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Abstract 
This study is on securing a Harmonious Working Environment through 
Effective Industrial relations at workplace. The study is motivated by the need to 
create harmonious working environment void of strike actions in Nigeria. The 
study made use of primary data sourced from 220 respondents through 
administering of questionnaire. Their responses were tested using appropriate 
statistical tools like the simple percentage and the Chi-square research 
techniques; our study revealed that Harmonious Working Environment can be 
secured through Effective Industrial relations at workplace only that the 
challenges confronting the unions has not make their activities effective in a 
way. Therefore, the study recommended that organizations should create 
enabling environment for union activities to thrive by assisting them where 
necessary so as to stabilize the organization. 
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INTRODUCTION 
The environment in which an individual works is crucial to the overall performance of the workers in 
such organization. It can go a long in determining workers productivity at the end. It is such that, where 
the working environment is favorable workers naturally work with less hassle of what become of their 
welfare but if contrary the productivity of the workers can be easily jeopardized.  
However, it is no gainsaying the fact that Industrial disputes are now becoming a common place in most 
organizations today. Although not planned but it has led to the collapse of several once viable 
organizations in the world today, particularly in this part of the world. Securing a harmonious working 
environment is not one of those easiest things to do, but with effective industrial relations there is the 
possibility of attaining it. That is the purpose of this paper to bring to the fore the possibility of securing 
harmonious working environment through effective industrial relations.  
 The rest of this article is divided into literature review, theoretical framework, methodology, application 
of harmonious industrial relations, and analysis of survey evidence and conclusion. 
Statement of problem  
Workers agitation for improved welfare has continued to remain a concern to management of various 
organizations in different part of the world today. Many organizations (no matter the type) in Nigeria are 
bedevilled by a myriad of problems and ailments caused by inefficient and ineffective management style 
or strained relationship between management and the labour union. There are other ailments that 
emanate from influence of external forces such as fiscal policy shocks, wrong government policies, 
environmental factors and the global economic recession, Management-labour disagreement remains 
crucial because it is firm-specific and therefore can be addressed by harmonious working environment 
secured through effective industrial relations.  
Obviously speaking, there are ineffective industrial relations. It is so because many of the leaders of such 
unions that are responsible for workers rights and privileges at work do not play to the rules that guide 
industrial relations affairs. As such, it is our focus in this paper to find out how harmonious working 
environment can be secured through effective industrial relations. 
Objectives of study  
The objective of this study is to investigate how harmonious working environment can be secured 
through effective industrial relations. Secondly, to find out if there are impediments to securing 
harmonious working environment. 
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Research Hypotheses 
The hypotheses that shall guide this study are as stated below:  
Hypothesis one 
Null Hypothesis: Harmonious working environment cannot be secured through effective industrial relations at 
workplace. 
Alternative Hypothesis: Harmonious working environment can be secured through effective industrial relations 
at workplace. 
Hypothesis two 
Null Hypothesis: There are no impediments to securing Harmonious working environment at workplace. 
Alternative Hypothesis: Harmonious working environment can be secured through effective industrial relations 
at workplace. 
 
