MANAGING INDUSTRIAL DISPUTES IN HIGHER INSTITUTIONS IN ENUGU STATE

(A CASE STUDY OF ENUGU STATE UNIVERSITY OF SCIENCE AND TECHNOLOGY (ESUT) ENUGU)

ABSTRACT

This project is an attempt to examine the study of managing industrial disputes in higher institution with particular reference to Enugu state university of science and technology (ESUT) Enugu. And to suggest ways by which the management of higher institutions in Enugu State will follow to manage the disputes efficiently and effectively.

Chapter one consists of the general introduction of the research topic statement of the problems objectives of the research topic scope of the study significance of the study statement of the hypothesis to be tested or research questions and definition of terms.

Chapter two is the review of related and relevant literature and is treated under such topic as meaning of industrial dispute meaning of industrial relation types of dispute effect of industrial disputes in institutions of higher learning procedures for settling disputes and factors responsible for industrial disputes in higher institutions.

Chapter three deals with research methodology it is treated under the following topic sources of data collection for the study research population sample and sampling techniques used instrument and method of data collection.

Chapter four states the analysis presentation and interpretation of   data collected through the percentage analysis and test of hypothesis

Finally chapter five is interpretation of results summary of findings recommendation conclusion and limitation of the study        
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CHAPTER ONE

INTRODUCTION

1.1 BACKGROUND OF THE STUDY
In the formation of the nation industrial policy the federal government was influenced by the country’s social and economic conditions and the standard set by the international labour organization   (ILO) and Nigeria is a member.

In Nigeria trade union service and industrial relations department under the federal ministry of labour and productivity are primary responsible for the promotion and maintenance of industrial peace and harmony in all the trade disputes which (ie. Employers and employee or union members) have failed to settle through internal machinery designed to reach amicable settlement of disputes.

Despite the existence of these two departments industrial crises involving a total number of 1,327 trade disputes were handled with the past seven-year resulting in 813 strikes and lockout. Only 821 of the disputes were settle through intervention and conciliation out of 1,327 while 307 were referred to industrial Arbitration panel (IAP) and national industrial court settled 205 of such disputes.

With these industrial relation could be defined as the network social relationship between the employees and their employers and their associations and government and their numerous agencies in their attempts to    replete terms and condition of employment and perform other functions that directly or indirectly concern the initiation and   sustenance of peaceful and purposeful labour management relations which involve applying machinery dealing with complaints grievance and disputes in an organization. 

Arnistrony E (1980) sees industrial relations as the inter-twining activities of the workers management and government for better working conditions 

Meanwhile the upsurge in strike and industrial tension could be blamed on the suspicious issue between employers and workers as well as intra-union crisis.  In a bid to maximize their standard of living which often eroded by inflation working demand higher pay and better working condition of service while employer resist such requests because they fear it might reduce their profits. This refusal may result to strike or industrial conflict.

In the public sector government resisted it because of unavailability of funds and the likely economic consequences 

The causes of these inter or intra union disputes may be traced to communication gap between the official and member alleged misappropriation of funds or embezzlement of union funds arbitrary dismissal of national officers by the union refusal to call national delegates conference as and when due.

In recent years trade disputes especially those of intra and inert union cases have resulted in litigations in the law court. Some disputes had led to the institutions of more than 30 court cases involving different trade union. It has become the order of the day among trade union leaders to take the intra and inter union disputes to civil courts rather than use settlement machinery provided fro them under the trade disputes act of 1976 (Amendment decree)

The Nigeria labour compress (NLC) is the umbrella organizations for all the trade union in the country was created by the trade union decree of 1978 by which the government organized the country’s labour force into 42 trade union. The decree set out how the law will be how to appoint the officers who is qualified for membership and requirement that each union much file an annual statement of account with the registrar of trade unions in the federal ministry of labour and productivity.  The industrial relations decree of 1976 sets out the details of low disputes between the employer and employees union are to be settled. Employers and employees union are required to attempt internal settlement through joint consultation and collective bargaining.  Where this fails there is provision for the declaration of formal trade dispute and for the matter declaration of refereed to the ministry of labour and productivity?  Or where the internal mechanism of conflict resolution fails the external mechanisms of conflict resolution will start. Mediation is the first panel. The trade.  Dispute act makes it mandatory for employers and unions to meet within seven (7) days after the dispute must have been declared either by themselves or their representatives under the chairmanship of a mediator mutually agreed upon and appointed by one or both of the parties with a view to an amicable settlement of the dispute.  The mediator must be seen to be impartial by the parties and not to impose his decision on any of the parties.

Where the mediator fails the parties will report productivity (FMELP) within fourteen (14) days. The ministry will appoint a conciliator for the purpose of solving the conflict. The conciliator shall inquire into the cause and the circumstance of the dispute. If settlement is reached within 14 days he shall forward a memoradun of the terms of the settlement duly signed by the parties involved to the minister but if he fails he will within another 14 days refer the case to arbitration. 

The industrial Arbitration panel (IAP) marks the beginning of the judicial processes for resolving disputes. The dispute much to refereed to them within 62days after it started IAP was created in 1969 and it settles disputes that cannot be handled through mediation and conciliation the IAP are given 42 days to settle he dispute. They should refer it to national industrial court (NIC) if there is no improvement. NIC are given 22 days to refer it to the ministers if there is no settlement.

Section 23 of trade dispute act empower the  minister of labour to set up a board of injuring and investigation to injure and investigate disputes and employment problems.

Meanwhile trade disputes decree No 7 of 1976 requires parties to a dispute to make use of collective bargaining machinery existing in the organization in he first instance.

In the past ten years the history of industrial relations in our institution of higher learning is marked by incessant industrial actions. The first was in July 1988 when academic staff union of Nigeria universities (ASUU) embarked on a strike action against their employers the national universities commission/ federal ministry of education and their individual universities.

In Enugu State higher institutions of learning have experience as many periods of industrial unread. Trade disputes are often declared by the trade union in these institutions. The main ones are the academic staff union of universities (ASUU) senior staff association of universities etc.  Trade  disputes are declared against the institution authorities some of the dispute have been successfully resolved through internal negotiations, while others have been resolved through mediation and conciliation by a third party in an amicable procedures 

1.2
STATEMENT OF THE PROBLEM     

Management of industrial disputes in higher institution have not been task. Sometimes the stipulation of the trade disputes decree of 1976 on the procedure have been grouted through the arbitrary use of power by government in forcefully resolving the dispute. This usually keep the lid over the dispute first for a while.  Very often negotiations have broken down because of inability of the parties at the dispute to make concessions to each others demand thereby reaching the compromise some other earlier been suspended resumes   because of the inability of the institution’s authority to meet with the term of settlement earlier reached.

