probable outcomes and@ pressure to encourage a timely

e settled at the meeting,

settlement. Despite the fact that the stud*x' recommend the suitable approach of
managing employees’ grievances, it is d to. this study because it has clearly discussed an

unlimited number of approa% to manage employee grievances in different

circumstances. ((?\

e
2.3.1 Establis %-e Railway Corporation in Nigeria

Britai k&to be one of the colonizers of several African States. Around 1945 thereof,
%@xs in an economy meltdown, this was as a result of the aftermath of the second

orld war®. Toward the end of 1945, Britain was in serious debt of about eighteen million

Q pounds*®. The country slipped into a more financial woe in 1947 to 1950.  In order to put an
halt to the economic woes, the British lead government came out with a very strict policy on

import duties and also clapped down on dollar exchange programs in Britain as well as his

colonies.
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Apparently, Britain’s multi-dimensional and socio economic problems subsequently paved
the way for Britain’s imperial and colonial economic policies which range from the early
1940s to the end of 1950s As at this period of history, the consensus opinion of the MPs in
Britain was that the resources as well as wealth of the British Colonies should be fully
annexed at the advantage of the British lead government. It’s the presence an wn\t
situation and the need for the sterling groups to continue to maintaining their egdndgre pro-
independence that solely make it so important that we need to increase @ of the

economic of Africa development and initiate the pace so the forthcc%ny rs, we will get a

tremendous increase in production of minerals, coal, raw mﬁb%\tl ber, as well as all

kinds of foodstuffs with anything that will help save doll % ersa®.

One of the most important or cogent commodi \%onial power (Britain) desire was

peanuts (groundnuts), which was a coge@ deriving fats and oil for the post war

Britain. As a result of this, the British pfitae nhinister in person of Atlee Clement, was forced

to inaugurate the ministerial committde _that held talks on word food supply while under the

chairmanship of the Prime imilarly, as a result of shortage in raw materials as well

as shortage of food, the Kingdom was driven into currency convertibility to dollar
problems in 194 gu .‘Similarly, Cripps was the person responsible for the formulation of

the mentio@) e policy. In order to have this policy implemented, the government

crea S\separate corporations that is: Colonial Developmental Corporation and Oversea
rporation*®®, While the Colonial Developmental Corporation was responsible for
Qomotional scheme that is to make more dollars through the exportation of goods to the US
Q or conserve dollars through the production of raw materials for the United Kingdom. Thus,

the Oversea Food Corporation was charged with the duty of coordinating and organizing food

production and increasing supplies to the end users in the United Kingdom*!.
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It is also important to know that the United Kingdom were not the only one to suffer due to
the advent of the World war, its colonies had suffered as a result of the war too. This can be
seen in the colonies socio economic strands which were plague by low infrastructure and
maintenance as a result of the war which thus was in need of modernization as well as
restoration. Also, there were excessive shortages of capital commodities as well. TK to

say, the infrastructure of the British colonies needed urgent rehabilitation and a%a
n

to make raw materials available for the British Government. The Nigeria

SO

rticular,

delay were still met in conveying goods even at the expense of t(%st ation of railway

service in the country most especially, is the peanut transport@{m

the country to the southern part which has the country’s

As a result of this development, this enhanced @al Office Staffs to imagine if the
Nigeria Railway’s challenges were mo@ ntal in contrast to lacking essential

equipment. This situation invariably ¢

h\e Northern part of

officials or staffs to begin thinking about the idea

of completely reorganizing and Qugra igerian Railway. The management, development

b

and construction of Nigeri y which began in 1895 epitomize one of the hub of

imperialism enjoyed by B¥itish in Africa and most importantly colonial Nigeria’s economy.
Ranging from th@s‘well as the postcolonial era, during this period the Nigeria Railway

happens to Qnggest employer of labour in the British colony; more so, during mid 70s

the @ Railway corporation was boasting about 30,000 employees*>. However, for the

™

Q possible to annex the different and many ethnics that now make up Nigeria. Similarly, the

ent and construction of the Nigeria Railway system, it would definitely have been

Nigeria Railway story can also be equated as the Nigeria story, that is to say, the two are
somewhat inseparable’. As a result of these important role the Nigerian Railway played and
the expansionism of the British Empire, there is a great magnitude of historical essays on its

pre war as well as post war eras. Totally missing from this empirical review is the evaluation
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of background to evolution of the Nigeria Railway into public corporation. We can as well
say there is a gap in existing literatures relating to the Nigeria Railway and the Nigeria

Railway Corporation.

2.3.2 Development of Nigerian Railway

In the year 1898, Nigeria colonial government and British government X%he

construction of railway transportation network in Nigeria, an evident of the Euro ritish
railway imperialism that began in Africa towards the end of the ninet@ntury“. The
first of its kind of the Nigeria rail network is the creation of the &I\Lagos state which
commenced in 1898. The Lagos Railway was extende %&w south coast towards
Abeokuta and subsequently Ibadan in the year 1901@ istance was about 125 miles
the line was extended towards Jebba from Iba%\ear 1911, as time goes on, the Baro-

Kano railway line in Nigeria’s northe rt he country was executed about a year

afterwards thereby joining the Railw@ Lagos®.
In the year 1915, the establis@ the Jebba Bridge was finally along River Nigeria was
he

thus executed which p r&ﬁd/ extension of the southern railway line to Kano in the

- .

Northern region* . Sit}

&

coal fr@ 1ls which is situated in Enugu. As a result of the execution of the Bridge in

—

latly, in the eastern part of the country, the Port-Hacourt railway line

was similar acted towards Enugu in the year 1961 so as to help assist in conveying
he railway line from the Eastern part of the country is now able to Kaduna in he

@a 1932, this was also the reason for the facilitation of crossing of the famous River Benue.
Q Subsequent railway line constructions were subsequently executed phase by phase and in the
year 1945 the fast developing railway line had been able to reach Kaura Namoda in the

country’s northwest, to Nguru close to Borno which is in the northeast of the country.
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Towards the 19" century to the year 1955, it is important to know that that the Nigeria
Railway was managed and owned by the Nigeria Colonial Government and the Nigeria
Railway Department was responsible for running its day to day administration. Initially

designed to convey about one million five hundred thousand worth of goods annually, it was

E e
disastrous second world war and in the year 1945, it was already conveyini@w in

respect to its building capacity. Let’s for instance, in the year 1944 to 194 cidl year, the

conveying a little less than one million two hundred thousand tons towards the GV\

railway line convey about one million seven hundred thousand ton&: odities/goods**,

From the beginning of the first decade in the twentieth cent@x@

transportation by road has now overtaken the railway i %

remains the mettle of the United kingdom c@ment means of running the

economy and it was solemnly based on expo% port trade. It is important to know that

}year 1960, when

e in the country, railway

railway line or routes were first credfed™~and efficiently developed prior modern and

communicable road system in Nigeri( 2%\’ est Africa at large*.
Though, the management& Dthe operations of the Nigeria railway’s industry from

early 1900 to 1960 &1“( ntry attained independence can’t be totally seen as successful,
it is important whthat the Nigerian Railway Department nonetheless recorded modest
lb

operating s<rp

ﬁna% r, when revenue reached £15.75 million, and a working surplus of

N

Q or financial results; with a net operating deficit of £988,000*. However, in 1963/4 the

for several years. The highest of these before 1960 was in the 1958/9

6 was achieved. This good performance was followed a year later in 1960/1, by

Corporation achieved its best financial performance to date: revenue of about £16.30 million

and a working surplus of about £2 million*®. Thereafter the NRC’s fortune began to decline

rapidly from which it never recovered*.
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2.3.3 Change of Government in Britain and Nigeria Railway

Coupled with the poor state of railway fixed assets, Nigeria Railway’s problems included a
lack of locomotives, coaches, rolling stock, spare parts, and skilled and experienced European
supervisory staff. Other thorny issues included ill-equipped workshops and poor management

of labour relations*. All of these problems, which were not hidden from the Pﬁ%ﬂ,

colonial government and its imperial counterpart in London, proved insum@itto the
British Labour government in power from 1945 to 1951.39 This was \%\ with the
determi

Conservative Government elected in October 1951. The regime ned to proffer

Railway®. Its resolve

solutions to the poor planning and bad management in the §§§k§1

further solidified when it discovered that at the beginni 52/3 harvest season, about
150,000 tons of peanuts could not be transported %a to the coast®. Consequently, the
Conservative Government began debating theNded of transforming Nigeria Railway into a
commercially viable organization. To %ﬁprehend the nature of NR’s problems, Oliver
Lyttleton, the new Secretary of State olonies, paid an official visit to Nigeria in May
1952. The degrading NR red convinced him that drastic steps must be taken.*?
Back in London, he cor&%( CO officials that two fundamental changes were necessary.
First, it was esse NR’s organizational structure should be changed from a department
of NigeriarQ) rvice to a public corporation. Secondly, there was an urgent need to
repl eemingly incompetent and sluggish General Manager of NR, D. C. Woodward*.
&

Y

Q iented government departments into public corporations did not originate from London.

