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ABSTRACT

This study aims to examine institutional grievances and the control strategies commonly
observed in corporate organizations, with a focus on how these strategies can be applied
to reduce or prevent such grievances. Institutional grievances continue to affect
numerous corporate organizations across both the private and public sectors. The
consequences of these grievances are often severe, leading to disrupted operations and
the denial of services to customers and the general public. Moreover, such grievances
can create opportunities for fraudulent activities, especially when individuals are in
positions of power and find ways to rationalize their unethical actions. Ultimately, these
outcomes are manifestations of unresolved institutional grievances.

This study will be grounded in the Equity Theory of Motivation (ETM), developed by J.
Stacey Adams (1963). The theory highlights the fundamental human need for fairness,
particularly in how rewards and remuneration are distributed within the workplace.
According to Adams, employees assess their level of input; such as effort, experience,
and performance against the outcomes they receive (like salary, recognition, or
promotions). They then compare this ratio to that of their colleagues. When employees
perceive inequity, that’s feeling either under-rewarded or over-rewarded in comparison to
others, it can lead to dissatisfaction and conflict. While institutional grievances may stem
from various sources, including disputes between labour unions and management or
interpersonal conflicts among staff.

This study focuses specifically on perceived equity and inequity as core drivers of such
grievances within organizations.

Key words: Institutions, Institutional, Institutional Grievances, Control strategies,
corporate organizations.

INTRODUCTION

This study aims to examine institutional and industrial grievances that, if not promptly
addressed, may escalate into strike actions and other forms of organizational disruption.
It explores the application of established management control strategies within corporate
organizations as a means of mitigating such grievances. The core objective of this article
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is to underscore the importance of preventing operational challenges that have, over time,
hindered the realization of institutional visions and missions.

Human behavior is inherently complex and unpredictable. Individuals are dynamic and
influenced by a variety of internal and external factors. Consequently, wherever human
interaction occurs: whether at home, in the workplace, within any social or professional
setting; there is always the potential for conflict. Such conflict often leads to
dissatisfaction, which may manifest as institutional grievances and persistent demands
for fairness, justice, and equity (Greenberg et al. 2005). Therefore, it is imperative for
organizations to implement a well-defined grievance handling procedure to manage and
resolve such issues effectively.

Armstrong (2006) emphasized that it is a fundamental policy of organizations to ensure
that employees are granted a fair hearing by their immediate supervisors or managers
when raising any form of grievance. He further asserted that employees possess the right
to appeal to a more senior manager if they believe their grievance has not been
adequately addressed. Moreover, Armstrong maintained that grievance matters should
not be handled in isolation or secrecy. In support of procedural fairness, he noted that
employees have the right to be accompanied by a colleague of their choice when
presenting a grievance appeal. The overarching goal of this grievance procedure,
according to Armstrong, is to resolve the issue as close as possible to its point of origin,
thereby promoting timely and effective conflict resolution.

Adopting structured grievance handling mechanisms is essential in mitigating disruptions
and maintaining workforce morale. It also serves as a critical component of organizational
justice, which encompasses distributive, procedural, and interactional fairness (Colquitt
et al., 2001). When employees perceive fairness in the treatment of grievances, they are
more likely to remain committed, productive, and loyal to organizational goals

Similarly, Ibekwe (1984) argued that institutional grievances can arise from any situation
perceived by an employee as unfair or as a breach of established rules and agreements.
He emphasized that such grievances should be addressed promptly and equitably, and
that the rationale for managerial decisions should be clearly communicated to the affected
employee. According to Ibekwe, transparency in decision-making processes not only
prevents perceptions of arbitrariness but also fosters trust in managerial leadership. He
further stressed the critical importance of early grievance resolution, cautioning that
unresolved issues tend to escalate as they move up the organizational hierarchy, often
leading to a breakdown in employee confidence in management.

Building on Ibekwe’s (1984) perspective, it becomes evident that once institutional
grievances are identified within an organization, they must be handled swiftly and fairly.
Failure to address such concerns may result in more complex problems that could
compromise the organization’s mission and long-term strategic goals. In essence, the
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presence of grievances is not unusual; rather, it is an expected outcome in any context
where individuals interact whether in formal workplace environments, informal social
groups, or even family units.

This prevalence can be attributed to the inherently dynamic, complex, and unpredictable
nature of human behavior. As Robbins and Judge (2012) note, individuals are influenced
by a multitude of psychological, social, and environmental factors, making human
behavior difficult to predict or control. No individual can fully anticipate or regulate
another's actions or expectations. Consequently, managing people poses significant and
persistent challenges. Given that human needs are diverse and often conflicting; also
considering that no person or system can fully satisfy every expectation and grievances.
Therefore, that becomes an inevitable and recurring aspect of both interpersonal and
organizational life (Greenberg, 1990; Mullins, 2016).

Organizations must therefore recognize grievances not merely as disruptions but as
opportunities to improve communication, re-evaluate policies, and strengthen the
organizational climate. Effective grievance management can contribute to greater
organizational justice, enhance trust, and reduce the risk of conflict escalation

In line with this view, Ibekwe (1984) emphasized that institutional grievances should be
addressed promptly and fairly, with the outcomes of such resolutions clearly
communicated to all involved parties in order to prevent the escalation of conflict and
mistrust within the organization. Timely and transparent grievance resolution fosters trust,
enhances morale, and prevents minor issues from developing into major organizational
crises.

This article, therefore, examines the issues surrounding institutional and industrial
grievances—which often manifest in the form of strike actions, staff unrest, or reduced
productivity—alongside the strategic application of management control systems. These
concerns represent critical challenges that any effective corporate administration must
address proactively. Failure to resolve grievances in a timely and effective manner can
significantly disrupt operations, erode employee trust, and potentially cripple the overall
functionality of the organization (Armstrong, 2006).

Thus, this article contributes to the ongoing discourse on effective institutional grievance
handling, with the overarching goal of safeguarding organizational visions and missions
from being undermined by unresolved workplace conflicts.

Statement of Problem
The issue of institutional grievances remains a recurring and significant challenge within

corporate organizations. Scholars in the field of organizational behaviour and employee
motivation have long identified various factors that influence job satisfaction and
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employee performance, ranging from content-based to process-based motivational
theories.

