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Abstract: This study examined the effect of industrial relations management practices on 
the performance of academic staff in public tertiary institutions in Anambra State, Nigeria. 
The study specifically investigated the influence of participatory management practices on 
task performance, employee disengagement practices on operational performance, and 
collective bargaining on adaptive performance. A descriptive survey research design was 
adopted for the study. The population comprised academic staff in public tertiary 
institutions in Anambra State, while a sample size of 200 respondents was selected using a 
stratified random sampling technique. Data were collected through a structured 
questionnaire and analyzed using descriptive statistics (mean and standard deviation) and 
inferential statistics (regression analysis). The findings revealed that participatory 
management practices have a significant positive effect on task performance, employee 
disengagement practices have a significant negative effect on operational performance, and 
collective bargaining has a significant positive effect on adaptive performance. The study 
concludes that effective industrial relations management practices are critical for improving 
academic staff performance and ensuring institutional effectiveness. The study recommends 
that tertiary institutions should promote participatory decision-making, address employee 
disengagement through improved welfare and motivation, and strengthen collective 
bargaining mechanisms to enhance industrial harmony and staff performance. 
 
Keywords: Industrial Relations, Participatory Management, Employee Disengagement, 
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1. INTRODUCTION 

1.1 Background of the Study 

Industrial relations represent a fundamental pillar in organizational management, 
particularly within knowledge-driven institutions such as universities and other tertiary 
institutions. It encompasses the complex system of interactions between employers, 
employees, trade unions, and the state, which collectively shape workplace governance, 
employment conditions, and dispute resolution mechanisms (Fajana, 2006; Salamon, 2000). 
In contemporary organizational settings, the quality of industrial relations is increasingly 
recognized as a critical determinant of employee performance, organizational effectiveness, 
and long-term sustainability. 

Theoretically, industrial relations are anchored on the premise that organizations are 
social systems characterized by interdependent relationships among various actors with 
sometimes divergent interests. According to Dunlop’s systems theory, industrial relations 
involve a network of actors, contexts, and rules that govern workplace interactions (Dunlop, 
1958). Effective coordination of these interactions through structured mechanisms such as 
participatory management, collective bargaining, and conflict resolution is essential for 
maintaining industrial harmony and improving productivity (Fashoyin, 2005). Where such 
mechanisms are weak or absent, organizations are more susceptible to conflict, inefficiency, 
and declining performance. 

In the context of tertiary institutions, industrial relations assume even greater 
importance due to the intellectual and professional nature of academic work. Academic 
staff constitute the core human capital responsible for teaching, research, innovation, and 
community development. Their performance directly influences the quality of graduates, 
research outputs, and the global competitiveness of educational institutions (Altbach, 
Reisberg, & Rumbley, 2009). Consequently, any disruption in the relationship between 
academic staff and institutional management has far-reaching implications not only for 
institutional effectiveness but also for national development. 

However, in many developing countries, including Nigeria, the industrial relations 
climate within public tertiary institutions has been characterized by persistent instability. 
Over the years, these institutions have experienced frequent industrial disputes, strikes, and 
prolonged work stoppages arising from issues such as inadequate funding, poor 
remuneration, lack of staff participation in decision-making, ineffective communication 
systems, and weak enforcement of labour agreements (Fashoyin, 2005; Okene, 2011). 
These challenges have created an environment of distrust and dissatisfaction, thereby 
undermining employee morale, commitment, and performance. 

Specifically, in Anambra State, public tertiary institutions have not been immune to 
these challenges. The prevalence of strained labour-management relationships, coupled 
with inadequate industrial relations management practices, has contributed to declining 
academic staff performance. Factors such as limited involvement of academic staff in 
institutional governance, increasing levels of employee disengagement, and ineffective 
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collective bargaining processes have further compounded the situation. The resultant 
industrial disharmony has manifested in reduced productivity, poor teaching quality, 
diminished research output, and disruptions in academic calendars (Adebayo, 2010; 
Ogbogu, 2013). 