, the very idea of converting not only Nigeria Railway, but other commercially

The idea was first suggested by the Fitzgerald Commission. Following the massacre of 21
coal miners by the Nigerian colonial police at the Iva Valley coal mines of the Enugu
Colliery, the commission was set up by the Colonial Office (CO) in conjunction with the

Nigerian government and headed by Sir William J. Fitzgerald, a former Chief Justice of
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Palestine and the Attorney General of Northern Rhodesia. As part of its findings and
recommendations, the commission blamed the management of the Colliery and the colonial
state for the inefficient control of the labour disputes at Enugu. Foreseeing similar problems
in other government departments, the Commission recommended that they also be converted

into statutory public corporations. \V\
2.3.4 Management of Nigerian Port by Nigeria Railway before 1954 @E '
The need to convert Nigeria Railway into a corporation was further @Med by two

developments in the late 1940s. In 1949, another commission 0 Was set up to look
into NR’s operational problems*. Headed by H.F. P g§be Assistant Divisional
Superintendent of the British Railways in York, h1 ission painted a picture of
Nigerian rail transport maladministration in 1 e “meaty” report. Furthermore, it
recommended that fundamental changes ﬁ to NR’s organizational structure and
procedures*®. The second developm \g he formation of the Strong Commission, which
was asked to look into the fi (dthe Marine Department and the management of
harbours in Nigeria, se V’ﬂere Nigeria Railway was a major player. Also, the
Commission was mandate make recommendations that would assist in setting up a more

or less autono ody for example on the ‘Port Trust” model, which is found in the Port of

Londor&?@ool%. Prior to the setting up of the Strong Commission, the management
0

:

more than fifty percent of Nigerian import and export trade, was without proper

of the two major ports of Nigeria, Lagos, and Port Harcourt, both of which

ngrdination%. For example, there were no less than five separate bodies in charge of the
operational aspects of Lagos port in 1941. These included NR, Customs Department, Marine
Department, Port Department, and Public Works Department. Each was not only involved in
revenue collection, but port maintenance as well. In addition to these organizations, there

were several foreign commercial and shipping interests operating at the ports. The
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implication of this development was that it bred petty jealous and stiff competition among the
various organizations, as they sought to outdo one another. Although there were many bodies
operating at the Lagos Port, the most powerful was NR, which foreign commercial and
shipping groups believed was manipulating its management of Nigerian ports for its own
selfish interests at the expense of “genuine” port interests. Hence, foreign interests led he
United African Company (UAC), began criticizing NR’s inefficiency at the &g as
largely due to such criticisms and the apparent lack of direction at the % joryports that

the government decided to set up the Strong Commission to examing the $ituation and offer

solutions. The Commission found that the administration of t «\ indeed inefficient,
and criticized the NR for not making a sufficient nu &away wagons available to
transport imported goods out of the ports into the %Based on these problems, the
Strong Commission recommended that there sho be unified control of all port operations

under a Board of Management, a Port T, Nose executive functions should be carried out

by the Nigerian Marine Department(. F}Nmng the recommendations of the Strong Report,
four alternative proposals on orts administration emerged*’. They were:

1 There should be a, single cOfporation to manage and control the NR, all the ports in the

colony, and to ca@ﬁlr the duties hitherto performed by the Marine Department;

2. there&hosw a single corporation, but made up of two statutory subcommittees, each of

@ run Port Harcourt and the Lagos Port;

there should be separate port authorities for Lagos and Port Harcourt, and British

companies in Nigeria, should manage the smaller ports; and

4. there should be two separate corporations — one responsible for the ports and inland

waterways, while the other would manage the Nigeria Railway*’.
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However, coordination between the two would be effected through cross membership of their
boards of management. The possibility of removing NR’s hegemony at the Ports was too
hard for Woodward to accept. He therefore sought to defend his organization’s indictment by
the Strong Report®®. While not disagreeing with the recommendation that multiplicity of
control at the ports should be removed, he was opposed to the establishment of a%

authority to NR to manage them. Thus, to prevent a drastic reduction in NR’s

ports should be

put forward new proposals. Since NR was desirous of controlling and m %\g@agos Port

and Port Harcourt, Woodward did not object to the recommendation &
joined together with other minor ports and managed by a s1n% au or1ty, provided NR
riginal submission to the

would control the new authority. This position contra

rganized together as an interest and

Strong Commission, which was that an autonornou t should not be established. On
the other hand, expatriate European firms in %

pressure group, the Association of W can Merchants (AWAM), and opposed NR’s
proposal on the new port authority. @quently, the colonial government was caught in a
dilemma, and initially seeme % how to implement Strong Report’s recommendations.
Whatever course of actl e Nigerian and British imperial governments were going to
implement the re hey could not afford to ignore the interests and opinions of European
merchant ¢ .’l odied in AWAM, which was certainly not a run-of-the-mill group of
pol1t1c uropean firms in Africa®. During the post-war period, AWAM members
nly well entrenched in West African economy, they were well funded. In fact,

Qm half a dozen AWAM members controlled not less than seventy-five percent of the sub-
region’s imports and exports valued at between £300 to 400 million in the 1940s. Of this
considerable volume of trade, UAC, a predominant player in Nigeria, had the largest share.
Not only this, by the late 1940s, it had invested about £4 million pounds in the Nigerian

trading sector. For most of AWAM, the total equity capital of its members operating in
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Nigeria was more than £20 million during the climax of the war. Economic muscle brought
AWAM members many political privileges. For instance, they were represented on the
executive and legislative councils in Nigeria and enjoyed tax exemptions that were not
available to them in Europe and other colonies®. In addition, UAC’s General Manager was
not only a member of the Nigerian legislative council, but also had free acces ?15
Governor of Nigeria. Patronage of railway services by AWAM members in Nig(é%;\u SO
very crucial to the economic well-being of NR in the 1940s and 1950s.6 s freight

services enabled the companies to transport agricultural and mineral, goods, to the coast for

export to Europe and imported manufactured goods intg Q&&ia \linterland. These
transactions provided substantial profits for Western %DNigeriaSO. Aware of the
economic muscle and the strategic position of A &e ers, a meeting was called on

August 23, 1950 between Nigeria’s Acting Re ment Secretary, H. R. E. Browne, and

AWAM delegation comprised of G. Co@iﬂohn Holt & Company (Liverpool) Ltd.), N.

Kay and L. Passage (United Africa C@), G. H. Neville (Elder Dempster Lines Ltd.), and

R. C. Irving (Lagos Chamben@merce) “in order to ascertain their views on the various

alternatives which had b% forward” for the reorganization of NR and the ports.®> No

0 eorganized into two separate statutory public corporations®!.

QQ}.S Creation of the Nigerian Ports Authority and the Nigerian Railway Corporation

Eventually, the four proposals on the management of Nigerian ports and NR were discussed
in the Council of Ministers and it was decided that two separate corporations should be
established: one for managing all the ports, including the minor ports, and the second for NR.
Although the decision to set up the two corporations was taken in 1950, the formal
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establishment of the Nigerian Ports Authority did not happen until 1954. The restructure of
the Nigerian Railway Corporation was completed in 1955, On April 9, 1953, Ralf Emerson,
an experienced British engineer, was appointed the General Manager/Chairman Board of
Directors Designate of the proposed Nigerian Railway Corporation. On 18 June 1953,
Emerson left the United Kingdom for Nigeria to assume his new position. Pen& he
formation of the corporation, his primary duty was to serve as the technical %X
Nigerian Government on the establishment of the railway corporation in &@ewing

as the General Manager of the existing NR. In this capacity, Emers &)ed the policy

proposals which formed the basis of the Nigerian Railway (@o }arliamentary Bill

that subsequently became the Nigerian Railway Corporati igance’!. In a twist of irony,

He did not shy away from fortifying the, pesitioit of the Executive Chairman with

Emerson had the unique fortune of writing his o@s iptions while already in office.

considerable powers. Shortly after the f }&1 of Nigeria Railway Corporation, he assumed

the exalted position of Executive @mn of Board of the Corporation, as well as its

General Manager. In fact, the an parliamentarians who debated and passed the NRC

bill into law characteriz

ownership of the ian Railway was formally transferred from the Nigerian Government

to the new
0

and responsibility to carry out railway activities in Nigeria and manage and

airmanship as a railway dictator®'. On October 1, 1955, the

ailway Corporation. Under the Railway Ordinance, NRC was given
mono
i asonable facilities for the carriage of passengers and goods. Furthermore, it was to
Qnt ol its expenditure in a practical manner where annual revenues would be sufficient to

Q meet all expenditures properly chargeable to revenue, and to direct the expansion of the

railway system.
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2.3.6 Railway Corporation and Utility Values

Although it was widely accepted from 1945 onwards that NR was in urgent need of
reorganization and modernization, Nigerian political leaders were not given the opportunity —

as seen above by their non-participation in the meeting — to be part of this very important

process™. This disproves the argument by Nigerian colonial government officials tha\&s

corporations set up in Nigeria beginning from early 1950s were solely for the &&vell—
being of Nigerians. Rather, Britain’s economic interests and those of @pital were

more paramount in deciding the nature, character, and purpos&&;ub{c corporations in

Africa in the late colonial period. It was in view of this sitQat\lb{
Policy Analyst, argued that public corporations in A@ndeed children of political

expediency and crisis of confidence between Eur@ ialists and colonial peoples. This

ajor industries in Britain, from where

at Mofutou Laleye, a

was unlike the rationale behind the nation&on

the public enterprise management mo as eopied. There, in the late 1940s to the 1950s,

the Labour Government used j ngw
policies®. Eventually, Ni@p\ ical leaders, who initially were not consulted on the

matter and were Op@ recruitment of Europeans to head the new organization, were

ization programs to reformulate new industrial

won over by COIQ icials. However, Nigerian support was predicated on the hope that
the transfor@f NR would curb its manifest inefficiency. To buttress this point, in April
195 xke NR annual financial estimates were being debated in the House of

Qatives, the Minister of Transport, a Nigerian, Chief Bode Thomas of the Action

oup Party, not only informed members with new thinking on NR - that is to turn it into a
public corporation - but also that it would be alive to its responsibilities from that point
forward. Many legislators heartily welcomed the new development.82 At another meeting of
the House of Representatives on August 21, 1952, the Minister of Transport, Thomas, while

reacting to the various comments of House members that centered primarily on NR’s
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inefficiency and shoddy services on one hand and the need to construct more railway lines to
members’ constituencies on the other, stated that the Central government had decided in
principle to establish an autonomous statutory corporation in place of the Nigeria Railway™.
The Minister went further to state that “I can assure Honourable Members... that the proposal
(to set up a railway corporation) is already being fully examined by Government %E

receiving serious considerations™”.

will determine the fate of Nigeria®.” Thomas merely stated t eéb&i s: NR was still a very

%«ﬂy at the time. The initial
consensus achieved on the part of Nigerian le@ ;

corporation would later break down during e\% f the decolonization process from 1954
in

nﬁ\ y scathing criticisms against the colonial

important backbone of the Nigerian import and exp

-vis the issue of a new railway

to 1960. This was followed by

ests. The latter were referred to as “dictators and

i
government and foreign commeszeial
usurpers” and advised to (@ stranglehold on the Nigerian economy and institutions,
N8

including the NR, so th d be managed by Nigerians®*. However, there were many

factors in Nig rQa Jere responsible for the transformation of the NR into a public
N

enterprise. Fir: the late 1940s, the colonial government was itself overburdened by its
excesst

ntralization and bureaucratization of government service, of which the NR was
@nt component. Reflecting on the prospect of establishing a railway corporation, the
Q cretary of State for the Colonies stated “...it will also grant much needed relief to the
Central Government machine in Nigeria from the great burden of work which is concentrated

on it as present’®. Due to centralization and sluggishness of the civil service bureaucracy, it

was often difficult to make quick decisions on the NR, especially in the area of capital

development. Thus, it was necessary to have a new organization that could operate outside
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the ambiance of the main civil service. Linked to this is that from the start of the Second
World War to the mid-1950s, despite carrying more freight than its installed capacity, NR

was not recording adequate net surpluses®*.