According to Robbins (2012,) and Abraham Maslow’s hierarchical model of motivation
focuses on content needs, beginning with the most basic physiological requirements,
such as food, shelter, and adequate compensation (take-home pay). Maslow further
outlined higher-order needs, including safety, social belonging, esteem, and self-
actualization, as fundamental components of human motivation. He argued that the
fulfillment of one level of need typically leads to the pursuit of the next, thereby illustrating
a progressive pattern in human aspirations within the workplace.

Maslow’s framework underscores the idea that unmet employee needs can manifest as
dissatisfaction or grievances, particularly when organizational structures fail to support
psychological and emotional well-being. As such, institutional grievances often stem from
perceived failures to meet these needs, making it imperative for management to
recognize and address them in a structured and equitable manner (Herzberg, 1968).

According to Appleby (1987), the Maslovian model provides a valuable framework for
understanding and managing institutional grievances. He maintained that human needs
can be categorized hierarchically, in line with Abraham Maslow’s content theory of
motivation. This theory posits that individuals are motivated to satisfy a sequence of
needs, ranging from the most basic physiological requirements to higher-order
psychological aspirations. When these needs are unmet in organizational settings, they
often give rise to dissatisfaction and, ultimately, institutional grievances.

Basic Physiological or Primary Needs

Appleby (1987) explained that physiological needs are fundamental biological
requirements universal to all human beings and essential for survival and the continuation
of the species. These needs include food, air, water, rest, sleep, bodily comfort, physical
replenishment, and protection from environmental elements such as heat, cold, and
weather conditions. In addition, they encompass the need for shelter, clothing, and the
procreative drive necessary for species propagation. In the workplace context, these
needs are often represented through salaries, rest breaks, access to basic amenities, and
humane working conditions (Robbins & Judge, 2019). When these primary needs are
unmet, employees may experience frustration, which can become a root cause of
grievances.

Safety Needs
The next level in Maslow’s hierarchy includes the need for safety and security. This

encompasses both physical protection from harm and psychological security such as: job
stability, financial continuity, access to healthcare, and assurance of future well-being.
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Appleby (1987) emphasized that this category of need is often a critical trigger for
institutional grievances. When employees perceive that their job security, workplace
safety, or overall stability is under threat, particularly due to unfair practices or inequitable
treatment; they are more likely to express discontent through formal or informal
grievances.

If such concerns are not addressed promptly and equitably, they may escalate into
broader organizational disruptions, including loss of morale, reduced productivity, and
even industrial actions such as strikes (Greenberg, 1990). Organizations must, therefore,
remain vigilant and responsive to these foundational employee needs to ensure
institutional stability and sustained performance

Social and Psychological (Secondary) Needs and Their Role in Institutional
Grievances

Social and psychological needs often classified as secondary needs in Maslow’s
hierarchy are fundamental aspects of human behavior. These include the desire for
companionship, the need to share thoughts and emotions with others, and the aspiration
to live harmoniously with family and peers. They also encompass the need for social
approval, recognition, self-assertion, and the ability to exert influence or control over one’s
environment (Appleby, 1987).

Every employee aspires to experience personal growth and to establish a sense of
belonging among colleagues and within the broader organizational structure. When the
conditions necessary to fulfill these social and psychological needs are disrupted;
particularly due to a perceived lack of fairness or equity, employees may begin to
experience dissatisfaction. This dissatisfaction often serves as a precursor to institutional
grievances. Such reactions are rooted in the inherent human concern for autonomy,
emotional validation, and psychological well-being. When these elements are threatened
or neglected, they can lead to reduced morale, unrest, and diminished organizational
commitment (Mullins, 2016).

Self-Esteem Needs

Self-esteem needs refer to an individual’s desire for status, recognition, and respect both
in the workplace and in society at large. At this stage, employees seek acknowledgment
for their achievements, expertise, and contributions. It is a phase of self-fulfilment that
signifies personal and professional progress. Appleby (1987) emphasized that self-
esteem is closely tied to both psychological and physiological well-being. He noted that
the physical condition of the body can affect the mind, and likewise, the state of the mind
influences physical health. Therefore, disruptions in fulfilling esteem-related needs can
have profound consequences on employee performance, job satisfaction, and overall
organizational harmony.
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Theoretical Foundation: Equity Theory of Motivation (ETM)

This study is grounded in the Equity Theory of Motivation, developed by J. Stacey Adams
(1963). The theory posits that individuals assess fairness in the workplace by comparing
their input-output ratios with those of their peers. Inputs may include effort, experience,
education, and time, while outputs may refer to pay, recognition, promotion, and other
rewards. When employees perceive inequity—believing that their contributions are not
being justly rewarded compared to others—they are likely to become dissatisfied, leading
to grievances (Adams, 1965).

Although institutional grievances may arise from multiple sources, including disputes
between unions and management or interpersonal conflicts among staff, this study
specifically emphasizes the role of perceived equity and inequity as core drivers of
institutional grievances. The Equity Theory offers a critical lens through which to
understand how perceptions of fairness or the lack thereof can escalate into broader
organizational tensions and conflicts.

Institutional grievances have been identified as frequent occurrences in corporate
organizations, and when left unaddressed, they can result in significant consequences,
including profit loss, internal sabotage, and a decline in market share both in the short
and long term. In the public sector, such grievances often lead to revenue loss for the
government, reduced output, and widespread delays in the delivery of essential public
services

Employees naturally aspire to advance in their careers and attain a sense of self-esteem
through belonging to certain social or professional classes that align with their
expectations. However, when there is little hope of achieving these aspirations in the
foreseeable future, particularly due to perceived inequities in the workplace anxiety and
dissatisfaction begin to build. If such concerns are not addressed, they can escalate into
institutional grievances, which may ultimately have serious consequences for
organizational stability and performance.

Self-Actualization Needs

At this level, employees seek a sense of fulfillment and the realization of their personal
and professional potential. Self-actualization involves the feeling of having "arrived" and
includes the satisfaction of previously met physiological and safety needs. It also
encompasses self-approval, the desire for achievement, personal growth, and the
acquisition or possession of meaningful outcomes.