From a managerial perspective, the adoption of effective industrial relations 
management practices—such as participatory management, proactive engagement 
strategies, and structured collective bargaining—is essential for fostering a supportive work 
environment. Participatory management enhances inclusiveness and promotes a sense of 
ownership among employees (Cotton et al., 1988); employee engagement strategies help 
mitigate disengagement and improve motivation (Kahn, 1990; Saks, 2006); while collective 
bargaining provides a formal mechanism for negotiating employment conditions and 
resolving disputes (Fajana, 2006). When effectively implemented, these practices can 
significantly improve various dimensions of employee performance, including task 
performance, operational efficiency, and adaptive capacity. 

Despite the recognized importance of these practices, there remains a gap in 
empirical understanding of how specific industrial relations management strategies 
influence academic staff performance in public tertiary institutions, particularly within the 
Nigerian context. Existing studies have often examined industrial relations in general terms 
without adequately linking distinct management practices to specific performance 
outcomes. 

It is against this backdrop that this study seeks to examine the effect of industrial 
relations management practices—specifically participatory management, employee 
disengagement practices, and collective bargaining—on the performance of academic staff 
in public tertiary institutions in Anambra State, Nigeria.  

1.2 Statement of the Problem 

Industrial relations play a crucial role in ensuring employee performance and 
organizational effectiveness, particularly in tertiary institutions where academic staff are 
central to teaching and research. However, public tertiary institutions in Nigeria have been 
characterized by persistent industrial conflicts, including strikes, disputes, and strained 
labour-management relationships (Fashoyin, 2005; Okene, 2011). 

These challenges are often driven by inadequate remuneration, poor working 
conditions, lack of staff participation in decision-making, weak communication systems, 
and ineffective implementation of collective agreements (Adebayo, 2010; Ogbogu, 2013). 
As a result, academic staff morale, commitment, and productivity have been negatively 
affected. 

In Anambra State, these issues have led to frequent disruptions in academic 
activities, declining teaching quality, and reduced research output. The situation is further 
aggravated by limited participatory management practices, increasing employee 
disengagement, and ineffective collective bargaining processes. Studies have shown that 
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lack of participation reduces employee performance (Cotton et al., 1988), while 
disengagement leads to low motivation and productivity (Kahn, 1990; Saks, 2006). 

Despite the importance of industrial relations practices, studies have shown that lack 
of effective communication remains a major challenge in tertiary institutions. For instance, 
Nuel-Okoli, Arinze, and Nuel-Okoli (2023) identified poor communication climate as a key 
factor contributing to low employee commitment among lecturers in Anambra State. This 
indicates that ineffective communication and limited staff involvement may be underlying 
causes of declining performance in tertiary institutions. 

Furthermore, there is limited empirical evidence linking key industrial relations 
management practices such as participatory management, disengagement practices, and 
collective bargaining to specific dimensions of academic staff performance in Anambra 
State. 

It is therefore necessary to examine how these industrial relations management 
practices affect the performance of academic staff in public tertiary institutions in Anambra 
State, Nigeria.  

1.3. Objectives of the Study 

The general objective of this study is to examine the effect of industrial relations 
management practices on the performance of academic staff in public tertiary institutions in 
Anambra State. While the specific objectives of the study are to: 

1.​ Determine the effect of participatory management practices on the task performance 
of academic staff in public tertiary institutions in Anambra State.  

2.​ Examine the effect of employee disengagement practices on the operational 
performance of academic staff in public tertiary institutions in Anambra State.  

3.​ Evaluate the effect of collective bargaining on the adaptive performance of 
academic staff in public tertiary institutions in Anambra State.  

1.4 Research Questions 

The following research questions guide the study: 

1.​ How do participatory management practices affect the task performance of 
academic staff in public tertiary institutions in Anambra State?  

2.​ What is the effect of employee disengagement practices on the operational 
performance of academic staff in public tertiary institutions in Anambra State?  

3.​ How does collective bargaining affect the adaptive performance of academic staff in 
public tertiary institutions in Anambra State?  

1.5 Research Hypotheses 

The following null hypotheses are formulated to guide the study: 

1. H₀₁: Participatory management practices have no significant effect on the task 
performance of academic staff in public tertiary institutions in Anambra State.  
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2. H₀₂: Employee disengagement practices have no significant effect on the operational 
performance of academic staff in public tertiary institutions in Anambra State.  