In fact, most of its operating surpluses were used in paying debts or put into the Renewal

Fund, which was set up for renewing the NR’s fixed capital or assets. In view of this 6@5},

performance, there was a need to keep down operational costs, especially 1 Q& As

many strikes, negotiations, and concessions to workers were escalati stand the
management’s perspective, it is here noted that by 1952, the NR&K‘kaorc was more than
u

30,000%. Hence, a corporation model of management woul( (}\
and ensure that NR was run on a strict comm@ Second, corporation-type

organization relieved the colonial state of the burde \% g the direct employers of railway

workers while escaping from direct conﬂ@ ving with railway labour unions since
d

the end of the war. Such was the natu

ecessary bureaucracy

quencies of these industrial conflicts that the
operations and survival of the Dige ilway as a corporate organization was adversely

affected. For instance in 1947 erian government was forced to concede in public that:

productive efﬁcieng@wrer of movement of the Railway continues to be hampered by

e
political and i@l unrest and much valuable time has had to be given to these matters by
e

Admin& Supervisory staff of employees when their attention was most desirable
el onsequently the services of employees have been diverted from the efficient

rthance of their tasks to the detriment of production®.

@
Q The workers’ grievances included: lack of promotion, the domination of NR’s management

by Europeans, racial discrimination, poor salaries and wages, non-implementation of
agreements between railway unions and management, overwork, high-handedness by

supervisors, and slow pace of the implementation of the “Nigerianisation” policy on staffing
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of NR%7. As a result of incessant railway workers’ strikes after 1945, the colonial government
set up a commission of inquiry in 1949 to investigate and make recommendations on the
labour situations in NR. Headed by a retired British judge, Justice Neville John Brookes, the
commission found both the management and workers were intransigent in their relationship

with one another. It noted that several of those interviewed spoke of deterior. tﬁ&i&
@ral

industrial relations is not recent [phenomenon] but has continued progressivel
years>®. In view of such revelations, the Commission recommended a com: <@/ew of the
existing machinery designed to resolve trade disputes and elimi@ces”. A few

. o \ :
months after the commission submitted its report to the gove:%ﬂn\the workers again went

on an organization-wide strike®®. Against this backdrop, Qes,

way to solve the perennial NR’s labour crises %
N

corporation. This way, the new body would b%

ent decided that the best
for all” was to turn it into a
ire and fire its staff more easily than

the civil service rules and regulationsghad~allowed. The Chief Secretary to the Nigerian
Government underscored this point @te stated there were strong political reasons for
establishing corporations to @er Government’s quasi-commercial activities. It was
easier for such Corpore?% handle labour disputes than it was for Government. The
labour unions a sead the mind and Machiavellian disposition of both the Nigeria
Railway m. and government. The workers openly opposed the proposed conversion
for t 6&@0 . First, the workers were very reluctant to transfer their services from the
ailway Department to a new, autonomous organization that, in a manner of

Qea ing, was an uncharted territory®!. Secondly, they were apprehensive that the new
corporation might not give them the same kind of privileges, stability of tenure, and perks
they were enjoying in the current NR®2. The workers’ open attacks to the government’s plan
for the NR troubled the former. In fact, Thomas, the Transport Minister characterized the

workers’ criticisms as being “unfair” and their behaviour as exceedingly astounding®.
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However, realizing the need for the new corporation to have some stability and industrial
peace in the transition period, the government entered into negotiations with the workers. The
government went into talks with the two largest unions, the Nigerian Union of Railwaymen
(NUR) and Railway and Port Workers Union (RPWU). The purpose of the arbitration was to
assure the workers that they would not lose anything in the new corporation. After wesks_of
debate, it was agreed by both parties that the conditions of service of the workes§ 1 ewW
corporation would not be less than what they had enjoyed in the Railway ent. Having
been assured of their status, the workers agreed that the new corporation shquld be formed®.
Another reason why statutory corporations were established i &%C}, according to CO
and Nigerian Secretariat officials, was to ensure that “t @erians could be carefully
recruited into and entrusted with the joint manag &ﬁnsitive organs of the colonial
state®®. This had been the thinking of govem@% when the Chief Secretary to the
Nigerian Government justified the nee &wablishing public corporations when he stated:

and it [will] also enabled [sic] @ns to share in the management. This was a

consideration that would bec %’n more important when the changes proposed under the
o

New Constitution came\\/ t, because it would mean that Departments responsible for
the Corporations Q\L&ld be accountable to Ministers.
In fact, a armer, in March 1949, while addressing the Legislative Council, the Chief

Secr% iculated the need for public corporations by saying: “I myself feel that almost the

Y

Q vantage of Nigerian participation®®”. Finally, AWAM members specifically requested the

advantage to this country in this new conception of public corporation ... is the

Nigerian colonial government to develop social and economic infrastructure for the efficient
exploitation of Nigerian resources. To achieve this, institutions, such as NR, should be
reorganized into semi-autonomous corporate organizations. This call seems to have become

imperative when Nigerians were demanding complete Nigerianisation of government and
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public service. Within this context, AWAM members concluded that their interests would not
be well represented if Nigerians controlled the entire service. Thus, the establishment of
corporations would provide the right opportunities for their representatives to sit as board

members of the proposed statutory corporations.

2.3.7 Employees Grievance Procedure as a Strategy for Improved Welfare \V\
The potential of grievances is always present at work. There is hardly any fi t can
operate without one form of grievance or the other. However, the ma speed with

which those grievances are handled speaks much about the hm@mony, productivity

and performance of the organization will be®. Hence, hand@nce through appropriate

procedures plays a key role in the settlement of m ag(e}’s mistakes and weakness. If
grievances are handled with a proper concern ideration, they will initiate positive
&B

changes in the organization, thereby enhancing\gfganizational productivity and employee

satisfaction. The importance of havi & nce procedure in place in an organization is that
ni

if an employee does not have of

"Q
negative organizational ﬁ%ﬂ

problem, disobeyi f ordefs, indiscipline behavior and reduced quality of work, among

to express his or her grievance, it will create some

ich may include reduced productivity, absenteeism

e
others. The ra@or grievance procedures is to help individual organization attain its best
emplo

yee’s performance and service delivery®’. Thus, the most cases the

in terr&
pr cs re management centered and may not allow employees to initiate expression of
@

satisfaction with regard to their work situations.

Q Where there is no machinery for the effective settlement of grievances; they can have
disruptive influences on the running of the organization®. A good grievance procedure help
to settle grievance issues at the earliest possible stage and help that such disputes are resolve

as close as possible to their source®®. Chances are that morale may go down, commitment
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reduces, and the worker may engage in some act of sabotage as a pay back to the supervisor
or management. In order to ensure workplace stability, management-workers cooperation,
and industrial peace and effective grievance procedure is in place in an organization. This is
because suppressed workers grievances are known to have given arise to accidents at the
workplace, absenteeism, strike actions, and different forms of industrial sabotage, low rvl\e

and reduction in employee’s commitment. Presence of grievance handling pr &&\gvﬂl

help the employees in addressing their issues and concerns and are impo &&@ staining

high satisfaction high productivity of employees®. \

\
A good grievance procedure help management understand t e%s and attitude, of the
workers concerning the organizations’ polices, practic s, thereby helping them to

make necessary improvement in policies and ru% serves as a medium for upward
, m

communication to organization top man@ t akes them become more aware of
employee’s frustration, problems and general expectation. As a result, help an employee to
release the pressures that has aﬁ ted because of the grievance. It serves as a tool for
management to maintain apo harmonious relationship with the employees within the
workplace, identify quest e practices and areas of discontents in the organization and
&n‘
C

provides measurQ

the likelih0<d @itrary action by supervisors as they know that employees can protest such

behaQ«r‘Q tap management, where the supervisor may even be cautioned.
Ql%&mensions of Employee Grievance Management

ecting the questionable or faulty practices or policies, and reduces

Q Effective grievance management is an essential part of personnel management; it is the
management process of handling the grievance that occurred in a work place in more
productive way. An effective employee grievance management ensures a peaceful

harmonious work environment because it redresses the grievance to mutual satisfaction of
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both the employees and the managers, and also helps the management to frame policies and
procedures acceptable to the employees. Accordingly, the use of an effective approach in
managing an employee grievance is essential to resolving employees’ dissatisfaction fairly.

The choice of an effective way of managing an employee’s grievance ensures justice in the

management of employee grievance and helps managers to base their decisions 0@

codes of conduct®. ®
2.3.9 Collective bargaining %\%

Collective bargaining is the institutional processes by whic ﬁworkers and their
management or employers negotiate with the aim of determai '\he appropriate terms and
conditions of workers employment®. It is the procgs ough which agreement between

management and workers is reached with reg @vages, working hours and working
conditions of employees at the organizatiq .ﬁlace negotiations are usually undertaken
by employees’ union on behalf of a loyee or employees in order to present a formidable
front which management finds %u o turn down. It usually covers general negotiations
on employee’s work hou({?ﬂ{ and safety, salaries and grievances, training, overtime,
grievance mechani%%\{ren employee’s rights to participate in workplace®’. Collective
.
bargaining is ss of negotiation between employers and a group of employees aimed at
agreem tswu ate working salaries, working conditions, benefits, and other aspects of
w %0 pensation and rights. The interests of the employees are commonly presented by

Qre sentatives of a trade union to which the employees belong.