Employees expect that their contributions to the organization will result in commensurate
rewards outputs that reflect the magnitude of their inputs. This expectation is particularly
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pronounced as they approach retirement, with the hope that they will have distinguished
themselves in their respective careers. When these expectations of fairness and equity
are unmet, the resulting perception of inequity often triggers strong negative reactions.
Such responses can become severe, manifesting as institutional grievances that disrupt
organizational cohesion and performance.

The Path-Goal Theory of Motivation Robert House (1963) emphasizes that leaders
must provide clear direction and support to help employees achieve their goals. In this
context, the absence of a well-defined career progression path within an institution can
serve as a significant trigger for institutional grievances, as it creates uncertainty and
reduces employee motivation. Similarly, Maslow’s Content Theory of Motivation
suggests that employees are more likely to be motivated when their hierarchical needs
are met beginning with physiological needs and progressing through safety, belonging,
esteem, and ultimately, self-actualization. Each level of need builds upon the previous,
forming a framework through which motivation can be better understood and managed.

Therefore, it becomes evident that the average employee in a developing country may be
particularly responsive to efforts that directly address immediate physiological and safety
needs. Motivation increases progressively as these foundational needs are satisfied,
leading toward the fulfillment of self-actualization. The ability to meet these needs is often
shaped by the presence of equity and the availability of a clear career development path
within the organization.

Therefore, it can be argued that when human resource managers, particularly in
developing countries, are able to accurately identify what motivates their employees,
institutional grievances can be significantly reduced, and the likelihood of staff unrest
minimized. Conversely, a lack of understanding or application of Maslow’s theoretical
framework may exacerbate tensions and complicate workforce management

An attempt to apply Herzberg’s Two-Factor Theory of motivation (1968); is a model within
process theories, may not be entirely effective in addressing institutional grievances,
particularly in the context of developing economies. This is because the average worker
in such settings tends to prioritize tangible economic benefits, especially the adequacy of
take-home pay, which directly addresses immediate survival needs. As a result, the
emphasis on intrinsic motivators, such as job enrichment or recognition, may be
secondary to more urgent financial concerns.

In McGregor’s Theory X and Theory Y, two contrasting views of human motivation are
presented. Theory X, which adopts a pessimistic view, posits that employees inherently
dislike work and must be closely supervised or coerced into productivity. In contrast,
Theory Y offers an optimistic perspective, suggesting that work is as natural as rest and

e
7




Transnational Advanced Research Academic Journal (TARAJ)
Vol. 1 Issue 7*" July 2025, Pages 1 - 27.

that the average person is intrinsically motivated to perform when provided with the right
conditions.

Furthermore, process theorists of motivation, such as those behind Expectancy Theory,
argue that individuals are more focused on the outcomes of their efforts rather than on
the needs themselves. These theories are grounded in behavioral and psychological
principles, emphasizing that employees assess whether the outcomes (rewards) of their
inputs (efforts) are fair and equitable. When there is a perceived imbalance; when outputs
do not correspond to the level of input grievances are likely to emerge.

Institutional grievances often stem from perceived inequalities in motivation and reward
systems. Specifically, when employees realize that their efforts yield lesser rewards
compared to those of colleagues who contribute less, dissatisfaction escalates. Such
perceived inequities in input-output relationships are a key factor in triggering institutional
grievances, especially in organizations that fail to implement transparent and fair reward
systems.

When employees perceive that their efforts within the organization are not matched by
appropriate rewards, institutional grievances are likely to emerge. This concept forms the
foundation of Equity Theory, which underpins the present study. The theory posits that
fairness must be maintained in the workplace, particularly in the distribution of outcomes
relative to employees’ inputs. In other words, employees expect a balanced relationship
between the effort they contribute and the rewards they receive.

Institutional grievances often arise from employees’ belief that fairness and equity should
govern organizational practices. Employees expect that the efforts they invest in their
work will result in corresponding outputs, particularly in terms of remuneration and
recognition. When this balance is lacking or perceived to be unfair, dissatisfaction
escalates into formal or informal expressions of grievance.

Conceptual Review of Literature

In nearly every sector of the economy: be it production, manufacturing, or services;
institutional grievances are a recurring phenomenon. In the context of this study, the term
institutions refer not only to private entities but also to public sector organizations, which
are primarily established and managed by the government. This research, therefore,
focuses on institutional grievances that stem from inequities in the distribution or
allocation of organizational rewards.

According to Stredwick (2005), several factors can contribute to employee grievances,
one of the most common being management’s failure to recognize or promote deserving
employees. He likens institutional grievance to an infection: if not addressed promptly, it
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has the potential to spread across the organization. The consequences, as he notes, may
include widespread employee dissatisfaction, reduced productivity, declining
cooperation, and diminished organizational commitment. This analogy underscores the
importance of early intervention and transparent human resource practices to prevent the
escalation of discontent within the workforce.

Concept of Institution

The Merriam-Webster Dictionary (2024), defines an institution as “an established
organization or corporation (such as a bank or university), especially of a public
character.” The term may also refer to organizations created for commercial purposes,
such as firms designed for business operations and profit generation.

In the context of this study, institutions are composed of individuals who serve as key
stakeholders. Most notably, employees who play a critical role in driving organizational
growth are highly respected by the management. These employees, as fundamental
contributors to institutional success, naturally expect fairness in the distribution of
rewards, recognition, and other organizational outcomes. Such expectations are
grounded in long-standing principles of collective bargaining and industrial relations,
which advocate for equitable treatment and shared benefits in the workplace (Fajana,
2000).

When these expectations are unmet especially in matters involving compensation,
promotion, or participation in decision-making, employees may perceive the organization
as unjust. This perceived inequity often leads to dissatisfaction and, ultimately, the
expression of institutional grievances. As suggested by Equity Theory (Adams, 1965),
employees continuously compare their input-output ratios to those of their peers. When
disparities are perceived as unfair, they may respond with decreased motivation,
withdrawal behaviors, or active protest in the form of formal grievances or industrial
actions.

