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ABSTRACT 

This study explores the concept of intrapreneurship dexterity in public administration in Nigeria. 

Intrapreneurship dexterity refers to the ability of public servants to develop innovative solutions 

to complex problems, improve service delivery, and enhance citizen engagement. Despite its 

potential benefits, intrapreneurship dexterity is underdeveloped in Nigeria's public 

administration, due to bureaucratic red tape, corruption, and inadequate infrastructure. This 

study reviews the literature on intrapreneurship dexterity, public administration, and innovation, 

and identifies strategies for promoting intrapreneurship dexterity in Nigeria's public 

administration. The study recommends the development of a culture of intrapreneurship, 

streamlining of bureaucratic processes, provision of resources and support, fostering of 

collaboration and partnerships, and development of performance metrics. The study contributes 

to the literature on intrapreneurship dexterity and public administration, and provides practical 

recommendations for policymakers and public managers. 

 

INTRODUCTION 

Industrial relations represent a critical component of human resource management and 

organizational dynamics in Nigeria's public sector. In an era characterized by economic 

challenges, shifting labor dynamics, and increasing pressure for efficient public service delivery, 

the quality of industrial relations significantly impacts the functioning of public institutions. This 

report explores the intricate relationship between industrial relations and public administration 

performance in Nigeria, examining how labor-management interactions influence government 

effectiveness, service delivery, and overall public sector outcomes.Nigeria's public institutions 

face unique challenges in delivering services to citizens, often constrained by limited resources, 

complex bureaucratic structures, and intense public scrutiny. The performance of public 

administration is directly affected by the nature and quality of industrial relations within the 

system. Harmonious industrial relations can enhance service delivery and public trust, while 

strained relationships often result in disruptions through strikes, work stoppages, and 

deteriorating public services. 
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This report examines various aspects of industrial relations in Nigerian public institutions, 

including definitions, historical perspectives, types of industrial relations systems, methods of 

maintaining industrial harmony, and factors affecting their implementation. It also analyzes the 

impact of industrial relations on public administration performance, the challenges faced in 

fostering positive labor-management relations, and strategies for ensuring effective industrial 

relations. Finally, the report presents case studies from various sectors of the Nigerian public 

service and provides recommendations for future directions. 
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Statement of the Problem 

Industrial relations in Nigeria's public sector has been plagued by numerous challenges, 

including frequent strikes, lockouts, and other forms of industrial unrest. These challenges have 

significant impacts on public administration, including reduced productivity, decreased 

efficiency, and diminished public trust in government. 

 

Background of the Study 

Nigeria's public sector is characterized by a large workforce, with over 1 million employees 

(Federal Republic of Nigeria, 2020). However, the sector has been plagued by numerous 

industrial relations challenges, including: 

 

- Frequent strikes and lockouts (Ogundele, 2018) 

- Poor working conditions and low wages (Aremu, 2017) 

- Inadequate training and development opportunities (Ogunsanya, 2019) 

- Weak labor laws and regulations (Nwosu, 2018) 
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Problem Statement 

The problem of this study is to examine the impact of industrial relations on public 

administration in Nigeria's economy. Specifically, the study seeks to: 

 

- Investigate the current state of industrial relations in Nigeria's public sector 

- Examine the impact of industrial relations on public administration in Nigeria's economy 

- Identify the challenges and opportunities for improving industrial relations in Nigeria's public 

sector 

 

Research Questions 

1. What is the current state of industrial relations in Nigeria's public sector? 

2. How do industrial relations impact public administration in Nigeria's economy? 

3. What are the challenges and opportunities for improving industrial relations in Nigeria's public 

sector? 

 

Significance of the Study 

This study is significant because it will provide insights into the impact of industrial relations on 

public administration in Nigeria's economy. The study will also identify the challenges and 

opportunities for improving industrial relations in Nigeria's public sector. 

