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ABSTRACT

In most Third World countries like Nigefié,
’_there had been continuaily industrial conflicts
since the ninety-eighties. This work uses the
Nigerian Railway Corporation (NRC) to investigate
extensively the causes of this'hydra—headéd issue;
what management approatches used in resolving
industrial conflicts in the NRC; and why its persis;
'tence?. The point of departﬁre of this work aftef
feviéwing literature was that, not much has been
said with special reference to managing industrial
conflicts in the NRC. The survey research me thod

of investigation employed were the questionnaire

and oral interviews. This was complemented with
information from secondary materials like official
documents. Simple percentage table were used in
the analysis. The work reveéls that the working
environment at the NRC is not conducive for industrial
peace, This is as a result of lost of interest by
the gﬁ&ernment to the rail sector; poor method of
payment of salaries, which is spasmodic;_'There are
alsc sour relationship and poor c;mmunication between

railway men and its management and these have affected
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the workability of most approaches especially the
(Lpllective bargaining. Therefore the order of the
time is confrontation, violation of orders and
threat. Alternatively, Situational Theory (S and T)
Approach is suggested. This approach suggests that
the management body should use their wits to note
the nature of conflict and those involve.andAwhen
it is appropriate to apply force or dialogue,

This wofk adviced government to stop saying some-
thing and doing something else in industrial rela-

tions,
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CHAPTER ONE
GENERAL INTRODUCTION

1.1 Statement of Problems:

One of the fundamental problems presently pesing
a threat to the survival of Nigeria, as a country,
and most Third-World countries are industrial con-
flicts at work-places, The labour force of most
Third World countries are ofteﬁ confrontatioﬁal in
their approach to issues of which affect them as a
group. Thus, if appropriate care is not taken,
“thedir activities can destabilize any state,

In the Nigerian Railwaf Corporation, for
instance, the relationship between labour {(workers)
and the management has not been cordial in recent
years., For quite some years aftef the establish-
ment of the Nigerian Railways in 1898 till the
early nineteen eighties, the corporation hasAenjoyed
a relatively’largé measure of peaces But alas, the
mid-eighties ﬁshered in a new turn, that is, inces-
sant industrial unrests, which have become the order
of the day. For instance, from 1986 till date no

yeayhas past without the railmen embarking on one



type/form of strike action or the other to press
home their demand(s). These resulted to the loss
of million of naira which would have accrued to
the federal government,

Historical facts revealed that in spife of
various management theories applied in the NRC
industrial conflicts, they still persist, The
conflicts suggest the persistence of labour and
management disagreemento This unfortunate trend
of events and the sorry situation have forced some
concerned individuals into asking questions aimed
at_finding the root causes of the numefous céuses
and how best té control and manage industrial con-
flicts in the NRC,

The researcher has for some time now been
pondering. over certain questions relating to the
problems of the NRC vis-a-vis the research questions.

i) Have delays in payment of wages and
salaries been the root cauée of strike action in the
NRC?

ii) To what extent do the government intervene

LN

in the management of the NRC industrial conflicts?
™ :



iii) To what extent can effective management
strategy contribute towards the settlement of

industrial conflicts in the NRC?

1.2 Objective of Study:

The recent industrial actions at work places
all over the CQUntry and the NRC in particular
have.beéome a source of grave concern to most
Nigerians including the writer. By this research,
the writer intends to make researches into some of
the probable causes and how best to effectively
manage dindustrial conflicts at work Placesy espec-
ially in the NRC, |

Specifically, the objectives of this séudy
include: |

i, Identifying areas tﬁat cause industrial con-
flicts in the NRC. Put differently, why is
it that in spite of previous attempts,v

industrial conflicts still pérsist?

ii. Identifying management strategy that will be
of immense help in the management of

industrial conflicts in the NRC,.



iidi, Highlighting appropriate solutions to

industrial conflicts inm the NRC.

1¢3 Significance of Study:

From the stated objectives, it is expected
that the result and the,findings of this work will
be of imménse value to the organisation under study .
- NRCy; to scholars, to other'corporations and other
developing countries - the Third World, This is
because, this work will throw lighf on some of the
probable ways of effectively managing industrial
conflicts, with special reference to the NRC,

Specifically, the findings emanating from
this research will hopefully be of particular
bengfit to the Nigerian Railway Corporation; as.the
ménagement of the corporation will by tﬁe result
of this work be equipped with better ways to
ei"fectively' control further crisis situations,

Tﬁis we hope will create a peaéeful working environ-
ment.,. Besides;, other corporations may benefit from
the lessons learnt from the study. Also, scholars

will find this work wvaluable.,



Hopefully, this study lay bare government
and employees? deficiencies over manggément of
industrial conflicts and emphasize on inmnovative
and corrective solutions which will constitute
a valid contribution to the management of

industrial conflictse

T 1.4 Literature Review:

A lot of researches have been undertaken by
scholars on conflicts and conflict resolutiomns.
But available literature has revealed that much
has nét been written in the area of managemeht
of industrial conflicts at work places with special
reference to the Nigerian Railway Corporation,
This will form our point of departure,

The review will comprise three sections,
Section one will define the concepts or terms
relétéd to. the work_- management, effective mana-
gement and conflict, Section two will examine the
various causes of‘industfial conflicts at work—
places. While section three wili deliberate on

some of the management approaches to industrial



.conflicts at work pléceso

In the process of writing this work, some
concepts have been used, Some of these concepts
‘are of wide range of interpretation by diff'erent
scholars, Therefore, to avoid ambiquity, it is
pertinent to define some of these kuy concepts in
the context thq& have.been used:

Management

Different meanings have been attributed to
the word-i":mal"xagement'° To Nwachukwu, (1988:3)
management is a process demanding the performance
of épecific function1° Koontz and O'Donnel (1972:42)
regarded management as, 'a means of getting things
done through ﬁith pedpleo2 For Davis (1951:6)
management is, "the function of the executive
leadership anywhere"p3 According to Desmund
Keeling (1972:32) management is, the search for
the besf use of resources in pursuit of objectives
subject to change.a Infact, management means

getting things done through adequate control of

human and material resources,



Scientitically, it can be defined as the’
co-ordination of all the resources of an organisa-
tion through the prééess of planning, directing and
controlling in order.to attain organisational goalso5
It can also be seen és the supervising and co-ordi-
nating of aétivities to attain optimum results with
organisational resources, All these definitions
are appiicable in the conte#t of this work, but more
specifically management of industrial conflicts:
with regard to the study of the NRCy the concept
of management should be seen aé a process involving

controlling and handling of industrial conflicts

at the Nigerian Railway Corvoration work place,

Effective Management

Management 1s said to be effective when it
achieves desired result. Managemeﬁt is effective
when it draws out anticipated response(é)g For
insfance9 every corporation is made up of people,
The work of effective management is centred around
guidihg9 handling and direciing a group of people

toward achieving organisational goals, This task



entails a great deal of work: planning, organizing,
directing and controlling. All these functions of
management depend on and are bound by a common

factor - effective communicafion.

Conflict

Oxford Advanced Learner's Dictionary of
Current English (1985:178) defines conflict as to
"be in opposition or disagreement (With)"a7
Industrial conflict used in the context of this
work means oppositionﬁor disagreement situation
involving the workers and the management. It
connotes a possible breakdown of law and order in
the économic system. A conflict emerges whenever
two or more persons (groups) seek to possess the
same exclusive position, play incompétible roles,
maintain incompatible goals, or undertake mutually
incompatible means of achieving their purposes.
| On the other hand, éonflict may result in the
destruction or disrupféén ofanall or certain of the
‘bonds of unity tﬁat may previously have existed

9

between the disputants.,. Almost any aspect of



conflict, however destructive, requires interactionl
between the antagonists, considerable communication
and the establishment and maintenance of many
reciprocal ties and subtle understandings., Con-
flict thus functions as a binding element between
parties who may previously had had no contract at
all.10
What then are the causes of industrial
conflicts/strikes or disPutes11 at work.places?
Conflict may break cut over the distribution
of a great variety of scarce values and goods, such
as income, status, power, dominion over integrity
or ecological position cseo In certain types of
conflicts, such as modern management - labour
conflicts, the antagonists may labour only a
minimum of hostile emotion toward each other.12
Akpala (1978:259) was making the same point,
when he re-echoed Mehrotra's causes of industrial
disputes grouped into economic, moral and pélitical.
Some of the causes are independent of the job and

still others are related to the job. According to

Mehrotra, the economic causes of industrial disputes
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relate to want of proper adjustment of'wages to
cost of living. While moral and political causes
relate to working conditions-and failures on the
part of the employers to provide adequate measures
for the welfare of the workders both inside as well
as outside the éstablishmento Mehrotra ex@atiated w
more on the political causes emanates from the
proble& bf'differences in ideologies., One ideology
for éxample, advocates that workers must strive to
stép the employers' exploitative powers., Thus the
reason for industrial unrest, A single strike or
luckout itself can and often does have more than one
cause and it is sometimes difficult to distinguish
between one cause and another. It is, however, pos-
sible to distinguish the major causes of conflict
from minor oneso12

Flippo and Mun Singer, (1978:473) writing on
what seems to be the etiology of conflicts stated
that, contlict occurs when two or more people or
groups peréeive that they have

() incompatibility of goals and

13

(2) interdependence or activity.
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Conflict can manifest itself in many forms
writes Kerr (1964:171)., The means through which
industrial conflict expresses itself are as in the
ingenuity of man.14 Brett and Goldberg (1983:37)
went further to explain that organisational
structure inadequately designed causes industrial
conf‘lictm‘5

In a cover story of Timesweek 15 June 1992
captioned Nigerian Railways: ' What Future? seems
to elucidate Kerr's (1964:171) view when the paper
notes that, "while Nigerian workers are fighting
for higher wages in line with hard times, railway
workers are still stfuggling to get old wages padid',

What are the causes of industrial conflicts
in the NRC? The magazine gave the following reasons:

non-payment of salaries and allowances of

Railway workers for months and the non-

availability of locomotives and spare

parts all deriving from utter neglect of

the corporation by successive governments

and partly perhaps, the inmabhility of the

corporation to move with the times.