In the same industrial action had arise not because of disparagement between the institution’s authority and the trade union members but was a sympathy action in support of members in another institution who are embarking on industrial action against the authority.  In the case it become difficult to call back the striking members to work through first consultants in the institution  solidarity and sympathy strikes are difficult to resolve because the legal procedures of mediation and conciliation have always prove abortive. It is often resolved when the real actions in dispute resolve the issues at dispute.

1.3
OBJECTIVE OF THE STUDY

The objective of this study among other thing include:

1. To examine the nature of trade dispute in institution of higher learning in Enugu State.

2. To examine the problems of industrial dispute management in these institutions.

3. To examine the procedures usually adopted by the parties in he settlement of these disputes.

4. To examine the factors responsible for trade disputes in the higher institution 

5. To check if the procedures are conformity with the stipulation of the trade decree act of 1976 in resolution trade disputes.

6. To suggest ways of improving the management of industrial disputes in these institution.

1.4
RESEARCH QUESTION  

1. What is the nature of trade dispute or industrial conflicts in higher institution in Enugu State

2. What factors are responsible for industrial conflict in the institutions

3. What are the procedure usually adopted by the parties in conflict in resolving this conflict

4. These procedures are they in conformity with those stipulate in trade dispute decree of 1976 on how to resolve industrial conflict.

5. How effective have the settlement machinery been in managing these industrial dispute

6. What are the problems of industrial dispute

7. Through what ways can the disputes management system to improved

1.5
SIGNIFICANCE OF THE STUDY    

The research is very important in many respects. First will explain the nature of industrial dispute in institution of higher learning it will also highlight the various factors that often lead to such industrial conflict why there has always been break- down in negotiations and industrial conflict management continue to be difficult.

The research findings will be useful to the institution authority because it will help them take decision that will forestall the emergences of a situation that will create industrial conflict.  Also it will help them to know how to approve industrial conflict with a view to settle them amicably.  This the findings will make contributions towards successful resolution of industrial conflict.  The finding will also useful to the union representative in that it will highlight why industrial conflict of the occur or persist because of their wrong approach to settlements.

Furthermore it will make employers union representatives and employees union understand the importance of industrial peace as in the development of health industrial relations and rational development.

Finally it will be useful to any student who will carry out a related study in the future as the information provided will be helpful

1.6 SCOPE OF THE STUDY 

This study covers Enugu State and will be based on some selected tertiary institution within the area.  It specifically appraisal the causes and effect of industrial conflict 

1.7
DEFINITION OF TERMS

1.
Conciliator:
Person appointed by the honourable ministry of labour to settle the industrial disputes if a mediator fails   

2.
Conciliation:
The process of settlement under the auspices of a conciliators 

3.
Industrial dispute:
A situation of disharmony in industrial relations between employers and employees

4.
Industrial relation:
Relationship between employers and employees

5.
Industrial arbitration panel:
A body established to settle industrial dispute and to give a binding decision on both parties.

6.
National industrial cover:

An adjudicating institution established to examine the ruling of the (IAP) and to give the final decision.

7.
Nigeria labour congress: The umbrella organization for all the trade union in the country

8.
Mediator:
The first person usually agreed upon by the parties in dispute to settle the conflict 

9.
Mediation:
The process of settlement using a mediator.
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CHAPETR TWO

2.0
LITERATURE REVIEW

This chapter reviews the existing literature on industrial dispute and their management.

2.1  
MEANING OF INDUSTRIAL DISPUTE 

Industrial dispute is said to occur whenever there is disagreement between the employer and employees on agreed terms of contract leading to partial or complete stoppage of work.

The trade union decree number 31 of 1973 defined a trade dispute as any dispute between employers and workers or between workers which D  connected with the employment or non-employment of he terms of employment of non-employment of the terms of employment or conditions of work of any person while Ubeku (1975) defined grievance as real or imagined complaint by an employee against his employer based on the alleged misinterpretation  misapplication or non-application of the terms and conditions of employment.  Anaba (1976) observed that disputes can exist between employers and employees or among trade union.  According to him there are certain agreement on condition of service remuneration and measure to improve workers welfare need by all parties in a central of employment.  A breach of this agreement always leads to disagreement by any of the parties. The ensuring grievance often leads to protest and reaction.  Anaba stress that any such condition leading to a industrial disputes industrial dispute can manifest as trade dispute strike lock- in lock – out work to rule sit down strive etc.  

Industrial disputes among union members of a trade union rose when disagreement among such member and their leaders result in partial or compete stoppage of work thereby demanding the alternation of the employers or government for intention. Some members of different trade union may disagrees over an issue of common interact which may result in industrial action of great dimension.

The conclusion stress that industrial dispute is a common feature of capitalist economic were a great deal of the workers livelihood depend on negotiated wages and welfare conditions     

2.2 MEANING OF INDUSTRIAL RELATION      

Industrial relation referee to the relationship existing between employers and employees in an organizaiton.  Aungwom 2002, say that industrial relations could be defined as the network of social relationship between the employees and their unions employers and their associations and   government and their numerous agencies in their attempts to regulate terms and conditions of employment and perform other function that directly or indirectly concern the initiation and sustenance of peaceful and purposeful labour management relations which involve applying machinery dealing with complaints grievance and disputed in an organizaiton.

Mgbada 1997 a trade unionist has noted that this relationship between employees and employers is at its best when workers are organized and unionized. In a paper presented during a workshop on deter rioting industrial relations in the country he stressed that its is very important for employees to be organized under trade union.

According to him organization of worker should be on the basis of their trade so that members of same profession will consult each trade union.  This will bring them together in the interest of their welfare and profession. In this way the member will constitute a strong force with which they will confront their employers be private business owner or the government. To ensure that there is cordial relation between the employers and the employees the later should be organized controlled and directed through effective leadership.  Mgbada concluded that this will help in the running of a smooth government and the important of the quality and standard of living of the workers both being factors that will ensure national development.

Aminu 1976 highlight that the existence of cordial relationship between employers and employees given the employees sense of belonging in the organization job satisfaction and make them dedicated that the key to the success and growth of business organization is increased productivity by workers.  He further stressed that in addition to equipped the workers adequately they will be more productive when the working environment is comfortable or conducive this implies industrial harmony.  It means that there is mutual understanding between the workers and the employers.