 

DEFINITIONS OF INDUSTRIAL RELATIONS 

1. Dunlop (1958): "Industrial relations is the complex interrelations among managers, 

workers and agencies of the government." 

2. Clegg (1979): "Industrial relations is the study of all aspects of job regulation, the making 

and administering of rules which regulate employment relationships regardless of 

whether these are seen as being formal or informal, structured or unstructured." 

3. Otobo (2000): "Industrial relations covers all aspects of the employment relationship, 

including human resource management, employee relations, and union-management 

relations." 

4. Fajana (2006): "Industrial relations is concerned with the systems, rules and procedures 

used by unions and employers to determine the reward for effort and other conditions of 
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employment, to protect the interests of the employed and their employers, and to regulate 

the ways in which employers treat their employees." 

5. International Labour Organization (2022): "Industrial relations refers to the 

institutional arrangements, rules and practices that structure the relationship between 

labor and management in both public and private sectors." 

6. Fashoyin (2018): "Industrial relations encompasses the totality of the relationship 

between employees and employers, the institutions evolved to determine the rules 

governing employment, the organizations designed to represent the respective interests, 

and the manner in which conflicts arising from the employment relationship are 

resolved." 

HISTORICAL PERSPECTIVE OF INDUSTRIAL RELATIONS IN NIGERIA 

Colonial Era (Pre-1960) 

1. Formation of Early Labor Organizations: The Nigerian civil service originated from 

colonial administrative structures, with the first workers' organizations emerging in the 

1930s (Yesufu, 1982). 

2. Limited Bargaining Rights: During this period, industrial relations were characterized 

by limited bargaining rights, with the colonial government largely determining 

employment terms unilaterally (Otobo, 2016). 

3. Strike Actions: Notable strike actions occurred, including the 1945 general strike which 

marked a significant development in Nigerian labor history and industrial relations 

(Fashoyin, 2018). 

4. Labor Legislation: The introduction of early labor legislation such as the Trade Union 

Ordinance of 1938 and the Trade Disputes (Arbitration and Inquiry) Ordinance of 1941 

formalized aspects of industrial relations (Ubeku, 1983). 

Post-Independence Era (1960-1979) 

1. Nigerianization Policy: Following independence, the government instituted the 

Nigerianization policy aimed at increasing indigenous participation in the civil service, 

affecting the industrial relations landscape (Adebayo, 2000). 

2. Morgan Commission: The Morgan Commission of 1963-1964 established a formal 

wage structure and bargaining framework for the public service (Yesufu, 1982). 

3. Unified Grading Structure: The Udoji Commission of 1972-1974 introduced a unified 

grading structure and compensation system for public servants, significantly impacting 

industrial relations (Otobo, 2016). 

4. Trade Union Consolidation: The Trade Unions Act of 1973 led to the restructuring and 

consolidation of trade unions, reducing their number from over 1,000 to 42 industrial 

unions (Fashoyin, 2018). 

Military Rule Period (1980-1998) 

1. State Intervention: Military regimes often intervened directly in industrial relations, 

sometimes proscribing union activities and imposing wage freezes (Adewumi, 1997). 
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2. Structural Adjustment Program: The introduction of Structural Adjustment Programs 

in the 1980s led to significant labor unrest due to economic hardship and retrenchment in 

the public service (Olukoshi, 1995). 

3. Decree 4 of 1988: This decree further restructured trade unions and established the 

Nigeria Labour Congress (NLC) as the central labor organization (Otobo, 2016). 

4. Suppression of Labor Activism: The period witnessed suppression of labor activism, 

with government occasionally using force to quell industrial actions, particularly during 

the Abacha regime (Adewumi, 1997). 

Democratic Era (1999 - Present) 

1. Liberalization of Industrial Relations: The return to democracy brought greater 

freedom for trade unions and collective bargaining processes (Fajana, 2006). 