Thus, the management of institutions must view grievance handling not merely as a
reactionary tool but as a strategic mechanism for maintaining trust, morale, and long-term
organizational effectiveness.

Furthermore, the concept of an institution can be extended beyond its structural definition
to encompass all activities related to its governance, including the formulation and
implementation of policies, organizational behavior, employee relations, and the
institution’s interaction with the broader society.

Grievances
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A grievance refers to the expression of dissatisfaction concerning the distribution of
common resources and other related benefits within an institutional setting. It often arises
when employees perceive unfair treatment, inadequate compensation, or violations of
agreed-upon terms and conditions of employment.

Gogloby (2025) identifies three major types of grievances in the workplace: group
grievances, union grievances, and policy grievances.

« Group grievances occur when a collective of employees jointly expresses
dissatisfaction over workplace issues that affect them as a unit. These grievances
typically relate to matters such as departmental policies, unsafe working
conditions, or shared experiences of unfair treatment.

e Union grievances are formally submitted by a labor union on behalf of its
members, usually in response to perceived breaches of collective agreements,
employment contracts, or established negotiation terms. These grievances are
often driven by the union’s obligation to protect and advocate for the rights of its
members (Fajana, 2000).

« Policy grievances arise when employees object to the content, implementation,
or perceived injustice of organizational policies—especially when such policies
conflict with existing agreements, legal standards, or fundamental principles of
fairness in the workplace (Stredwick, 2005).

In many instances, grievances are linked to the allocation of organizational resources
particularly monetary rewards, welfare provisions, and employee well-being. Employees
often express dissatisfaction when there is a perceived mismatch between their
contributions (inputs) and the rewards they receive (outputs). This perceived imbalance
forms the core of institutional grievance and is central to Equity Theory Adams (1965),
which asserts that employees evaluate fairness by comparing their own input-output
ratios with those of others.

Institutional Grievances

According to Law Insider (2025), an institutional grievance is defined as a complaint rose
by a union regarding an actual or potential breach of agreement provisions that affect
employee rights and benefits, particularly within the context of collective bargaining.
These grievances are typically filed by the union acting as the exclusive representative of
employees within a bargaining unit.

More broadly, institutional grievances refer to the expression of dissatisfaction or
frustration by employees in response to perceived injustices within a corporate
organization. This often stems from inequitable distribution of rewards, especially when
the benéefits received do not reflect the quality, intensity, or quantity of effort expended by

e
10



Transnational Advanced Research Academic Journal (TARAJ)
Vol. 1 Issue 7*" July 2025, Pages 1 - 27.

employees. Such perceptions violate the principles of fairness and proportionality
emphasized in motivation theories like that of Adams (1965).

Institutional grievances may also encompass any form of dissatisfaction, complaint,
irritation, or misunderstanding, whether real or perceived arising from an employee’s job
role, employment terms, or relationship with management. Common causes include:

« Violations of collective bargaining agreements (CBAs)
« Breaches of labor laws

e Unfair or discriminatory treatment

o Adverse or unsafe working conditions

If left unaddressed, such grievances can significantly impact organizational performance.
Potential consequences include diminished employee morale, reduced productivity,
increased absenteeism, and heightened workplace conflict (Greenberg, 1990).
Therefore, proactive grievance handling and transparent communication mechanisms are
essential for sustaining workforce engagement and institutional harmony.

Grievances and Organizational Consequences

When grievances remain unresolved or unattended, they often escalate into staff unrest.
If such unrest is not effectively managed, it can result in strike actions, which significantly
disrupt institutional operations. Prolonged strike actions threaten the achievement of an
organization’s corporate objectives. If not addressed promptly and appropriately, these
disruptions may ultimately lead to the failure or collapse of the corporate entity.

Control

Control refers to the ability to monitor, direct, and regulate processes and activities to
prevent inefficiencies, waste, or negative outcomes. In the context of institutional
management, control involves maintaining organizational stability and ensuring that
grievances do not escalate into crises. When institutional grievances are not properly
controlled, they can lead to serious organizational challenges, including waste of
resources, reduced productivity, reputational damage, and even abrupt closure of
operations.

A lack of effective control mechanisms in corporate systems can result in
mismanagement of materials, poor resource allocation, and decreased operational
efficiency. Therefore, the continuous existence of institutional grievances must be actively
prevented through robust control measures to safeguard organizational integrity.

Strategies
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Strategies refer to planned approaches or frameworks developed to position an
organization for sustainable growth and operational excellence. Effective strategies are
essential in managing and minimizing institutional grievances. Strategic planning enables
organizations to foresee challenges, allocate resources efficiently, and maintain focus on
long-term objectives.

Moreover, strategies serve as futuristic tools that help organizations adapt to competitive
environments, ensuring survival and success. By implementing well-defined strategies,
organizations can enhance employee engagement, promote fairness, and reduce the
likelihood of workplace grievances.

Corporate Organizations

Corporate organizations are legally incorporated entities established to conduct legitimate
business operations aimed at meeting consumer or customer needs, while also pursuing
profit-making objectives. These organizations may engage in the manufacture of goods,
the provision of services, or both.

Corporate organizations may operate at various scales, including multinational
corporations, large private enterprises, and locally-based companies. Regardless of size,
the key characteristic of a corporate organization lies in its structured governance,
commercial intent, and legal recognition under relevant corporate laws.

Theoretical Understanding

This study is anchored on the Equity Theory of Motivation, originally developed by John
Stacey Adams (1963). The theory asserts that employee motivation is significantly
influenced by the perception of fairness in the distribution of organizational rewards. In
this context, equity refers to a fair balance between an employee’s inputs (such as effort,
skills, experience, and commitment) and the outputs (such as pay, recognition, and
promotions) they receive in return (Adams, 1965).

Conversely, inequity is perceived as imbalance between inputs and outcomes. This is
identified as a major cause of dissatisfaction and, by extension, institutional grievances.
Adams posited that employees engage in a continuous process of social comparison,
evaluating their input-to-output ratios against those of their colleagues. When they
perceive that others receive more favorable outcomes for similar or lesser inputs, they
are likely to feel demotivated, undervalued, and aggrieved (Robbins & Judge, 2019;
Greenberg, 1990).