What are the management approaches adopted in

dealing or managing industrial conflicts of Nigerian

workers, especially as it attects the Nigerian
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Railway Corporation? To answer this question,

Ubeku (1975:211) made us realise that, "am aggrived

employee who feels he has a grievance against the

organisation, like the NRC, as a whole, and to an

extent that the grievance lingers, nis erfective-

ness is in doﬁbt° ‘His morale is low and as a

result hig efficiency droés. It is>in the

interest of both employee and organisation thét

these grievances are managed effectively, to

prevent the outbreak of serious contlict capable

of disrupting the operations o1 the corppration

which coﬁld lead to its collapse"o17
Perhaps in reaction to Ubeku's advice9 Flippo

(1978:475) opined that, "whether sﬁimulated,

accepted or opposed, ;onflict that does develop

must be handled in some manner."18 The approaches

to managing, limiting and resolﬁing conflict or preven-

ting it altogether can be thought of in terms of their'

methods, immediate target and the sequence of

assured and large desired effect,

In conflict resolution, or conflict manage--

ment, and prevention, it was suggested that:
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If avoidance of physical aggression does
not successfully resolve a conflict, the
use of a third-party to achieve settle-
ment by arbitration, mediation, compromise
or adjudication is likely. Certain
institutionalised forms of resolution,
such as councils, courts, go-betweens oxr
"crosser" perform these functions,
Anthropologists have significant note of
the fact that the resolution and control
of conflict need not necessarily be
identified with specialised political
offices. 19 , ‘

Eiippo and Munsinger‘summarizes the above state-
ment when they stated that, "the resolution of
conflict can be approached imn two ways:

(1) interpersonal and (2) structural.
Among the many interpersonal ways of dealing with
conflict are the followings

i. TForce,
ii, Withdrawal,
iii. Smoothing,
iv. Compromise,
Ve Arbitration,
vi., Mediation,
vii. Superordinate goals, and

viii. Problem Solvingozo

They went further to expatiate those afore-mentiomed

terms as follows:
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Force entails the use of superior power,
issuing from authority or other sources,

to compel omne party to accept a solution.,.
Withdrawal or avoidance of the other

party is an commonly used device. If
co-operation and close co-ordination are
deemed essential, the organisation will

be harmed., Smoothing is often used by
managers to provide a semblance of peaceful
co=-operation - "we're one big happy
family", Compromise entails sharing of
values with neither party getting all it
wants., This is the most typical of deal-
ing with labour-management conflicte.

Both arbitration and mediation call for
outside neutral parties to enter the
conflict. The arbitrator has the authority
to act as Jjudge and issue a gecision; the
mediatorcan only suggest, recommend, cajole,
and keep the two opponents talking in the
hope of reaching a solution, The plea of

a superordinate goal requires that both of
the opponents be essential for the accomplish-
ment of a superior and more compelling
goal, The goal of winning a war has often
been used to get labour and management to
bury their differences in the interest of
both parties,

Finally the preferred behavioral
approach to conflict management is problem
solving. The win-lose approach ofthe
often used force method is replaced by a
win-win philésophy of problem solving.

As usually practiced, problem solving is
characterized by such elements as an open
and trusting exchange of views of facts

and acceptance of such norms as the follow-
ing (1) conflict is caused by relationship
among people as is not within the person,
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(2) rarely is one completely right ana the

other completely wrong and (3) granting

concessions is not a sign of weakness or

capitulation.21

They concluded by saying that conf'lict can
also be managed by altering the structure and pro-
cesses that have‘impact upon behaviour., Among these

methods are the following:-

.i. Change procedure,
ii, Change organisation,
iiis . Change physical layout and

iv. Expand resources,

Fashoyin (1982:1) in a paper says that
collective bargaining takes place when é group of
workers, represented by a union, enter into negotia-
tion as a bargaining unit with an employer or group
of employers with the objective of reaching agreement
on condition éf employment for the'w&rkers concerned,
To buttress his detinition, he cited Prof., Dunlép&s
definition of Collective bargaining as, oes the
ability of the two contracting parties to influence
the wage, in terms of these three (taste of workers
and employers, market conditions and pure bargaining
power) factors especially in ﬁerms of the first

23

two.
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In an article titled "Managing the Public
Service Institution; The Concept of Management by
Objective"9 Druker, 1980, concluded that, to make
public enterprises perform does not require
'greatmen'. It requires, instead a system. The
essentials ot this system may not be too différgnt
from the essentials in avbusiness énterpriseg though
the application will be quite different.~

Out of these management approaches adopted
in resolving industrial conflicts at Nigerian
work places, especially in the Nigerian Railwéy
Corporation, NRCH collective bargaining technique
is the most favoured ome, This is because,; the
Nigerian Railway Corporation Ordiance of 1955,
section 47 of the Ordinance reads, subject to other
provisions of this part, the'corporation may appoint
and employ such servants and agents as it deems
necessary for the discharge of its functions under
this Ordinance upon such terms and condition of

25

service as it may determine." This means that
the NRC was legally empowered to bargain collec~-

tively and reacl: agreement with the union NUR -~
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Nigérian Union of Railmen - operating therein on
wége rates, fringe benefits etc. for its employees.

But how far has this much favoured technique
been able to solve NRC industrial conflicts? The
way things are going on the NRC now, it appears
an effective means of managing industrial conflicts
in the NRC has not been realised. The then Scle
Adminis%rator of the NRC was almost'saying the same
thing when he, Ogbemudia, séid that there are two
major problems of the railways. The first is the
problem of management of both human and material
resources, Then, there is that vital bréak in
communication between the railway and those who
are supposed to finénce it926

However, the literature has exposed the
following: that conflicts at work places are
inevitable and that the etiology of most industrial
conflicts emanates from poor funding and its con-
sequént lack of welfare of workers, We discovered
so far that no one single management approaoﬁ has

been perfected as to provide an effective answer
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to the issue of management of industrial conflicts
with reference to the NRC.

It is evident from the literature reviewed
that it is only Munsinger and Flippo's work and
few_scﬁolars that have attempted to work out an
2nti-dot§ to industrial conflicts at work places;
while others made a passing statement or remarks,

though with no special reference to the NRC,

Therefore, in conclusion there is raison d'etre

for a deep study on the issue of managemenf of
Industrial conflicts at work places., A case study

of the NRC,

1.5 Theoretical Framework:

The ideal frame work for the study of
magagement of ‘industrial conflicts, which will give
direction for our analysis is the systems theory.
This is because when applied to industrial conflict
management, "the systems approach combine the in-
-sights.from both classical organisation theorists

and human relations theoriests and adds a new
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dimension éonsisting of an emphasis on the interaction
between a giveﬂ public administration system, like
the NRC; and its total environment.?6 According
$o sgstems approach theorists, "a system is made
up of interdependent parts, has permeanable bound-
aries, iﬁteracts wiéh its environment by imparting
imputs, while it exports Qut in order tq maintainl
itself in a_permanenf eqﬁilibriumgz7 Akpalg, on-
his part noted that: "a system is an integrative
theory that attempts to present and operate organi-
sation as a unified, purposeful system composed of
interrelated parts.28

The genesig of the systems theory can be
traced to the writings of Ludwig Von Bertallary,
a German biologist in the 1920's., But it-was only
after the Second World War, that political
.Aspientists such as David Easton adopted the systems
theory in the explanation of political events.29 |
The basic concepls developed in the framework

in the systems theory try to highlight the factors

responsible for regulating and maintaining systems
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and concepts which foéus on dynamics of changes
in the éystem.
However, the scenario of the theory are-.as
follows:
i) A system comprises elements or parts, and haﬁé
basic structure.
ii) Iach part of element of a system has an aptimum
value,
iii) Every system seeks goélé and tends towards
systems stability,
iv) Every system is governed by the law of ecoﬁomy -
waste is avoided, and what is available is
put to maximum use,
v) The development of parts of any system is by
differentiation réther than by multiplication
vi) Each system is an integral whole and n&t an
aggregate.of parts. Furthermore, no part can
be destroyed with impunity because destruc-
tion of a part atfects the entire‘systemo
vii) Every system tries to pwvide the ideal correct
0r appropriate environmenf for its parts --

sub systems:  As a result of the fact that
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each system expects each 6f its barts to fulfil

its different tunctions within the system, it
provides.thé social surroundings that i; the
environment or conditioning factors that facilitate
role performance that gives maximum satisfactiono{-

The context of systems functioning can schematically

be represented as follows:

|] B : ,
Iy MANAGEMENT
v BEHAVIOUR
g SYSTEM
Ur 1]
0 CONVERTING 0
. O [T .
y DEMAND - PUTS !
B &
N |
T i
{ .
= '

Put in a different form, input enters the conversion
process which finally comes out as the output, as

it is shown in the diagram below:
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' Conversion
Imput——> Process ' out Put

AN

Sources of both diagram are adopted from Lawrence C.

Meyer, Comparative Political Inguiry, A Methodologic:.l

Survey, III The Dorsey Press)'1972, P. 3 for. the
one abovey; while the below is from Ladipo Adamolekun,

Public Administration A Nigerian Comparative Pers-

pective, Longman 1986, p. 15,

The survival of an open system depends on its
ability to, ingest enough input from its environment
to off-set its inputs plus the energy and the
materials used in-the operation of the system, that

31

is a steady statee.

Therefore, 4if the environment is lacking, the

sub-system will behave in ways which tend towards

the disintegration of the system. . (The stress is

mine),
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Accordingly, an enterprise will fail to "survive
if its dinputs do not at léast equal its outputs.“i;32

The concept of systems approach is therefore
necessary for .proper identification and under-
standing of the varioys critical parits of a system
that causes conflicts. Also,to know how these are
inter-related or inter-connected to function for
proper‘management of industrial conflict - the
railway example.