CONCEPTUAL AND THEORETICAL FRAMEWORK 
What is Industrial Relation? 
According to the Student Support Services department at the Queensland University, Australia (2001) 
Industrial relations involve every aspect of the relationship between employers and employees in the 
organisation of resources and production, such as: 
• Distribution of industry rewards through the determination of wages and conditions; 
• Negotiation and resolution of conflicts in the workplace; 
• Regulation of employment and labour markets; 
• Training and skills development; and 
• Monitoring the influence that major institutions or individuals (management, unions, government, and 
so on) can have on all of these processes. 
Industrial relations issues may seem most prominent when employers and employees do not agree on the 
way in which these processes are managed, yet industrial officers are also constantly working to prevent 
disagreement. 
Fajana (1995) defined work place industrial relations broadly as “the totality of orientations, policies, 
concepts, theories, procedure and sound practice of management conflict at work”. According to him 
“the activities that are involved are very many, often times involving considerable Naira cost”. At any 
rate, whether or not these financial costs and other side effects are seen as risks or losses depend 
intricately on the human resource orientations of managers. Onasanya (1999) defines industrial relations 
as concerning “the relationship between trade union and the employers in the industry, and the 
intervention of government in that relationship.” He opines that the function involves the relations and 
interactions between employers or management and employees, either as individuals or as groups; 
between supervisors and workers and his trade union, and between one trade union and the other and 
covers employment problems and security; conditions of work; remuneration; labour and employment 
grievances and disputes: level of production efficiency; safety, health and welfare of worker; social 
security and employee development. Industrial relations is therefore viewed from two angles: the 
relationships of one worker with another in production or factory floor which is our major concern here 
and the relationship between labour union and management which is no less important and also a subject 
of analysis here in this paper.  
The employer {private or government) is that person who has contributed resources to a business venture 
with the intention of making some profit; or providing social services to the people with profit goal 
secondary (public owned organizations). In modern industry and even- government, the employer is 
very likely to be faceless, obviously separated from the workforce (Fajana, 1995). Classical and Marxist 
theories of production in market economies describe the (owner) employer objective as the maximization 
of production through subordination of employees to long hours of work at minimum costs. It is 
theorized that for the employer or owner to succeed or survive stiff competition, he must treat his labour 
force as a resource, a cost to his business, like his non-human inputs, like raw materials. Some extreme 
theorists argue that the struggle to contain labour power „that has been purchased‟ must be employer’s 
main priority in the search for profit or capital accumulation (Braverman, 1974). Industrial relations 
according to Ackers (2002) have three faces: science building, problem solving and ethical. In the science 
building phase, industrial relations is part of the social sciences and it seeks to understand the 
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employment relationship, and its institutions through high-quality, rigorous research. In problem solving 
phase, industrial relations seeks to design policies and institutions to help the employment relationship 
work better. In the ethical phase, industrial relations contains strong normative principles about workers 
and the employment relationship, especially the rejection of treating labour as a commodity in favour of 
seeing workers as human beings in democratic communities entitled to human right (Kaufman, 2004). 
In similar vein, Stephen and Budd (2009) posit that the term industrial relations refers to the whole field 
of relationship that exists because of the necessary collaboration of men and women in the employment 
process of modern industry. It is that part of management which is concerned with the management of 
enterprise – whether machine operator, skilled worker or manager. It deals with either the relationship 
between the state and employers and workers organization or the relation between the occupational 
organization themselves (Budd and Bhave, 2008).  
Industrial relations involve a coherent approach to the problem of motivating and controlling employees, 
of handling grievances and conducting relationship with organized labour (Poole, 1986). He also put all 
these analytical blocks together to describe the industrial relations management. Labour union on the 
other hand is the umbrella body of workers in an organization. Tennenbaun (1965) defined trade union as 
organizations designed to protect and enhance the social and economic welfare of their members. A 
union attachment to an industry implies dependency since the union cannot exist without it. 
Customarily, these benefits are not offered willingly, the union must extract them. Thus the union is 
dependent on the organization and at the same time in conflict with it. The major task of the union is to 
maximize benefits from management. But it must do this without destroying the organization upon 
which it is dependent and within the limit of its own resources. Industrial conflicts represent the basic 
expression of the inability of the parties involved to mutually or reciprocally satisfy each other’s needs. In 
expressing their union discontents, individuals and group exhibit different responses to the conditions or 
treatments causing them discomfort. Some individuals would be passive while others would be active in 
expressing dissatisfaction. Some conflicts may not even be expressed at all; they remain latent but quite 
volatile waiting to be ignited at the slightest further provocation (Fajana, 1995).  
Conflict in organizations could be in intra or inter personality conflict and union management conflict. 
Conflict is a sign that something is wrong somewhere. Conflict is not an aberration from sociological 
perspectives; rather it creates or provides an opportunity for correction and reconciliation for the 
betterment of both the organization and the workers. The following are examples of ways by which 
protests can be shown by an individual worker or by the work group; absenteeism, labour turn over 
(resignation and dismissals), high accident rates, sabotage to employers‟ equipment, i.e. wilful 
destruction of equipment and restriction of output. Forms of protests that are shown collectively by 
employees are exemplified by mass meetings, resolutions, demonstrations, the strike and lockout (by the 
employer). From motivation studies, we can infer that job or salary dissatisfaction is likely to result into 
certain outcome. A dissatisfied worker would prefer time off for alternative jobs thereby increasing his 
absence from work. Or he might just willingly, without official release, absent himself from work, 
especially where strong sanctions are not imposed to check frivolous absenteeism.  
Yesufu (1984) said dissatisfaction with work is itself a manifestation of industrial conflict although such 
may have arisen out of peculiar experience of the individual employee at his work. But he said that 
largely, job dissatisfaction could be experienced collectively by a group of workers who for example are 
faced with an autocratic and recalcitrant supervisor or manager. Johnson (1955) said manifestation of 
conflict especially at the individual level is high accident rates with direct financial costs. He identified 
restriction of output that may result directly from the cumulative effect or other expression of conflict. 
Consequently a worker who persistently absents himself from duty, and who records high rate of 
accident will only contribute little to output. This in our opinion is not good for both the organization and 
the individual worker.  
Gouldner (1954) and Poole (1986), said the ultimate expression of individual employees’ discontent in 
industry is his exit. Eventually a dissatisfied employee will quit because of the contradictions of the 
workplace’s experiences with his own principle. Sometimes, this individual’s right to withdraw one’s 
service is exercised collectively and the organization is said to have a high turn-over rate see (Kerr and 
Siegel, 1954; Otobo, 1978; Mauro, 1982; Fox, 1993). Yesufu (1984) categorized conflict into organized and 
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unorganized conflicts. The findings of the meeting called resolution or trade dispute may invariably lead 
to one or more of the following types of industrial actions: demonstration, go-slow, slow-down, overtime 
ban, sit-in, work-in or the strike which is the most violent and destructive form of grievances.  
Onasanya (1999) is very instructive. He states that trade union influences the employer to offer better 
conditions and welfare provisions without minding the cost to the employer, while the employer seeks to 
control costs by dampening workers‟ demand, restricting what is payable to the barest minimum, and 
