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ABSTRACT

Nigeria has recently witnessed a huge increase in the number of industrial actions. No day passes
in Nigeria without strikes or threats of strikes in one form or another. In fact industrial actions
have become so endemic in Nigeria that even our courts would be prepared to take judicial notice
of them. In the light of this, to avert this unhealthy trend, the promotion and development of
collective bargaining has been proclaimed to be the most desirable medium in settling industrial
conflicts in a work environment. This study is designed to critically examine the impact of
collective bargaining on industrial conflicts resolution in Nigerian public universities. The study
targeted academic staff of both states and federal universities in South-West geo-political zone of
Nigeria, owing to their active participation in industrial actions. The sample size of 600 academic
stafl’ were selected from 6000 ASUU members in South-West geo-political zone. The use of
collective bargaining has been found to have meaningfully contributed to industrial peace and
harmony as well as effective medium in checking incidents of strikes, labour unrests and brain
drain in Nigerian public universitics. Hence, government should recognize and strengthen
collective bargaining to have conducive atmosphere in Nigerian Universities.

Keywords: Collective Bargaining, Industrial Conflict, Resolution, Public Universities

Introduction
IE right to bargain collectively is no longer subject to doubt or debate. This
right is accorded to both the employee and the employer although in practice the
former sceks recognition and enforcement of the right more often than the latter.
One must not fear 10 negotiate, and our negotiation must not be in fear.
Inherently, bargaining and human cxistence are inseparable to an extent that where more
(han fwo persons are gathered, the next possible party is or should be bargaining. The
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in collectively with an employer m:rm.:omm ﬁ._ﬁ human dignity, _.:BB\ and
workers by giving them the opportunity to influence the w.ﬂmw__mraoz of
nd thereby gain some control over a major aspect o::.a; lives precisely
] Collective bargaining is not simply an instrument for pursuing external ends,
their work. trinsically valuable as an experience in self-government as it permits
_:Ec<,c a form of workplace democracy, to ensure the rule of law in the

w workers to gain a voice to influence establishment of rules that

f their lives. (Fashoyin, 1992)
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nd development of collective cmﬂmmma:m :m.a often been proclaimed as

f the major concerns of Nigerian labour mo:muf Wmm_nm_._vp oﬁ all the models of
o i | relations practices in contemporary capitalist economic settings, the one based
_ﬁﬂﬂﬁ_w mm_wn:u_o of free and voluntary collective bargaining has been acclaimed to be
u

most desirable.

The promotion 2

According to Fashoyin (1992), an individual employee wm obviously too weak 10 be able
to fully regulate all aspects of his employment relation Eﬂcmr _..:m oBﬁ_oua,ﬁ thus
collective bargaining serves as the basic channel of expression of wmn: actor’s total
experience, needs, desires and aspiration of life which are transformed into some form of

verbal negotiation and consensus.

According to Mamoria, Mamoria and Gankar, (2010) the importance of peaceful

resolution of conflict in every employment is in fact not unknown to both n_au_ouﬁqm and
employees, but because both have different objectives which are pursued .4.53 a_ﬂoai
directions and methods has made the attainment of peaceful resolution a mirage.
Different factors and reasons paved way to conflicts between >nmmn3mn.mﬁm:; Union of
Universities (ASUU) and the Federal and State Governments as ox_uoq._mno& between
1993 and 2013. Specifically, some of the factors in question include oosa._:o:m mmmm?_om
and welfare of workers. However, wages are always the upshot of industrial crises
especially in the less developed countries like Nigeria with its characteristics.
Significantly, several methods have been employed to handle industrial mosz_oa
engulfing the Nigerian Public Universities including fact finder, mediation and
arbitration, The most common approach is industrial action which always pitches EM
¢mployees against the government either as sympathizers or directly mm.maoa group ©

ndividuals thereby aggravating the issue to demonstration (peaceful and violent). Homn”N
and Zylberber, 2009). Unfortunately, the outcome of such a method has been ﬁrm
Mability to achieve the pursued objectives, loss of man hour, brain drain, m..:a at t w
CXlreme, loss of lives and properties. This therefore study examined the impact 0

collective bargaining and industrial conflict resolution in Nigerian public universities.