Therefore, we can look at the case studf as a
sub-system of the entire Nigerian system or sqcietya
It is because of the fact that the public corporations
- form the sub-system of the entire Nigeria that any
crisisﬂin Nigeria indﬁstrial.sector‘usually affect
the entire system or country. Decisions of the
NRC as weil as the directives or regulations coming
from the federal government of Nigeria influence
the activities of the organisation directly or
indirectly. Thus, the federal government has to
provide a conducive environment for effective -
operation of the entire corporation (subsystem) if

workers'! industrial conflict are to be minimised.
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The competence of this systems approach to
management of industrial conflicts dis not in doubt.
It will help us to undersfand how management and
government cope with industfial cbnflicts and the
various conflict management stratégies tﬁat have
been put into practice to ensure stability of the
entire system.

In'dpplying this systems theory to this study,
we are looking at the NRC management as decision
making-systems. fhis qualifies them to ke regarded
as government, Réilway staff or workgrs as mentioned
'in the theory relaté to the work force in the
adminisﬁrative set up of the government. Viewed in
this respect, we are in a better poéition to
Ainvestigate the role of effective management
strategy to workers industrial conflicts, as the aim

of every system is to ensure systematic stability,

1,6 Hypotheses of Study:

To enable us research into this work, some
tentative answers to the research problems stated
earlier are not only necessary but form the corner

stone of this research.
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The hypotheses are as follows:
i) There is significant relationship between
salary/wages' and industrial conflicts in the

Nigerian Railway Corporation.

ii) Industrial actions by railway men contribute

significantly to government intervention,

iii) There is.a positive relationship between the
management strategy adopted and the manage-

ment of industrial conflicts in the NRC,

.1.7 Method of Data Collection and Analysis:

This study was conducted employing the.survey
research method of investigation. Use was made of
primary source comprising questionnaire and oral
interview, This was complemented with information
from secondary materials.

Questionnaire administered to members of staff
of the Nigerian qulway Corporation of the Bastern
Distfict with Enugu as its headquarters. The areas

were chosen not only for the sake of convenience
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but also it was felt that the factor of location will
not affect the result of this study.

A random sample of two hundred and fifty
questionnaire were used on the Bastern District
of the NRC; out of which-two hundred were returned.
The questionnaire éontéins both structured and
unstruétured questioﬁs. It also contains multiple
choice questions and open-ended gquestions., The
questiopnaire were designed to solicit information
on the management of the NRC industrial conflicts,

Interviews were conducted with some members of
staff and some executives of the Nigerian ﬁnion of
Railway (NUR) of the NRC at Lagos and Eastern
headquarters, Enuéu9on the basis of ratifying the
judgement of the sampling methodo

On secondary sources, the work made use ..of
official documents and records such as.thé annual
reports and other publication of the NRC. Also
useful were the writings of schoiars and practitionérs
on Nigerian public enterprises and the NRC in |
particulére These constituted good check on data .

obtained by other methods,
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Method of Data Analysis:

The data generated from the guestionnaire were

analysed using the simple percentage tables,-

1.8
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CHAPTER TWO

HISTORY AND ORGANIZATION OF THE
NIGERIAN RAILWAY CORFPORATION (NRC).

2.1 The Tarly Beginnings of the Rail
Transport in Nigeria:

To the best of our knowledge, the primary
motive for building railway in Nigeria was economic.
The British' government might have administrative and
humanitarian reasons, whiéh to all intents and
purposes were secondary.

Railﬁay was mainly established to facilitate
' the exploitation and evacuation of agricultural and
mineral resources for export to Britain. The build-
ing of railway in Nigeria by the British government,
the then colonizing power, has administration in
mind also, It was established to maintain links
between the central segt of colonial government in
Lagos, and other parts of Nigeria; The humanitarian
factor often fasely cited as the rationale for the
construction of railway is that it opened up the
various interior parts of the country, That the
railway would diminish social and tribal prejudices

and also increase inter-course of various people,
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Most history commentators have taken the above view
with caution.

The railway construction proper in Nigéria
actﬁally started in 1893, During this period of
railway construction in Nigeria, it has been noted
that the planners were faéed with problems arising
from ignorance of the physical féatures of the
countrfe | |

The first rail line was built between 1893
and 1909 and this linked the sea port of Lagos to
Ibadan and Jebba, The rail line was necessary to
facilitate the export of cocoa which was produced
to a relatively large quantities in the western
.region. The second rail-line was built from Baro,
a port on the Niger, through Minna to Kano; by the
government of Northern Nigeria with funds got from
its wealthier neighbour ~ The government of
Southern Nigeria. This was completed in 19]202

The Nigerian Railway Corporafion_was constituted
on 3 October, 1912, by the amalgamation of the
Lagos government railway and the Baro-Kano railway

and was operated as a civil servie department
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designated the Nigerian Goﬁernment Railwaye.

Progress of Rail Construction in Nigeria

Section _ “Year Distance
Lagos—-Ibadan 1893®1909 193km
Ibadan-Jebba : 1901-1909 295km
Baro-Kano ) 1907-1911 . 562km
Jebba~Minna 1909-1915 255km
PortHarcourt-Enugu 1914-1916 24 3km
Enugu-Makurdi 1916~1924 220km
Kaduna-Kafanchan 1922-1927 179km
Kafanchan-Jos Opened to 101km

traffic in

1927
Kafanchan-Bauchi 1958-1961 238km
Bauchi~Gombe  1961-1963 166km
Gombe-Maiduguri 1963-1964 302km

Source: Booklet on the Nigerian Railway
Corporation - NRC (Lagos: Railway
Printing Press; 1978,

2.2 The Imergence of the Nigerian Railway
Corporation = NRC:

From its early beginnings up to 1955, the
Nigefian Railways was managed by a Railway Department
which formed an integral part of the government,

The Nigerian Railway Corporation as it exists today
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was -established by an Act of Parliament - Nigerian
Railway Corporation Act 1955, as amended No., 20 of
1955. By this Act, the Nigerian Railway Corporation
beéame a "copporate body with perpetual succession
‘and common seal with power to sue and be sued in its
corporate name and to acquire, hold and dispose of
movable property for the purpose of its function
under thHe Act.>

The reason for the transfer of the administra-
tion from government department to statutory public
corporation does appear to be: the inadequacies
in procesdures and effectiveness of the bureaucracy
consequent upon the changed_circumstances of the
post-war economic boom. In support of the above
statement; one time minister of transport said on
.4 April, 1955, that Nigeria has experienced a minor
economic revolution, as a resu;t of improved
revenues.

Secondly, when the Nigerian Railway Corporation
was a department witihiin the structure of the Civil
Service, its revenue and expenditure formed part of
the annual budgets of the government., In reaction

to this policy, McPhee noted that the method is
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unsatisfactory, since it hinders individual costing
and-a progressive policy based -on actual result,
‘He went furtﬁer to say that "Railway have become a
Milch~cow of the previous Treasury which used the
railway receipts to meet deficit elsewhere and
meagWhile starved -the failway of its necessary

5

rewvards and extensions",

2.3 Objectives of the Nigerian Railway
Corporation: '

The objectives of the Nigerian Railwaf
Corporation (NRC) as stated in the Railway Act of
19?5 are as follows:

(a) to manage and operate the railway and provide
reasonable facilities for the carriage of pas-
‘sengers\and goods;

(b) to control railway expenditures;

(¢) to ensure that, so far as.is practicable,
annual revenues are sufficient to meet all
expenditures properly chargeable to revenues; and

(d) +to direct and control the expansion of the

railway system.



35

In summary, the objectives of the NRC has been
reduced to "carriage of passengers and goods in a
" manner that will offer full value for money, meet
cost of operation, improve market share and quality
of service; ensure safety of operations and maximum
efficiency, meet social responsibility in a manner
that will meet the requiréments of rail users,
trade,'commerce, industry, gdvernment and general

PubliC"o7

2.4 Organisation and Management Struetﬁre of
the Nigerian Railway Corporation:

. The organisational structure of a corporation,
like the NRCJ is a framework for carrying out
responsibility, for the management, for the dele-
gation of authority, for the co-ordination of acti-
vities. This view has attracted the 'sympathy! of
most management theorists 1ik¢ T.H. Burhan and D.
Bramley, when they observed that, "organisational
structures illustrate the span of control of each
managerial position and most important of all,
enable the ultimate principlg of organiéation to: be

8

observed®,
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In the same vein, in June 1955, the NRC
undertook the responsibility for operating the
railway. For effective execution of its primary
objective of moving goods and passengers safely,
efficiently and economically from one point to
another. |
' The Nigerian Railway Corporation(has a number of
organs‘as illustrated in the Appendix. For the

purpose of this study, we are going to expatiate

on each organ in an descending order:

i) The Sole Administrator = SA:

The Sole Administrator who is the chief executive
of the NRC is a recent creation. This post was
created by the present military administrationo
Before 'this creation the‘corporation has a chairman
and twelve members; 8 who afe appointed by the
Minister of Works: They represent-diffefent_economic
and social interests in the country. The ﬁajbr.
function of the Bﬁarduis to lay down the general
policy guidlines which the management of the corpora-
tion are expected to follow in the day-to-day

running of the affairs of the ..organisatiomn. The
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day-to-day running of the corporation is directly
under the general manager who exercises supervision
and control over the acts and proceedings of all
staff of the corporation in matters congerniné the
accounts‘and records of the corporation.9_ |
Under the present organisational set-up, the-
Sole Administrator now performs the functions of

the Board and the General Manager: of the NRC,

Director Generals

These officers are in charge of the seven main
departments of the NRC. (See Appendix) They are:
Civil Engineering, Mechanical Enginéering; Administra-
tion, Operation and Commercial; Finance, New Lines,
Audit and Health Services,

| The Civil Engineering department is responsible
for the proper and efficient planning, design,
construction, maintenance, renewal af all track works,
buildings, workshop, éffices,Abridggs, platforms,
water supply and other civil engineerihg'works.