disentangle itself from government legislations. He adds that the government in implementing its 
responsibility to the economy provides the framework to settle trade disputes and prevent restrictive 
practices. Generally, poor, management of industrial relations involves significant financial costs to the 
parties. Consequently alternative or conflict minimizing methods are normally instituted by the 
industrial relations actors so that conflicts do not result in destructive industrial actions or prolonged 
attempts at third party resolution Fajana (1995). Good industrial relations start from good human 
relations by supervisors and managers, and the aim is to ensure industrial peace or harmonious 
industrial relations so that the maximum level of productive efficiency can be attained, and the economic 
returns equitably shared by contributors. 
A Case of Ineffective Industrial Relations 
Trade Unions Serving as Mere Puppets: While the decline in collective bargaining an union density is 
undeniable, there remains unanswered questions about what difference a union presence continues to 
make in the workplace. Information on this score is relevant to the debates about the future of trade 
unions. The starting point for the analysis is that union presence can be advantageous to both employers 
and employees, for example, by facilitating organizational performance while also permitting improved 
terms and conditions for employees. But how is it possible for the presence of powerless union to benefit 
both employers and employees simultaneously? The most influential answer to this question derives 
from Freeman and Medoff (1984), who argued that unions do not only operate through power, based 
bargaining, but they argued that this was outweighed by the positive effects of voice. They describe 
various ways in which voice produced its effects, and of these, the most relevant can be classed an 
'informational' (White, 2005). Unions, by providing voice services (e.g. bringing together, interpreting an 
amplifying employee voice; and also communicating employers' messages to employees), can help 
employers to obtain valuable information from employees at a reduced cost and to communicate to 
employees in a legitimated manner. At the same time unions by organizing the collective voice of 
employees and ensuring that it is heard by management help to get a wider range of things employee 
want. Of course, the idea that unions could produce positive effects was also familiar in pre 1980s debate 
about unionism. For instance, it was often argued that unions provided an incentive for managerial 
efficiency, through wage bargaining pressure on profits ('the shock effect'). However, the voice concept is 
increasingly attractive not only because of its firmer foundations in mainstream economic theory, but all 
because it resonates with an era of rapid change in work organization (White, et aI., 2004), whereby 
employers rely increasingly on knowledge and active involvement of workers in seeking to be 
competitive. 
Freeman and Medoff (1984) emphasize that cooperative institution between employers and unions are 
crucial for voice based industrial relations. Although collective voice provides an explanation of how 
mutual gains can be achieved by employers and employees, this may not happen in practice. Especially, 
employers (or management) may prefer to ignore collective voice or suppress it. In recent reworking of 
Freeman and Medoff's argument, Bryson, et al (2004) concludes that employer's choice plays the primary 
role in whether collective voice is implemented. Hyman (1997) is another who stresses the primacy of 
management in deciding what union can do. In the U.S.A., some attention has been devoted to specifying 
the managerial policies that can deliberately engender cooperative unions and lead to mutual gains 
(Kochan and Osterman, 1994). These authors have argued that the implementation of innovative and 
performance- enhancing human resource (HR) practices will generally be more effective where unions 
are involved and employees can see direct advantages for themselves. Nonetheless, others have 
concluded that in practice, management has tended to pursue innovation in HR with the aim of 
increasing performances while offering few or no gains to employees (Osterman, 2000; Ramsey, et aI, 
2000). Recently in Nigeria, as in other more advanced economies, the collective voice concept has been 
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utilized in creating a sense of common purpose and shared corporate culture ( Fajana, 2000). There is also 
an extensive U.S. literature which advocates or recognizes that management may want to create other 
innovative voice based alternatives to unionized employee relations (Beer et al; 1984; Foulkes, 1980; 
Kochan et al; 1994; Lawler, 1986; Pfeffer, 1994). For example, management can develop its own 
communication methods to replace dependence on union- organized voice services, and it can use 
incentives and benefits to weaken the financial attractions of union membership. In these circumstances, 
what looks like cooperation and mutual gains (in terms of the immediate outcomes for both sides) can be 
a stage on the way to sidelining unions. 
Unions may cooperate with management's agenda for a wide range of reasons; at one extreme because 
they see greater long term benefit for their members from such a relationship, and at the other extreme, 
because they are weak and judge cooperation to be means of survival. Much of the recent commentary on 
British unions has tended to assume the latter (White, 2005). When unions are closely aligned with 
employers, as for example in the case of Japanese- style company unions, this can lead to compliance and 
tokenism, rather than mutual gains (Danford, 1999). Whatever unions' motives, a crucial point is whether 
their cooperation with management delivers gains for employees. If it does not, cooperation has to be 
regarded as a form of marginalization. 
People theory 
Employer/employee relations 
Employer/employee relations refer to the communication that takes place between representatives of 
employees and employers. Much of the employee relations involve employees and employers working 
together. Indeed, part of the aim of the European Union's social policy today is to create a system of 
shared responsibility of employers and employees for working practices, conditions and other areas of 
working life. This policy of shared responsibility is called co-determination. 
Discussions between employers and employees typically cover the following areas: Pay bonuses,    the 
work environment,   disputes,    work schedules,     grievances, health and safety hours of work, 
production targets. 
The Advisory, Conciliation and Arbitration Service (ACAS) were set up in 1974 to try and create more 
harmonious working relationships in this country. It negotiates in disputes between employers and 
employees as well as establishing codes of practice and principles for harmonious relationships. It has 
been tremendously successful in its work because today there are relatively few major employment 
relations disputes in this country. Where problems start to arise in a company, it is an easy process to 
consult with ACAS to find ways of improving relationships. Because ACAS has experience of dealing 
with so many workplaces it is able to suggest guidelines for harmonious relationships in nearly all 
situations. 
Successful employer/employee relations involve striking a balance of interests. From the employer's 
point of view, industrial relations is about having the right to manage - the ability to plan for the future so 
that a company can continue to be a success, to make profits for its shareholders and to keep its 
employees motivated. From the employee's point of view, it is all about securing the best possible 
conditions and living standards for employees. 
High labour turnover 
Where employees are not happy with working conditions this frequently leads to high labour turnover, 
bad timekeeping, and high levels of absenteeism. It may also occur in the form of slackness by 
individuals, poor working, deliberate time wasting and similar practices. Other evidence of discontent 
will be revealed in complaints, friction, ignoring rules and apathy. 
There are a number of forms of organised trade union action, including: withdrawal of goodwill, a go 
slow, working strictly to the rules set out in work rulebooks and sticking rigidly to only doing tasks set 
out clearly in a job description,  refusing to work overtime, going on strike. 
All of these actions are undesirable: they reduce company profitability, and its' ability to fulfil orders they 
harm employment prospects, and reduce wages of employees they lead to festering discontent they cause 
problems for customers and the economy as a whole.  
Thus it is very important to create harmonious workplaces for the benefit of all concerned. The work of 
ACAS therefore is primarily concerned with outlining good practice and models of harmonious working 
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practice. 
A trade union is an organized group of employees who have joined together in an officially recognized 
organization to further their common interests. These employees may have in common a skill, a trade, an 
industry, an employer or an occupation. Some unions (general unions) are made up of workers in several 
industries. Trade unions are formed, financed and run by their members. 
 