Application of Equity Theory in Organizational Contexts
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In practical terms, Equity Theory implies that employees expect their efforts to be
commensurate with the rewards they receive. For example, when two employees
contribute similar levels of skill, training, experience, and commitment to their roles, they
expect to receive comparable compensation and recognition. When significant disparities
arise particularly when lacking a rational or transparent explanation, employees may
interpret this as inequity, resulting in frustration, withdrawal, or formal grievances (Mullins,
2016).

The theory further elaborates that inputs go beyond tangible work efforts. They also
include intangible elements such as loyalty, professionalism, trust, adherence to
organizational culture, and emotional investment. These are often unspoken yet critical
components of what employees believe they contribute to the organization. When such
contributions are ignored or undervalued, feelings of inequity tend to intensify, potentially
leading to reduced morale, diminished productivity, and increased turnover intentions
(Colquitt et al., 2001; Armstrong, 2006).

Equity Theory, therefore, underscores the need for organizations to maintain transparent,
consistent, and fair reward systems, ensuring that employees perceive a just return for
their contributions. By proactively addressing perceptions of inequity, organizations can
significantly reduce the incidence of institutional grievances and foster a more committed
and satisfied workforce

In sum, Equity Theory highlights the need for organizations to apply fairness consistently
in their compensation and reward systems. Failure to uphold equity in this regard leads
not only to demotivation but also to institutional grievances, which can affect morale,
productivity, and organizational stability. Employees who contribute significantly to their
institutions naturally expect proportionate returns. When those expectations are unmet,
institutional grievances become inevitable

Continuation of Theoretical Understanding

The expected outputs from the perspective of employees typically include job security,
timely payment of salaries, periodic salary increases, long-service awards, recognition,
promotions, and other fringe benefits. When these outputs are lacking particularly in light
of the magnitude of employees’ inputs institutional grievances often emerge. If such
grievances are not addressed promptly, they can escalate and pose serious threats to
organizational stability and effectiveness.

Finally, the central concern for employees, as highlighted by Equity Theory, is the pursuit
of equity, not inequity. Equity implies that employees who invest comparable levels of
effort, skill, and commitment receive commensurate rewards. In contrast, inequity arises
when some individuals receive disproportionately higher rewards despite putting in the
same or even less effort than their peers.
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In scenarios where equity is present, employees are more likely to increase their efforts,
feeling encouraged and motivated by the fairness of the system. Conversely, in situations
of perceived inequity, employee motivation typically declines, resulting in reduced
productivity and engagement. This underscores the importance of fair and transparent
reward systems as a strategic means of preventing institutional grievances and fostering
a positive organizational climate.

Empirical Literature Review

There exists a strong nexus between institutional grievances and the control strategies
employed to address them. In organizational practice, grievances or disputes are rarely
left unaddressed; rather, they necessitate the deployment of appropriate control
mechanisms to mitigate potential damage and restore stability. In principle, every
grievance or conflict must be resolved through peaceful and constructive approaches to
enable continued progress. From an empirical standpoint, the relationship between
institutional grievances and control strategies can be analyzed from multiple perspectives.

The management of conflict through peaceful, non-violent methods has deep historical
roots. He emphasizes that in many African societies, there is a strong cultural preference
for resolving disputes peacefully, in alignment with communal institutions and traditional
values. This suggests that institutions whether traditional or modern often prioritize non-
adversarial grievance resolution strategies.

The implication of Best’'s argument is that organizations frequently prefer peaceful
strategies to address employee grievances, avoiding adversarial routes such as litigation.
Resorting to legal action is often counterproductive, as it may permanently damage
working relationships. In contrast, peaceful dispute resolution allows both parties to
reconcile and continue their relationship, thereby preserving organizational harmony and
continuity. As a result, many contemporary organizations are increasingly adopting
peaceful resolution mechanisms to address institutional grievances. This approach
minimizes disruptions to operations and productivity and fosters a more cohesive
organizational climate.

Therefore, conflict resolution represents one of the many approaches available for
addressing grievances. He notes the close conceptual relationship between grievances
and conflict, observing that grievances often represent latent or perceived injustices, while
conflict is the manifestation or escalation of such unresolved grievances. Therefore, when
employee grievances arise, institutions must act swiftly to resolve them before they evolve
into full-blown conflicts. Miller contends that conflict resolution strategies are essential for
maintaining organizational peace and preventing escalation. Timely and effective
grievance management can thus deflect the progression of dissatisfaction into more
disruptive conflict scenarios.
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STRATEGIES FOR HANDLING INSTITUTIONAL GRIEVANCES BY AN
INSTITUTION’S REPRESENTATIVE OR APPOINTEE

This study identifies various strategies or guidelines for managing institutional grievances
effectively. These strategies are outlined and discussed below:

1. Accepting the Responsibility to Address Institutional Grievances

A fundamental step in managing institutional grievances is the willingness of parties to
accept the responsibility for addressing them. Representatives or appointees of an
institution must be committed to ensuring that grievances are resolved through active
engagement. Both management and employees must show readiness to collaborate and
identify the root causes of discontent. Without mutual commitment, effective grievance
resolution becomes difficult to achieve.

2. Listening to Complaints

Grievances rarely emerge spontaneously; they typically arise from accumulated
complaints that have been ignored or inadequately addressed. As such, those in positions
of authority must cultivate active listening skills. Most people never listen.” Failure to listen
attentively may provoke escalating tension and, ultimately, organizational disruption.
Effective listening allows managers to understand employee concerns before they evolve
into more serious issues

3. Gathering Relevant Facts

Before a grievance can be effectively resolved, it is crucial to obtain all relevant facts. This
involves identifying the actual causes of dissatisfaction and ensuring that decisions are
based on objective evidence rather than assumptions. Listening enhances the possibility
of uncovering essential facts and ideas. A fact-based approach enables institutional
representatives to engage in informed and constructive dialogue with employees,
increasing the chances of reaching a fair resolution.