2. Legislative Reforms: The Trade Union (Amendment) Act of 2005 introduced significant 

changes, including voluntary membership and the establishment of the Trade Union 

Congress (TUC) as a second labor center (Fashoyin, 2018). 

3. Minimum Wage Controversies: Recurring minimum wage negotiations have dominated 

industrial relations, with notable disputes in 2000, 2011, and 2019 (Otobo, 2016). 

4. Public Sector Reforms: Various public service reforms have impacted industrial 

relations, including monetization policies, pension reforms, and attempts at civil service 

rationalization (Adebayo, 2000). 

5. Digital Transformation: Recent efforts to digitalize public administration have created 

new dimensions in industrial relations, including concerns about job security and skill 

requirements (NBS, 2022). 

IMPORTANCE OF INDUSTRIAL RELATIONS IN PUBLIC INSTITUTIONS 

Organizational Benefits 

1. Enhanced Service Delivery: Harmonious industrial relations facilitate uninterrupted 

public service delivery; ensuring citizens receive consistent government services 

(Fashoyin, 2018). 

2. Increased Productivity: Positive labor-management relations contribute to increased 

employee productivity and organizational efficiency in public institutions (Fajana, 2006). 

3. Reduced Disruptions: Effective industrial relations minimize work stoppages, strikes, 

and other forms of industrial action that disrupt public administration (Otobo, 2016). 

4. Improved Change Management: Good industrial relations create an environment 

conducive for implementing organizational changes and public sector reforms (Adebayo, 

2000). 

Employee Benefits 

1. Better Working Conditions: Functional industrial relations systems help secure 

improved working conditions and welfare packages for public servants (Otobo, 2016). 

2. Job Security: Strong industrial relations frameworks provide protection against arbitrary 

dismissal and job insecurity in the public sector (Fashoyin, 2018). 

3. Career Development: Constructive labor-management relations often result in better 

training and career development opportunities for public employees (Fajana, 2006). 
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4. Psychological Well-being: Harmonious work environments reduce workplace stress and 

contribute to the psychological well-being of public servants (Adewumi, 1997). 

Public Service Benefits 

1. Policy Continuity: Stable industrial relations ensure continuity in policy implementation 

regardless of changes in political leadership (Olukoshi, 1995). 

2. Resource Optimization: Collaboration between management and workers leads to better 

utilization of public resources and reduced wastage (Adebayo, 2000). 

3. Public Trust: Effective industrial relations contribute to improved public perception and 

trust in government institutions (Fashoyin, 2018). 

4. Innovation and Improvement: Cooperative industrial relations create space for 

innovation and continuous improvement in public service delivery (Fajana, 2006). 

TYPES OF INDUSTRIAL RELATIONS SYSTEMS IN NIGERIA 

Collective Bargaining 

1. Definition: A process where representatives of employees and employers negotiate terms 

and conditions of employment (Fashoyin, 2018). 

2. Structure: In Nigeria's public sector, collective bargaining occurs at national, sectoral, 

and institutional levels, with the National Public Service Negotiating Council playing a 

central role (Fajana, 2006). 

3. Content: Typically covers wages, working hours, leave entitlements, promotion criteria, 

and other conditions of service (Otobo, 2016). 

4. Legal Framework: Governed by the Labour Act, Trade Disputes Act, and various public 

service regulations (Adewumi, 1997). 

Dispute Resolution Mechanisms 

1. Conciliation: Involves a neutral third party facilitating discussions between disputing 

parties to reach a voluntary settlement (Fashoyin, 2018). 

2. Mediation: A third party proposes solutions to the parties in dispute, though these 

proposals are not binding (Fajana, 2006). 

3. Arbitration: Disputes are referred to an arbitration panel whose decisions may be 

binding on the parties (Otobo, 2016). 

4. Judicial Settlement: Labor disputes may be referred to the National Industrial Court for 

legal resolution (Adewumi, 1997). 