RESEARCH METHODOLOGY 
The Research Design  
The approach adopted in the execution of the study was a survey design. The researcher chose survey 
design as it is one method where a group of people is studied by collecting information from them. 
Moreso, this type of design specified how the researcher’s data were collected and analyzed. So, the 
design was specified to use questionnaire and oral interview. This survey was used by the researcher to 
source for his primary data. 
Research Sample and Sampling Techniques  
The researcher sampled a total of two hundred and fifty (250) persons, with a total of 80 of the sampled 
population coming from private establishments’ staff like the banking sector with focus on Zenith, UBA, 
Diamond and First banks; In Hotel and Catering, we have the Confluence Beach Hotels and Halims 
Hotels and Towers; and from the Manufacturing industries we have  Package Water making factory and 
a Bread making factory  particularly those located in Kogi state and a total of one hundred and seventy 
(170) persons were also sampled from the public sector, particularly the Kogi State civil service. Our focus 
was to seek their opinion on how they think harmonious working environment could be secured through 
effective industrial relations at their various workplaces. The researcher sampled this number because it 
was not possible to use the entire population of Kogi State for this research, but rather we are more 
interested in seeking the opinion of those persons that have the basic knowledge of what industrial 
relations is all about and how it can be used to secure harmonious working environments.  
In the choice of the sample population for this study, the researcher used simple random sampling 
technique. The technique provided each member of the entire target population equal and independent 
chance of being selected or included in the sample. Another reason why the researcher chose the 
technique is that it is a simple and easy probability sampling technique in terms of conceptualization and 
application. The researcher shared the questionnaire in the offices and factories of the target population; 
where the oral interview was conducted as well.  
Sources of Data   
The researcher collected data for this study from both primary and secondary sources. The researcher 
used questionnaire and oral interview to collect his primary data.  
 