4. Understanding and Valuing Employees

For grievance handling to be effective, employers must develop a meaningful
understanding of their employees. This includes recognizing their needs, concerns, and
motivations. Building and maintaining cordial working relationship that fosters trust and
cooperation and helps prevent grievances from arising. When management
demonstrates genuine concern for employee well-being, it reduces misunderstandings
and creates a more harmonious work environment.
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5. Carefully Studying Employee Demands

In many cases, grievances stem from unmet demands or unresolved concerns. As part
of the resolution process, these demands must be carefully reviewed to assess their
feasibility and legitimacy. While it is neither practical nor necessary to fulfill all employee
requests, a structured assessment can help identify which demands are immediately
actionable and which require long-term planning. The purpose of this evaluation is to
address grievances strategically and transparently, avoiding reactionary decision-
making.

6. Understand Institutional Policies

A thorough understanding of an institution’s policies and regulations is essential for
effectively managing grievances. This includes familiarity with collective agreements
negotiated between the employer and employee unions. Such agreements must not be
disregarded; rather, they should be systematically implemented in accordance with the
organization's capacity and available resources. Ignorance or misapplication of
institutional policies can exacerbate grievances and undermine trust.

7. Communicate Effectively

Effective communication is a critical strategy in addressing institutional grievances. It is
essential that all outcomes from grievance meetings and negotiations are promptly and
clearly communicated to the organization's management. Doing so ensures that
management remains informed about the progress of resolution efforts and can
proactively support their implementation. Clear communication also helps to avoid
misunderstandings that could escalate into conflict or disrupt organizational operations.

8. Avoid Delays in Implementation

Timely action on decisions related to grievance resolution is crucial. Prompt
implementation demonstrates the organization’s commitment to fairness and reinforces
employee confidence in management. Conversely, unnecessary delays can lead to
frustration, skepticism, and erosion of trust. Delayed responses may also intensify
existing grievances and hinder the development of a positive organizational climate.

9. Maintain Accurate Records
Keeping detailed and accurate records of all grievance-related proceedings is vital. Such

documentation serves as a valuable reference point in the event of future disputes or
similar occurrences. Maintaining proper records also promotes transparency and
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accountability, ensuring that grievances are handled consistently and in accordance with
institutional policies. Moreover, accurate documentation contributes to organizational
learning and supports long-term stability and continuous improvement

STRATEGIES FOR HANDLING INSTITUTIONAL GRIEVANCES AT THE
CORPORATE LEVEL

Institutional grievances pose significant threats to organizational growth, productivity, and
the achievement of corporate goals and objectives. Therefore, it is imperative that
corporate institutions establish clear management action plans and develop appropriate
policy frameworks to effectively address such grievances.

According to Njoku (2011), a policy can be likened to a "house" or "umbrella" that
encompasses multiple decisions. He further emphasizes that all effective policies are
grounded in enabling laws. In this regard, institutional grievances must be addressed
within the context of well-articulated policy frameworks that guide corporate responses
and ensure consistency. Institutions must function as integrated systems, with various
components working synergistically to achieve common objectives.

Njoku (2011) also notes that a system is formed when various elements interact and
cooperate toward a shared purpose. Applied to organizational contexts, this suggests that
all stakeholders—managers, employees, and representatives—must collaborate to
implement policies designed to resolve institutional grievances effectively. This section,
therefore, outlines action plans rooted in policy and decision-making processes to
mitigate institutional grievances:

1. Establish Clear and Accessible Grievance Procedures

Organizations should develop simple, transparent, and well-defined grievance
procedures, which must be effectively communicated to all members of the institution.
Ensuring that employees are aware of these procedures allows issues to be identified
and resolved early, thereby minimizing escalation. The negative consequences of
unresolved grievances: including disruption of operations and institutional instability
which underscore the importance of having accessible mechanisms for redress.

2. Implement Careful Selection and Placement Processes

One strategic approach to preventing institutional grievances is the careful selection and
placement of employees. Recruitment should emphasize emotional intelligence, maturity,
and interpersonal competence. Since institutions are composed of individuals with
diverse backgrounds and mindsets, employees must be able to coexist harmoniously and
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contribute meaningfully to the organization’s goals, including broader economic
objectives such as the gross domestic product (GDP). Emotional intelligence is
particularly critical for fostering a workplace culture of tolerance, cooperation, and conflict
resolution.

3. Promote the Right Managerial Attitude

Management must adopt a constructive and empathetic attitude when addressing
employee grievances. Every employee should be afforded a fair opportunity to express
their concerns. Such dialogue should occur in an orderly and respectful manner, guided
by the institution’s grievance-handling policies.

Providing a platform for employees to voice their concerns is in itself a form of motivation
and recognition. It fosters institutional peace and helps to rebuild trust between
management and employees. When grievances are acknowledged and addressed
respectfully, their intensity and recurrence are often significantly reduced.

FAIRNESS AND OTHER STRATEGIES FOR ADDRESSING INSTITUTIONAL
GRIEVANCES

1. Fairness

Institutional grievances often arise due to a perceived lack of fairness and equity within
the organization. Inequity whether real or perceived is a key driver of dissatisfaction and
unrest in corporate environments. Therefore, the management's approach to grievance
handling must be grounded in fairness and transparency.

When employees perceive fairness in how policies, promotions, and rewards are
administered, it boosts morale, fosters a sense of belonging, and increases motivation.
In turn, this leads to improved productivity and contributes to the reduction of labor
turnover defined as the rate at which employees exit an organization. Thus, effective
grievance management has a direct impact on organizational stability and employee
retention.

2. Counseling

To mitigate or manage institutional grievances, organizations should integrate employee
counseling services into their human resource management practices. Counseling can
be facilitated through employee orientation programs, emotional intelligence training, or
formal grievance support systems. These initiatives help employees develop emotional
resilience, manage interpersonal challenges, and approach conflict with greater maturity.
By equipping employees with these skills, the likelihood of reactive or emotionally charged
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responses to workplace tensions is significantly reduced. Consequently, such preventive
measures contribute to a healthier organizational climate.