Julivs Onah the former vice chancellor Enugu State University of science and technology emphasized on the need for industrial in a paper he presenter during a workshop on industrial peace in our tertiary institutions.  He stressed that industrial peace was paramount for educational development.  He decree that incessant industrial dispute which now characterized out educational system stressed that no society ever advances educationally unless there is mutal understanding between academic non-academic staff and the authority on one hand and between he students and the authority on the other head.  According to him the potentiality for progress is often high in an organization especially in higher institutions if the environment is conducive for all person working there.    He therefore advised academic and non-academic staff to always strive for the thing that will sure that there is always industrial peace in the institutions.   

2.3
TYPES OF DISPUTES
There are various situations that lead to disputes within any given environment. The types or from depend largely on types of individual involved in the dispute and the environment in which the dispute is taken place.

The following types of disputes has been identified ;

-
Dispute between members of family

-
Dispute confined to two individual in an organizaiton 

-
Dispute between institutions (as between union and management)

-
Dispute between ethnic group or communities such as racial dispute in the united state 

-
Dispute between nations

Anugwom 2003 split dispute in two types that is individual disputes and collective dispute.  He explained individual disputes as those disputes that arise as a result of one employee feeling of grieved example non promotion denial rights inappropriate appraisal  and termination of   individual appointment.  More often then not individual grievances often degenerate into collective disputes.  While collective disputes are or between the local union and  management.  It can be the collective desire for wages to be increased, general condition of employment and violation of matters on collective agreement.

According to Ukaje 1978 industrial dispute between institutions such as between management and union.  In higher institutions of learning priority goal of governing council is to  impact knowledge in students while the objective of the union is to better the lots of their members by extracting more and more benefit form the employer in forms of wages working incentives and so on.

In universities the management consists of the vice chancellors deputy vice chancellors, the senates   registrar dean of faculties and head of departments.

In the Polytechnics, the management consists of the Rector  vice Rector the director of various faculties Bursar, Registrar, Head of departments.

The objectives of the management of these institutions defers from of the enterprises where profit maximization is the sole objective.  Since they are not principally organized to generate revenue they are organized provide solved and qualitative education within the resources allocated to them by the state or nation as the case may be.

Within this divergent and conflicting objectives of the unions and management our higher institution cannot be said to be dispute free

2.4
EFFECTS OF INDUSTRIAL DISPUTES IN INSTITUTION OF HIGHER LEARNING   

Even within ordinary families and societies social disputes are known to have some undesirable consequence.  In private organizations industrial dispute normally have some relating effect on these organizations.

In this analysis Ugbaje 1977 stated that the first casualty of industrial dispute is the business itself.  He explained that man are usually lost as soon as workers put down their tools in the higher institution of leaning the students become the first casualty of the dispute.  According to Ugbaja as the industrial dispute deepened and the strike become protracted students are at home none of them is induced to read.  Months are know to have been lost in many industrial dispute in these institution the result is that many students no longer graduate at the supposed time as they have to complete their studies but at a longer period.

In this own study Ekeyanwu 1979 observed that industrial disputes usually leads to declining productivity in workers. In relation to lecturers their is also decline in productivity.  According to him productivity is measured in term of man- out put per hour.  He stressed that programme which lectures control have completed within a longer period of time, which implies that man output per hours is smaller.  The implication is that productivity of lectures is usually declines because of industrial disputes.

Industrial dispute in these institution have some social implications.  First it has some psychological effects on parents who train those students in schools prolonging the education period means making them pay more on their children’s education.  This means adding to the problem of hardship.

Secondary some students usually see such period as one that will be used to engage in socially undesirable behaviour such as initiation into secret cult prostitution and other sharp practices.

According to Udenze such period usually promotes so much of anti-social behaviour that much is left to be desired in higher learning and tertiary institution.

2.5
PROCEDURE FOR SETTLING TRADE DISPUTE 

 Generally                                                                                                                           speaking all the dispute especially those of intra and inert union cases have resulted in litigations on the law courts some disputes had led to institution of more then 40 court cases involving different trade union.  It has become the order to take their inter or intra union disputes to civil court mater than use the settlement machinery provided for them under the trade dispute decree No 22 of 1976 (amendment) the decree mandate both parties in the dispute to first attempt to settle their disputes by  themselves.

If there exist agreed means of settlement of the dispute apart from this decree whether by virtue of the provisions of any agreement between organizations representing the interest of the employer and organization of employees or any other agreement the parties to the dispute shall first attempt to settle it be that means

If this attempt fails or if no such agree means of settlement exists the parties  should within seven days of the failure of dispute meet or through their representative under the presence of a mediator mutually agreed upon and appointed by or on behalf of the parties with a view to achieving amicable settlement of the dispute.

According to section 3 (2) of the decree if within fourteen (14) days of the data on which a mediator is appointed the disputes is not settled the matter should be reported to the minister of labour and  productivity within fourteen days describing the parties disagreements and the steps already taken.

According to section 6 (1) the minister may appoint a conciliator from labour experts in the ministry for the purpose of resolving the dispute. The conciliator shall inquire into the cause and the circumstance of the dispute under consideration and try to negotiate with the parties for the purpose of settlement.  If settlement of the dispute is reached within 14 days of his appointment the conciliator shall forward a memorandum of the terms of the settlement duly signed by the parties involved to the  minister and it becomes biding on them the data it was  signed.  On the other hand if settlement is not achieved within fourteen days a report is sent to the minister who will within another fourteen days refer the case to arbitrations.

According to section 9 (10) the industrial arbitrations panel (1AP) shall make its award within 42days of its constitution if  the settlement is achieved. If there is no objective raised within 21days the award will be published but if there is any objective to the award of the 1AP within the time allowed by the  decree the minister will then refer the dispute to the national industrial court (NIC).

According to section 10 (2) the award of the national industrial court shall be final and shall be binding on the employers and employees to whom relate as from the data of the award.  However within the past decade there has been a growing tendency among union leaders to take their disputes to  civil courts instead of the   1AP for settlement. As a matter of fact some  dispute have been pending in courts for years while some have resulted to industrial unrest.

In respect of trade disputes in higher institution that failed to be resolved amicably and which threatened the industrial peace of the educational system the federal government has always need an iron hand in bringing  it to a summary end.