The Mechanical/Electrical departménts pro;ures,
repairs.and maintains the rolling stock-coaches,

wagons, locomotives - and provides as well as main-
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tains the infrastructures of signalling and tele-
communication facilities for safety, éfficient and
economic running of trains by the operating and
commercial department.

The operating and commerdial department has
control over the mbvement and use of the rolling
stéck. . It is also responsible for the acceptance

and delivery of traffic.

The Finance Department

Provides the funds for the execution of the

activities of the above-mentioned three departments.,

The Administration Department is incharge of

personnel and labour relations, manpower development
and training estate and evaluation, public relations,
purchasing, rTunning of railway printing press amongst

others,

The Health Department is in-charge of health
matters such as the running and management of
Railway hospital and other health related matters,

The Audit Departmenf is in-charge of internal

auditing of the account of the corporation.
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The New Lines Department is in-charge of plann-

ing and construction of new lines,

The Secretary to the Corporation:

The scribe to the Nigerian Railway Corporation
is in-charge of all mattefs concerning meetings of
the Sole Administrator, Director Generals and other
top officials of the corporation; preparing agenda

A\

for the meeting and ensuring that the decisions

reached in the meetings are carried out.

District Managers:

i
S

The re-organisation of the railway for the
purpose of promoting efficiency was effected in 1970/
71 financial year., Four main Districts head-quarters
at Ibadan, Zaria, Bauchi and Enugu aﬁd two sub-
Districts with headquarters af Kafanchan and Minna
were created. .

District Managers wefe posted to man the main
districts, with powers of IHeads of Department on
matters relating to the day-to-day running of their

Districts.1o



Railway District Manager is equivalent in rank

to a Head of Department and is directly responsible

to the Director General on all matters in his

district.
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CHAPTER THREE

LABOUR AND MANAGEMENT

3.1 The Genesis of Labour Unionism in the
Nigerian Railway Corporation:

Any attehpt to study the process of labour_and"
managemenf‘relations in the NRC would be incomplete
without the historical developmenfof trade uniondism
in Nigeria. Trade unionism came. into existence in
Nigeria in 1912 when the Nigerian Civil Service
union was formédo

The‘purpose of‘its formation was "to conéider
ways and means of inaugurating a league of civil
'service.officials".1 Pfior Yo 1912, Nigerians-
organised themselves into craft guilds and as
Yesufu noted,; "group activity of that sort was
strongly rooted in tribal structure and organisa;
tion...o."2 Therefore, craft guilds !fatherdéd' civil
service into what is today kﬁown as Nigeria labour
unioin.

The Trade Union Ordinance of 1938 was fhe.first
law in Nigeria to usher in legalised institutions of

industrial relations. The ordinance defined tradé
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union as any combination whether temporary or
permanent, the principal purposes of which are the
regulation of the relations between workmep and
masters or between workmen and workmen or betweep
masters and masters are in restraint of trade.3

The Nigerian Railway Union (NUR) led the way
in January, 1940 to register aéba trade union under
the Tréde Union Ordinance, 1938, By the end of
the yea:§13 other unions had registered, including
three railway unions and the Nigeria Electrical
Workers Union.

The unification or the amalgamation of different
organisations or unions into one central labour
force posed a great threat and problem fo government,
This was mainly due to political reaéon by then.
This view was supported by Chief Dr. M.A.O. Imudu,
one time labour leader of ﬁhe NLC, when he said:

It is my greatest‘pleasufe to live to see

one labour centre, the Nigeria Labour

Congress being realised after 50 years

labour, I wish the NUR to stand firm to

keep the Nigeria Labumr Congress more united

than you began it in 1978(?) In your time,

these days you will need a stronger united
NLC.5 '
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As one of the oldest trade unions in this
‘country, it is expected-that they should have
attained such level of maturity as to become a beacon
of light tolother unions in their conduct, organi-
sationyhas not been fully realised. It might be
that the management has not created an atmosphere,
conducive for effective co-operation. There was a
provision in Nigerian Railway Corporation Act of>
1955, section 5(b) (iv) which provides for appoint-
ing a person who should be meeting the minister,
after considering any representation(s) made by
labour organisation concerned, It is expected that
the- representative should have had experience of
and to have shown capacity for the organisation of
workers to serve on the board.6 The workers are
called upon tb take advantage of this opportunity
to make meaningful contributien. But alas, the
management appears not to.be making goéd use of
this section of the NRC 1955 Act. _ ‘

, WoH. Friedman and C.G, Rosberg (1960:20)

writing on what should be the role of any trade union,

like the NUR, quoted Julius Nyerere as once saying



Wl

that while it was one of the purpose of the trade
unions to ensure the workers a fair share of the
profit of.their labour, this fair share must be fair
in relations to the whole society. If it was greater -
than the éountry could afford, then, it was not a

fair share,7 The NUR should re-consider this;

while the government/management should be realistic

in labour relations.

3.2 Process of Labour-Management Relations
in the NRC During Industrial Conflicts:

Labour-Management relation connotes a rela-
tionship between workers;:not as individuals but
in their collective identity, and the employer;
The concept is within the embrace of industrial
relations and the common factor‘betweep both is the
collécfive function of thei:» workers in their
interaction with the eﬁployer for determining and
administering labour contracts; joint consultation
and grievance handling.

It is an established fact that Railway Management

and the Nigerian Union of Railwaymen do not meet in
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a vacuum, They have joint consultation on matters
ofmutual interest and most often on conditions of
service, wéifare, hours of duty; that is the majdr
areas causing employees grievancgs.' Some authors9
are of the view that industrial disputes arise
because of grievances arising from communication
problems, One example.is lack of elarity in union/
management agreements., The other is oomplaints
arising from condition of employment such as wages
and payment.,.

Dispute 1is the essence of indﬁstrial relations.
Because of the séructural features, industries
neceséarily cfeate stratification which, in turn
result in tensions among those stratified., - This
is because in many respecté the aims, goals.and
' intergsts of management and labour do not run
parallel.

The ﬁrobléms eﬁumerated above constrin policy
makers to provide a system of trade dispute settle-
ment that would protéct the interest of the public.

Nigeria has always, in predilection to state or

statutory intervention, adopted a policy of
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voluntary collecti&e bargaining for the regulation
of labour or industfial relations. It is in one
sense a laissez-faire policy. The system of
settlement of trade dispute based entirely on
collective agreemenfs or trade union-directives
seem to be only possible in countries, "where there
is a long tradition of industrial relatiomns geared
towards co-operation rather than confrontation and

where workers are deeply committed to the trade
union."10 The practice is that once a union has
been regisﬁeré@, the managément and the union Wiil
then bérgain collectively over matters partaining \
to wages, hours of work and othér conditions of
employmento11
Ideally parties to collective bargaihing_should
come to the negotiation table with open minds,
ready to listen to the suggestions and argument of
the gther pParty. "They are supposed not to have
adamant position, but to shift their stand whenever
convincing‘arguments are adduced by the opposite

. 12
side", . 5
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Accordingly, the -state plays a major role in
the settlement of trade disputes., This it does
broadly in three ways: first, is the establishment
of an appropriate legal framework for the institution
and practice of industrial relations including
collective bargaining. Second, is the establishment
of minimum standagds for conditions for empldyment
where it seemed they were not adéquately provided
by collective bargaining, and third, the provision
of peace-making services, both in the form of
voluntary assistance and where dispute between
ﬁarties seem to threaten mational interests, in
" more aﬁthoritarian forms; The above forms of inter-
vention are all to be found in the Nigerian
.industrial felations system,

Assistance in settling labour disputes is
usually rendered by the Federal Ministry of Employ-

ment, Labour and Productivity under the statutory

power derived in the main from:
i) Trade Dispute Act No 7 of 1976;
ii) Trade Dispute (Essential Seryices) Act No

23 of 1976;
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iii) Trade Disputes (Amendment) Act No 54 of

19773 and
iv) Trade Dispute (Essential Services (Amendment)
Act No 69 of 1977.13

The normal methods by which assistance is given

are by:

1, Conciliation,

2, Arbitration,

3. Investigatioﬁ or Formal Inquiry, and

4, Reference to the Natiomal Industrial Qourt.