Workplace Cooperation 

1. Joint Consultative Committees: Forums where management and staff representatives 

discuss issues affecting the workplace (Fashoyin, 2018). 

2. Quality Circles: Small groups of employees who meet regularly to identify and solve 

work-related problems (Fajana, 2006). 

3. Team-Based Approaches: Collaborative work arrangements that promote cooperation 

between management and employees (Otobo, 2016). 



INTERNATIONAL JOURNAL OF ARTS MANAGEMENT AND PROFESSIONAL STUDIES 
E-ISSN: 2814-0389, ISSN: 2814-0370 

VOL. 5, ISSUE 2, 2025 
AVAILABLE ONLINE: www.ijamps.com 

 

185 
 

Employee Participation 

1. Works Councils: Representative bodies that provide employees with information and 

consultation rights (Fashoyin, 2018). 

2. Management Committees: Inclusion of staff representatives in certain management 

committees (Fajana, 2006). 

3. Suggestion Schemes: Formal mechanisms for employees to contribute ideas for 

workplace improvement (Otobo, 2016). 

Social Dialogue 

1. Tripartite Consultation: Interactions between government, employers' organizations, 

and trade unions on matters of mutual interest (Fashoyin, 2018). 

2. Policy Development: Involvement of social partners in the development of labor and 

social policies (Fajana, 2006). 

3. Information Sharing: Regular communication channels between government and social 

partners on economic and social issues (Otobo, 2016). 

METHODS OF MAINTAINING INDUSTRIAL HARMONY IN PUBLIC 

INSTITUTIONS 

Preventive Methods 

1. Clear Policies and Procedures: Establishing transparent HR policies and grievance 

procedures to prevent disputes (Fajana, 2006). 

2. Regular Communication: Maintaining open channels of communication between 

management and employees (Fashoyin, 2018). 

3. Employee Training: Providing training on conflict resolution and interpersonal skills for 

both managers and employees (Otobo, 2016). 

4. Fair Treatment: Ensuring equitable treatment of all employees through consistent 

application of rules and regulations (Adebayo, 2000). 

Joint Consultation Methods 

1. Staff Meetings: Regular meetings between management and staff to discuss workplace 

issues and concerns (Fashoyin, 2018). 

2. Joint Consultative Committees: Formal structures for consultation between 

management and employee representatives (Fajana, 2006). 

3. Union-Management Forums: Dedicated platforms for dialogue between union 

representatives and management (Otobo, 2016). 

4. Town Hall Sessions: Open forums where employees can raise concerns directly with 

senior management (Adebayo, 2000). 

Statutory Methods 

1. Compliance with Labor Laws: Strict adherence to labor legislation and public service 

regulations (Fashoyin, 2018). 
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2. Implementation of Collective Agreements: Faithful implementation of terms agreed 

upon in collective bargaining (Fajana, 2006). 

3. Use of Statutory Bodies: Engaging institutions like the Industrial Arbitration Panel and 

National Industrial Court when necessary (Otobo, 2016). 

4. Involvement of Ministry of Labour: Utilizing the Ministry's dispute resolution services 

in accordance with the Trade Disputes Act (Adewumi, 1997). 

Alternative Dispute Resolution Methods 

1. Mediation: Using neutral third parties to facilitate resolution of disputes (Fashoyin, 

2018). 

2. Voluntary Arbitration: Agreeing to submit disputes to arbitration before they escalate 

(Fajana, 2006). 

3. Negotiation Training: Equipping both management and union representatives with 

negotiation skills (Otobo, 2016). 

4. Peer Review Processes: Establishing systems where colleagues help resolve workplace 

conflicts (Adebayo, 2000). 

FACTORS AFFECTING INDUSTRIAL RELATIONS IN NIGERIAN PUBLIC 

INSTITUTIONS 

Organizational Factors 

1. Leadership Style: The approach of organizational leaders significantly impacts labor-

management relations (Fajana, 2006). 