According to Ejiofor 1989 the resultant strike of academic staff union of universities (ASUU) members in 1988 and 1993 were considered illegal under the provisions of  the industrials relations decree 1976 which prohibiting  strike or lock-out over dispute that have been referred tot eh 1AP the government then ordered ASUU to call of the strike action within 48 hours.  ASUU agreed the ultimatum.  The government therefore proscribed the union and ordered officers to surrender the union assets to the government. In a recent development the federal government has also proscribed ASUU and all other associations in the  universities in a bid to establishing lasting industrial peace in over institution of higher learning.

According to Nechekwube 1994 these incidents reflect very clearly how pervading government control and influence in the conduct of employer and employee relation of higher learning. He observed that government reformed in the late 1980 were intended to create a mere orderly predicable and uncontrollable industrial  peace in our institution of higher learning.

But this intention has not materialized as lectures strikes are the more numerous lasting longer with more members now involving then before the 1980.

2.6
FACTORS RESPONSIBLE FOR INDUSTRIAL DISPUTE IN HIGHER INSTITUTION OF LEARNING.

Institution dispute usually resulted from disagreement between employees and employers on one head and between unions on other hand.  The upsurge in strike and industrial tension in the private sector could be attributed to the deep-rooted suspicion between employers and workers as well as intra union crisis. This was assessment made by Oladipo 1978 in an article titled “strikes and lock-out peace insight” according to her the major factor which contributed largely to the industrial dispute in institution of higher learning is the economic council of the late 1980’s and 1990’s 

Ejiofor stated that the second major industrial action embarked upon by institutions of higher learning in Nigeria resulted form the disagreement between the members of the academic staff union of universities (ASUU) and the federal military government in 1982.  He stated that in July 1988 the members of ASUU embarked on a strike action against their employees the national universities commission/ federal ministry of education and their individual universities. The issues at state were the non-payment of the salary adjustment and fringe benefits announced by the government in January 1988.  The question of joint consultative council between ASUU members and their employers the re-opening of the universities which had been closed down as a result of the disturbance that  occurred earlier and the right of the individual university senates to  order the closure or the re-opening of the universities.

Another major industrial action occurred in 1993 in the higher institutions. The issue at state were much the same as the previous one.  According to Ugbaja the federal government and ASUU representatives had reached on agreements on some vital issues affecting the welfare of the employees.  In order to alleviate their sufferings perpetuated by the unregulated economy.  ugbaga said that government often envisaged whenever it was for them to fulfill their obligation.  The reluctant of the  government to fulfill this obligation resulted in strike by members of ASUU.  In article presented by Nnekere (1996) he traced the most recent industrial action by ASUU members to the government reluctance  to fulfill its contractual obligations to the teaching staff.  According to him the issue at stake were the non-implementation of the new salary structure approved fro the lectures of universities and other institution of higher learning and the renewal of government appointed vice chancellors.

The refusal of the government to negotiate with the lecturer resulted in a protracted industrial action in which academic were paralyzed fro nearly five months.

There are other trade union apart from ASUU in the institution of higher leaning, which also embarked on industrial action.  This includes the senior staff association of universities non-academic staff union of universities senior staff association of college of education polytechnic and other institutions and non-academic staff unions.

These associations had at various times embarked upon industrial actions to press their demand for improved pay package and working condition.

In February 1994 members of senior staff association of universities of Nigeria embarked on industrial action demanding that they be paid the same salary and have the same working condition as given to their trading counter parts. In this view C.C Okeke pointed that this industrial action was motivated by greed and actually a result of government feeling of poor remunerations after all institutions of higher learning are reported for improved salaries.

According to Ugbaja the incident of treating each striking association in isolation has always resulted in the rapid re-occurrence of this strike. The members of non-academic staff union in IMT Enugu has also declared trade dispute with the school authorities and ht state government sometimes the trade dispute were approach into strike order than been successfully negotiated and so resulted in industrial actions.  In most cases Ugbaja observed that if the apprehended industrial disputes were properly managed and arrested they would not have resulted in strike and lock acts.

The causes of intra and inter union disputes on the other hand may be traced to communication gap between the official and members alleged misappropriation or embezzlement of union funds arbitrary dismissed of national officers by the unions refusal to  call delegates practices of the union.

Other causes proceeding among unions are participation rates at different organs of the union especially at the local branch level the characteristic feature of the history of trade unionism in the country and the amendment to union contribution to suit the industrial interest without approval form their delegate conference.

Another causes of union disputes in our higher institution observed that the major causes of such dispute has always been the misappropriation of union fund.  Sometimes the misappropriate of institution funds has also caused a great deal of industrial dispute in these institution.

Another causes of conflict is cause by morel causes.  These are conflicts that relates to working conditions and failure on the part of employees to provide adequate measures for the welfare and safely of workers both inside and outside the establishment.
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CHAPTER THREE

3.0
RESEARCH METHODOLOGY

In this chapter the research explained that various method used in carrying out this study 

3.1 SOURCES OF DATA 

The sources of data used in this study are both primary and secondary sources of collecting data.

Primary source are the respondents to whom the questionnaire were administered for the purpose of collection data and information. The essence of collecting data through the primary sources is to ensure that only reliable and accurate data were used in our analysis.

Primary data are data collected from first head from original sources for the user’s express purpose.  Such data are usually obtained from the filed through interviews questionnaires surveys planned experimental observations or recording of official transactions.

Secondary sources of data collection. They are data obtained second head from published or recorded sources and used for a purpose different from that of the agency that initially collected and published the data secondary data tend to cost substantially less than primary data and can be collected in less time. These include publication texts unpublished works journals and magazines.  These sources provided a great amount information and data for analysis.

3.2 POPULATION

The populations for the study consist of members of the different trade unions in the institution of higher learning in Enugu State and the governing council of these institutions.

Their population is estimated to be 8500

The  institution include:

1. University of Nigeria Nsukka and Enugu campus.

2. Enugu state university of science and technology Enugu

3. Institution of management and technology Enugu

4. Federal college of education Eha Amufu.

5. Osisatech polytechnic/ college of education.  

3.3 SAMPLE/ SAMPLING TECHNIQUES  

A sample was chosen from members of these association and the institutions governing councils since its is practically difficult to include all of them in this study. They were selected through random sampling for the purpose of interview and administration of questionnaire. The sample size was determined as follows 

Where  

S
=
sample size

N
=
size of population

E
=
level of significance or margin referrer

There e
=
0.5 (chosen by the researcher)

S
=
 85000

1+ 8500 x 0.0025


=
8500

                      22.25
=
382

This the sample size is 382

3.4 INSTRUMENT 

The design of the instrument is such that it allow the researchers to obtain relevant data from the respondents.