3. Preventing Institutional Discrimination and Bullying

Institutional bullying refers to systemic acts of intimidation or harassment perpetrated by
individuals in positions of authority against subordinates. These behaviors include, but
are not limited to, verbal abuse, unwarranted threats of dismissal, unjustified salary
deductions, ethnic or tribal discrimination, and sexual harassment. Such actions do not
only provoke grievances—they also serve as major de-motivators that negatively affect
employee performance and undermine organizational harmony.

e According to Robbins et al. (2012), behaviors such as sexual harassment,
mockery, insults, exclusion, and incivility contribute to making individuals feel
alienated or different within the workplace. This sense of being treated as “other”
can have profound psychological and emotional consequences and is a direct
source of institutional grievance. To maintain a productive and inclusive
environment, organizations must actively discourage all forms of workplace
discrimination and bullying by enforcing strict policies and creating safe channels
for reporting and resolving such issues

AGGRAVATORS OF INSTITUTIONAL GRIEVANCE

e Institutional grievances may be aggravated by several factors within an
organization. According to Managing Personnel in Tourism (2024), one of the
primary aggravators is:

e Strong Economic Challenges
This refers to wages or salaries that must be fair and commensurate with
employee output, the complexity of the job, and the responsibilities involved.
When remuneration does not match effort or responsibility, grievances tend to
emerge. In addition to the above, other notable aggravators include:

e Lack of a Clear Personnel Policy
A sound personnel policy is essential to protect employee welfare and foster a
sense of belonging. Employees must feel that the institution is one they can
identify with and take pride in working for. When personnel policies are absent,
unclear, or unfavorable, grievances begin to build up.

e Poor Working Conditions
This includes unfavorable work hours and inadequate safety provisions against
sickness, accidents, or retirement. When employees are subjected to unhealthy
work environments or face uncertainty about future well-being, grievances are
likely to arise, potentially resulting in high labor turnover.

e Job Insecurity
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A persistent sense of insecurity due to frequent threats of layoffs, redundancy, or
organizational restructuring aggravates institutional grievances. Employees
under such pressure often feel vulnerable, and this may lead to dissatisfaction,
emotional distress, or abrupt resignations.

Employment Instability

Organizations that adopt a "hire and fire" approach foster a culture of fear and
uncertainty. Employees in such environments are unlikely to be committed or
productive, as their future in the organization appears uncertain. The lack of job
stability becomes a major source of grievance.

Lack of Opportunities for Self-Development

When employees realize that there are no prospects for self-improvement or
professional advancement, frustration sets in. The absence of capacity-building
programs, such as on-the-job training, limits employee growth and increases
dissatisfaction. This, in turn, contributes to institutional grievances

Unfriendly Supervisors

When supervisors lack understanding, fairness, and tact in their interactions with
employees, institutional grievances tend to accumulate. A hostile or overly harsh
supervisory approach, especially one lacking standard for healthy workplace
relationships, creates an environment of fear and tension. In such situations,
employees may find it difficult to communicate with or relate to their supervisors,
further deepening dissatisfaction and conflict.

Non-Recognition of the Dignity of Labour

The principle that “there is dignity in labor” should be central to organizational
culture. When this dignity is overlooked or undermined through harassment,
threats, or a lack of basic courtesy employee morale is negatively affected.
Disrespectful communication or continuous intimidation from superiors acts as a
serious de-motivator, fostering resentment and leading to institutional grievances.
Employees deserve to be treated with respect and humanity at all times.

Lack of Support from Supervisors

Employees, who receive no form of encouragement or support from their
immediate supervisors, especially during times of personal, health-related, or
emotional challenges, are more likely to become aggrieved. An unsupportive
environment reduces trust in management and signals a lack of care or empathy
from leadership, contributing to the build-up of grievances.

Delays in Remuneration and Policy Implementation

Late payment of salaries and delays in the implementation of agreed-upon
policies, especially those deemed fair and necessary by employees, serve as
major aggravators of institutional grievances. Timely and consistent action on
compensation and workplace policies is essential in maintaining employee trust
and organizational harmony.
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These potential sources of grievance are further exacerbated by the increasing
mechanization and depersonalization within institutions. It is important to
remember that labor consists of human being, people with feelings that can be
hurt, nerves that can be shattered, pride that can be wounded, and hopes that
can be frustrated.

If human resource managers or institutional policies routinely neglect these
human dimensions by shattering employees’ emotional well-being, injuring their
pride, or undermining their ambitions, then the organization risks losing its
workforce’s trust, loyalty, and interest. Ultimately, this disinterest could manifest
as disengagement, absenteeism, reduced productivity, or outright organizational
exit.

MANAGEMENT IRRITANTS THAT TRIGGER GRIEVANCES

Certain management attitudes, policies, and practices can irritate employees and
ultimately trigger institutional grievances. The following are some common irritants
identified in organizational settings:

1. Employer’s Desire to Operate as Economically as Possible

In their effort to maximize profits, employers often focus solely on minimizing operational
costs. Unfortunately, this pursuit sometimes overlooks employee welfare, leading to
dissatisfaction and unrest among the workforce.

2. Concept of Labor as a Mere Production Cost

Many employees perceive, often justifiably, that employers view labor as just another
element of production cost. As a result, organizations may strive to reduce labour costs;
such as wages and benefits without considering the impact on employee morale,
motivation, and overall well-being.

3. Failure to Acknowledge Management’s Role

There is often a disconnection between labour and management regarding the right and
obligation of the latter to run the business. Due to the complexity of modern organizational
structures, workers may suspect that management unnecessarily bloats the payroll with
highly paid executives, while minimizing workers’ wages. This perceived inequity can
foster resentment and grievances.
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4. Indifference and Arbitrariness in Management Practices

When management adopts an impersonal and arbitrary approach in its dealings with
employees, it tends to disregard workers’ needs, concerns, and aspirations. Such
practices alienate employees and contribute to the development of institutional
grievances.

5. Deficiencies in Human Resource Management
Management is often found lacking in two critical areas that affect employees:

e The improper administration and implementation of the organization's human
resource policies and programs.
e The failure to adhere to labor laws and government regulations.

A sound and proactive human resource management approach is necessary to prevent
these issues. Addressing such shortcomings is essential for minimizing institutional
grievances and fostering a more stable and productive work environment.

EMPLOYEE IRRITANTS TO MANAGEMENT

On the other hand, certain behaviors and practices by employees or labour unions can
also serve as irritants to management and contribute to strained industrial relations.