The Trade Disputes Act, 1976 acknowledges the
role of wvoluntary grievance in the settlemént of
trade disputes and accordingly requires parties to
dispute to first attempt settling their disagreements
by the existing agreed procedures for settlemenf

of dispute like:

1. Mediation

Under the Trade Disputes Act, if the attempt
to settle the dispute through an enterprises's own
machinery and procedures fails, or if no such |
agreed means of settlement exists, the parties shall

within seven days of the failure (for where no such
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means exist, within the seven dys of the date on
‘which the dispute arises or is first apprehend)
meet together either by %hemselves or through their
representatives, under the presidence of a mediator
mutually agreed upon and appointed by or on behalf
of the}parties, with a view of the amicable settle-

14

ment of dispute°

2.2 Statutory Provision for Settlement
of Trade Dispute:

The above procedure notwithstanding where a
trade dispute .is apprehended by the Minister of
Employment, labour and productivity, the minister.
may in writing inform the parties of his apprehansion
and of the steps he intends to take in order to
resol?e the disputes like:

Conciliation

One of such steps is the appointment of a
conciliator who shall look into the cases and
circumstances of the dispute and by negotiation with

the parties attempt to bring about a settlement.
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Arbitration:

Industrial Arbitration Panel (IAP). Another
way is by reference.of dispute to Industrial Panel
for settlémentc The minister as already noted,
does not, however, refer a dispute to the IAP
unless and until there has been a failure to obtain
a settlement by means of any agreed procedure within
the enterprise concefned except where no such meaﬁs
exist,

The arbitrators at the IAP are drawn from-
government, employers and workers' representative
with a lawyer as the chairman.,

m@mk@xa FORES wm@«tw&m@%

Notice of the Award (Decision made by a judge

or érbitrator) of the IAP are usually communicated

to the minister within 42 days who in turn sends a
copy of the award to the parties or their represen-
tatives., Any objections to the IAP award by any

of the parties should be communicated to the miﬁister
in the specified manner within 21 days otherwise

the minister if satisfied with.the award, must proceed
to confirm it and the award shall be binding on

both parties to whom it relates. Where notice of
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objection is given to the Minister, the Minister
refers the dispute to the National Industrial Court

for final determination,

'National Industrial Court (NIC):

The Trade Dispute Act, 1976 established the NIC.
The_court is &ested with exclusive and original .
jurisdidtion in respéct of disputes invéiving workers
employed in ény essential service. It has exclusive
Jurisdiction to make awards for the purpose of
settling trade disputes; to determine questions as
to the interpretation of any collective agreement,
any awafd by the IAP or the Court itself and the
terms of settlement of any trade dispute. The court
has appellate jurisdiction in respect of cases which
have been heard by the IAP and to which objections‘
have been raised. There is no appeal to any other
body or person from any determination of the Court;

The 1976 Trade Dispute Act still prohibits
strikes and lockouts where an industry's voluntary
machinery'and procedure for settling disputes have
not been exhausted including the use of mediation,

or where the IAP Award has become binding or where
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the dispute has been referred to the NIC and the
Court had made rgling on the references |

The system of labour and management or govern-—
ment relations over employees' grievances or indus-
trial conflicts are just the same in the Nigerian
labour force, The NRC inclusive, though there might
be slight difference in the modus operandi as we are

going to see in this work,

3,3 A Note on Stages of Negotiation Between
the NRC Management and the NUR in the
JFace of Grievance:

The Collective Bargaining Agreement between
the management of the Nigerian Railway Corporation
and the Nigerian Union of Railwaymen which is
operative from February, 1979, does not preclude any
grievance from being handled with the provisions of.
the €Collective Bargaining Agreement.,.

The organisétional structure of tﬁe NUR is
fashioned on the pattern of NRC's as discussed in
Chapter Two of this work. The line of communication

is as follows:
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(a) Chapter, (b) Branch, (c¢) District Council,
(d) Depavtmental Committee in the Headquarters
(Lagos only, (e) Central Working Committee (CWC),
(f) National Executive Council and .(g) Trieanial or
>Emergency Conference,
It should be noted that Districf Councils are not
under Departmental Committees and they (District
Coﬁncils) communicates directly with the Secretary

15

General,
The Negotiating Machinery spells out the various
stages of mnegotiation an@ consultation between the
NUR and its NRC management. The first stage is the
District Department Council. This is between District
Héad of Department and District Council of NUR.
The second stage is the District Staff Council:
Between‘RDM and District Council of NUR. The third
stage is the Departmental Committee of NUR. The
fourth stage is the Central Staff Council. This is
between the Chief Executive of the NRC (Director

General) and the CWC of NUR.
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At the first stage only matters affecting a
particular department in the particular District
can Be discussed.

At the second stagg, matters on-which agreement
has nét been reached at the first stage and any
otﬁer matter; emanating from the particular District.
(staff-or operational/technical matters) can be
discussed. Disagreements on staff matters at the second
stage are to be referred to the fourth stage and.
not the third stage because staff matters from the
Districts have been ousted from the jurisdiction of
the Heads of Department,

At the third stage, only matters with the
competence of the Head of Department are to be
discussed, 'Thesq are policy ﬁattemg or operational
matters affeéfing a particular Department and of
course, matters affecting the small retinue of staff
under him, |

At the fourth stage, matters on which agreements
have not been reached at the lower leve}s’and matters

of a general nature are discussed.
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After this 4th stage, if workers grievances
were not resolved, the CWC will communicate the
minister of labour over the issue at stake. "We
use to exploit all the constitutional and other
available means in an éttempt to resolve any
grievance. When it fails, we have no other alter-
native than to‘embark on strike";16 A '

Now, for instance, first of all we use to give

an ultimatum of 14 days. This is after we have

exploited all available means within our reach.

_ ; o
LY iy 2]
the CWC will fix a date and type of striﬁ\% to bé

D

17 ' AN
embarked upon, N

Ubeku (1975:216) made an important observation

when he said that, these disagreements may either
be from interpretation of the collective agreement
or the mnon-implementation of the whole or part

of the agreement.18
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3.4 A Review of Recent Labour-Management
Relations in the NRC in the Just
Concluded Industrial Conflict:

Labour and management relations in any organi-
sation, like the NRC,.connotes a.relationship |
between workers in_ the collective identity and the
emﬁloyerg The bommon factor between both, éccording
to Akpala (1982:27),"9 is the collective function
of the workers in their interaction with the
employer for determining and administering labour
contracts, joint conmsultation and érievance hand-
ling. In the light of this, how far has the
relationship between the Nigerian UnionloflRailway—
men and its management been going?

In response, Mr. Nwajei,zo the secretary to
the NUR said that, the railway workers have been
most pétiehto On all occésions when they went on
strike to press home their demands, the workers
usually exhaust all avenues inclﬁding_human
endurance, Thus it is only whep the: railway
management fails to live up to its obligations that
the workers reéort to a work-to-rule action.

In support, the Chief Public Relation Officer

of the railway corporation, Mr. David Ndakotsu
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agrees that the corporation has failed to meet

the aspiration of the workers by not carrying:out
the decision of the National Industrial Court; the
Industrial Arbitration Panel and the non—pqyment

of the railwaymen's salary since January 1992.ZT

(up to June)
The relationship between the Nigerian Union
of Railwaymen and the management of the Nigerian
Railway Corporation has been full of confrontations,
violation of orders, and threats. To buttress
this view, Mr. Nwajei, explaining how they narrowly
missed imprisonment, said that:
The management dragged them to .the panel
on May 16, the same day thegt the strike
began... The summon to appear before IAP
vested with powers by section 26, sub-
section (9) of the Trade Dispute Decree
1976 and its amendments, did not reach any
of the executives but the panel still gave
~ruling two days later, It ordered all
striking members of the NUR to call-off their

industrial action and return to normal and full
work immediately.

On receipt of the panel's order, we continued,
the Central Working Committee of the Union met

during which they resolved to call off the strike,
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At the next appearance on May 12, their

resolution to call of the strike which

they submitted to the IAP, therefore

saved them imprisonment for contempt of

the tribunal.22

Mr. Nwajei, noted that there is nothing that
the union can do to call their striking members back
to work for, "a hungry man cannot work". He
regretted that the management which is on the_
receiving end has not called them to a truce mee‘ting.23
It is expected that during this meeting both pafties
should come with open minds, ready to listen to
the suggestioné and arguments of the other party,
rather than being adamant whenever convincing points
were made by any side.

What.is more, the relationship‘of the radilway
management to its staff lacks credence. A case in
point isthe flouting of the NIC order by the rail-~
way manageﬁent to pay the railway men all_arrearsl
and salaries owed them since January 1992, This
was in April 1992 and by May, the Centfal Working
Comnittee (CWC), in Abuja decided to comtinue - their

24

industrial action.
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It is expected that by the end of the research a
more favourable recommendatidn(s) will be made to
be adopted in the management of industrial con-

flicts in the NRC, This we hope, will enhance

increased productivity in the NRC.
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CHAPTER FOUR

PRESENTATION AND ANALYSIS OF DATA

In formﬁlating questionnaire for this work,
we gook cognisance of thé objective of study as
stated in chapter éne. Also, we had the hypotheses
in mind. Specific questions were designed to test
each of 'the sfated objectives and hypotheses of
. this work. At the early stage of this work, we put
forward tﬁree hypotheses that will emnable us aim
at finding out the best ways of managing industrial
conflicts at the Nigerian Railway Corporation, NRC.

However, prior to our hypotheses testing, some
preliminary questions, mainly bio-social questions, -
were asked that were primarily aimed at giving_us
an insight on the intermnal settings or Vorkings
of the NRC. Though they were not analysed. This
is because,; they did not elicit information.leading
directly to the objective of the project;'

In the Beginning of this research, we set out
- to determine how non-payment of salaries and other
factors cause® iﬁdustrial actions in the ﬁRC. To

elicit information and data that would enable'ué
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test the validity of the above, questions 8, 9,
10, 11 and 12 wére difected at this problem. The
responses of th¢SQQuestions are pieced together in
the folléwing tables,

Question 8: Would you describe railway's

- working environment conducive for industrial
peace? '

A summary of the responses to question 8 is

presented below:

L.,1 Table 1

' S/N Response Frequency| Percentage Freq,
1. Yes 13 6.5
2, No 180 90,0
Fe Don't Know | T | 3'. 5
200 100
A_n.a}ﬁ_i_SJ

To analyse the data, we have constructed a
frequency distribution taﬁle as'shown above. The
responses to guestion 8 show that thirteen, 13, or
6.5% of the respondents contended that the railway

work environment is conducive for industrial peace,
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While the majority of the respondents of one hundred
and eighty, 180 representing 90% are of the opinion
that thé work environment of the railway is far from
being conducive for industrial harmony. The

remaining sevén9 7, or 3.5% of the fotal respondents

are still undecided.,

Result:

From the above analysis it is clear that at
present the railway working environment cannot
quarantee industrial peace. The researcher went
further to inquire why it is so,

Question 93 Do you think that the federal government
has lost interest in the rail sector of
the economy? Respondents were expected
to say yes or no or to hold mo opinion

A summary of the responses to question
9 is presented below.