Firstly Only relevant instrument were formulated to reflect the objective of the study.

Secondly the structure of the instrument allow the respondent to say either yes or no as response some of them cove multiples choice instrument.  In this case a members of options were provided from which the respondent were required to chose the ensure they considered appropriate. Other were open-ended which allowed the respondent to express their opinion freely without interference.     

3.5 METHOD OF DATA COLLECTION 

The researcher traveled to various institution of higher learning within Enugu state and submitted questionnaire to the respondents.

The data collected from the respondents from these institutions of higher learning were used in this research work.

3.6 METHOD OF DATA ANALYSIS 

In this presentation of data the researcher used the technique of frequency distribution.  A also in the data analysis the sample techniques of frequencies and percentage were used.

The method is as follows.

F
x   100%

N 
        1

Where 

F
=
frequency response 

N
=
no of respondents

%
=
 Percentage
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CHAPTER FOUR

4.0
DATA PRESENTATION AND ANALYSIS

In this chapter the data collected were analysed and the findings were used to text the hypothesis stated earlier.  A total of 382 questionnaires were distributed  to the respondents out of these 61 were not returned as those respondents were not in the schools on the day of collection 21 questionnaires were not correctly completed with this only 300 questionnaires were analyzed. This information is shown in the table below.

QUESTION 1 

What number of questionnaire were distributed? 

TABLE 1

Administration of questionnaires 

	Questionnaires 
	Number
	Percentage 

	Number not returned 
	61
	16.0

	Number not completed 
	21
	5.5

	Number analyzed
	300
	78.5

	Total
	392
	100


   This shows that only 78.5 percent of the questionnaires distributed were analyzed.

QUESTION 2 

What is your sex?

TABLE 2

Sex distribution of respondent 

	Sex 
	Number
	Percentage %

	Male 
	208
	69.3

	Female 
	92
	30.7

	Total
	300
	100


This table shows that 69.3 percent of the respondents were male while 30.7 percent were female 

QUESTION 3 
What is your marital status?

TABLE 3

Marital status of respondents

	Status 
	Number
	Percentage 

	Single 
	62
	20.7

	Married
	208
	69.3

	Divorced 
	19
	6.3

	Separated 
	11
	3.7

	Total
	300
	100


This shows that 20.7 percent were single out of the respondents 69.3% were married 6.3% were divorced and only 3.7% were separated.

QUESTION 4 

What is your age? 

TABLE 4

Age distribution of respondents

	Age
	Number
	Percentage  %

	Under 30 year
	0
	0

	30-40year 
	91
	30.3

	40-50 years
	115
	38.3

	50-60 years
	94
	31.4

	Above 60 years
	0
	0

	Total 
	300
	100


 This shows that 30.3 percent of respondents are between the age black of 30-40 yrs, 38.3% are between 40-50 while 31.4% are between 50-60

QUESTION 5 

What level of education do attain?

TABLE 5

Level of education of respondents 

	Level
	Number
	Percentage 

	HND/BSC/BA
	42
	14.0

	MBA/MSC/MA
	168
	56.0

	PHD
	66
	22.0

	Others
	24
	8.0

	Total
	300
	100


This table shows that among those respondents 14.0 percent hold HND/BSC/BA, 56.0 hold MBA/MSC/MA while 22.0 hold PHD and 8.0 hold other certificates as well

QUESTION 6 
Are you a member of any trade union in UNCE or ESUT 

TABLE 6

Union membership 

	Response 
	Number
	Percentage 

	Yes
	300
	100

	No
	0
	0

	Total
	300
	100


This table shows that all the respondents indicated that they belong to various trade unions existing in the higher institution in Enugu state. These include ASUU NASU and others

QUESTION 7

 In which forms do industrial dispute exist in your institutions?

TABLE 7

Forms of industrial disputes

	Form 
	Number
	Percentage 

	Trade dispute
	300
	100

	Lock out/strike
	
	

	Work to rule 
	
	

	Sit-down strike
	
	

	All of the above
	300
	100

	Total
	300
	100


This shows that industrial dispute exist in forms of trade dispute lock out strike work to rule and sit down strike.

A trade dispute could be described as a situation of disagreement between on employer and employees leading to disharmony in their relationship it is on industrial action which pervious  when employees ahs lodged their complaints and threaten more serious action if attention is not paid to their grievance.

On the other hand a strike exists when there is a  stoppage of work following the inability of the parties in the dispute to resolve their differences. lock-out exist when  workers are shut out of their work places by their employer.  In this situation they are prevented from entering the establishment.  Lock-in is a situation in which the workers are locked up in the premises by the employer and prevented from leaving the establishment.

Work-to rule is a situation is which workers came work and do only those works that are in their schedule of duties and leave the office at the dot of time.  Under sit-down strikes the workers come to work and simply sit down without working.

In this institutions all these industrial actions exist or had existed at various times

QUESTION 8 

Do you agreed that incessant demand by workers for improved welfare scheme leads to industrial dispute in the institutions?

TABLE 8

Worker demand as a cause of industrial dispute 

	Response 
	Number
	Percentage 

	Yes
	251
	83.6

	No
	49
	16.4

	Total
	300
	100


In the table it show that 83.6 percent agreed that incessant demand by lecturers and other workers for improved working conditions leads  to industrial dispute in the institutions of higher learning in Enugu state while 16.4% disagreed 

In the bid to maintain their standard of living in the face of increasing cost of living lecturers and other worker demand for higher pay and better condition for service.  this situation is common among all members of the different trade unions in the institution 

QUESTION 9

Do you agreed that government refusal to meet the demand by workers for improve working condition leads to industrial dispute?

TABLE 9

Government refusal to meet the demand as a cause of industrial dispute 

	Response 
	Number
	Percentage 

	Yes
	300
	100

	No
	0
	0

	Total
	300
	100


This table shows that all the respondents agreed that government refusal to meet with demands of these associations often lead to industrial dispute in these institution

On many occasions strike and other industrial actions have resulted in the intuition because the government had refused to negotiate with the union leaders on the issue at dispute like issue of improving working condition.

Such refusal had been predicated on the fact  that some of the demands were unrealistic and unfeasible while the main reason often adduced by the government scarcity or inadequacy of funds.

QUESTION10  

Do you think that breach of settlement of dispute by the government causes industrial dispute?

TABLE 10

Breach of terms of settlement as a cause of industrial dispute.