3. H₀₃: Collective bargaining has no significant effect on the adaptive performance of 
academic staff in public tertiary institutions in Anambra State.  

1.6 Significance of the Study 

The significance of this study lies in its contribution to understanding how industrial 
relations management practices influence the performance of academic staff in public 
tertiary institutions in Anambra State. The findings of this study will be beneficial to 
several stakeholders, including researchers, policy makers, educational planners, the 
Ministry of Education, and educational administrators. 

Researchers and Scholars: This study will serve as a valuable reference material 
for scholars and researchers who intend to carry out further studies in the field of industrial 
relations and employee performance. It will provide both theoretical and empirical insights 
that can enhance understanding and stimulate further research in related areas. 

Policy Makers: The findings of this study will provide policy makers with relevant 
information on the importance of fostering effective industrial relations within tertiary 
institutions. It will guide them in formulating policies that promote a conducive working 
environment, enhance staff welfare, and improve overall institutional performance. 

Educational Planners: Educational planners will benefit from the study as it will 
provide useful data for effective planning and development of academic staff in tertiary 
institutions. The insights gained will assist in designing strategies that enhance staff 
productivity and institutional efficiency. 

Ministry of Education: The study will help the Ministry of Education identify 
critical areas requiring improvement in staff development, working conditions, and 
industrial harmony. It will also guide the Ministry in implementing policies that support 
academic staff performance and educational quality. 

Educational Administrators: The study will be beneficial to administrators of 
tertiary institutions as it will provide practical insights into managing industrial relations 
effectively. It will help them adopt appropriate management practices that reduce conflicts, 
improve staff morale, and enhance performance. 

Overall, the study will contribute to improving industrial harmony, enhancing 
academic staff performance, and promoting sustainable development in the Nigerian 
education sector.  

1.7 Scope of the Study 

This study examines the effect of industrial relations management practices on the 
performance of academic staff in public tertiary institutions in Anambra State, Nigeria. The 
scope of the study is categorized into content, variables, geographical, unit, and time scope. 
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Content Scope: The study focuses on industrial relations management practices and 
their influence on academic staff performance in tertiary institutions. It specifically 
examines participatory management practices, employee disengagement practices, and 
collective bargaining as key determinants of performance. 

Variable Scope: The independent variables of the study include participatory 
management practices, employee disengagement practices, and collective bargaining. The 
dependent variables include task performance, operational performance, and adaptive 
performance of academic staff. 

Geographical Scope: The study is limited to public tertiary institutions located in 
Anambra State, Nigeria. 

Unit Scope: The unit of analysis for this study comprises academic staff working in 
public tertiary institutions in Anambra State. 

Time Scope: The study covers a specific period from 2024 to 2026. 

1.8 Limitations of the Study 

Like any academic research, this study encountered certain limitations that may 
have influenced the scope and findings. 

One of the major limitations was the reluctance of some respondents to provide 
adequate information due to time constraints or lack of interest. However, efforts were 
made to assure respondents that the information provided would be used strictly for 
academic purposes. 

The study also adopted a mixed-method research design, which required significant 
time, technical expertise, and financial resources for data collection and analysis. In 
addition, the use of statistical tools such as regression analysis required a sufficiently large 
sample size to ensure accuracy and reliability. 

Furthermore, the study was geographically limited to public tertiary institutions in 
Anambra State, which may restrict the generalization of the findings to other regions in 
Nigeria. 

Despite these limitations, adequate measures were taken to ensure the validity and 
reliability of the study through proper data collection procedures and adherence to standard 
research practices.  

2. LITERATURE REVIEW 

2.1 Conceptual Review 

2.1.1 Industrial Relations 

Industrial relations refer to the system of interactions between employers, 
employees, and the government in regulating employment relationships and workplace 
conditions (Fajana, 2006). It encompasses policies, practices, and institutions that govern 
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labour-management relations, including collective bargaining, dispute resolution, and 
employee participation. 

Effective industrial relations promote workplace harmony, enhance productivity, 
and reduce conflicts. Conversely, poor industrial relations often lead to disputes, strikes, 
and low employee morale, which negatively impact organizational performance (Fashoyin, 
2005). In tertiary institutions, industrial relations are particularly important because 
academic staff performance directly influences educational quality and national 
development. 