Q Collective bargaining helps to counter balance the undue advantage that employers have
when employees collectively negotiate or make their demands®’. With collective bargaining,
interests of the employees are commonly presented by representatives of a trade union to

which the employees belong. Collective bargaining thus is an essential ingredient for
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industrial harmony in industrial relations. Collective bargaining helps to make the relation
between employees and employers smooth, and help in preventing the employees from
carrying out strikes actions, provision of security and stability to tenures of employees,

offering of protection to all employees, keeps abusive employees powerless and promotes

2.3.10 Open Door Policy @(’E '
This refers to an organization’s communication policy in which top ma@t encourages
openness and transparency from the employees of the orgaﬁ& by granting them

unlimited access to the top management offices for th@ke their complaints or

spirit of oneness among employees®s.

contribute ideas which they believe will help to move th apization forward. An open door
policy enables an employee to approach top nt and discuss issues such as job
performance, co-worker conflicts, innova% for business improvement and company

policies®. In addition, open door p(}:ourages effective communication between the
SO

employee and the managemenl@ iminates room for confusion when the employees

directly interact with the(%ﬁﬁrs. Moreover, it encourages healthy discussion at the

workplace and enabl t&ﬁployees to seek their boss’s help and freely discuss things with
e

them for bette@. urthermore, open door policy fosters an environment of cooperation
e

and rem& tween the senior management team and employees®’.

@ncept of Organizational Performance

ganizational performance can be seen as the actual output or results that an organization

Q has achieved output (or goals and objectives). It is the extent to which an organization was
able to perform when it compare it goals, targets, or propose with those of its competitor.
Organizational performance refers to “how corporation performs on contain criteria as

profitability, market share, return on asset, and return on investment’. In other words, level
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of profitability, market share which the firm control in the industry, and the returns from their
assets and investment defines an organizational performance”. Corporate performance is
defined as a firm’s position in an industry in relation to competition and industry average.
Organizational performance thus is the outcome of the performance or individuals and the

entire groups in the organization. Individual performance lead to group (unit/dep rvt\)
s@nce.

performance and the performance of all the groups translate to the organization’

Organizational performance can be operationalized in many ways which § c\%oﬁtability,
market share, return on assets or investment, changes in market s@r{ ability and new
Q%hce can be satisfactory or

outcome of organizational performance. Corporate%

product success’!. Customer’s loyalty, sales growth and lon ival are some of the

unsatisfactory depending on if it is high or low re \Q Similarly, corporate performance

is the balance between all factors of produyctt man and Materials) that will give the

greatest output for the smallest efforts7% ords of Chen, organizational performance is

the “transformation of inputs in lgpw

organization to achieve ji s organizational performance. Lastly, organizational

or achieving certain outcomes. The ability of an

performance is the abilithof¥in organization to attain its goals by using resources in an
%&n‘ner”.

effective and efﬁQ
Proﬁtt&&)

r ing is important for every business organization. Profitability is the primary goal of
Q/e business venture’!. Without profit, it will be very difficult for any business to survive in
Q the long term. The major reason why business organizations are adopting various business

strategies in other to gain competitive advantages in the fact that they can acquire the

financial resources to sustain human component which drive the organizational, and to
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continue to provide goods and services in the most expedient way that they want. Profit is the
ability of an enterprise to get sufficient return on the capital and the employees used in the
business operation. Similarly, Profitability is measured with income and goals of all business

ventures. It is the primary arm of firms and also the most appropriate measures of efficiency

in competitive business. \V\
2.3.12 Relationship between the Employee Grievance Management and @%nal

Performance %\

People are important ingredient for the survival and productivity &i&aﬁons. The ability
of managements to ensure that their grievances are han i unbiased, just and fair
manner is a plus to any management team as propgr g(a} ment of employee grievance
ensure a harmonious relationship between m t and workers. When harmonious
management workers relations exist, emplayee come more committed and this makes
them to put in more efforts, which N improve performance. Employee performance is
affected by any nature of grie ]g(grievance management deal directly with workers

and all that concern thefy,,s n influence workers performance and productivity of

organizations’?. \/

e
Suppressed !grievances are known to have given arise to accidents at the workplace,
absente&% ;Hlk

in employee’s commitment. Therefore when management of employee grievance is

e actions, and different forms of industrial sabotage, low morale and

Q place, workers morale improves, commitment increases, and even organizational
Q citizenship behaviour develops, all of which are vital for improved organizational
performance. A well-constructed and effective employee grievance management induces a
positive performance, while poorly designed employee grievance management process is

destructive as it heats up the work environment and brings about dislocation and disharmony
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of the entire organization with attendant reduction in productivity and performance of
organizations’>. Through good conflict management strategies, weaknesses in the
organizational decision-making are exposed which may prompt the establishment to effect
changes and search for positive solutions’?. Hence, management are duty bound to resolve

conflict properly for the sake of increasing organizational performance, because the u@

of such action will result in good communication, time management, good coi{%g nd
increase corporate productivity’?. @%

2.3.13 Compensation Strategy

\
Compensation strategy defines what the organization int in the longer term to
develop and implement reward policies and process th 1L ¥urther the achievement of its

business goals. It establishes priorities for dev:@eward plan that can be aligned to'

business and human resources strategies’3.\Co sation strategy is ultimately a way of

thinking that you can apply to any r(} ue arising in your organization, to see how you
ve

can create value from it. Thus,

1. They need clearly defwl and a well-defined link' to business objectives.

mpensation strategies have three components:

2. There need to@ﬁl‘designed pay and reward programs tailored to the needs of the

organizatio a@people and consistent and integrated with one another.

[98)

P@most important and most neglected, there need to be effective and supporting

I%nesources and reward process in place’’.
Q ;.3.14 Developing Compensation Strategy

In practice, the formulation of strategy is seldom of rational and linear process as the model
implies. Strategy in this regard can be perceive as a pattern in a stream of activities. It is not

necessarily a rational and continuous process.Organization typically construct their strategy
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with process that is fragmented, evolutionary and largely intuitive’®. The concept of logical
increamentalism which states that strategy evolves in several steps rather than being
conceived as a whole comes to mind. In workforce, changing, evolving, testing improving as

we go as part of a continuous long term process; this is the key to successful reward and

2.3.15 Component and Objectives of Corporation Compensation Managerg(&

Corporation compensation management system includes anything an e \ 's value and

recognition management’*,

desire that an employer is able and willing to offer in exchange fi %y@e s contribution’.

More specifically such compensation includes financial a ncial rewards. Financial
rewards include direct payment (e.g. salary) plus 1nd1 nts in the form of employee's
benefits. Non- financial reward includes eve Work environment that enhances a

worker sense of self-respect and esteem by, others\e’g. work environments that are physically,

socially and mentally healthy; oppo% or training and personal development; effective

super Vision and recognition)7 ddifion, reward bridges the gap between organizational

objectives and individual %}ons and aspirations. For an organization to be effective,

corporation compeg@lem should provide four things:

1A sufﬁcieg\rewards to fulfill basic needs

11 Equ ith the eternal labour market

: %ty within the organization and

Q 1v Treatment of each member of the organization In terms of his or her needs’.

Furthermore, compensation system are design to attract, retain and motivates employees.

Much of the design of compensation management systems involve working out trade off
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among More or less seriously conflicting objectives. Perhaps the most important objective of

any compensation system is fairness and equity.
2.3.16 Types of Compensation

Compensation provided to an employees can be direct in the form for monetary benefits and
or indirect in the form of non-monetary benefits known as perks, time off e.t.c. co@ on
does not include only salary but it is the sum total of all rewards and allowanCes 1ded to
the employees in return for their' services’. If the compensation is eff8gti managed, it
contributes to high organizational productivity. Direct compe ?fqufers to monetary
benefits offered and provided to employees in return of %es they provides to the
organization. The monetary benefits include basic sa rent allowance, conveyance,

leave travel allowance, medical reimburseme :@al allowances, bonus, gratuity etc.

They are given at a regular interest at a definite t

2.3.17 Employees’ Benefits < \&

Benefits is defined as the %yp f a compensation package provided in addition to cash

pay’®. Similarly, the thre ¢ of employees benefits are as follows;
1. Welfare ben % includes pension and health insurance
. Fa gegwy benefits which might include family leave and child care vouchers and

ted benefits which might include company car or product discounts’”.

Q@e main aims of any benefit systems are: To contribute to the provision of a competitive

compensation management system, to provide for the need of the employees in terms, of their
security and sometimes their requirement for special financial help, this demonstrating to
them that they are members of a carrying organization, to increase the, commitment of

employees to the organization and to provide a tax efficient method of remuneration”.
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2.3.18 Compensation Determination Process

Compensation determination process involves several steps which have to be well articulated
and carefully coordinated. In general, the establishment of a pay level for a particular

employee is dependent on two main factors;

1 The general value of the job itself to the organization and ®E

2.3.19 Determining the Actual Compensation %
\ .
The determination of the actual compensation accruable t sto yee is a very crucial

aspect of compensation management system; and this&ﬁ/ er job evaluation. Following

job evaluation, the prevailing internal pay level ttéd against evaluated job levels to

determine the mean internal pay, job line a d% any anomalies (overpaid, and underpaid
job)?®. Next, the result of external \@/
a

level to see how they compare

ii The relative performance of the individual performing the job®.

is compared with the existing internal pay
all this and taking note of relevant organizational

problems, as appropriate i% ily structure and compensation is determined.

compensation @%@ment which are:

i The &Qu e a plan which difference's in pay for jobs based on variations in job

It is worthy to note@ principles and guidelines are usually formulated in the area of

ts (e.g. skill, responsibility, .effort, physique and working conditions)

QQThe plan should carefully distinguish between jobs and employees. A job carries a specific

amount of pay and an employee is assigned to fill it at that pay level.

ii1 The general level of wages and salaries should reasonably be in line with what is prevalent

in the labour market what is prevalent in the industry.
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iv The principle of equal pay for equal work is a fundamental one. If two jobs have equal

value or requirements, the pay should be equal regardless of who fill them.

v A very equity device should be adopted so as to recognize differentials in the ability and

performance of employees®!.