	Response 
	Number
	Percentage 

	Yes
	255
	85.0

	No
	45
	15.0

	Total
	300
	100


This table show that 85.0 percent agreed that breach  of terms of settlement of industrial disputes leads to industrial conflict and grievances while 15.0 percent disagreed.

It is common among employers to revenge on their promises to fulfill their obligations as agreed upon by both parties through negotiations.

QUESTION 11

Do you  agree that implementation of policies by the government against the interest of academic and non-academic staff leads to industrial dispute

TABLE 11
Implementation of unfavourable policies by the government against  the interest of academic and non-academic staff leads to industrial disputes 

	Response 
	Number
	Percentage 

	Yes
	252
	84

	No
	48
	16

	Total
	300
	100


  From the figure above it shows that 84 percent of the respondents agreed that implementation of policies by the government against the interest of academic and non-academic staff leads to industrial dispute.  While to percent disagreed.

It is common in the history of industrial relations in this country for government to take unilateral decision on an issues at dispute without the consent of the affected union members.   The government usually go on to implement such policies.  

Ones the implemented policies are not in the interest of the union members such action is followed by declaration of trade disputes and if the situation is not repel in the bud it leads to strikes or some other industrial actions.

For instance the decision of the government not to re-open some shut universities as a result of disturbance that occurred earlier in 1988 and it decision that only the vice chancellors can order the closure or re-opening of universities were some of the factors that led to the 1994 nation wide industrial action by ASUU members.

QUESTION12     

Through which of the following method are industrial dispute resolved in your institutions

TABLE 12
Means of resolving industrial disputes.

	Methods
	Number
	Percentage 

	Joint consultation between all parties unilateral action by governing councils 
	
	

	Appointment of mediator
	
	

	Appointment of a conciliator` 
	
	

	All of the above
	300
	100

	Total 
	300
	100


All the respondents indicated that industrial disputes in the institutions are resolved through joint consultation between all parties in dispute unilateral action by government governing councils appointment of mediator as well as the appointment of a conciliator.

Most of the industrial dispute in these institutions have been successful managed through joint consultation or collective bargaining.  This is particularly the case in the institute of management and technology Enugu and federal college of education Eha- Afnumfu.

When all attempts to resolve my industrial dispute in the university successfully failed the usual way to resolve it has been government taking a unilateral decision on the issue at dispute.  One popular  way has been for the government to proscribe he striking association.

In many instances mediators have been called in the dispute parties in further attempt to resolve the dispute amicably.  Official of federal ministry of labour and productivity.  Nigeria labour congress and representatives of the union often converging such mediation.  In case where the industrial action has been a nation wide incident conciliators have been appointed by the ministry of labour and productivity to look into the matter.

QUESTION 13

Has any industrial dispute in the institution resolved by the industrial arbitration panel 

TABLE 13
Industrial dispute in the institution resolved by the 1AP

	Response 
	Number
	Percentage 

	Yes
	0
	0

	No
	300
	100

	Total
	300
	100


All the respondent indicated that no industrial disputes in the institution has ever been resolved by the industrial arbitration panel.  However some panel of inquiry had been set up by government to investigate some grievance of institutions academic and non academic staff. The recommendation of such panel have been implemented on several  occasion to resolve the issues at dispute 

For instance Justice Anya panel was set up to investigate allegations of victimization and irregularities in the federal college of education Ehe- Amufu in 1992

QUESTION 14

In your own opinion did the procedure of resolving industrial disputes in the institution conform with that stipulated in the trade dispute decree (Amendment) 1976?

TABLE 14
Response on conformity of procedure  with trade dispute decree 1976 stipulation.

	Response 
	Number
	Percentage 

	Yes
	184
	61.3

	No
	116
	38.7

	Total
	300
	100


According to the table it shows that 61.3 percent of the respondents agreed that the procedures are in conformity with what is stipulated in the trade dispute decree of 1976 but 38.7 percent disagreed.

It has become the order of the day for some of these association to take their mater to civil court rather than using the settlement machinery provided for them under the trade dispute act  of 1976 (Amendment decree) stipulating the procedure for settlement of dispute the decree demanded that the employers must be given 14 days notice of the declaration of the dispute during which it is expected that negotiation would begin.  If the period expires without the resolution of the conflict another 7 days ultimatum would be given by the aggrieved party.  This the decree mandate  both this attempt fails or if no such agreed means of settlement exists the parties  should within seven days of the failure meet  or through their representative appoint a mediators with a  view of achieving an  amicably settlement of the dispute.

If within 14days of the data in which the mediators is appointed the dispute is not settled the matter should be reported to the minister of labour and productivity describing the parties disagreement and steps already taken.  The minister then appoint a person fit to act as a conciliator for the purpose of effecting  a settlement within another 14 days if the conciliator fails the minister then refers the case to the industrial Arbitration panel  

The rule of 1AP will bind on both parties but if any of the parties does not feel justified with the decision they can appeal to the national industrial court (NIC) the decision of the NIC is ultimate.  Any protest to this decision can be referred to the  supreme court. In this case the dispute cases to be an industrial case 

QUESTION 15

Do you think that manageemnt of industrial dispute in these institutions has been effective?

TABLE 15

Response to whether management of industrial dispute is effective 

	Response 
	Number
	Percentage 

	Yes
	168
	56.0

	No
	132
	44.0

	Total
	300
	100


This table shows that 56.0 percent agreed that management of industrial dispute in these institutions is effective while 44.0 percent  disagreed.

The efficiency of industrial disputes management depends on the procedures adopted by the management and union representatives.  Its effectiveness depends  on the final terms of settlement.  In most cases both parties first adopt the procedure prescribed in the trade dispute decree of 1976 which is collective bargaining if the party in the dispute amicably resolve their difference with the terms of settlement the management will be said to be effective but if not it is ineffective.  So most of the industrial dispute in the institutions in  Enugu have been effectively managed

QUESTION 16   

What factors militate against effective management of industrial dispute in the institutions?

The respondents outlined the following factor

1. Attitude of the institution authority 

2. Attitude of the government 

3. Attitude of union leaders

4. Inter-union disputes

5. Intra-union disputes

It was explained that the authority of the institution very often fail to address the issues at dispute effectively before it degenerate into some more serious situation.  In many cases the authorities has failed to engage in collective bargaining with the disputing unions   

The union leaders also contributed to the difficultly encountered in dispute management.  Some of them are not educated adequately in industrial relations. They are always rigid in their position on any issue at dispute.  This always brings above breakdown in negotiations that   could have resolved this issue amicably.