1. Shift in Employee Loyalty from Management to Unions

Employees sometimes shift their loyalty from the organization to the union. Unions often
exert pressure that alienates members from their employers. This shift undermines direct
communication and trust between employees and management.

2. Reduction in Management’s Authority

When employees join a union, they often expect the union to handle all grievances,
regardless of merit. This reduces management’s ability to discipline employees or
address critical workplace issues directly. Union representatives may feel compelled to
defend their members, whether they are right or wrong, as their influence depends on
continued member support.

3. Belligerence of Labour Leaders
The confrontational behavior of some labour leaders, combined with a defiant attitude

among workers during negotiations or dispute resolutions, often makes peaceful
settlement difficult.
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4. Inter-Union and Intra-Union Rivalries

Conflicts between and within unions can create uncertainty and complexity in labour
relations, making it difficult for management to maintain industrial peace—even in cases
where management is not at fault.

5. Union Harassment of Management

Some unions file excessive or trivial complaints through the company’s grievance
procedures or with government agencies. This form of harassment can distract
management from core operations and strain the resolution mechanisms.

6. Misuse of Legal Protection by Employees

Certain employees misuse their legal protections by assuming that the law will always
favor them. This belief can lead to abuse of the grievance system and a lack of
accountability, further deteriorating management—labour relations.

Labour rights violations as a cause of institutional grievances

According to Uviehan (2021), employment laws play a critical role in regulating labour
relations in modern societies. When these rights are violated by employers, institutional
grievances often arise.

Some of the key labour rights include:

e The right to protection by the state

« The right to full employment

« The right to equal employment opportunities, regardless of gender, race, or religion
« The right to fair compensation and benefits

Additional rights protected under labour codes include:

e The right to reasonable working hours and weekly rest periods
e The right to overtime and premium pay
o The right to receive a minimum wage

Violations or neglect of any of these rights by management can lead to dissatisfaction
among employees, ultimately triggering institutional grievances.

CONSEQUENCES OF INSTITUTIONAL GRIEVANCES
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The consequences of institutional grievances are profound and far-reaching for any
institution that fails to act swiftly in addressing them. As Stredwick (2005) aptly noted,
institutional grievance is akin to an infection—if not promptly addressed, it tends to spread
rapidly. The resulting effects include emotional distress among staff, reduced productivity,
and a general decline in organizational cooperation and commitment.

The following are some of the major consequences associated with unresolved
institutional grievances:

« Reduction in Productivity: Institutional grievances severely diminish employee
morale, which in turn leads to decreased motivation and output. A workforce that
feels unfairly treated or unheard often disengages from its responsibilities,
negatively impacting organizational performance (Armstrong & Taylor, 2020).

« Breakdown in Cooperation: Grievances, when left unresolved, erode industrial
harmony and trust. Employees begin to internalize resentment, leading to poor
communication and a lack of collaboration, which undermines teamwork and
workplace synergy.

« Sabotage: In extreme cases, institutional grievances may lead to acts of internal
sabotage. Distrust among colleagues and between staff and management creates
an environment where disloyalty thrives, thereby compromising institutional goals
and vision (Stredwick, 2005).

e Loss of Commitment: Employee commitment tends to vanish in environments
where grievances are not adequately managed. The enthusiasm to meet targets
or contribute meaningfully declines, and performance levels drop accordingly.

e Corruption: As Dambazau (2011) observes, unresolved grievances can manifest
in the form of bribery, embezzlement, and other unethical practices. When
employees perceive management as unjust or corrupt, they may justify corrupt
behavior as retaliation or self-preservation.

e Fraud: Drawing from the Fraud Triangle Theory developed by Donald Cressey
(1953), fraud is more likely to occur when three elements converge: opportunity,
pressure, and rationalization. Institutional grievances can trigger the psychological
pressure and rationalization that make fraud more likely. When aggrieved
employees find the opportunity, they may engage in fraudulent acts, believing their
actions are justified by the inequities they have experienced

CONCLUSION

Institutional grievance is a critical issue that every rational institutional manager must
monitor closely and be prepared to address as soon as signs of discontent emerge. If left
unresolved, institutional grievances can escalate into strikes, potentially crippling the
economic viability and operational stability of an organization. Therefore, once signs of
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grievance are identified, prompt and decisive action must be taken. Delays in addressing
such grievances are harmful not only to the organization but also to its management and
employees. Institutional grievances, regardless of how minor they may appear, should
never be ignored. When effectively managed, grievance resolution can become a
motivational tool, reinforcing employees’ belief that their voices are heard and respected
within the workplace. This, in turn, fosters a healthier organizational culture, improved
morale, and greater productivity.

RECOMMENDATIONS

Based on the findings of this study, the following five recommendations are proposed to
effectively control and monitor institutional grievances in organizations:

e Prompt Handling of Grievance Reports:
Institutional managers must address all reported cases of employee grievances
immediately and without delay. Timely intervention prevents the escalation of
minor complaints into major conflicts and demonstrates managerial
responsiveness and accountability (Stredwick, 2005).

e Promotion of Equity:
There should be a consistent application of equity in the distribution of
organizational rewards. Equitable treatment serves as a critical motivational factor
and enhances employee satisfaction, reducing the likelihood of grievances
(Adams; Robbins et al., 2012).

o Flexibility in Policy Implementation:
Institutional policies should be adaptable and responsive to employee needs. Rigid
or overly bureaucratic policies often hinder employee well-being and can contribute
to dissatisfaction. Flexibility in policy design and implementation helps eliminate
bottlenecks in reward systems and grievance resolution processes (Njoku, 2011).

e Development of a Strong Corporate Culture:
A robust and inclusive organizational culture should be cultivated and maintained.
Such a culture can serve as a proactive framework for managing employee
behavior and expectations, and it acts as a preventive mechanism against the
spread of discontent (Best, 2018).

e Embracing Tribal and Cultural Diversity:
Organizations must promote inclusivity by recognizing and accommodating ethnic,
tribal, and cultural diversities. The workplace should be seen as a shared
environment where all employees, regardless of background, view themselves as
integral members of a unified organizational family (Robbins et al., 2012)
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