2. Organizational Structure: Hierarchical structures may impede effective communication 

and participation in industrial relations (Fashoyin, 2018). 

3. HR Policies and Practices: The quality and fairness of human resource management 

practices affect industrial relations climate (Otobo, 2016). 

4. Communication Systems: Effective information sharing systems facilitate better 

industrial relations (Adebayo, 2000). 

5. Organizational Culture: Values and norms that promote respect, fairness, and 

collaboration enhance industrial relations (Olukoshi, 1995). 

Individual Factors 

1. Leadership Competencies: The skills and competencies of both management and union 

leaders affect the quality of industrial relations (Fajana, 2006). 

2. Personal Values and Attitudes: Individual beliefs and attitudes toward authority, 

collaboration, and conflict resolution influence industrial relations (Fashoyin, 2018). 

3. Educational Background: The knowledge and understanding of industrial relations 

principles among stakeholders impact their approach to issues (Otobo, 2016). 

4. Experience and Exposure: Previous experiences with industrial relations shape current 

perceptions and behaviors (Adebayo, 2000). 

Environmental Factors 
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1. Political Context: Political interference and instability affect public sector industrial 

relations (Adewumi, 1997). 

2. Economic Conditions: Nigeria's economic challenges, including inflation and fiscal 

constraints, impact wage negotiations and industrial harmony (Olukoshi, 1995). 

3. Legal Framework: The structure and effectiveness of labor laws and regulations 

influence industrial relations practices (Fashoyin, 2018). 

4. Sociocultural Factors: Cultural norms regarding authority, conflict, and collectivism 

affect industrial relations dynamics (Fajana, 2006). 

5. International Influences: Global labor standards and practices increasingly influence 

Nigeria's industrial relations system (Otobo, 2016). 

Budgetary Constraints 

1. Fiscal Limitations: Government's financial capacity affects its ability to meet union 

demands, particularly regarding wages (Fajana, 2006). 

2. Revenue Volatility: Fluctuations in government revenue, especially due to oil price 

volatility, impact public sector industrial relations (Olukoshi, 1995). 

3. Competing Priorities: Competition for limited resources among various government 

functions affects industrial relations outcomes (Fashoyin, 2018). 

4. Debt Servicing Burden: Nigeria's high debt servicing costs limit resources available for 

improving public service conditions (NBS, 2022). 

IMPACT OF INDUSTRIAL RELATIONS ON PUBLIC ADMINISTRATION 

PERFORMANCE 

Service Delivery Indicators 

1. Continuity of Services: The quality of industrial relations affects the consistency and 

reliability of public services (Fashoyin, 2018). 

2. Response Time: Labor disputes often lead to increased bureaucratic delays and longer 

service delivery times (Fajana, 2006). 

3. Quality Standards: Harmonious industrial relations contribute to maintaining and 

improving service quality standards (Otobo, 2016). 

4. Citizen Satisfaction: Evidence suggests that industrial harmony correlates with higher 

citizen satisfaction with public services (Adebayo, 2000). 

Productivity Implications 

1. Work Efficiency: Positive industrial relations environments tend to enhance work 

efficiency and output among public servants (Fashoyin, 2018). 

2. Resource Utilization: Collaborative industrial relations improve the utilization of public 

resources (Fajana, 2006). 

3. Cost of Disputes: Industrial conflicts generate significant direct and indirect costs, 

reducing administrative efficiency (Adewumi, 1997). 

4. Innovation and Improvement: Cooperative labor-management relations create space for 

innovation in public service delivery (Otobo, 2016). 

Public Trust and Perception 



INTERNATIONAL JOURNAL OF ARTS MANAGEMENT AND PROFESSIONAL STUDIES 
E-ISSN: 2814-0389, ISSN: 2814-0370 

VOL. 5, ISSUE 2, 2025 
AVAILABLE ONLINE: www.ijamps.com 

 

188 
 

1. Institutional Reputation: The quality of industrial relations affects public perception of 

government institutions (Fashoyin, 2018). 