2.3.20 Management’s Responsibility in Handling Grievances in an Organizatin%\q

If an organization or corporation has to move towards excellence, maintaini onious

and cordial relationship is a vital condition. Similar to organization ex ions from the

employees, the employees do not have more expectation i ﬁqs % what they have

contributed to each other®!. Failure to meet with each (@ectation or the deviations

from what had already been accepted may lead to@ ne. Grievances and stress are

continuing in nature and often judicial legal % y not be of much help in resolving
i

them. Managers should be extremely swlx%n andling grievance situations®'. Every case

of grievance must be treated as an oﬁpo\b@ y to improve the working environment and not

ployee. A clearly defined grievance policy should exist

licy should be made available at all employees. The policy

viewed as a nuisance created

in every organization whjle

should allow the oyee the complete freedom to “air his / her grievances” to different
levels of m . It should also provide for a fair hearing with assurance of complete
privacyAwherew=tiecessary. No action should be taken against employee simply based on

unconfirmed reports. Applying this system to the issue of grievances, one can see
Qc structive role for the board. The board can define through a statement or series of
Q statement the overall results to be achieved by the organization’s grievance policy. Then it is
management’s responsibility to craft the specific procedures, prepare needed documents and

set up a system that will achieve the results outlined by the board. Of most importance,

though the board does not dictate the specific procedures to be followed and not be involved
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with specific grievance cases®!. In general, the board wants to make an overall statement of
goals for a grievance system and general guidelines on how grievances should be handled. A
board’s statement about grievances will probably address management’s authority in defining
grievance procedures, who must be involved in handling grievances, accountability to the
corporation and overall standards of a grievance procedure®®. A board’s stateme twu\t
grievances should avoid dictating such as where materials should be posted c@mh
oard focuses

on making clear statements of what results it expects, management ¢an

procedure to fit those conditions. c\\

2.3.21 Grievance Handling Procedures and Related I %

time the committee may spend on a particular case (the means). Instead, i
dewelop a particular
\

Not all conflicts occur between parties who hz al relationships; it is possible for

intractable conflicts to develop even Wher% ve shared working relationship®2. But an

intractable conflict is less likely to a'ﬁ}&mq parties have used their negotiation time wisely.
In particular, parties who anticie elihood of future conflicts and create procedures to
%%

deal with them when the re much less likely to find the tensions of subsequent
conflicts destroying t ir>My to continue to work together. A key element in such planning

is often the e ment of a formal grievance procedure, a standardized set of procedures

to follc&w(ql)omeone has a complaint or a problem. It is particularly important to have a

sy

Qﬁ)i inal negotiations will be affected by the implementation of an agreement. Employees

procedure when it is likely that people who were not direct signatories to the

ether represented by a union or not, are frequently in this position, and the classic
grievance procedures are derived from workplaces with unions. Many decades of experience
have resulted in fairly standard grievances procedures that might well be utilized by people in

182

other situations as well®”. There are two key factors in establishing a workable grievance

procedure. The first is the concept of progression of levels at which a given complaint may be
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handheld. Typically, this begins with a step that provides for a rapid and informal addressing
of a complaint by those immediately involved, with appeals to successively higher levels of
management or other possible representatives possible in the event that lower-level resolution
does not work. The second factor is the availability of an alternative procedure to be used if

several successive attempts at negotiation have failed. Typically, this will be m dv&

arbitration or both?. ®

Many grievances can be resolved quickly by correcting a misunderstandi #th a simple

negotiation. In this case the grievance procedure saves time, m: and“the relationship

\
between the parties. Having the issue handled by those imm%}&lX involved is a benefit as

well as those who know more about the problem at@*

However, a given grievance may involve a more di sue, or one or more of the parties

e people at higher levels.

may refuse to settle with simple negotiatio 'N%a'lability of appeals to a higher level not
Q.

only provides an end to what might ot isebecome frustrating bickering, but often serves
to remind a given representative zggyvels that reasonableness at this stage will eliminate
the need for review of his gr h ns by someone higher up®®. Time limits at each step, so
that no one can stall the ptece$§ indefinitely are typical, and in the event that the parties have
discussed the m@a all levels provided in the procedure and are still deadlocked, an
arbitration @ generally provides for a final decision by a decision maker that both
side Sﬁad a say in choosing®®. A typical grievance procedure in a unionized environment
ook something like this: Any dispute which may arise from an employee or union
ngplaint with respect to the interpretation of the terms and conditions of this agreement
shall be subject to the following grievance procedure, unless expressly excluded from such
procedure by the terms of the agreement. All grievances shall be initiated in phases. Time
limits set forth herein may be extended upon mutual agreement of the parties. The union shall

have the right to be noticed and be present at the steps of the grievance procedure.
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Phase 1: The employee, union steward or officer, and / or the union representative shall
present the grievance to the most immediate supervisor who has the authority to make
adjustments in the matter within fourteen days of the alleged grievance or knowledge thereof.

Phase 2: If a satisfactorily settlements is not reached in step 1, within three days following

completion, the employee, the union and union representative may present the grle\wtg

the department head. Upon the request of said department head, the grlevanc®h

writing and shall state the grievant(s) name(s) \

Phase 3: If a satisfactorily settlement is not reached in step 2 withiq five days of the date of
submission of the written grievance to the department h aN employee, the union
committee and the union representative may present thk to the personnel manager.

The manager or his designee shall schedule a megtt held within fourteen days of the

receipt of the grievance by the personnel mx% with the union committee and union
Y

representatives for the purpose of atte esolve the grievance. The personnel manager

shall respond in writing within seyen of the date of the meeting. Time frames may be
extended in writing by mu@erﬂ of the parties.

Phase 4: If the gr1 vance 1 ot resolved at step 3, the union may within fourteen days after
the personnel er’s wrltten response is due, serve written notice upon the employer that
they desi g@l rate the grievance. The decision of the arbitrator shall be final and binding
up a ies. The cost of the arbitration shall be borne equally by the parties, except that

p rty shall be responsible for the cost at any witnesses testifying on its behalf. Upon the

ea
qutual consent of the parties more than one grievance may be heard before one arbitrator®.
2.3.22 Grievance Handling Styles

Styles in handling employee’s conflicts may give an impact in industrial relation culture. A

unitary organization is more centralize. As a result, avoidance and dominating styles may be
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utilized in resolving grievances®®. On the other hand, a bilateral organization which is more
decentralizing may employ compromising, integrating or obliging styles when confronting
with employee’s grievances. The below is an independent scale to measure the styles of

handling conflict. They are: compromising, integrating, obliging, avoiding and dominating,.

Compromising Style: This style involves moderate concern for self as well as tl@

involved in conflict. It is associated with give-and-take or sharing whereby@g give

up something to make a mutually acceptable decision. Compromising,st refers to

splitting the difference, exchanging concessions or seeking a quick mi le%o nd position®4.

Integrating Style: Integrating styles involves high conce s well as the other party
involved in conflict. It is concerned with collaborationQQe} arties to reach an acceptable
solution to both parties®. This style as been lab borating mode. Collaborating mode
refers to the ability of manager to work wit l&\er employee to find a solution that fully
satisfies the concerns of both. Collaboratihg between two persons might take the form of
exploring a disagreement to le ggch other’s insight, with the goal of resolving some

condition that would othe@e them competing for resources, or confronting and trying

to find a creative s 'OM interpersonal problem?®*.

Obliging Styl % ging styles involves low concern for self. An obliging person attempts to
empha&gdonalities to satisfy the concern of the other party. The style is regarded as
cC ating mode. Accordingly, individual performing accommodating style neglects his

Q her own concerns to satisfy the concerns of the other person. In accommodating style,
Q managers might take the form of selfless generosity or charity, obeying another person’s
needs and prefer to yield another’s point of view. Avoiding Style: Avoiding style is
associated with low concern for self as well as for the other party involved in conflict. It has

been associated with withdrawal, passing-the-buck, sidestepping or “see no evil, hear no evil,
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speak no evil” situations'*>. Avoiding might take the form of diplomatically sidestepping an
issue, postponing an issue until a better time or simply withdrawing from a threatening

situation.

Dominating Style: Dominating style involves high concern for self and low concern for the

other party involved in the conflict. It has been identified with a win-lose orientatk%\f\%&

forcing behaviour to win position. Dominating style is portrayed as power o% e or

competing style. A dominating manager always stands up with his or herr fending a

position that his or her opinion is correct and simply trying to win“\& \
2.3.23 A Typical Grievance Process %(?

In a union environment, a typical grievance procedu %Mrvith an employee presenting a

problem to his or her immediate supervisor withi rtain time period after the offending

event has occurred®. The supervisor thﬂ* set amount of time to either respond or send

the grievance on to be addressed l@

representative enters the neg ia% on behalf of the employee. If the situation is still not

head of the department. At this point, a union

resolved, the grievance% up the chain of command to the plant manager and the

president of the 1 iop. If the labour union fails to follow the procedures at any point, the

contract us i

obligaté€d, to réselve the grievance in the employee’s favour if management fails to follow the

ies that it must drop the grievance. Conversely, the company is usually

10 outlined in the collective bargaining agreement'*®. If the situation still cannot be

Qso ed, the final step in the grievance process is for both parties to resent their side to an
Q arbitrator. The arbitrator’s role is to determine the rights of both parties under the labour
agreement, and his or her decision is usually final. The labour contract generally specifies the

type or arbitrator used. The method of selecting the arbitrator, the scope of the arbitrator’s

authority, and the arrangements for the arbitrator’s payment®. A potential intermediate step
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involves presenting the grievance to a mediator, whose job is to help the parties solve their
own difference before they reach the formal arbitration phase. Mediation is usually less time
consuming and expensive than arbitration. In addition, the mediator may be able to teach the

two parties dispute resolution skills that may be helpful in solving future problems®’.