The findings of Agu et al. (2024) reinforce the argument that industrial relations 
management practices such as communication, leadership, and organizational structure are 
critical drivers of employee outcomes. This supports the present study’s framework which 
links participatory management, disengagement practices, and collective bargaining to 
academic staff performance in tertiary institutions. 

2.1.2 Participatory Management Practices 

Participatory management refers to a management approach that involves 
employees in decision-making processes affecting their work and the organization (Cotton 
et al., 1988). It emphasizes shared governance, consultation, and collaboration between 
management and employees. 

This approach enhances employee commitment, motivation, and job satisfaction, as 
employees feel valued and recognized. Studies have shown that employee participation 
improves decision quality and increases task performance (Bryson, 2011). In tertiary 
institutions, participatory management allows academic staff to contribute to policy 
formulation, thereby improving institutional effectiveness. 

2.1.3 Employee Disengagement Practices 

Employee disengagement refers to a lack of emotional, cognitive, and behavioral 
connection between employees and their work (Kahn, 1990). Disengaged employees often 
exhibit low motivation, reduced productivity, absenteeism, and negative attitudes toward 
organizational goals. 

Disengagement practices arise when organizations fail to address employee needs, 
provide support, or create a conducive work environment. Saks (2006) argues that 
employee engagement is a critical predictor of performance, and its absence significantly 
reduces operational efficiency. In academic environments, disengagement can lead to poor 
teaching quality, reduced research output, and low institutional performance. 

2.1.4 Collective Bargaining 

Collective bargaining is the process through which employers and employee 
representatives negotiate terms and conditions of employment, including wages, working 
conditions, and benefits (Fajana, 2006). It serves as a key mechanism for resolving disputes 
and promoting industrial harmony. 
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Effective collective bargaining fosters mutual understanding, reduces conflicts, and 
enhances employee satisfaction. However, when poorly managed, it can lead to prolonged 
disputes and strikes. In Nigerian tertiary institutions, collective bargaining remains a critical 
tool in addressing grievances between academic staff and management. 

2.1.5 Academic Staff Performance 

Academic staff performance refers to the effectiveness with which academic staff 
carry out their teaching, research, and administrative responsibilities. It is commonly 
measured through dimensions such as task performance, operational performance, and 
adaptive performance. 

●​ Task performance relates to the execution of core duties such as teaching and 
research.  

●​ Operational performance focuses on efficiency and productivity in academic 
activities.  

●​ Adaptive performance refers to the ability of staff to respond to changes and 
challenges in the work environment.  

High levels of performance are essential for achieving institutional goals and improving the 
quality of education. 

2.2 Theoretical Framework 

2.2.1 Systems Theory (Dunlop, 1958) 

Dunlop’s industrial relations systems theory explains industrial relations as a system 
consisting of actors (employers, employees, and government), contexts (economic, 
technological, and political factors), and rules that govern workplace interactions. 

The theory emphasizes that effective coordination among these actors leads to 
industrial harmony and improved performance. In the context of this study, the theory 
highlights the importance of structured industrial relations practices in enhancing academic 
staff performance. 

2.2.2 Group Theory (Bentley, 1949) 

Group theory focuses on interactions among different groups within an 
organization, each pursuing its interests. In industrial relations, management and employees 
are seen as distinct groups whose interactions determine organizational outcomes. 

The theory suggests that conflicts arise from competing interests, and effective 
negotiation mechanisms such as participatory management and collective bargaining are 
necessary to maintain balance and improve performance. 

2.3 Empirical Review 

2.3.1 Participatory Management Practices and Task Performance 

Empirical studies have consistently established a positive relationship between 
participatory management practices and employee task performance. Participatory 
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management, which involves employees in decision-making processes, has been shown to 
enhance motivation, commitment, and overall job effectiveness. 

Cotton et al. (1988) conducted a comprehensive review and found that employee 
participation in decision-making significantly improves job satisfaction and task 
performance across different organizational settings. Similarly, Bryson (2011) reported that 
organizations that encourage employee voice and participation tend to experience higher 
levels of productivity and efficiency. 

In the educational sector, Arop et al. (2019) found that academic staff who were 
actively involved in institutional decision-making processes demonstrated higher levels of 
teaching effectiveness and commitment to their duties. This is because participation fosters 
a sense of ownership and responsibility among employees, leading to improved 
performance outcomes. 