PRESENTATION AND ANALYSIS OF DATA 
Presentation of data  
In all, a total of 250 questionnaire were administered, we however got a total of 220 questionnaire duly 
filled and returned. All the data collected from primary source through questionnaires and oral interview 
were statistically presented and analysed. Frequency and tabular percentage forms were used for data 
presentation while Chi-square t–test was used to test and analyse some selected hypotheses as not all 
were analysed due to time constraints.  
The data for this study is hereby presented and analyzed below using the Simple Percentage and the Chi-
Square statistical technique for test of Hypotheses as appropriate. 
 

Table 4.1.1: Sex Distribution of the Respondents 
Gender No of Respondents Percentage (%) 

Public servants 125 52% 

Private staff 95 48% 

Total 220 100 
Source: Field Work 2012 

Table 4.1.1 above shows that 125 respondents representing 56.8 % of the total respondents were public 
servants while 95 respondents were staff of private organizations representing 43.2 %. 
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Table 4.1.2: Age Distribution of Respondents 
Age Distribution No of Respondents Percentage (%) 

18-25 20 9% 

25-30 65 30% 

31-40 75 34% 

41-50 40 18% 

50 and above 20 9% 

Total 220 100 
Source: Field work 2012 

Table 4.1.2 above show that 20 respondents representing 9% of the total respondents are between 18-25 
years, 65 respondents representing 30% of the total respondents are between 26-30 years, 75 respondents 
representing 34% of the total respondents are between 31-40 years, 40 respondents representing 18% of 
the total respondents are between 41-50 years while 20 respondents representing 9% of the total 
respondents are 50 and above. 
 
Table 4.1.5: Respondents’ response on whether they agree that harmonious working environment can 

be secured through effective industrial relations at their workplaces. 