Inter-union dispute have always made it easy for the government to surround some union to accept main terms of settlement.  Once the unions have internal disputes they find it difficult. In addition intra-union dispute  weakens the union apparatus and makes it ineffective during settlement.

QUESTION 17

Explain the effect of industrial dispute in institutions of higher learning 

The respondents explanation shows impact in the context of productivity and efficiency of the educational services being rendered.  Accordingly there  is a decline in productivity among   the striking union members of academic staff.  As long as the strike continues they all become idle and unproductive. This affect the students as they all now become idle too. Most of them are discouraged to join one from of social vices or other.

It become a period of increased secret cult activities some resort to their while some others engages in prostitutions

Most of the lectures turn fully to their private business at the expense of teaching.  Consequently, academic activities grand to a holt. The situation become the same with other non-academic staff members once an industrial action begins the administrative service stop. The entire community become adversely affected. It become a period for them to face their private business too.

When the industrial action  finally ends a great dead of time has been lost and to over the period lost lecturers are crashed.

 But if the industrial action become successful and the terms of settlement implemented it usually increase the welfare of the union members.

QUESTION 18

Do you think that industrial relation in these institutions develop along democratic principles?

TABLE 18
Response to whether industrial relations develops long democratic principles    

	Response 
	Number
	Percentage 

	Yes
	102
	34.0

	No
	198
	66.0

	Total
	300
	100


According to the table 34.0 percent of the respondents agreed  that industrial relation in the  institution develops along democratic principles white 66.0 percent disagreed

Government intervention in inter-union activities and the effectiveness of collective bargaining as an instrument for the restoration of industrial peace makes industrial relations practice undemocratic.

The appointment of union leader through formation of care taker committees dismissals of union officials clamping down on union representatives and members and flouting of the term of settlement of industrial dispute by the government authorities are undemocratic and it continues to breed industrial tension in these institutions.

QUESTION 19      

Suggest ways of finding remedy to the industrial disputes in institutions of higher learning.

The respondents made the following relevant recommendations.

1. The government should adopt a mere democratic approach for settlement of industrial conflicts

2. The union leaders should be trained adequately in industrial relation so that they can effectively beadle industrial  dispute and gives effective leadership.

3. The effective leadership should be ensured to help the union members to eliminate the phenomena for inter/ intra union dispute.

4. The government should not be allowed  in the implementation of terms of settlement of disputes.

5. Improved relations between union members and the institutions authorities 

Therefore industrial dispute have adversely affected the relationship between the government and the lectures.
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CHAPTER FIVE

5.0
INTERPRETATION OF RESULT FINDINGS RECOMMENDATION AND CONCLUSION

5.1
INTERPRETATION OF RESULT

To be able to come up with clear answer to the research questions rained in chapter one the results as contained in chapter four are interpreted below.

RESEARCH QUESTION 1 

What is the nature of trade dispute or industrial conflicts in institutions of higher learning in Enugu State?

Table 7 in chapter four addressed this question it can be seen  all the respondents have a consensus that  trade disputes  lock out lock in strike work to rule and sit strike are all from of industrial conflicts in tertiary institutions in  Enugu State.  300 respondents that represent the 100 percent at test to this 

RESEARCH QUESTION 2

What factors are responsible for trade dispute in tertiary institutions?

Table 8.9 10 and 11 addressed to this research question.  Table 8 shows that 8.3.6 percent of the respondents agreed that incessant demand by lectures and other workers for improved working conditions leads to industrial disputes in the tertiary institution.  Table 9 shows that government refusal to meet the demand of workers D also a factor for causing industrial dispute which 100% supported.

Again breach of settlement was also expressed as one of the cause of dispute as shown in table 10 which 85.0 respondents relieved. It was also expressed that the implements of unfavorable policies by the government could cause industrial dispute infact 84 percents of respondents expressed  this.

QUESTION 3

What are the procedure usually adopted by the parties in resolving disputes?

Table 12 in chapter four addressed this question form the table it can be seen that first consultation between all parties unilateral action by government or governing council appointment of mediator as well as appointment conciliator are all possible procedure or measure adopted in resolving disputes.

RESEARCH QUESTION  4  

Are these procedure in conformity with the stipulations in the  trade dispute decree of 1979?

Table 14 addresses this question. The summary of the result there shows that such procedure are indeed in conformity with the trade dispute decree as expressed by 61.3% of the respondent while 38.7% disagreed the issue   

RESEARCH QUESTION 5

How effective have the settlement machinery been in managing these industrial dispute?

The summary of the result in table 15 in chapter four shows that industrial dispute in tertiary institutions in Enugu State have been effectively managed.  While for instance 56 percents of the respondents expressed this, 44 percent expressed the contrary.

 RESAERCH QUESTION 6

What are the problems of industrial dispute management in tertiary institution in Enugu State? The summary of result in chapter four shows that there are indeed problems that militate against industrial dispute management   in tertiary institution in Enugu State such factors include.

a. The attitude of the constituted authorities

b. The attitude of the government 

c. The attitude of leaders of trade union

d. Inter-union dispute

e. Intra- union dispute

RESEARCH QUESTION 7 

Through what ways can  he disputes management be improved?

The summary of the result in chapter four show that such can be achieve through

a. The adoption of democratic  principles in the settlement of conflict

b. Provision of training to union leader so that they can understand the  dynamics of trade unionism

c. The government should always ensure the implementation of terms of settlement.

d. Improved relationship between the employers and the employees.

5.2
SUMMARY OF FINDINGS

After analyzing the data collected through primary and secondary data the following finding were made.

1. Industrial dispute in the institutions of higher learning in Enugu State occur in the forms of lock-out lock- in strike and work to rule all these types of industrial actions exist in the institutions.

2. A lot of factors are responsible for incessant industrial actions in the institution of higher learning.  Among these are incessant demand by workers for improved welfare scheme, government refusal to meet the demand of the staff and workers for improving working conditions breach of terms of settlement of dispute by the government and implementation of policies by the government against the interest of academic  and non-academic staff.

3. Industrial dispute are resolved through the following 

· Collective bargaining that is joint consultation between the parties in dispute

· Unilateral action or decision by the government 

· Appointment of a mediator 

· Appointment of a conciliator  

4. None of the industrial dispute that arose in the institutions has been resolved through intercession of industrial arbitration panel (IAP) or national industrial court (NIC) Rather the resolution has been made through joint consultation between the parties in dispute.  This usually conforms with the measure stipulates in the trade dispute decree of 1976 ( Amendment decree)

5. On many occasion management of industrial dispute in these institution has effective because  both parties adhere to the terms of settlement other times government use the period of long strike to resolve the dispute.