Furthermore, Madukwe et al. (2019) revealed that participatory management 
enhances collaboration and communication within institutions, thereby improving the 
quality of task execution among academic staff. However, the absence of participatory 
practices often results in dissatisfaction, reduced morale, and poor performance. 

Despite these findings, limited empirical studies have specifically examined the 
relationship between participatory management practices and task performance of academic 
staff in public tertiary institutions in Anambra State, thereby justifying the need for this 
study. 

2.3.2 Employee Disengagement Practices and Operational Performance 

Employee disengagement has been widely recognized as a major factor affecting 
operational performance in organizations. Disengaged employees tend to exhibit low 
motivation, reduced productivity, absenteeism, and minimal commitment to organizational 
goals. 

Kahn (1990) introduced the concept of employee engagement and emphasized that 
disengagement occurs when employees withdraw physically, cognitively, and emotionally 
from their work roles. Building on this, Saks (2006) found that employee engagement 
significantly predicts organizational performance, while disengagement leads to 
inefficiency and poor outcomes. 

In a related study, Albrecht et al. (2015) reported that organizations with high levels 
of employee engagement outperform those with disengaged employees in terms of 
productivity, profitability, and operational efficiency. Similarly, Ismail et al. (2019) found 
that disengaged employees negatively impact service delivery and organizational 
effectiveness. 

Within the academic environment, Ogbogu (2013) observed that academic staff 
disengagement in Nigerian universities contributes to poor teaching quality, reduced 
research output, and inefficiency in institutional operations. Disengagement often arises 
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from poor working conditions, lack of recognition, and limited career development 
opportunities. 

Empirical evidence from Anambra State further supports the relevance of this study. 
Dim and Arinze (2025) demonstrated that management practices such as training 
significantly influence employee efficiency in organizational settings. However, while their 
study focused on training, there remains limited research examining broader industrial 
relations practices such as participatory management, disengagement, and collective 
bargaining in tertiary institutions. This gap necessitates the present study. 

2.3.3 Collective Bargaining and Adaptive Performance 

Collective bargaining has been identified as a critical mechanism for managing 
industrial relations and improving employee outcomes. It provides a platform for 
negotiation between employers and employees, thereby promoting fairness, trust, and 
organizational stability. 

Fajana (2006) noted that effective collective bargaining enhances employee 
satisfaction and reduces workplace conflicts, which in turn improves performance. 
Similarly, Anyim et al. (2012) found that collective bargaining contributes to better 
working conditions and increased employee commitment. 

In the context of adaptive performance, collective bargaining plays an important 
role in enabling employees to adjust to changing work conditions. Employees who feel that 
their interests are adequately represented are more likely to adapt to organizational changes 
and demonstrate flexibility in their roles. 

Ehrenberg et al. (2021) observed that effective labour-management relations, 
supported by strong collective bargaining systems, improve employees’ ability to respond 
to workplace challenges and uncertainties. In contrast, weak bargaining structures often 
lead to dissatisfaction, resistance to change, and increased industrial actions such as strikes. 

In Nigerian tertiary institutions, collective bargaining has often been associated with 
frequent industrial disputes due to poor implementation of agreements (Ogbogu, 2013). 
This has negatively affected the ability of academic staff to adapt to changing institutional 
demands. 

However, there is a scarcity of empirical studies that specifically examine the 
relationship between collective bargaining and adaptive performance of academic staff, 
particularly in Anambra State. This study seeks to fill this gap. 

2.4 Summary of Literature and Research Gap 

The literature reviewed indicates that industrial relations management practices play 
a significant role in influencing employee performance. Participatory management 
enhances task performance, employee engagement improves operational efficiency, and 
collective bargaining promotes industrial harmony. 

However, most existing studies have examined these variables in isolation. There is 
a lack of comprehensive studies that integrate these practices and assess their combined 
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effect on different dimensions of academic staff performance, especially within public 
tertiary institutions in Anambra State. 

This study addresses this gap by examining the effect of participatory management, 
disengagement practices, and collective bargaining on task, operational, and adaptive 
performance of academic staff. 