2.3.24 Grievance Handling Procedures and Performance & Related Issues Mo%

the Grievance System @%

The fact that employees file grievances does not necessarily indicate pr r failure on

the part of management. Rather, it indicates that people ar &Qﬁ who see things

differently'#°. Directors will want to make sure that thi hy is reflected to their

guidance to management, and in their consideration o agement performance. And yet,

having numerous grievances filed year after yea @w same issue could indicate a failure
in the way grievances are handled or in fQllgw- grievances cases®®. When boards focus
on the results and they want to have '\&Q@p ished, they can then monitor implementation
to determine whether those resu%gdeved. An annual report by the grievance committee
to the board, like the mana %&tter corporations get from their auditing firm, can provide
an outside review Qf the way”management has handled grievances, without getting involved

in the merits rticular findings of specific cases®®. Where the corporations general

manag&%e}wnh the uncomfortable and difficult situation of having to fire an employee,

tIT

tots. After taking testimony from the grievant, the board may decide that the employee

can decide to file a grievance per the corporation’s policies with the board of

di

nguld be reinstated with back pay. Imagine how the manager will behave after such a
decision is taken. Of course corporation’s managers can make mistakes but if such a decision
is to be reversed, who would the manager prefer to hear; recommendations from the board or
a more impartial group? If the board adjudicates grievances, how can the manager trust that

the board will stand behind him or her when faced with other difficult decisions?. A manager
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would be willing to accept this decision by the board if it also happens that the employee
involved was a good friend of a vocal and critical board member. Would it be not better for
board members not to get involved in this situation? Board members should refrain from any

involvement in handling grievances or in formulating the details of grievance procedures®®.

If boards focus on making constructive, goal-oriented statements about how grievanca\%&

be resolved, they will provide guidance to management without usurping re &%b ity for

implementation. As a consequence, boards also end up with a mygch basis for

evaluating management performance. It is almost impossible to bri LlI{b sed and neutral

review to a grievance that involves people with whom one @>§ osely, just as true for

board as it is for any party. When boards focus on %g overall guidance through

statement of results to be achieved, they prov% ctive leadership and help their
ible ‘an

corporations be the kind of exemplary, rex d responsive employers they should

be?o. \&
2.3.25 Limit on Arbitrators QQJ

The arbitrator shall haye Y iction and authority to interpret the provisions of the

agreement and s

agreement. :

arbitraﬁ\p at the end of the grievance procedure if nothing else has worked. Only a

entage of all grievances filed end arbitration, which keeps the overall cost of the
)

ot amend, delete or modify any of the provisions or terms of this

s it is often the case, the parties have provided for a final and binding

under control. Yet the availability of the arbitration mechanism provides a “fail-safe”,
as well as a set of standards against which the reasonableness of proposals made in grievance
negotiations can be measured, though only minorities of arbitrators decisions (generally

known as “awards”) are indexed and published®S.
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It is also possible that an intractable conflict that has already occurred (or more likely, a
particular dispute in such a long-running conflict) might be submitted to a grievance
procedure drafted specially for that occasion. The practical difficulty in doing this is that
unless the grievance procedure already exists, the pressures of the dispute tend to discourage

the parties from committing themselves to a new procedure. There have been relatior&l&i&
nd

which the proliferation of day-to-day grievances overwhelmed the parties’ wildin

ability to use an existing grievance procedure effectively, and resulted in }@n ractable

dispute®®. As a start, the employee should contact his immediate ssuperWisor who should
endeavour to amicably resolve the issue. Most grievances ca té\ﬁle %y open, effective
and regular communication between the employee and s%& sor. If, unfortunately, the
immediate supervisor’s efforts do not satisfy the e ’%, e should have to approach the
higher levels of management for assistance kec the high importance placed on the
employee-supervisor relationship to res %Kievances, it is critical that the manager makes
his best efforts to first understand @en resolve the complaint. The supervisor’s final
resolution should be docume eference in future actions, if any. If the employee is not

satisfied with this resolb% decides to pursue the matter with higher authorities, this

documentation erve as a key role in future proceedings®. The board of director’s
responsibili efine overall standards and results to be achieved for a grievance
proce 81, General Manager has full authority to define and implement specific

@ consistent with these guidelines. This statement directs the General Manager to
th ve results and limits his / her authority to actions that are within acceptable boundaries
Q of prudence and ethics. Carver outlines a grievance handling procedure as follows: The

General Manager shall establish a grievance procedure that ensures fair, impartial and timely

handling of all employee grievances. The grievance procedure shall ensure that all parties

treated respectfully and professionally. The grievance resolution process shall also address
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ways to prevent the same type of problem from recurring, if possible®’. The corporations
grievance procedure shall ensure that all informed about the steps to take in pursuing a
grievance and that forms and explanatory materials are readily accessible to employees at all

times. One employee (not the general manager) shall be designated to counsel employees

about grievances to help them determine if they have grounds for a grievance, fill Ol@

and explain steps as follow. ®

Grievances by corporations employees shall be reviewed by a grieva ittee that is
chaired by someone not employed by the corporation and not in s%wi corporation in
any way. The grievance committee chair shall be selected ((%Q r her experience and
expertise in labour relations, mediation or human res %e committee chair shall be

formally appointed by the board, based on researc ecommendation by management,

and shall serve in this position for one ye@ grievance committee shall also include
at least one non-management emplo s‘\\he

indings of the grievance committee shall be
binding on the corporation an gement. The grievance committee shall issue its
findings as promptly as pQssi at issues do not remain unresolved for long periods of
time. The general m ag;\% corporate with the committee and implement its findings in a
timely mannerﬁ%gnce committee shall issue an annual report to the board regarding
its activitieQ) neral findings. The committee’s report shall focus on the quality of
co %\it received from management and management compliance with its findings. The
c 1on’s grievance procedure shall be cost-effective. The committee shall issue an

anual budget for its work. Performance Management Performance is referred to as doing the

work, as well as being about the results achieved®’.

Performance is a multidimensional construct, the measurement of which varies, depending on
a variety of factors that comprise it®. Performance management aligns the goals of the

individual employees to those of the organisation with which they are associated. It is
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important to determine whether the measurement objective is to assess performance
outcomes or behaviour. Therefore, an organisation should distinguish between outcomes
(results/output), behaviour (the process) and appropriate performance measurement devices®.
Performance is behaviour and should be distinguished from the outcomes because they can

be contaminated by system factors, which are outside the control of the performer. W

implied in Campbell's argument is that performance measurement can only@

individual/group's final output, if and only if, system factors are controllab \

1S
an

2.3.26 Factors Affecting Performance Management \ \

Performance management is a management approach, whi get the most out of the
human resource?. Factors that affect performance are_a g@ 1 factor which has to do with
the individual's skills, confidence, motivation a; itment, leadership factor: the quality

of encouragement, guidance and support pravi y the managers and team leaders. Team

factor: The quality of support provid@ lleagues. System factor: the system of work and

facilities provided by the org ion—and situational factor which is about internal and

external environmental pr&%&h changes®’.

Performance is t esg whereby an organization establishes the parameters within which
programme nts, and acquisitions are reaching the desired results®®. Organizations
measu er;bﬂdance by analysing financial and non-financial metrics over time, across

ts, between different entities (e.g. employees, organizations, investments, systems),
@d against benchmarks and targets to gauge success. To correctly measure for performance
Q success, the benchmarks and targets comparisons must be aligned with the corporate strategic
goals. The ultimate purpose of measurement is to improve performance. There are eight
reasons for measuring performance; to evaluate, control, budget, motivate, celebrate,

promote, learn and to improve performance®. Performance measurement enables
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organizations to assess their progress and identify strengths and problem areas. A simple

example of performance measurement is the measurement of time to meet deadlines of targets.
2.3.27 Effects of Grievance Handling Procedure on Performance

Employee complaints are part of the business life of any corporate entity as every business

has to deal with situations in which things go wrong from the employee’s point of%\ a

growth oriented organization, imparting good employee grievance handling{an ncing

level of employee satisfaction should be the prime concern of any org% , if they are

satisfied then only they can satisfy the customers. Providing pr Nﬁfﬁcient grievance

handling is essential not only to attract new talented emp, =~Dut also to retain existing

ones®?. Inadequate job performance or a decline in produefivity or changes resulting out of

job disturbances requires some type of grievan \ﬁng procedures. As the job become
yes

more complex the importance of the e velopment also increases. In a rapidly

changing society , grievances handg\o employees in the organization is not only an

activity that is desirable but als that an organization must commit resources to if
it is to maintain viable a dgeable workforce®®. A grievance procedure provides a
hierarchical structu e\for pr nting and settling workplace disputes. The procedure typically
defines the ty grlevance it covers, the stages through which the parties proceed in
attempti Qyo ve matters, individuals responsible at each stage, the documentation

re un the time limits by which the grievance must be presented and dealt with at each

very organization follows different steps which are Digitized by UCC, Library little

QQ‘[ similar to each to resolve the grievance among their employees®'. Research studies show
that when employees are asked to evaluate different dimensions of their job such as

supervision, pay, promotion opportunities, coworkers, and so forth, the nature of the work

itself generally emerges as the most important job dimension. Of all the major job satisfaction
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areas, satisfaction with the nature of the work itself which includes job challenge, autonomy,
variety, and scope best predicts overall job satisfaction, as well as other important outcomes
like employee retention. Thus, to understand what causes people to be satisfied with their
jobs is compensation, pay, job security, opportunity to use their own skills and ability and

communication with management and supervisor. \V\
2.4 Theoretical Framework @E '

Amidst the scholarly empirical review above, it is obvious that sever s have been
carried out in respect to management of employee grievances '\&en'\a. However, little
research has been done or executed in respect to manag employee grievances in
Nigerian railway using job indicators such as grieya &g} vance committee, industrial
relations, salary structure, entrepreneur etc to % ployee grievances in the Nigerian

state. It is quite pertinent to know that_ that t forementioned dependent variables are

essential in measuring the independe(\%ﬂle discourse.
2.5 Summary of Gaps in Lit%

The literature review is\él/gﬁmcluded on the philosophical anatomy in management of

grievance by th@\qﬁote “Industrial or job grievances, just like every other form of

discontent |Q)

relatﬁq{ilibrium. It is essentially important for the management to help develop all the

O

ybe taken, active and passive”. In any forms it exist, unruly of industrial

&

effective methods and machineries for finding out all kinds of discontent or

pleasure.