Table 23
L,2 S/N Response Frequency| Percentage Frequency
T, Yes 110 55
2, No 82 bt
30 Don't Know -8 b
200 100
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Analysis:

As the table indicates.one hundred and ten
110 or 55% of the total respondeﬁts strongly believe
that the federal government have lost interest in
the railway corporation. However! eighty-one 81
or 41% of the respondents opposed the view, bf
saying that the government still have interest in
the rail sector, While only nine, representing 4%
of the respondents refused to take a stand on’

government position.

Result:

The deduction from the analysis is that the
majority of th; respondents held thé view that the
federal government haé lost interest in the rail
sector éf the economy. As a result of this the
railmen are in 'a serious trouble for this would

definitely affect their welfare. The respondents

were further asked what the situation would lead to.

Question 10: Do you think that poor welfare of
’ railway staff can ontribute to industrial
conflicts? :
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Respondents were expected to tick against Yes,
not always or claim that theyddn't know. A summary
of the‘respohses to the above question is presented

below,

4.3 Table 3:

S/N Response Frequency[Percentage Frequency
1 Yes 133 66.5
2 | Not always 61 30,5
3 Don't know 6 .+ 3,00
200 100

Aﬁalzsis:

As shown in the table abovg a significant
number of one hundred and)thirty—three, 133 oxr
66.5% of the total respondents were of the view that
poor welfare of railwaymen will definitely lead
to strike action. While sixty-omne, 61 or 30.5%
were of the opinion that poor welfare of their
staff do not always lead to strike actions. The
remaining number of six or 3% claimed that they

don't know whether poor welfare of staff can lead

to industrial conflict or not.
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Result:

The implication-of thevabove analysis is that
poor welfare of railwaymen or stéff’can spark-off
strike action when other factors are present.

In pursuance of this point,; we went further
to ask question that will sgek out what usually

causes industrial conflicts in the NRC.

Question 11: Which of these do you consider the
major cause of industrial conflicts in the
NRC?

Respondents were expected to say or tick for
promotion, method of payment of salaries, fringe
benefits or management style as a major cause of
industrial conflicts in the NRC. A summary of the

responses to question 11 is presented below:

L.,4 Table b

s/N| Response Freqﬁency Percentage Frequéncy
1 | ¥g@k Promotion 10 5
2 | Method of payment ‘
of salaries 105 52.5
3 |Fringe benefits 15 7e5
L4 |Management style 70 35
200 _100,0
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Analysiss

A breakdown of the figures as shown in Table
4 reveals that one hundred and five, 105 or'52.5%
of the total number of respondents endorsed the
view that industrial conflicts arise most often in
the NRC out of the method of payment of salaries
of workers., Also, a tangible number of seventy 70,
respondents representing 35% suggested that the
managemgnt style is also a major source of indus~
trial conflicts in the NRC. A meagre number of
fifteen 15, and ten, 10 respondents representing
7.5% and 5% respectively said that lack of fringe
benefits and promotiomn are the major factors that

cause industrial conflicts in the NRC,

Result:

From the analysis of the data thus presented
above, it is obvious that an overwhelming majority
of the respondents pointed their ‘faccusing fingers!
at the method of payment of salaries to staff, as
a major cause of industrial conflicts, While a
reasonable number sfrongly suggested that the mana-
gement style is another strong causative factor,

Other factors like  fringe nenefits and promotion
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though unpopular attracted‘the sympathy of some
staff as being capable of igniting an industrial
action in the NRC.

We went further to elicit information and data
for clarification on hoﬁ and why method of payment
of salaries could be.g strong point that could lead
to industrial action in the NRC.

Question 12: How often are salaries of workers
being paid?

1

In response to this question, feSpoddents
were expected to say either often, or occasibnally
or rarely, The responses to question 12 are

summarised below,

L.5 Table 5:

S/N Response Freguency | Percentage Frequency
1 Often 5 2.5
2 Occasionally 121 60,5
3 | Rarely Th 37.0
200 100,0
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Analysis:

Thé table abo?e shows that out of two hundred,
the total respondents, onelhundred and twenty one
respondents, 121, or 60.5 said that their salaries
are occasionally paid to them rather as and when
due. While seventy-four, of the respondents,
representing 37% contended that they rarely receive
their take home pay. While an insignificant
number of seven,; or 2.5% ;f the total respondents

opposed others view and asserted that they are paid

often.

Result:

We can deduce from their responses that there
' is no non-payment of wages/salaries in the NRC.
Rather, almost all of fhem were of the view that
either they are ochsionally or they are rarely
paid their take home pay. r To all intent and purﬁoses
occasional and rarely payment of workers wages/
salaries is one of the major causes of industrial
conflicts in the NRC,
Having analysed questions eight, nine, ten,

eleven and twelve of our questionnaire, we -are now
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in a position to make a general statement about’
the first hypothesis and objective: That there
is a significant relationship between wages/
salaries and industrial conflicts and to locate
other areas that cause industrial conflicts in
the NRC.

After analyzing guestion 8, the view collated
indicatea that working environment at the railways
at its present setting does not guarantee industrial’
peace, To worsen the situation, analysis to
question 9 arrived at a sympathetic conclusion
that the federal government  #n &% has lost
interest in the railway sector of the economy,
What is more, the answers obtained from question
10 further corroborated the above assertion; Tﬁis
tells us that the welfare of railway staff have
terribly degenerated to a very bad state. While
thg answers collated from questions 11 and 12
exposed the poor method df payment of salaries to
workers, which was spasmodic as a major causative
factor that uéually spark~off industrial actions;

after the NUR has exhausted all p@ssible avenues
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with the railway management. Other factors
identified above may spark-off' an industrial

action but not as spasmodic payment of salaries do.

"Hypothesis Two:

Industrial actions by railmen workers contribute
significantly to government intervention.

Four questions in the guestionnaire were
directed at eliciting information for proving the
above hypothesis right or wrong. |

Question 133 How.would you assess federal government
relationship with the railway management?

Respondents were expected to say that their
relationship is either good, average, poof or
undicided to make any comment, A summary of the

responses are presented below.

L.,6 Table 6:

S/N Response Frequency| Percentage Frequency
1 Good 20 10
2 Average 70 35
"3 Poor 101 50.5
L No comment 9 L.,5
200 100.0
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Analysis:

Trom the table of analysis above,.twenty, or
10% of the respondents say that there is a cordial
relationship between the federal government and
those assigned to manage the railways° While
seventy, or 35% had the opinion that the relation-
ship is average or at par. One hundred and one,
101, or 50.,5% of the respondents state that the
relationship between the federal government and
the railway management is nothing to write home
about., The remaining nine, 9, representing 4.5%

of the respondents claimed that they don't know.

Result:

From the evidence before us in.the table above,
there is a relatively poor‘not too good relationship
between the federal government and the railway
management., This might be as a result of loss of
interest by the federal go&ernment to the rail
sector., i

We went on to find out whether this boor

relationship between the federal government and
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the railway management also affected the relation-
ship between the railwa& staff or union and its
management,

¢
Question 14: How do you see the nature of relation-

ship existing between the railway
management and the railway workers?

Respondents were expected to say whether the
relationship is either cordial or not cordial or
say they don't know. A summary of the responses

to question 14 is presented in the table below,

4,7 Table 7:

S/N| Response Frequence gig:ﬁgﬁise
1 | Cordial 15 7.5

2 Not cordial 181 90,5

3 Don't Know 4 2.0

( 200 100,0

Analysis:
A breakdown of the figures as shown in Table 7
reveals that one hundred and eighty-one, represent-

ing 90.5% of the total number of the respondents
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said that the relationship existing beitween thé
railmen and the management is not cérdial. Fifteen,
or 7.5% of the resp&ndents opposed the view, and
said that there is cordial relationship existing
between them and its ménagement, Whilelthe remain-
ing four, or 2% of the total respondeﬁfs refused

to make any comment,

Result:

From the analysis of data thus presented
abowve, there is enbugh evidence to conclude that
there is sour relationship existing between the
railmen and its management. And for all practical
purposes,; this is‘inimiéal to the growth of railway
if not checked,

As a result of this, ~ we went further to find
out whether this sour relationship found to be
existing between the federal government via the
railway management doﬁn;to the railmen affects

railway funding.

Question 15: How would you appraise the present
funding of the NRR?
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Respondents were required to tick in favour
or against or claim undecided of the present fund-
ing of the NRC. .A summary of the responses are

presented below,

4L,8 Table 8:

S/N Résponse Frequency §§Z:§2§2§e
1 Adequate 61 30,5
2 In-adequate 130 65,0
3 Don't KnoJ 9 b,5
200 100.0
Analysis:

As shown in table 8, sixty-one, representing
30.5% of the total number of the respondents were
of'the view that the fund being allocated to the
NRC by the federal government is relatively enough,
to sustain the rail sector. While the majorityw
of-the respondents of one hundred and thirty, or
65% without reservation, said that the funding of
"the railways by the federal‘government i; grossly

inadequate., The remaining nine, or 4.,5% claimed
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that they cannot rate the funding as either being

adeguate or inadequate.

Result:

From the analysis of data presentéd above,
majority of the respondents made it categorically
clear that the funding of the railways by the
federal government is relatively in-~adequate and
this may have a disastrous effect on the corporation
- anytime from now, if appropriate action is not taken,

One of the undesirable effects might be
incessant industrial actions in the railway that,
will eventually lead vicioﬁsly to unproductivity.

| Federal'government should often intervene in
the affairs of the railways in the face of indus-
trial.conflicts., The next question tends to find
out how true is thé allegation made against the

federal government,

Question 16: TFederal government most often inter-
vene only in the face of . industrial
conflicts in the NRC?

Respondents were expected to agree or disagree
or claim having no opinion to the above question.