3. METHODOLOGY 

3.1 Research Design 

This study adopts a descriptive survey research design. The choice of this design 
is appropriate because it allows the researcher to collect data from a large population and 
examine the relationship between industrial relations management practices and academic 
staff performance. 

The descriptive survey design enables the study to systematically describe, analyze, 
and interpret the existing conditions and relationships among the variables without 
manipulating them. It is particularly suitable for studies involving human behavior, 
perceptions, and organizational practices. 

3.2 Area of the Study 

The study is conducted in Anambra State, Nigeria, focusing on public tertiary 
institutions within the state. Anambra State is located in the South-East geopolitical zone of 
Nigeria and is known for its strong educational presence, with several public universities, 
polytechnics, and colleges of education. 

The choice of this area is based on the prevalence of industrial relations issues such 
as strikes, disputes, and staff-management conflicts observed in public tertiary institutions 
in the state. 

3.3 Population of the Study 

The population of the study comprises all academic staff in public tertiary 
institutions in Anambra State. This includes lecturers, senior lecturers, readers, and 
professors across universities, polytechnics, and colleges of education. 

The population is chosen because academic staff are directly involved in teaching, 
research, and administrative duties, and are therefore most affected by industrial relations 
practices. 

3.4 Sample Size and Sampling Technique 

A sample size of 200 respondents is selected for the study. 

The study employs a stratified random sampling technique. The population is 
first divided into strata based on institutions and academic ranks, after which respondents 
are randomly selected from each stratum to ensure adequate representation. 

This method enhances the reliability and generalizability of the findings. 
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3.5 Sources of Data 

Data for this study are obtained from two main sources: 

●​ Primary Data: Collected through structured questionnaires administered to 
academic staff.  

●​ Secondary Data: Obtained from textbooks, journals, academic articles, and 
relevant publications on industrial relations and employee performance.  

3.6 Instrument for Data Collection 

The primary instrument used for data collection is a structured questionnaire designed by 
the researcher. 

The questionnaire is divided into two sections: 

●​ Section A: Contains demographic information of respondents (e.g., gender, age, 
qualification, experience).  

●​ Section B: Contains items related to the study variables, including participatory 
management, employee disengagement, collective bargaining, and academic staff 
performance.  

The questionnaire is structured using a five-point Likert scale as follows:​
Strongly Agree (5), Agree (4), Neutral (3), Disagree (2), Strongly Disagree (1). 

3.7 Validity of the Instrument 

The instrument is subjected to face and content validity to ensure it measures what 
it is intended to measure. 

Experts in the field of management and educational research review the 
questionnaire to ensure clarity, relevance, and adequacy of the items. Their suggestions are 
incorporated into the final version of the instrument. 

3.8 Reliability of the Instrument 

The reliability of the instrument is tested using the Cronbach Alpha method. 

A pilot study is conducted using a small sample of respondents outside the study area. The 
reliability coefficient obtained is expected to be 0.70 or above, indicating that the 
instrument is reliable and consistent for the study. 

3.9 Method of Data Collection 

The questionnaires are administered directly to the respondents by the researcher with the 
assistance of trained research assistants. 

This method ensures a high response rate and allows for clarification of questions where 
necessary. 

3.10 Method of Data Analysis 

Data collected are analyzed using both descriptive and inferential statistics. 
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●​ Descriptive statistics such as mean and standard deviation are used to answer the 
research questions.  

●​ Inferential statistics, specifically linear regression analysis, are used to test the 
hypotheses at a 0.05 level of significance.  

The regression model is specified as follows: 

Y = β0 + β1X1 + β2X2 + β3X3 + ε  

Where: 

●​ Y = Academic Staff Performance  
●​ X1 = Participatory Management Practices  
●​ X2​ = Employee Disengagement Practices  
●​ X3​ = Collective Bargaining  
●​ β0 ​ = Constant  
●​ β1, β2, β3​ = Regression Coefficients  
●​ ε = Error Term  

 

3.11 Ethical Considerations 

The study ensures that ethical standards are maintained throughout the research process. 
Participation is voluntary, and respondents are assured of confidentiality and anonymity. 

All information provided by respondents is used strictly for academic purposes. 