6. Industrial dispute management in these institutions  faces the following problems

-
The attitude of the institutions authorities 

-
The attitude of the government 

-
The attitude of the union leaders 

-
Inter-union dispute

· Intra- union dispute

7. Industrial dispute have some adverse effect in the university community these include decline in productivity of all staff deterioration of relationship between staff and government increase in dispute between the parties in dispute and inter/intra union quarrels and others.  But if the industrial action is successful it brings about improvement in the welfare of the staff and workers. 

8. Industrial relations in the higher institutions does not reflect democratic principle and practices. The rules and regulation as stipulated in the trade union decree are often floused.  Government intervention in union matters and its approach to industrial dispute is most undemocratic.

5.2
RECOMMENDATION  

The following are being suggested on the management of inductile dispute in the institution  of higher learning.

1. The institutions authorities the  government and the union leader should use collective bargaining as the only instrument for resolving industrial conflict in the  institutions. The government in each cases should renounce forces as the means of dealing effective with industrial disputes.

2. The union leaders should be adequately trained in industrial relations. This will ensure that only intelligent leaders who are well trained in industrial maters are elected. The attitude of such leaders should neglect accommodation and compromised in resolving industrial conflicts.

3. The government should also provide adequate funds for efficient administration of these institutions.  This will make the authorities able to provide adequate remunerations compensation and welfare scheme for the staff. This will always ensure industrial peace in the institutions 

4. The government should not include in intra-union activities.  There should be complete freedom and autonomy for the union so that the system should develop on industrial relations that is truly democratic

5.4
CONCLUSION     

Based on the research finding the following conclusion can be drawn

1. Incessant demand by workers for improved working condition and refusal by the government to meet with their demand often lead to industrial disputes.

2. Breach of terms of settlement of industrial disputes and government implementation policies against the interest of the staff also leads to industrial dispute

3. Most of the industrial disputes in the institutions are settled  through collective bargaining and in some extreme case by unaltered action of the government.

4. However the procedure in resolving the dispute do not always conform with the stipulation of the trade union (Amendment) decree of 1976.

5. In most cases management of industrial conflicts in those institutions has been effective

6. Unilateral action by the government through stance of union members inter/intra union quarrel  militate against effective management of industrial disputes in the institutions 

7. Industrial dispute have always had adverse effects on the relationship between the government and union members. It also leads to decline in productivity loss of man-hours and loss of time in completing 

5.5
LIMITATION OF THE STUDY 

The research encounters some constraints in carrying out this research.  First there is inadequate of information and data on industrial dispute in Enugu State tertiary institutions it is a phenomenon, which started in the late 1980, and as such too much studies have not been arrived out of it.  The research therefore depended so much on primary sources for data and information used in the study.

Secondly there is problem of inadequate finance to embark on  more extensive research  thus he limited the scope to management of industrial dispute in Enugu State institutions of higher learning.

Finally, there is time constraint as the researcher was carried out when the school was in session. The demand placed on the researcher by the other academic work severely limit the time available for this study
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APPENDIX

Department of Business Administration

And Management, Institute of

Management and Technology

    Enugu

             June 20,2005    

Dear Sir/Madam 

I am a student of IMT Enugu carrying out study on the management of industrial disputes in higher institutions in Enugu State.

Please I want you to assist me by answering the questions in the questionnaire. The purpose of this study is purely academic and information you will provide will be treated with utmost confidentially.

Thanks for your co-operation 

Yours Faithfully

    Aneke Theresa U   

QUESTIONNAIRE

Please mark “X” in the box that indicate your choice of answer otherwise answer other questions where necessary.

Question1 what is your name?

Dr/Mr. Mrs. /Miss
--------------------------------------------.

Question 2 what is your sex?

a.
Male
[
]

b.
Female
[
] 

Question 3 what is your martial status?

a.
Married
[
]

b.
Single

[
]

c.
Divorced 
[
]

d.
Widow/ widower
[
]

Question 4 what is age?

a.
30-40yrs
[
]

b.
40-50yrs
[
]

c.
50-60yrs
[
]

d.
Above 60 yrs
[
]

e.
Blow 30 yrs
[
]

Question 5 what level of education did you attends?

a 
HND/BSC BA
[
]

b.
MBA/MSC/MA
[
]

c.
PHD
[
]

d.
Others
[
]

Questions 6 are you a member of any trade union in either UNEC or ESUT?

a.
Yes
[
]

b.
No
[
]

Question 7 in which from is industrial dispute managed in your institute?

a.
Trade dispute
[
]

b.
Lock out/ lock in
[
]

c.
Strike 
[
]

d.
Work to rule
[
]

e.
All of the above
[
]

Question 8 do you agreed that incessant demand by workers for improved welfare scheme often leads to industrial disputes?

a.
Yes
[
]

b.
No
[
]

Question 9 do you agree that government refusal to meet the demand of staff workers for improved working condition often leads to conflicts.

a.
Yes
[
]

b.
No
[
]

Question 10 do you thinks that breach of terms of settlement of disputes by government causes dispute 

a.
Yes
[
]

b.
No
[
]

Question 11 do you agree that implementation of policies  and non-academic staff leads to industrial disputes

a.
Yes
[
]

b.
No
[
]

Question 12 through which    of the following method are industrial disputes resolved in your institution 

a.
Joint consultation between all parties in dispute
[
]

b.
Unilateral action by the government 
[
]

c.
Appointment of a mediator
[
]

d.
Appointment of a conciliator
[
]   

e.
All of the above 
[
]

Question 13 has any of the industrial dispute been resolved by the IAP or NIC

a.
Yes
[
]

b.
No
[
]

Question 14 does the procedure of resolving dispute conform with that stipulated in trade dispute decree of 1976?

a.
Yes
[
]

b.
No
[
]

Question 15 do you think that management of industrial disputes in your institution has been effective?

a.
Yes
[
]

b.
No
[
]

Give reasons for your answer 

Question16 what factors militate against effective management  of industrial dispute in institution?

Question  17 explain the effects of industrial dispute in your institution

Question 18 do you think that industrial relations in  your institution develops along democratic principles 

a.
Yes
[
]

b.
No
[
]

Question  19 suggestion ways of finding remedy to the industrial dispute in your institution  
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