The responses are summarized below:
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L,9 Table 9:

S/N| Response Frequency §§Z§§2§2§e
1 Agree 136 68
2 | Disagree: 60 30 .
3 No opinion | L ‘ 2
200 100
Analysis:

A breakdown of the analysis as shown in the
table indicated that out of two hundred respondents,
one hundred and thirty six, of them, representing
68% held the view that the federal govermment does
not show concern in the running of the affairs of
the railway, only intervening mostly in the Pace
of industrial conflicts, A fairly large number of
sixty, or 30% disagree with the above view, when
they said that the federal government does not only
intervene in the face of industrial conflict ?ather
they show interest in the affairs of the NRC.

While a negligible number of four, or 2% of the

respondents held no opinion.
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Result:

From the analysis of data thus presented above,
it is'clear that an overwhelming majority of the
respondents were of the view that the federal govern-
ment rarely intervene in the gemeral affairs of the
railways exceépt in the face of industrial actions.
In the light of this therefore, we may be right
in acéepting the above view as supported by the
ma jority of the respondents,

Having analysed the four questions that are
related to the second hypothesis, we ﬁay not be
wrong if we ‘come to the conclusion based on the out-
come of the analysis of the four questions,

Question 13 sought to know the railway men
assessment over federal government relationship
with railway management. The result produced was
that there was a poor relationship between them.
This is viewed from the persistant complaint by
the management that they lacked the financial
resources to meet some of their financial obligation,
like payment of workers' salaries.1

In guestion 14, the fesponses revealed that

the sour relationship existing between the federal



80

government and the railway management has seriously

affected the management relationship with the rail-

way men.,

After amalyzing question
that an overwhelming majority
representing 65% 'frowned' at
funding..

thle the respondents to
the. federal government rarely

running of the affairs of the

15, we discovered
of the respondents

the in-adequate

question 16 say that
intervene in the

railways except in

the face of industrial conflicts,.

It is obvious from the foregoing, that the

responses to the four questions 13, 14, 15 and 16

on a general note underscored

the federal govern-

ment on the degree of involvement or commitment

to the rail sector.,

Hypothesis Three:

There is a significant relationship between

the management strategy adopted and the management

of dindustrial conflicts in the NRC.

To enable us elicit information either to

prove or disprove this hypothesis, we have designed
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five questions aimed at seeking the views of

respondents to this issues.

Question 17: Do you think that lack of reliable
communication from the federal

government hinders management of
industrial conflicts in the NRC?

[

Respondents were reqguired to say whether it
is true or not. The table below shows a brief

summary of their responses,

4,10 Table 10:

‘S/N Response Frequency iﬁg;igﬁ?ie
1 True 181 , 90,5
2 Not true 15 ~ Te5
3 Don't knéw L 240
200 100,0

Analysis:

The table above shows that out of a total of
two hundred respondents,; one hundred and eighty
one, or 90.5% responded in the affirmative. On
thé.other hand, fifteen, representing 7.5% of the

total respondents gave a negative response by saying
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that lack of reliable communication on the govern-
ment side does not hinder management of industrial
conflicts. Four, or 2.0% of the respondents

claimed that they don't know,

Result:

Judging from the responses as analyéed above,
one can reasonably say that lack of reliable infor-
mation from government side Jjeopardizes any moye
aimed at resolving or managing industrial conflicts
in the NRC. This might be as a result of con-
flicting information. Therefore, a reliable two-
way flow of ideas and information between the
authorities and railway men promotes an atmosphere
of peace'and harmony on the Nigerian Railway

Corporation.

Question 18: By what method are trade dlsputes.
managed in the NRC?

Respondents.were expected to say either the
collective bargaining or:the joint meetings of
staff or hold the view that they don't know any

method,
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The responses are summarised below:

Lo11 Table 11:

S/N Response Frequency §§Z;§2§2§e
1 Collective gargaining ' 175 87.5
2 ‘Joint meetings of staff 21 10;5
3 Don't Know L 2,0
200 100,.0

Analysis:

A Dbreakdown of the figures as shown in the
table above shows that only a small number of the
respondents, numbering twenty one, representing
10.5% were of the view that joint meetings of staff
have always been the séeps usually resorted to in
managing industrial conflicts in the NRC. On the
other hand, as many as one hundred aﬁd seveunty
. five, or 87.5% of the total respondents said that
collective bargaining is the method used in
industrial conflicts in the NRC, While the remain-
number of four, or 2% claimed that they donft_kngw

actually the method in use in the corporation.
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i

Implication:

From the above amalysis, the implication of the
responses is that the majority held the view that
the Coilective bargaining is the method in use in
managing industrial'conflicts in the NRC., The
joint ﬁeefings of staff might be a means to
collective bargaining,.

ﬁe went further to find out how effective
this collective bargaining has been in managing

industrial conflicts in the NRC.

Question 19: How would you assess the chosen
method? '

Respondents were expected to say whether the
collective bargaining or Jjoiniks meetings of staff
is effective or not effective. The responses are

summarized below.

4L:12 Table 12:

S/N! Response Frequency §§:§§2§3§e
1 Effective , 21 10,5
2 Not so effective 175 87.5
3 Don't know . L : 2.0
200 100.0




Analysis:

The breakdown on the table shows that omne
hundred and seventy five, representing 87.5% are
of the opinion that although collective bargaining
is in vaegue in the yRC, it is not so effective in
managing industrial conflicts. While twenty one,
or 10.5% said the chosen method is effective.

The remaining four, represeniing 2% claimed they
don't know.

One thing that excited the researcher here,
is that on a close observation, it was discovered .
that the number that supported collective bérgain—
ing tallied with those who said their chosen method
has not been effective in managing industrial

conflicts in the NRC,

Result:

From the analysis of éable 12 it would not
be wrong to say that the chosen method - Collective
bargaining has not been so effective in managing
industrial conflicts. Therefore, there is the
need to suggest a new one or a‘modification of it

for its effectiveness,
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But why has the much talked about - Collective
bargaining not been working. The next question
tries to find out.

Question 20: During Collective Bargaining Ovexr

industrial conflicts, how does the management
react or handle the situation?

Respondents were_expected to say how the
management handles the situation. Whether they
are autocratic, democratic or cunning in handling

the situation. The responses are summarized below,

4313 Table 13:

S/N Respomnse A Frequency gi:;ggﬁige
1 Autocratic 80 i Lo
2 Democratic 15 7,5‘
3 Cunning 105 5295
200 100.0

Analysis:
As shown in table 13, eighty, or 40%. of the

respondents stated that the corporation's management
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style during collective bargaining in handliné
industrial conflicts is autocratic in nature.
While fifteen reppesenting 7.5% are of the
opinion that the management style is. democratic,.
The remaining, though in the ﬁajority, of ome
hundred and five, or 52% strongly held the view
that the management is cunning in managing

industrial conflicts in the NRC.

Result:
What we man deduce from the analysis of table

13 is that the management is likened to thelbun—
ning old fox' in handling industrial conflicts in

the NRC. For instance, in most cases the

management are usually clever during cqlieotivé

bargaining at making statements that are capable

of deceiving unioﬁ representatives over industrial

conflict resolution. It does appear that this

cunning style of the manggement has been incapa-
citating the'workabiiity of ﬂhe collective
bargaining. Aé a result of this, what approach
is capable of managing industrial conflicts in

the NRC, for the purpose of industrial peace.
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The next question tends to find out.

Question 21: What in your opinion is the best
approach to managing industrial
conflicts in the NRC?

Respondents were expected to suggest either
effective confrontation or effective dialogue.

The responses are summarized below.

L, 14 ‘Table 143

S/N Respénse Frequency ﬁ;ggsgﬁiie
1 Effective Confron-
tation 97 48.5
2 Effective Dialogue 103 51;5
200 ) 100.0

Analysiss

From the table, this is the only time the
respondents almost tallied in reaction tg.a
question., Ninety seven, representing 48.5% were
of the view that effective confrontation is the
approach., While one hundred and thre, 103, or
51.5% of the total respondents were of the opinion

that effective dialogue is the best approach,
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To ratify the above statements, the researcher
conducted an oxral inte#view with some of the
respondent52 to the questionnaire and some of the
union leaders. Most of thoseAinterviewe&lameﬁted
over the bitter experiences of resofting to
confrontafion. Though they confessed, in most
cases, it is a faster means to an end; but it

does not pay off in the long run.

Resulf:

In the light of the above analysis omneirmgy
be justified to accept the view that effective
dialogue to a large extent is the best approach

to conflict management.

References/Notes

1. This statement was said by Mr. David Ndakotsu
the Public Relations Officer of the NRC, in
Times week 15 June, 1992, p. 11,

2 Those interviewed included the following:-

i) The Union District Secretary, Mazi Onyia

ii; The Union District Chairman and

iii Some members of staff: Mr. Anioko of the
Accounts Section, Enugu Railway Station;
Mr. Festus Okorie, the Station Master (SM)
of Aba Railway Station,
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CHAPTER FIVE

SUMMARY, CONCLUSIONS, FINDINGS
AND RECOMMENDATIONS..

5:1 Summary:

As stated earlier in this work, the writer
undertook this work with some specific objectives
in mind.. These were:

Identifying -areas that cause industrial
conflicts., Put differently, why is it that in
spite of previous attempts, industrial conflicts
still persist in the NRC? | 5
_ Identifying management strategy that will .
be of immense help in the management of industrial
conflicts in the NRC,

Highlighting appropriate solutions to il
industrial conflicts in the NRC.,

The researcher did not lose sight of the
existence of minor bottlenecks in the nature of
limitations and delimitations. Some of which

were inherent in such subject under investigation.

" With this in view, the researcher set out to

formulate a workable hypotheses:



91

There is a{significant relationship between salary/
wages and industrial conflicts in the NRC.