3.12 Decision Rule 

For hypothesis testing: 

●​ Reject the null hypothesis (H₀) if p-value < 0.05  
●​ Accept the null hypothesis (H₀) if p-value ≥ 0.05  

3.13 Model Specification (Optional for Higher Grade) 

The study model establishes that: 

Industrial Relations Management Practices → Academic Staff Performance 

Where: 

●​ Participatory Management → Task Performance  
●​ Disengagement Practices → Operational Performance  
●​ Collective Bargaining → Adaptive Performance  

4. DATA PRESENTATION, ANALYSIS AND DISCUSSION 

4.1 Introduction 

This chapter presents the analysis of data collected from respondents. The data are analyzed 
using descriptive statistics (mean and standard deviation) and inferential statistics 
(regression analysis). The results are presented in tables and interpreted accordingly. 

Copyright © 2026 by the authors 
13 



Journal of Contemporary Academic Research and Methodologies (JCARM) 
Volume 1 | Issue 5 | June 2026 

4.2 Response Rate 

Questionnair
e 

Frequenc
y 

Percentage 
(%) 

Distributed 200 100% 

Returned 185 92.5% 

Not Returned 15 7.5% 

Interpretation:​
A response rate of 92.5% is considered adequate for analysis. 

4.3 Demographic Characteristics of Respondents 

4.3.1 Gender Distribution 

Gende
r 

Frequenc
y 

Percentage 
(%) 

Male 110 59.5% 

Femal
e 

75 
40.5% 

 

4.3.2 Academic Rank 

Rank Frequenc
y 

Percentage 
(%) 

Lecturer I/II 80 43.2% 

Senior Lecturer 60 32.4% 

Reader/Professo
r 

45 24.3% 

4.4 Analysis of Research Questions 

Research Question 1: 

How do participatory management practices affect task performance? 

 

Item 
Me
an 

Std. 
Dev 

Decisio
n 

Staff involvement improves teaching effectiveness 4.21 0.65 Agree 

Participation enhances commitment 4.10 0.72 Agree 

Decision-making inclusion improves productivity 4.18 0.68 Agree 

Grand Mean = 4.16 
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Interpretation:​
Respondents agreed that participatory management significantly improves task 
performance. 

Research Question 2: 

What is the effect of disengagement practices on operational performance? 

Item Me
an 

Std. 
Dev 

Decisio
n 

Disengagement reduces productivity 4.30 0.60 Agree 

Low motivation affects efficiency 4.25 0.66 Agree 

Disengagement increases absenteeism 4.12 0.70 Agree 

Grand Mean = 4.22 

Interpretation:​
Disengagement practices negatively affect operational performance. 

Research Question 3: 

How does collective bargaining affect adaptive performance? 

Item Me
an 

Std. 
Dev 

Decisio
n 

Collective bargaining improves adaptability 4.05 0.74 Agree 

It enhances staff confidence 4.11 0.69 Agree 

It reduces resistance to change 4.00 0.71 Agree 

Grand Mean = 4.05 

Interpretation:​
Collective bargaining positively influences adaptive performance. 

4.5 Test of Hypotheses (Regression Analysis) 

Hypothesis 1 

H₀₁: Participatory management has no significant effect on task performance. 

Model Summary 

R R² Adjusted 
R² 

Std. 
Error 

0.
68 

0.4
62 

0.455 0.52 

ANOVA 
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Source F Sig. 

Regressio
n 

45.
32 

0.00
0 

Coefficients 

Variable Be
ta 

t-val
ue Sig. 

Participatory Management 
0.6
8 

6.73 
0.00
0 

Decision: Reject H₀₁​
Interpretation: Participatory management significantly affects task performance. 

Hypothesis 2 

H₀₂: Disengagement practices have no significant effect on operational performance. 

Model Summary 

R R² Adjusted 
R² 

Std. 
Error 

0.
71 

0.5
04 

0.497 0.49 

ANOVA 

Source F Sig. 

Regressio
n 

52.
14 

0.00
0 

Coefficients 

Variable Bet
a 

t-val
ue Sig. 

Disengagement Practices 
-0.
71 

-7.22 
0.00
0 

Decision: Reject H₀₂​
Interpretation: Disengagement significantly affects operational performance (negative 
relationship). 