The literature review is a mixture of the views from management theories as well as
industrial relations theories. However, management of grievance is better looked at from the
spectra of management and how they can be controlled to a minimum level or how a lasting

solution can be provided in confronting this grievance challenges.
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Chapter Three
Methodology
3.1 Research Design

In this study, the design that will be made us of is survey design. Which thus necessit&tfli
st

need for formulating of research questions as well as questionnaires. This is @

important in collection of data that are required for the success of this study.\%

3.2 Population of the Study
\

Population of the study refers to the aggregate of persons frfv%n&data of the study were

collected. It also denotes the set of respondents tha& searcher intends to study'. The

study population of this research study is 300 \p ople. These 300 hundred people

consists of Lagos State Railway Corporati% /dmployees and personalities from the state
t

which the researcher have the belie@\

Railway Corporation System.

titey are well acquitted about the Lagos State

3.3 Sample and Samph& iques
Thus, the sample s%t 1$’study is in the region of a hundred correspondents (100) which

were drawn u e studys’ population as a result of random simple sampling.

34 Df&{tgo(of Research Instrument

Q ormation from correspondents. These instruments include either written or oral questions

1onnaire is a research tool featuring a series of questions used to collect useful

and comprise an interview-style format. Questionnaires may either quantitative or qualitative

and can be conducted online, by phone, on paper or face-to-face, and questions don’t

necessarily have to be administered with a researcher present.
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3.5 Validity of Research Instrument

Validity of instrument is the ability to make finding that are in agreement with theoretical as
well as conceptual values. In order words, validity of the research to measure that is
suppressed to be the level of consistency of the measuring instrument. In order to ensure the

validity of this research work, the interview questions will be structured from the ?%h

questions in such a way that they will logically be presented with co@&ﬁons

maintained to ensure validity. %\
\ .

3.6 Reliability of Research Instrument \
Reliability in this context refers to the dependability of a z®t. However, in the cause

of this research work, the researcher work will be e\h&

so as to arrive at a logical and more empirical %

3.7 Data Collection \&\

In order to generate the approp%'n ations needed, the researcher will therefore collate
data from common knc@b source that is, structured observation as well as
questionnaires. \/
\ .

1S

pirically and not subjectively

QO

%earcher made use of the simple analytical techniques in this research work. This

Qgcludes making use of figures and tables and also statistical tools like percentage and

frequency to analyze the data.

Percentage (%) = Total Number of response  x 100

Total No of respondent 1
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Where response illustrates frequency and

85 stands or illustrates the total number of the respondents
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Chapter Four
Result and Discussions of Findings

4.1 Introduction

This chapter illustrates the analysis of all data collected from the previous and entire chapters

of this study. The below tables are formulated in response to the research ques% he
\ .
Research Question 1 c

What are the leading factors to employee's grievances i ﬁ&geria Railway Corporation?
Table: I &\
Question Responses QQ

Question Y?\’VResponse/s
\ \/

. Yes % No | % Total Total %

STTE

1. Cangb@mplementaﬁon of | 60 75 |20 |25 80 100
emplo% dition and terms of job

leads to employee’s/workers

chapter one of this research work.

4.1.1 Data Presentation and Analysis

2. In your own view, can inadequate or | 65 75 20 25 80 100
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irregular payment of employee’s salary

leads

establishment or corporation.

to grievance of employees in the

N
Analysis on Table [ @/%
N

As it can be seen from the above table, it is observed that 60 people fepresdnting 75 percent

\
of the entire sample size had an agreement or consensi%on-implementation of

employee’s condition and terms of job contract can leadfto ces in employee whereas

20 people which represent 25 percent of the entire s \&'sagree.

Similarly, 65 people representing 85 perc@ntire sample size agreed that irregular or
t

inadequate payment of salary CO@K

representing 25 percent disagre%
4.2 Research Question %/E

What are the VariQ s«in through which employees can vent their grievances?

Table 11 < Q

employees grievances while 15 people

P

Quest§< ) S Response/s

A

Q » Yes | % No | % Total | Total %
Q Pop.
3. Do you believe employee/worker | 50 62.5 30 37.5 80 100

grievances can lead or result to strike?
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4. If employees/workers are aggrieved, | 60 75 20 25 80 100
can it result to a negative attitude

towards work?

4.2.1 Analysis on Table 2 %\:

In accordance to the table above, it can be seen that people represent'n@ lemnly

agreed/ have the consensus that employee or worker’s grievance can,resu trike whereas

the remaining people who represent 38% of the entire sample disdgree §imilarly, question

no 4, eople re I'CSGl’ltil’lg 75% percent believed and agr at a worker is aggrieved, it
cmdi

N\

will thus affect the employee’s attitude at work whil ning people who consist 25%

disagreed. @
4.3 Research Question 3 \&\

In what way do employees' grieﬁs an impact in the corporation?

Table: 3 \%?\

Question Q\ . Response/s

&< NS Yes % No | % Total Total %
5. yg subscribe to the notion that | 45 56.3 35 43.8 80 100

ee grievances may result to

reduction in corporation productivity?
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goal?

6. Do you subscribe to the idea that | 60 75 20 25 80 100
employee grievance may be hindrance

towards achievement of corporation’s

* \

From the above table, we can conclude that 45 people repres N&QSQ percent agreed to the
opinion that employee grievances may result to reductic@ration productivity which
will in-turn affect organization whereas, 35 pe% enting the remaining 44 percent

believes that employee grievances may not resb%

Similarly, in same table in question @SO people which represents 63 percent agrees
iQd

that employee grievance may b,

4.3.1 Analysis on Table 3

uction in corporation productivity.

towards achievement of corporation’s goal while

23 people which represent(h(e/ ning percent disagreed with the above assertion.

From the above taw@(agree that the number of the people that agreed are far greater
e

than the numkthose that disagreed. As a result of the forgone, we can agree that

employge o er’s grievance can truly affects the achievements of aims and goals of the

Q4. esearch Question 4

What are the management's responses to employee grievances?

Table iv

Question Response/s
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Yes % No % Total Total %

Pop.

7. Do you subscribe to the notion that | 65 81.25 | 15 18.75 | 83 100
collective bargain is a effective tool

used in handling employee/workers

)
§

N10O

grievance?

4
///'\

8. Do you believe that motivation as | 60 75 20 25 8

well as improving the working

Z

conditions of employee can help to

&
reduce employee’s grievance? Q{'
N
N
\\?‘
gpt@ which represents 8lpercent of the total sample

In respect to the table above %
collectively agreed that c% e bargain is a effective tool used in handling

employee/workers %m hereas the remaining 19 percent disagreed. That is to say,

4.4.1 Analysis on Table 4

corporations s nitiate employee-management dialogue and colloquy that’s known to be

collectiv &J g for efficient as well as effective running and unceasing of the

QS ndings
Q s a result of the analysis above, it has been keenly discovered that the core notion to

grievances in the Nigeria railway is that the corporation management often violates the
conditions of employment. That is to say, the management does not comply to employment

contracts of the employee.
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Q

It has also been established that as a result of the disregard, violation and defy of employment
contract of employee, workers often make use of strike as well as some other poor attitude as
a measure of speaking out their grievances. Similarly, it was discovered that the attitude of
these workers towards their work often lead to low performance and productivity whichyoften
colt the actualization of the corporations goals. More so, amidst the analysis fi :§\a

communication gaps always exist between the employees and their employe\% S pave

way for difficulty in settling the problems fracas in its very early stage.

\
Finally, most of Nigeria’s corporations are established for th ® service oriented at

the expense of mere oriented. That is to say, lack of pr(egg ng is inevitable in taking

care of the corporate administration. In a nutshell, &
al

be main reason for employee’s grievance in Nige way Corporation.

i\
&
S

per funding was established to

N
O
N
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Chapter Five
Conclusion
5.1 Summary of Findings

This chapter’s aim is to make a short summary of all findings made in this research work.
Similarly, general conclusion as well as recommendations will be included. Als ,%Ses
suggestions for future studies and well as a proper look into the limitatio is\fesearch

work. According to the data that were analyzed, copious amounts&;h thdings are that,
a

employee’s or workers grievances is a ceaseless affair in Virt@

among the main strands that leads to these grievance @gular or not paying the
employees salaries as at when due, nonimplementzé&ell as violations of employees
S

&rporations. Thus,

terms and condition to work by the corporatio

approaching workers grievances. F ore, employee grievances will be brought to a

Finally, the research was able to fi a@hﬁat collective bargaining is a useful tool in
O

minimum level if the corp r@ offer better motivational incentives and improve the
working conditions &théé/&

oyees.