Option Respondents Total Percentage (%) 
Public Private 

Strongly Agree 55 65 110 50% 

Agree 43 13 56 26% 

Strongly disagree 14 7 21 10% 

Disagree 5 8 13 6% 

Undecided 8 7 15 7% 

Total 125 95 220 100 

Source: Field Work 2012 
From table 4.1.5 above, it shows that 110 respondents representing 50% strongly agreed that the 
harmonious working environment can be secured through effective industrial relations at their 
workplaces, 56 respondents implying 20% agreed to that as well; but 21 respondents representing 10% 
strongly disagreed, 13 respondents representing 6% merely disagreed while 15 respondents representing 
7% were undecided.   
 
Table 4.1.6: On whether they agree that the use of industrial relations have led to harmonious working 

environment. 
Option Respondents  Total Percentage (%) 

Public Private 

Strongly Agree 48 44 92 42% 

Agree 36 27 63 28 

Strongly disagree 22 21 43 20% 

Disagree 5 6 11 5% 

Undecided 5 6 11 5% 

Total 125 95 220 100 
Source: Field Work 2012 

The result in table 4.1.6 above indicates that 92 respondents strongly agreed representing 42%, 63 
responses from respondents merely agreed which amount to 28%, 43 respondents strongly disagreed 
which indicated 20%, 11 respondents representing 5% disagreed while 11 respondents representing 5% 
were undecided. 
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Table 4.1.7: On whether they agree that there is a relationship between harmonious working 
environment and effective industrial relations at workplaces. 

Responses Respondents   Total Percentage (%) 
Public Private 

Strongly Agree 75 60 135 61% 

Agree 25 21 46 20% 

Strongly disagree 10 7 17 8% 

Disagree 5 5 10 5% 

Undecided 5 7 12 6% 

Total 125 95 220 100 

Source: Field Work 2012 

From the table 4.1.7 above, it shows that 135 respondents indicating 61% strongly agree, 46 respondents 
representing 20% agree that there is a relationship between harmonious working environment and 
effective industrial relations at their workplaces, 17 respondents representing 8% strongly disagree to it 
while 10 respondents representing 5% disagree and 6% representing 12 respondents were undecided. 
 

Table 4.1.8: On to what extent do they think that effective industrial relations have influenced 
managerial decisions in Nigeria. 

Option Respondents  Total Percentage (%) 

Public Private 

Very High extent  19 21 40 18 

High extent  62 49 111 51 

Low extent 21 13 34 16 

Very low extent 13 12 25 11 

Not at all 6 4 10 5 

Total 125 95 220 100 

Source: Field Work 2012  
Table 4.1.8 above indicates that 40 respondents representing 18% strongly agree that effective industrial 
relations have influenced managerial decisions at their workplaces, 51% reprsenting111 respondents  
agree while respondents 34 indicating 16% strongly disagree to it, 25 respondents representing 11% 
disagree and 10 respondents amount to 5% were undecided. 
 

Table 4.1.9: On how would they rate in the overall industrial relations performance and its impact in 
Nigeria 

Option Respondents  Total Percentage (%) 

Public Private 

Very High 13 12 25 11% 

High 22 20 42 19% 

Low 70 67 137 62% 

Very low 6 4 10 5% 

Undecided 4 2 6 3% 

Total 125 95 220 100 

Source: Field Work 2012 
Table 4.1.9 above shows that 25 respondents says that the overall performance of the managerial theory 
and principle and its impact in Nigeria has been very high representing 11%, responses from 42 
respondents are of the opinion that it is high which is about 19%, 137 respondents says that it is on the 
low side, which represents 62%, 10 respondents says it is very low which constitute 5% while 6 
respondents were undecided representing 3%.  
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Table 4.1.10: Respondents’ response on whether there are challenges and impediments militating 
against effective industrial relations at workplaces. 

 

Source: Field Work 2012 
Table 4.1.10 above indicates that 142 respondents representing 65% strongly agree that there are 
challenges and impediments militating against effective industrial relations at their workplaces, 33 
respondents agree to it representing 15%, 24 respondents strongly disagree account to 11% and 14 
respondents representing 6% disagree while 7 responses which indicate 3% are undecided. 
 