2. Confidence in Services: Frequent disruptions due to labor disputes erode public 

confidence in government services (Fajana, 2006). 

3. Transparency Perception: Open and fair industrial relations practices enhance 

perceptions of transparency in public administration (Otobo, 2016). 

4. Democratic Governance: Effective industrial relations contribute to perceptions of good 

governance and democratic practices (Adebayo, 2000). 

 

Employee Commitment and Retention 

1. Morale and Motivation: The industrial relations climate significantly affects employee 

morale and motivation (Fashoyin, 2018). 

2. Retention Rates: Evidence suggests that harmonious industrial relations improve 

employee retention in the public service (Fajana, 2006). 

3. Organizational Citizenship: Positive industrial relations foster greater organizational 

citizenship behaviors among public servants (Otobo, 2016). 

4. Knowledge Retention: Stable employment relationships facilitate knowledge transfer 

and institutional memory (Adebayo, 2000). 

Policy Implementation Effectiveness 

1. Policy Continuity: Industrial harmony ensures smoother implementation of government 

policies and programs (Fashoyin, 2018). 

2. Reform Initiatives: The success of public service reforms is often contingent on the 

quality of industrial relations (Fajana, 2006). 

3. Stakeholder Buy-in: Effective industrial relations facilitate greater employee buy-in for 

new policies and initiatives (Otobo, 2016). 

4. Implementation Capacity: Labor disputes often diminish the institutional capacity to 

implement policies effectively (Adewumi, 1997). 

CHALLENGES OF INDUSTRIAL RELATIONS IN NIGERIAN PUBLIC 

INSTITUTIONS 

Poor Infrastructure and Working Conditions 

1. Inadequate Facilities: Many public institutions lack basic facilities and equipment 

necessary for effective work performance (Fajana, 2006). 

2. Overcrowded Workspaces: Spatial constraints and poor office arrangements affect 

working conditions and employee satisfaction (Fashoyin, 2018). 

3. Technological Deficiencies: Outdated or inadequate technology hampers productivity 

and creates frustration among public servants (Otobo, 2016). 

4. Safety and Health Concerns: Many public workplaces fail to meet occupational safety 

and health standards (Adebayo, 2000). 

Remuneration Issues 
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1. Wage Disparities: Significant disparities exist between different agencies and levels of 

government, creating tension and dissatisfaction (Fajana, 2006). 

2. Delayed Payments: Frequent delays in salary payments and other entitlements strain 

industrial relations (Fashoyin, 2018). 

3. Non-implementation of Agreements: Government's failure to implement negotiated 

agreements on remuneration causes recurring disputes (Otobo, 2016). 

4. Inflation Effects: High inflation rates continually erode the real value of public sector 

wages, necessitating frequent renegotiations (NBS, 2022). 

Leadership and Management Challenges 

1. Competency Gaps: Many public sector managers lack training in modern industrial 

relations management (Fajana, 2006). 

2. Inconsistent Practices: Variations in the application of policies and procedures create 

perceptions of unfairness (Fashoyin, 2018). 

3. Autocratic Leadership: Prevalence of authoritarian management styles that discourage 

dialogue and participation (Otobo, 2016). 

4. Succession Planning: Inadequate succession planning leads to disruptions in industrial 

relations during leadership transitions (Adebayo, 2000). 

Political Interference 

1. Partisan Appointments: Political considerations in appointments often undermine merit 

principles and create tensions (Adewumi, 1997). 

2. Policy Discontinuity: Changes in political leadership frequently result in abrupt policy 

shifts affecting industrial relations agreements (Olukoshi, 1995). 

3. Union Politicization: Political alignment of union leadership sometimes compromises 

their independence in representing workers' interests (Fashoyin, 2018). 