5.2 Concl

In acc%gw the findings in this research, the main conclusion deducted from this
re%% that, in order to effectively manage grievances in any corporation, one must be
bl&\fo

have control on the real source to the people’s grievances as well as the consequences

Q :Eat sprung up the negative impact.
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As a result of the forgone, the researcher has been able to draw a logical conclusion that the
main cause of employee’s grievances in Nigeria Railway Corporation are non-
implementation as well as violations of employees terms and condition to work by the
corporation. If only the management would employ the recommendations stated above, the

rate at which employee grievances is registered in corporations will reduce so drasticall%

5.3  Recommendations @E ~
In respect to the general findings above, the researcher is recommend@following in

respect to improvement of services and work situations in Nigeri tyay Corporation. It is
recommended that the corporation management should 1 as well as respect the
employee’s contracts (term of agreement) similarly, @mployee’s salaries are paid

in time. %\

Going further, employees are recomme o make use of dialogue as a means of settling

whichever difference they have V\@ orporation management so as to avoid any

industrial actions that may p e%to ineffectiveness and inefficiency in the corporation’s

administration. \</</

Also, the corporﬁ nigement should cultivate the habit of using collective bargaining as
a means of @mployees grievances similarly, they should cultivate the habit of getting
the ﬁf{rce continually motivated because this will in-turn improve the level of

s productivity as well as achieve corporation’s goal. This is because, motivation

&m the management makes workers to put in their all in executing their daily task and

functions.

Lastly on this, the central government should cultivate the habit of providing adequate and
reasonable funds to the corporations. This is because it will enhance them (corporation) in

executing their activities efficiently as well as effectively.
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5.4  Limitations of Study

During the course of this research work, there were several challenges and limitations that
were met, it is important to know that some of these limitations were expected whereas the
rest weren’t expected. This research work is limited to the Nigeria Railway Corporation with

her challenges. Thus, this research breaks down the limitations bellows: \V\

Lack of Awareness: It is quite challenging as well as surprising to know that @y of

the employees at the Nigeria Railway Corporation most especially the @h@t belongs to

the lower ebb of ladder can’t be said to be literate. That is to sa &{0{ these staffs were

unable to give a definite answer to the questions that we %ome don’t even have a

clear understanding of what a questionnaire is, some g&ot provide the questionnaire

paper given to them, while some staffs were of iMon that questionnaire paper was just
%tc

another form of raising taxation for the gow

Victimization Fears: This researQﬁg also witnesses the above limitation. Some

employee felt reluctant to an %questions while some of the employees preferred not to

rporation citing victimization fears.

talk about issues relating\{/e

Carefree kind (@Qde Towards Work: During the course of this research work, the
research alﬁ) tered carefree attitude by the employee towards their work. Examples of
suc ﬁs{e includes, staffs arriving at work late or staffs who were supposed to provide

rials or information not being on seat. This therefore had a negative impact on the

QQurse of this research work.

Improper Documentation of Data: The research also faced the challenge of getting
materials and data as quick as possible. This is due to the fact that the researcher discovered

that improper documentation of information and data poorly manage preservation system.
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Accessibility: Among the roads (terrenes) that leads to the corporation offices were not that
in good conditions as these road were pretty bad. Similarly, distance was also an impending

factor too.

5.5 Area of Further Studies

To pave a new ground for further studies like this, it is highly cogent th@&ve

situations are duly created. Thereby, for the sole aim of furtherance of simil h, the

below suggestions are highlighted.

Iliteracy: Illiteracy remains a major challenge that keeps @gxm society socio

economic growth. As the name implies, socio economic th enture should have basic
<e<«e

educational qualifications as some criteria. This will m understand what a research

based program is about and similarly help the@wrt themselves in self expression as
well as defending their rights. &\

Free-flow of Research Based Infor@: A very serene environment ought to be created.

This type of environment v@ provide a free-flow of information centered on the
establishment or corporz?&éﬁw

of the forgone # % rfant as well, also, creation of website for the establishment is

ta, research materials, books as well as proper preservation

important. Thi enable anyone who need information to source for whatever information

theyé&{ere.

%&d to Introduce Computer: It is important to lay more emphasis on this point, as it is

nge important to have computers in the corporation most especially at this time and age.
The more the computer the corporation has, the less the tons of waste material and

information.
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Politics: It is important that staff members, officials or employees of the corporation need to
be taught on how to be more empirical rather than being subjective. That is to say they must
be able to let go off their political views in respect to information needed about the
corporation in carrying out research. They tend to give information and data to suit the views

N

of their superior which in turn affect the credibility of a research.
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INSTRUMENT FOR DATA COLLECTION
APPENDIX 1
Dear Respondent,

RESEARCH QUESTIONNAIRES ON GRIEVANCES MANAGEMENT IN NIGE%\

RAILWAY CORPORATION (&\

&

SECTION A %\
Please tick [ ] to your choice of answer %

1. Sex: Male Female (\&\

2. Age:1825( ) 26@ 36-45( )
3. Marital status: ﬁé‘g}/ Married

L
4. Educati ualification:

25

8
QQ WAECINECO ()

Iy )
CE/GCE, ( )
First degree/HND ( )

Post graduate [ |

If none specify
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1. Occupation
2. Level of position

3. Employee department

Personnel

Finance \V\

Administration g(,%
N\

If no please specify %

4. Place of residence \
SECTION B %)
Test Questionnaires §

Tick Yes or No

QA

1. Does your corporation pay its a&ary according to your letter of appointment?
Yes[ [No[ ] @
Do you consider 3%(5%‘[ basic salary adequate? Yes [ INo[ ]
3. Do yo 13n " about your basic salary because you compared it with other
orga izblike Bank or oil companies? Yes[ |No[ ]

4. oyou feel that Nigeria Railway Corporation is conducive for employees in terms of

acilities? Yes[ ]JNo[ ]

QQ What are the things you expect from government concerning your working condition?

Yes[ JNo[ ]

6. Do you feel that there are standard rules and regulations guiding the employees
conditions of service? Yes[ [No[ ]

7. How often are you being promoted? please tick
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10.

12.

13.

14.

€.

If No please specify %\%

“ to your choice of answer)

Very often

Often

Not often

Can’t remember the last time

Never

N

If your answer is on the negative, have you ever put u@li@s regarding your

promotion? %(—}
Yes[ No[ ] &(/

Do you ever receive extra allowances? §
Yes[ No[ ] ’\\

If your answer to question_10 1§ yes,*are you satisfied with the present extra allowance

paid by the corporati INo[ ]
If your answer to}%’% 10 is no, have you ever put with the present extra allowance

paid by th@@ﬁon? Yes[ ]No[ ]

Do gogk that the Nigeria Railway Corporation feels concerned in terms of

@p ving working conditions of workers?

Q%Yes[ INo[ ]

Do you feel that the management is doing enough for the improvement of salary?

Yes[ [No[ ]
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15. Do you feel that the management is doing enough in terms of provision of facilities
such in terms of provision of facilities such as housing equipment mobility etc. Yes. [

INo[ ]

16.  How good is the pension scheme of Nigeria Railway Corporation (please tick good to

your choice of answer)
a. Very good

b. Good

¢.  Bad @

d. Very bad &(,
e. If none please specify §

17.  If your answer to question 16 igfin negative, have you ever put up a complaint

regarding to pension scheme?Wes INo[ ]
18.  How regular are gr{z/ pensions of retrieves paid? (Please tick good to your
choice of anxr)\/

. Regu@ '

b. &Q
@Ver paid
Q If none please specify

19. If your answer to question 18 in the negative you have ever put up complaint
regarding payment of gratuities and person?

Yes[ JNo[ ]
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SECTION C

20.

21.

22.

23.

24.

25.

26.

Does your organization pay its basic salary according to your letter of appointment?

Yes[ JNo[ ]

Do you consider your present basic salary adequate? Yes[ |No[ ]

Do you complain your basic salary because you compared it with other @Ens

such as banks and companies? Yes|[ [No|[ ]

Do you complain because you consider your input more than your lary?

Yes[ ]No[ ] \,\\\

Do you feel Nigeria Railway Corporation is con@r ou? Yes[ [No[ ]
Which of the following do you expect fro@ ent concerning your working

condition? %

Increment in basic salary &
Extra payment for extra rk\
ns

Do you feel thats%/a standard of rules and regulation guiding the employment

condition? \ .
Yes(j@%{ ]

often are you given promotion?

Standard rules an

% Very often

Often

Not often

Can’t remember the last time
Never

If none please specify under
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Q

28.

29.

30.

31.

32

33.

like housing, equipment etc? Y%

If your answer to question 27 is in the negative, have you ever put up complaint

concerning your promotion? Yes[ [No[ ]
Have you ever been given extra allowance?
Yes[ JNo[ ]

If your answer to 29 is yes are you satisfied with the present allowanc% rhe

corporation @%

Yes[ [No[ ] \
Do you feel that the management of the corpora cac%‘, workers in terms of

improving work conditions? Yes[ ]No[ ] ®
)

Do you feel that the management is doing for your corporation in order to

improve your salaries. Yes[ ] No %
Do you feel that the managevl@)i enough for you in providing the facilities
[ ]

N
3
S

4\
O
N
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A. Personal Data
Full Name:
Address:
E-mail:

Phone No:
Date of Birth:
Place of Birth:
Nationality:
Next of Kin:

B. Educational Background

Educational Institutions Attended with Dates and

Biodata

Igoche, Josephine Onyeche

No. 53, Tajudeen Ali Street, Off Ojokoro, Agric, Ikorodu, Lagos State
josephineigoche90@gmail.com

+2348181095859

May 05, 1995 %\V\
Ogbadibo LG, Benue State @
Nigerian \

Godwin James Adah %

No. 53, Tajudeen Ali Street, Off Oj okoro,@&o}bdu, Lagos State

e MSc. in Public Administration — Lead Ibadan (in view)
e BSc Political Science — National OgenWniyersity of Nigeria 2017
e S.S.C.E —Navy Town Senior &\ School 2012
C. Working Experience with l@
e FIRS (Federal InlandRe e Service) (Maintenance Contractor ) April
2013— Till Date

D. Membersh

i. Institu

%c mic and Professional Bodies
L
artered Accountant (ICAN) In view

Signature

118


mailto:josephineigoche90@gmail.com

University Compliance Certification

This is to certify that this project by Josephine Onyeche Igoche with Matric No.
LCU/PG/001787 in the Department of Politics and International Relations, Faculty of
Management and Social Sciences, Lead City University, Ibadan is in full compliance with the

approved university.

Signature (\' Date

S
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