Table 4.1.11: Respondents response on nature of the challenges and impediments they confronted by 
the industrial unions at workplaces. challenge of acceptance and relevance, collection of annual dues 
from members, welfare package demand from employers 
 
 
 
 
 
 

        

Source: Field Work 2012 
Table 4.1.11 above shows that 50 respondents believed that acceptance and relevance have affected the 
union operation more representing 23%, 60 respondents agreed that it is the annual due payment 
representing 27%, 55 respondents says it is maintaining industrial harmony that is most challenging 
representing 25%, 52 respondents representing 24% says it is the religious while 3 respondents 
representing 1% says it is other problem outside those listed.  

 
Table 4.1.12: On the rating of the use of industrial union at workplaces. 

Option Respondents Total Percentage (%) 

Public Private 

Excellent 91 70 161 72% 

Very good 12 11 23 11% 

Good 10 5 15 7% 

Bad 5 5 10 5% 

Poor 7 4 11 5% 

Total 125 95 220 100 
Source: Field Work, 2012 

The result in table 4.1.12 Above shows that 161 respondents which is representing 72% strongly agree, 23 
responses from the respondents with an average of 11% agree, 15 respondents strongly disagree which 
constitute 7%, 10 respondents which represent 5% disagree, while 11 respondents with 5% were 
undecided. 
 
 

Responses Respondents  Total Percentage (%) 
Public Private 

Strongly Agree 82 60  142 65% 

Agree 12 21 33 15% 

Strongly disagree 19 5 24 11% 

Disagree 10 4 14 6% 

Undecided 2 5 7 3% 

Total 125 95 220 100 

Option Respondents  Total Percentage (%) 
Public Private 

Acceptance/relevance 27 23 50 23% 

Annual dues payment 35 25 60 27% 

Employees welfare 33 22 55 25% 

Maintaining Industrial 
harmony 

28 24 52 24% 

Others  2 1 3 1% 

Total 125 95 220 100 
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Analysis of data 
In analysing our data, we shall recall our statement of hypotheses one and two, and also sought out 
presented tables that have direct bearing on stated objectives and hypotheses. 
Recall statement of hypothesis one 
Hypothesis one 
Null Hypothesis: Harmonious working environment cannot be secured through effective industrial 
relations at workplace. 
Alternative Hypothesis: Harmonious working environment can be secured through effective industrial 
relations at workplace. 
With reference to table 4.1.5 presented as thus, 
Table 4.1.5: Respondents’ response on whether they agree that harmonious working environment can 

be secured through effective industrial relations at their workplaces. 
Option Respondents Total Percentage (%) 

Public Private 

Strongly Agree 55 65 110 50% 

Agree 43 13 56 26% 

Strongly disagree 14 7 21 10% 

Disagree 5 8 13 6% 

Undecided 8 7 15 7% 

Total 125 95 220 100 

Source: Field Work 2012 
From table 4.1.5 above, it shows that 110 respondents representing 50% strongly agreed that harmonious 
working environment can be secured through effective industrial relations at workplaces, 56 respondents 
implying 20% agreed to that as well; but 21 respondents representing 10% strongly disagreed, 13 
respondents representing 6% merely disagreed while 15 respondents representing 7% were undecided.   
Note: Based on the respondents’ responses we can infer that, harmonious working environment can be 
secured through effective industrial relations at workplaces. The implication is that employers and their 
employees can coexist together in harmony at workplaces where industrial union activities are given 
pride of place and the necessary impetuous to thrive.   
Furthermore, using the Chi-Square research technique formula to test our stated hypotheses with the 
content of table 4.1.5 as well, we have: 
From table 4.1.5 

Category Strongly 
agree 

Agree Disagree Strongly 
Disagree 

Undecided Total 

Public 55 43 14 5 8 125 

Private 65 13 7 8 7 95 

Total 110 56 21 13 15 220 

  
. The formula for the computation of Chi-square (x2) is given below: 

The Chi-square method denoted by;   X2 = 
         

  
   

Computed result is presented in a tabular form as below: 

VARIABLES N T Cal. T Crit. df Prob. Remark 

Private staff 125      

Public servants 95 8.77 7.78 4 0.10 Reject Ho 

Total 275      

Source: Researcher’s X2 Calculation, 2011 
Decision making: from the chi-square research technique, we observed that the calculated result is 
greater than the table result at the 10% level of significance i.e. 8.77 > 5.99. Therefore, we reject the null 
hypothesis that Management theories and principle are not relevant to contemporary managerial issues 
in Nigeria and accept the alternative that Management theories and principle are relevant to 
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contemporary managerial issues in Nigeria. This result corroborated with that obtained in table 4.1.5 
above using the simple percentages. 
Recall statement of hypothesis two 
Hypothesis two 

Null Hypothesis: There are no impediments to securing Harmonious working environment at 
workplace. 
Alternative Hypothesis: There are impediments to securing Harmonious working environment at 
workplace. 
 