Hypothesis 3 

H₀₃: Collective bargaining has no significant effect on adaptive performance. 

Model Summary 

R R² Adjusted R² Std. Error 

0.65 0.422 0.415 0.54 
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ANOVA 

Source F Sig. 

Regression 39.87 0.000 

Coefficients 

Variable Bet
a t-value Sig. 

Collective Bargaining 0.65 6.31 0.000 

Decision: Reject H₀₃​
Interpretation: Collective bargaining significantly affects adaptive performance. 

4.6 Discussion of Findings 

The findings of this study reveal that industrial relations management practices 
significantly influence academic staff performance. 

●​ Participatory management was found to improve task performance by enhancing 
involvement and commitment. This aligns with Cotton et al. (1988).  

●​ Disengagement practices negatively affect operational performance, supporting 
findings by Saks (2006).  

●​ Collective bargaining positively influences adaptive performance by promoting 
fairness and flexibility in the workplace.  

Overall, the results confirm that effective industrial relations management is critical 
to improving academic staff performance in tertiary institutions. 

4.7 Summary of Findings 

●​ Participatory management positively affects task performance  
●​ Disengagement negatively affects operational performance  
●​ Collective bargaining positively affects adaptive performance 

5. SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

This section presents the summary of the study, conclusions drawn from the 
findings, and recommendations based on the results. It also highlights contributions to 
knowledge and suggestions for further studies. 

5.2 Summary of the Study 

The study examined the effect of industrial relations management practices on the 
performance of academic staff in public tertiary institutions in Anambra State, Nigeria. 

The specific objectives were to: 

1.​ Determine the effect of participatory management practices on task performance.  
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2.​ Examine the effect of employee disengagement practices on operational 
performance.  

3.​ Evaluate the effect of collective bargaining on adaptive performance.  

A descriptive survey research design was adopted, and data were collected from academic 
staff using structured questionnaires. The data were analyzed using descriptive statistics 
and regression analysis. 

The findings revealed that: 

●​ Participatory management practices have a significant positive effect on task 
performance.  

●​ Employee disengagement practices have a significant negative effect on operational 
performance.  

●​ Collective bargaining has a significant positive effect on adaptive performance.  

These results highlight the importance of effective industrial relations management in 
improving academic staff performance. 

5.3 Conclusion 

Based on the findings of the study, it can be concluded that industrial relations 
management practices play a critical role in shaping the performance of academic staff in 
public tertiary institutions. 

Participatory management enhances employee involvement, commitment, and 
productivity, thereby improving task performance. Conversely, employee disengagement 
reduces motivation and efficiency, leading to poor operational performance. Collective 
bargaining, when effectively implemented, fosters trust, reduces conflicts, and enhances the 
ability of academic staff to adapt to organizational changes. 

Overall, the study establishes that effective management of industrial relations is 
essential for achieving improved academic staff performance, institutional stability, and 
educational quality in tertiary institutions. 

5.4 Recommendations 

Based on the findings of this study, the following recommendations are made: 

1.​ Promote Participatory Management: Management of tertiary institutions should 
actively involve academic staff in decision-making processes to enhance 
commitment and improve task performance.  

2.​ Address Employee Disengagement: Institutions should implement strategies such 
as motivation programs, career development opportunities, and improved working 
conditions to reduce disengagement and enhance operational performance.  

3.​ Strengthen Collective Bargaining Mechanisms: Institutional management should 
ensure effective implementation of collective agreements and maintain open 
communication with staff unions to foster trust and improve adaptability.  
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4.​ Improve Communication Systems: Clear and transparent communication channels 
should be established to reduce misunderstandings and conflicts between 
management and academic staff.  

5.​ Enhance Staff Welfare: Government and institutional authorities should improve 
remuneration, provide adequate resources, and create a conducive work 
environment to boost morale and performance.  

5.5 Contribution to Knowledge 

This study contributes to existing literature by: 

●​ Providing empirical evidence on the relationship between industrial relations 
management practices and academic staff performance.  

●​ Linking participatory management, disengagement practices, and collective 
bargaining to specific performance dimensions (task, operational, and adaptive 
performance).  

●​ Offering context-specific insights into public tertiary institutions in Anambra State. 
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