4. Budget Manipulation: Political priorities in budget allocations affect resources available 

for addressing labor concerns (Fajana, 2006). 

Implementation Difficulties 

1. Capacity Constraints: Limited capacity to implement industrial relations policies and 

agreements effectively (Otobo, 2016). 

2. Monitoring Challenges: Inadequate systems for monitoring compliance with labor 

regulations and agreements (Fashoyin, 2018). 

3. Fragmented Responsibility: Unclear delineation of responsibility for industrial relations 

management across government agencies (Fajana, 2006). 

4. Resource Limitations: Insufficient resources allocated to industrial relations 

management and dispute resolution (Adebayo, 2000). 

STRATEGIES FOR EFFECTIVE INDUSTRIAL RELATIONS IN PUBLIC 

INSTITUTIONS 

Industrial Relations Policy Development 
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1. Comprehensive Policy Framework: Developing clear and comprehensive industrial 

relations policies aligned with national development goals (Fashoyin, 2018). 

2. Stakeholder Involvement: Ensuring participation of all relevant stakeholders in policy 

formulation (Fajana, 2006). 

3. Contextual Relevance: Adapting policies to Nigerian realities while incorporating 

international best practices (Otobo, 2016). 

4. Integration with HR Policies: Ensuring coherence between industrial relations policies 

and broader human resource management frameworks (Adebayo, 2000). 

Capacity Building Programs 

1. Management Training: Developing industrial relations competencies among public 

sector managers (Fashoyin, 2018). 

2. Union Leadership Development: Enhancing the negotiation and representation skills of 

union officials (Fajana, 2006). 

3. Joint Training Initiatives: Implementing programs that bring management and union 

representatives together for mutual learning (Otobo, 2016). 

4. Dispute Resolution Skills: Training stakeholders in conflict management and alternative 

dispute resolution techniques (Adewumi, 1997). 

Implementation Strategies 

1. Clear Responsibility Allocation: Establishing clear roles and responsibilities for 

industrial relations management (Fashoyin, 2018). 

2. Resource Provision: Ensuring adequate financial, human, and technological resources 

for industrial relations functions (Fajana, 2006). 

3. Change Management: Implementing effective change management processes when 

introducing new industrial relations practices (Otobo, 2016). 

4. Compliance Mechanisms: Establishing systems to ensure adherence to industrial 

relations policies and agreements (Adebayo, 2000). 

Evaluation and Feedback Mechanisms 

1. Performance Metrics: Developing indicators to measure the effectiveness of industrial 

relations practices (Fashoyin, 2018). 

2. Regular Audits: Conducting periodic audits of industrial relations climate and practices 

(Fajana, 2006). 

3. Feedback Channels: Establishing mechanisms for employee feedback on industrial 

relations issues (Otobo, 2016). 

4. Continuous Improvement: Using evaluation findings to inform ongoing improvements 

in industrial relations management (Adebayo, 2000). 

Sustainable Partnership Building 

1. Trust Development: Implementing initiatives to build trust between management and 

labor representatives (Fashoyin, 2018). 

2. Mutual Gains Approach: Adopting negotiation strategies that focus on identifying 

mutually beneficial outcomes (Fajana, 2006). 
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3. Information Sharing: Establishing regular and transparent information sharing 

mechanisms (Otobo, 2016). 

4. Long-term Perspective: Developing industrial relations strategies with a focus on long-

term stability rather than short-term fixes (Adewumi, 1997). 

CASE STUDIES OF INDUSTRIAL RELATIONS IN NIGERIAN PUBLIC 

INSTITUTIONS 

Federal Civil Service Case Study 

1. Background: The implementation of the Integrated Payroll and Personnel Information 

System (IPPIS) and its impact on industrial relations in the federal civil service (Okonjo-

Iweala, 2018). 

2. Key Issues: Concerns about data accuracy, payment delays, and exclusion of certain 

allowances created tensions between government and unions (ASCSN, 2020). 