Table 4.1.10: Respondents’ response on whether there are challenges and impediments militating 
against effective industrial relations at workplaces. 

Source: Field Work 2012 
Table 4.1.10 above indicates that 142 respondents representing 65% strongly agree that there are 
challenges and impediments militating against effective industrial relations at their workplaces, 33 
respondents agree to it representing 15%, 24 respondents strongly disagree account to 11% and 14 
respondents representing 6% disagree while 7 responses which indicate 3% are undecided. 
Note: Based on the respondents’ responses we can infer that, there are challenges and impediments 
militating against effective industrial relations at workplaces. The implication is that industrial unions in 
many organizations are not having it easy in their quest for workers’ welfare in the organization that 
these unions are in operation, since they still have to grapple with some challenges and constraints some 
of which includes challenge of acceptance and relevance, collection of annual dues from members, 
welfare package demand from employers and so on.   
 
Also, using the Chi-Square research technique formula to test our stated hypothesis two with the content 
of table 4.1.10 as well, we have: 
From table 4.1.10 

Category Strongly 
agree 

Agree Disagree Strongly 
Disagree 

Undecided Total 

Public 13 22 70 6 4 125 

Private 12 20 67 4 2 95 

Total 25 42 137 10 6 220 

 
. The formula for the computation of Chi-square (x2) is given below: 

The Chi-square method denoted by;   X2 = 
         

  
   

VARIABLES N T Cal. T Crit. Df Prob. Remark 

Public servants 125      

Private staff 95 14.05 7.78 4 0.10 Reject Ho 

Total 275      

 Source: Researcher’s X2 Calculation, 2012 
Decision making: from the Chi-square research technique, we observed that the calculated result is less 
than the table result at the 10% level of significance i.e. 14.05 > 7.78. Therefore, we reject the null 
hypothesis that there are no impediments to securing Harmonious working environment at workplace 

Responses Respondents  Total Percentage (%) 
Public Private 

Strongly Agree 82 60  142 65% 

Agree 12 21 33 15% 

Strongly disagree 19 5 24 11% 

Disagree 10 4 14 6% 

Undecided 2 5 7 3% 

Total 125 95 220 100 
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and accept the alternative that there are impediments to securing Harmonious working environment at 
workplace. This result corroborated with that obtained in table 4.1.10 above using the simple percentages. 
 
CONCLUSION  

Industrial harmony at workplace is crucial to the attainment of organizational goals and objectives. Our 
aim in this study is to find out, if industrial harmony at workplace can be secured through effective 
industrial relations; the result obtained showed that industrial harmony can be achieved through 
effective industrial relations. That is, there exist a significant relationship between industrial harmony 
and effective industrial relations. However, it is not without some challenges as rightly observed in the 
study, and they includes; challenges of acceptance and relevance by member of staff, collection of annual 
dues from members, welfare package demand from employers and maintenance of industrial harmony at 
workplace. These are very daunting challenges but they are not insurmountable. 
 
RECOMMENDATIONS 
Based on the fact that our study have proven that industrial harmony could be achieved through effective 
industrial relations, we want to recommend that for organizations to prevent strike actions, disputes 
amongst staff and colleagues and disorderliness at workplace these factors must be adequately attended 
to;  

 Industrial/trade union activities must be given pride of place at workplace, their propositions 
should be objectively and judiciously considered, likewise their opinions and suggestions. 

 A veritable organization should see their problems and challenges as the organizational 
problems as well, so as to proffer collective solutions to identified problems together. This is 
because; the peaceful existence of the industrial unions implies the peaceful existence of the 
organization. 

 Organization can assist to surmount such problem as annual dues payment by helping to deduct 
from source such funds for the upkeep and the smooth running of the union activities. 
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