Secondly, Industrial actions by railwaymen
contribute significantly to go&ernment interx
vention,

Thirdly, there is significant relationship
between the management strategy adopted and the
management of industrial coqflicts in the RCR.,

In the literature review, the major terms
and concepts'as used or applied in the work were
defined. We went on to discuss the subject at

-length, delving into such areas as the causes of
industrial conflicts at work places and some of
the management approaches usually applied in the
'face! of industrial conflicts. We discovered
that no single management approach has been recom-
mended by ménagement scholars as best approach
for managing industrial conflicts, especially in
the NRC. |

Since the NRC is the study area, we noted
that as from thenineteen eighties till date, the

rallways is among other Nigerian public corporations
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that has witneséed a greater number of industriél
crises thag'dfhers. We found Quf that during
conflict manggement in the NRC, the NUR and Railway'
‘Management use qulective Bargaining which involves
the following methods:- Conciliation& Arbitration
and Mediation, It is disappointing to note that
all these are not échie&ing the désired goal.
Oon feviewing nmanagement and labour relationship

'in the NRC we observed that the NUR took particular
note ofvwwhat the government of the management do
or fail to do, that is, saying one thing and doing
a different thing altogether. This influenced
their interpretations and reactions to the much
favoured collective bargaining via dialogue in
the management of railway industrial conflicts,
It was obsérved that as a result of this, the
relationship between the NUR and the Railway
Management is full of confroﬁtations, vioiation of
orders and threats.

" Why all these? The researcher set out to.
"collect and analyse data relevant to the testing
of the hypotheses as stated in chapter one of this

work. In analysing the data, extensive use was
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made of statistical tables and procedure., Each
hypothesis was tested for validity by analysing
the responsés to specific guestions directed:: at

eliciting information on the hypothesis.

5:2 PFindings:

In the final analysis, the following findings
were made : .

As at the tihe of writing this work, it was
observed that the working environment at the rail-
ways does not guarantee industrial peace and harhony.
This was attributed to loss of.iﬁterest in the
railway sector by the federal government; resulting
to a poor welfare of staff,

We found out that demand and poor method‘of
payment of wages/salaries, which was spasmodic
was/is a l!causative agent' to industrial conflicts
in the NRC.

Theré‘is a sour relationship existing between
the federal government and the railway management
and this has affected;ﬁhe failway management rela-

tionship with the NUR,
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It was discovered that the federa; govefﬁment
hardly intervene in fhe rénning of affairs of
railway management until things get.out of hand.

We fouﬁd out that low level of communication
between the NUR and railway management via the
federal'gove?nment creates room for mutual distrust
and suspicion and this jebpardises most attempts
at resdlving industrial conflicts in the NRC,

From the ‘analysis of questions, both written
and oral, it was discovered that collective bar-
gaining is the most favoured or acceptedJmeans
pbrocedure in managing industrial conflicts in the
NRC, but gt present it is not so effective.

Finally, the railway union seems to be favour-
ing confrontatiqn to back up their demands. They
were not oblivious of‘thelfact that it was not.
the best sélution to their ﬁroblem. Some of those
interviewed did say that the management is‘likened
to the 'cumning old fox!', That is why they resort
to the qﬁick way -of drgwing attention via confron-
tation; though it sometimelachieves results and ét‘
times has its own short-comings. To buttreés this,
‘Dr. Jide Malomo, Oyo State AS8BU branch chairman,

who stood in for Dr. Attahiru Jega, the ASUU national
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Chairman, said in reacfion tb the Union's proscrip-
tion by the federal government that, "there is no
going back on the current strike action", Dailz !
‘Champion, 24 July, 1992, p. 1. And by the end

of the day it paid ASUU off though it was.through

dialogue at last,

5:3 Conclusion:

Based on the strength of the;above_work,
-management is seen as controlling, directing,
co-ordinating and planning. And for some reasons
industrial conflicts at work places especially
in the NRC are inevitable. From the findings, in
ménaging industrial conflicts in the NRC, no one
approach has been able to effectively manage
industrial conflicts in the NRC. Though, dialogue
when elffectively applied was generally acceptedr
.as the best approach to the management of industrial

conflicts in tHe NRC,

5:4 Recommendations:
In the light of our findings we recommend that:
A somewhat approdch to be known as Situational

Theory (S and T) be applied in any industrial
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éonflicts especially in tﬁe NRC., This théory im—
plies that, first and foremost, the management
or the governmeht'must ﬁave wits to deal with
criéis accqrdingly or meritiouély; Thé Management/
Government should knoﬁ\whén to'shift.at the appro-
priate time from one-positi&n or from a stahd to
another depending on ghe tgsks or nature of
proble&s being faced; ahd those (Union) involved
and whgt type-of approach to apply. Whether to‘
use force or dialogue/effectively. '

This theory is borne out of_the fact that
those who supported dialogue and confrontation
in the management of railway industrial conflicts
were almost equal in number., This is as a result
of the wind. of change blbwing across the country
creating awérenéss. |

Railway authorities (management) should note.
that the nmature of conflict should determine the
type of .approach to be applied and if the situation
,tepds to persist, they should try another means
or approach. For instance, if the use of force
fails to bring the situation ﬁndef control; com-

promise or smoothing shbuld be tried. . One of them
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définitely, will come up with the appropriate
solution. To this extent, therefore, the need
for effective dialogue of effective'confrontatiOn
at all timées cannot be over-emphasized,

As wag revealed by‘this study, communication
cannot be for its own study, communication cannot
be for its own sake, but for the sake of what it
is meaﬁt to achieve, TFor today we are living in
a‘society of ponscious individuals who are always
alert to their immed&ate environment. Therefore,
there is mneed for a reliable two way flow of
information bétween the management/government and

the NUR representatives., This will enable them

relay to their colleagues the actual situation of
things.

Because of the importance of railways to a
developing country like Nigeria, the government
"should provide appropriate fugd for the running
of the corporation. First and foremost, the fund
should address the issue of regular payment of
salaries and allowances as and when due; and other
enormous responsibility that would finally ieéd |
the railway corporation to the much sought peace -

industrial peace, -
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5:5 Suggestions for Further Study:

Ordinarily, the geography of a study 6€'this.
nature would be expebtedlto cover the entire
countrf since the NRC'operateS almost all ovef
the country., . But this was not poésible with tﬁe
obvious constraints of timg and not mﬁch fiﬁancial‘
resources at the disposal of thé<researcher to
carry out such a national survey:

The locale of the study, therefore, was mainly
on the Fastern District of the NRC; with few visits
at the Ebetu-Metta-lagos, headquarters of the NRC,
baéiﬁally on the issue of how bést to manage )
Nigérian Railway Corporation industrial conflictsa

An extensive research shéuld be conducted in
‘the future, on a similar work, covering the whole
_ area/country. This will be té find out whe ther
the work will replicate or produce the same result
or not and if-not wgy?' | |

A resear;h should be condﬁéted to find out
how effective this recommended Situatioﬁél Theory
(S.and T) approach will be in the future, on the
management of industrial conflicts at the NRC and

other corporationé mostly in the Third World

countries.
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Sir/Madam/Miss,

I am a post graduate student in the Sub-Department
of Public Administration and Local Government
University of Nigeria, Nsukka. I am carrying out
‘a research on Management of Industrial Conflicts
at Work Places: A Case Study of the NRC. I have
chosen the Eastern District of the NRC for this

. purpose.

_ This questionnaire is designed to seek your
views on the questions relating to this study which
is strictly academic. Your responses to these
questions on this subject would be treated with
hlgh confidentiality.

Okolie, Emmanuel Ikechukwu.
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' QUESTTONNAIRE

Tick ( /) to'indicate.your‘responsé.l

~sex: (a) Male ___ . (b) Female

Marital Status: . (a) Single (b) Married

Age: (a) 16-25 __ (b) 26-35

_(c)\36—4d L (d) Above 40«

When did you Jjoin the Nigerian Railway
Corporatlon. ‘

What was your quallflcatlon then?

Since your app01ntment how many promotions

have you earned:

Do you have cenfidence in the railway union
when it .comes to labour matters?

Would you describe railway's working environ-.
ment conducive for industrial peace?

(a) Yes ' ~(b) No (c) Don't Know

-

Do yvou think that the federal government has

lost dinterest in the rail sector of the
economy? o

(a) Yes (b) No __. ic) 5on't.Kﬁow o

- Do you think that poor. welfare of railway staff

can contribute to industrial conflicts?
(a) Yes = (b) Not always
(¢) Don't know

Which of these do you consider the major cause
of industrial conflicts in the NRC?
a) Promotion:
b) Method of payment of salarles
Fringe benefits.
(d) Management style
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13,

14,

15.

. .16.-

17

18'.

197

,104-

N

How often are salaries of workers ‘being paid?

a) Often " (b) Occasionally
¢c) Rarely L L

How would you assess federal government
relatlonshlp with the railway management?

(a) Good -~ (b) Average '
(e¢) ‘Poor __(a) wo Commept \

How do you see the néture'of relationship
exlstlng between the rallway management and
the rallway workers?

(a) Cordial (b) Not cordlal
(c) Don't khew

How would you appralse the present fundlng of .

the NRC? |
(a) Ad’equate — (b) In"adequate .
(c) Don't know ' ' . .

Feaefal government most often intervenes onl&
in the faceiof industrial conflicts in the NRC?

(a) Agree (b) Disagree (c) No

opinion

Do vou think that lack of reliable'cemmunica-
tion from the federal govermment hinders '

‘management of industrial conflicts in the NRC?

(a) True __ (b) Not ‘true ~ (c¢) Don't know

By what method are trade dlsnutes managed lh

the-NRC?
() Collective Bargaining
(b) Joint Meetings ___

How would you assess the chosen method?

a) Effectlve
b) Not so efrectlve
c Don'L know
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20. During collective bargaining over industrial

conflicts, how does management reach or .handle

the situation?

’  (a) Autocratic’

(b) '~ Democratic

(c) Cunniﬁg

N

"21. What in your opinion is the best approach to
- managing industrial conflicts in the NRC? -

(é)' Effective‘éonfrontation

R LI IEN
27 EA

(b) Effective Dialogu

a7
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