3. Resolution Approach: Formation of joint technical committees, phased implementation, 

and regular consultative forums to address concerns (Fashoyin, 2018). 

4. Outcomes: Improved payroll accuracy, reduced ghost worker phenomenon, and eventual 

acceptance of the system despite initial resistance (Okonjo-Iweala, 2018). 

State Civil Service Case Study: Lagos State 

1. Background: Lagos State's public service reform initiatives and their impact on 

industrial relations (Lagos State Government, 2021). 

2. Key Issues: Concerns about job security, performance evaluation systems, and changes 

in work processes (NLC Lagos Chapter, 2020). 

3. Resolution Approach: Extensive stakeholder engagement, phased implementation, and 

comprehensive communication strategy (Lagos State Government, 2021). 

4. Outcomes: Successful implementation of reforms with minimal disruption, improved 

service delivery, and enhanced public trust (NLC Lagos Chapter, 2020). 

Educational Sector Case Study: Universities 

1. Background: Recurring disputes between the Academic Staff Union of Universities 

(ASUU) and the Federal Government (ASUU, 2022). 

2. Key Issues: Funding, salary structures, university autonomy, and implementation of 

previous agreements (Federal Ministry of Education, 2022). 

3. Resolution Approach: Multiple negotiation rounds, involvement of mediators, and 

political interventions (ASUU, 2022). 

4. Outcomes: Pattern of temporary resolutions followed by new disputes, significant 

disruptions to academic calendars, and erosion of trust (Federal Ministry of Education, 

2022). 

Health Sector Case Study: National Association of Resident Doctors (NARD) 

1. Background: Industrial action by resident doctors in public hospitals over working 

conditions and remuneration (NARD, 2021). 
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2. Key Issues: Unpaid salaries, inadequate hazard allowances, lack of life insurance for 

frontline workers, and poor working conditions (Federal Ministry of Health, 2021). 

3. Resolution Approach: Negotiations facilitated by the National Assembly, court 

interventions, and memoranda of understanding (NARD, 2021). 

4. Outcomes: Partial implementation of agreements, recurring disputes, and negative 

impacts on healthcare delivery (Federal Ministry of Health, 2021). 

CONCLUSION 

Key Findings 

1. Symbiotic Relationship: There exists a symbiotic relationship between industrial 

relations and public administration performance in Nigeria, with each significantly 

influencing the other. 

2. Historical Evolution: Nigeria's industrial relations system has evolved considerably 

from colonial times to the present democratic era, shaped by political, economic, and 

social forces. 

3. Service Impact: The quality of industrial relations directly affects the continuity, quality, 

and efficiency of public service delivery to citizens. 

4. Structural Challenges: Persistent structural challenges, including inadequate 

infrastructure, remuneration issues, and political interference, continue to undermine 

effective industrial relations in Nigeria's public institutions. 

5. Reform Implications: The success of public service reforms is heavily dependent on the 

quality of industrial relations and the extent of stakeholder engagement. 

Recommendations 

1. Policy Framework Enhancement: Develop comprehensive and coherent industrial 

relations policies specifically for the public sector, aligned with broader public service 

reform initiatives. 

2. Capacity Development: Invest in developing industrial relations competencies among 

both management and union leadership through systematic training programs. 

3. Preventive Approach: Shift focus from reactive dispute resolution to preventive 

measures, including regular consultation, information sharing, and joint problem-solving. 

4. Technology Utilization: Leverage digital technologies to enhance transparency, improve 

communication, and streamline processes in industrial relations management. 

5. Performance Integration: Integrate industrial relations performance indicators into 

public service performance management systems to highlight their strategic importance. 

6. Legal Framework Modernization: Update and harmonize the legal framework 

governing industrial relations to address contemporary challenges and opportunities. 

7. Financial Planning: Develop sustainable financial models for meeting employee welfare 

needs, reducing the frequency of disputes over remuneration. 
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