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ABSTRACT 

This study was designed to evaluate the industrial conflict in the Nigerian public 

sector. The study has identified various strategic that are used in managing conflict in the 

public sector which include dispute procedure, collective bargaining, management by 

Dbjective and unorthodox strategy. 

It has been concluded from the study that though collective bargaining is the most 

effective way in resolving or managing conflict between management and workers in the 

public sector. It is rarely used as a conflict management strategy in the Nigerian public 

sector. 













1.2 STATEMENT OF THE PROBLEM 

Human behaviour is complex to understand more so as it relates to 

the Nigerian public sector. Conflict is an aspect of such human 

behaviour involving at least parties who are in competition and are 

aware of the incompatibility of potential future position that is 

incompatible with the wishes of others. 

There has been various expressions of conflicts in the Nigerian public 

sector right from the colonial era to date. Human conflicts and 

means of expressing it have taken a new dimension in recent times 

likewise its management. It can be recalled to mind of recent, the 

Academic Staff Union of Universities versus Federal Government of 

Nigeria in 1992 conflict and the manner and way, it was handled or 

managed. In the same vein the National union of petroleum and 

Natural Gas Workers verses, Federal Government of Nigeria 1993 

conflict. The two unions were proscribed at the various times, 

threats of sack and intimidation were used to conjure the union to 

succumb to the wishes of the Federal Government. These means of 

managing the conflict did no one good as it aggravated the crises. 

But through dialogue, via collective bargaining, the conflicts were 

amicably resolved. It is the desire of this research work to identify 

the various conflict management tools or techniques that can be used 

to resolve conflict and then evaluate to see which actually has the 

potential to bring optimal result in resolving conflict in the public 

sector. 
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however, could identify "greed"BS a cause of almost all our problems 

in Nigeria every body simply has strong desire for more. Greed also 

cause conflict for the fact that because of the desire for many, 

jealously is born resulting ultimately in conflict. This occur because 

the greedy individual often reason that he has a rightful possession 

for what he believed would satisfy his greed. This "greed"seems to 

be root cause of conflict between employers and employees in the 

Nigerian public sector. 

Conflict is usually thought of as war disguised under another name, 

where as war itself is a specie of conflict. In culturally diverse 

societies, conflict is most often concerned as inconsistencies in 

emotions, sentiments, purposes, or claims of entities, and sometime 

to the process of resolving those inconsistencies. Other common 

connotations are, in the sense of violent collision, a struggle or 

contest, a battle, a mental struggle, a serious differences of opinions, 

wishes, lack of industrial tradition, certain management practices 

such as bad communication with employees, improper supervisory 

practices etc. causes conflict in the public sector^^ ^ JTUBRAP^ 

I KASHm 

In a paper presented by A.D. Braimol titled Industrial conflict; The 

need for organizational communication strategies on the occasion of 

the National conference on Industrial relations in Ibadan (1983) he 

outlined the causes of industrial conflict in Nigeria as: 
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Its means of expression are unlimited as the ingenuity of man. The strike 

is the most common and most visible expressions. But conflict with the 

employer may also take the form of peaceful bargaining, and grievance 

handling, of boycotts of political action, of restnction of outputs, of 

sabotage, of personal turnover. 

Similarly Korn Hamser et at (1954:12-13) noted that industrial 

conflict includes: 

the total range of behaviors and attitudes that 

express opposition and divergent orientation between industrial owners 

and manager on the one hand and working people and their orgnizations 

on the other. 
^ W M I B K A H i r l ^ l 

Although conflict can be expressed and indeed take a variety of 

forms, the commonest and most visible of these are; 

1. Strike - a complete temporarily stoppage of work by a 

group of employees in order to express a grievance or 

impose a demand. If is done by a group, the strike is 

calculative, it is initialed by the employees. 

2. Lock out is usually done by the employers preventing the 

employees from coming in. It out put restriction. 

3. Overtime ban - prevent workers from doing extral work 

outside their normal working hours. 

4. Work to rule - working strictly to the terms of the 

contract of the employment, management can not give 

terms outside what is stated on employment contract. 
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conflict of ideology, since ideological differences add a competitive 

dimension to conflicts caused by differences of understanding. This 

is why people are less willing to compromise while at the same time 

seeing the opponent as the one being less willing to compromise and 

being less satisfied with the outcome. 

Conflict has, however, undergone a much greater transformation in 

the public sector in recent time. The result of this is the realization 

that conflict is not necessarily a negative concept and that in fact, 

conflict if well managed leads to co-operation and the achievement of 

the set goal. Recent studies have show that conflict can be positive 

and a sense of creativity and change. It become negative and 

subsequently destructive only when it is allowed to degenerate into 

violence. 

Conflict, is an outgrowth at the diversity which characterizes human 

thoughts, systems and structures; it is therefore, not to be seen as 

either positive or negative. Since it is part of our existence, it is 

within our power and influence to make it either to serve positive or 

negative ends. And these power and influence are inherent in the 

Despite the ubiquity of conflict in the public arena untill recently, 

there has not been a systematic effort to study conflict management 

in the public sector. It may be that the very pervasiveness of conflict 
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CHAPTER FIVE 

SUMMARY. CONCLUSIONS AND RECOMMENDATION 

5.1 SUMMARY: 

Conflict between management and employees, in the Nigerian public 

sector is inevitable and so it can only be managed not avoided. 

There are negative and positive effects to any conflict and it can be 

expressed in many forms including strikes sit in, Lockout, overtime 

ban etc. The causes of conflict are varied but often in the public 

sector it is with respect to Salary or Wages demand. There are other 

causes of conflict in the public sector like Government policies and 

Legislation, conditions of service, non-implementation of financial 

awards, miscellaneous factors, misunderstanding ofGoyernment 

intention etc. 

Although, it is true that our polity may require political reform to 

make it into a structure more capable of ensuring justice and peace, 

it is also a fact worth knowing that such restructuring does not 

belong exclusively to the sphere of the political leadership. Attempts 

to understanding and managing our diversity for justice and peace 

must involve all of us as individuals and groups. 

Management of conflict in the public sector entail minimising the 

negative effect and maximising the positive effect of conflict in the 
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