Stat .
¢ment of Hypotheses < in Nigerian public

Ho,, Collective bargaining does not resolve workplace conflict
Universities ;
’ : P industrial
0 There is no relationship between collective bargaining and cost of in

disharmony in Nigerian Public Universities.
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Impact of Collective Bargaining on Industrial Conflicts Resolution

Literature Review

2.1 Conceptual Definitions

Okpanachi (2003) asserts that, the practice of collective bargaining starts with the
registration of employee’s union after which the executive or management of such union
Will then bargain collectively on matters pertaining to wage, hours of work and other
conditions of employment. Agreement arrived between the two parties will govern all the
present and future employees. Collective bargaining was developed over a period of time
as a method of utilizing democratic procedures in employer-employee relationship. The
individual worker in the labour union exercises has voice in the bargaining process
through his union representatives (Fashoyin ,1992).

The concept of collective bargaining is the offshoot of trade union activity. It is a
civilized bipartite confrontation between the workers and management with a view to
arriving at an agreement. It assumes willingness on each side not only to listen and to
consider the representations of the other but also to abandon fixed positions where
possible in order to find common ground. Thus, it is a strategy for industrial democracy
and machinery adopted for joint resolution of conflict between workers and management,
bothering on wages, conditions of works and other related issues.

Fashoyin (1992) defined collective bargaining as a machinery for discussion and
negotiation, whether formal or informal between employer(s) and workers’
representative, aimed at reaching mutual agreement or understanding on the general
employment relationship between the employer(s) and workers. The aims are to
accommodate, reconcile and often times compromise the conflicting interests of the
parties.

However, it is pertinent to note that under this agreement, the management is forced to
negotiate certain areas and conditions of work with workers’ representative. The results
of negotiation are usually binding on the parties but not all are implemented to the letter.
Yoder (1979) describes collective bargaining as the process in which conditions of
employment are determined by agreement between representatives of an organized group
of employees and one or more employers. According to him, it is called “collective”
because employces form an association that they authorize to act as their agent in
reaching an agreement and because employers may also act as a group rather than as
individuals. It is described as “bargaining” in part because the method of reaching an
agreemcnt involves proposals and counterproposal offers and counter offers.

According to Armstrong (2012), collective bargaining involves employers and unions
reaching agreement on terms ”n:a no:n_:.mo:m of employment and the ways in which
employment issues such as disputes, grievances and disciplinary matters should be
resolved. Bargaining arrangements result in _.uo:on:<0. agreements, which are formal
agreements between management and :m.m_n unions dealing with terms and conditions of
employments or other mmvoo.m o:_s relationships U.Q.Sno: the two parties. They may be
substantive agreements dealing with terms and conditions of employment, or they may be

T
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rocedural agreements dealing with :J.o _u_.ooen::,om.?_. collective bargaining, According
Fashoyin (1992), these are .mn_:a:_:ow nm‘:,nn_ :..m_jnéo_._a agreements because they
ﬂ_.oian a structure ﬂo_..:ﬁ bargaining process. __gn_.n_m_.o,.co__nn:é v.ﬂ:mm:::m 15 a means
through which :._n_am:_m_ democracy can be mcnc::u__.f..r in a work environment provided
the parties are willing to understand and cooperate with the terms and conditions of the

P
to

agreement.

Lemay (2000) defined the concept as the bargaining mechanism of union on behalf of
\5 loyees as opposed to an individual worker representing himself. This definition
Mﬂs__w_,mmmwnm collectivism as against individualism between employers and employees.

Collective bargaining is both the process of negotiating between :_:os.m m._:._ .o_.s_u_oV..ma on
issucs directly affecting conditions of employment and a_means of limiting unilateral
decisions and actions by employers and governments. Aj.:m Day, mo_zo_z.&ﬁ ._.__q NENW
The approach to collective negotiations depends on the <_r_;< that no_:,.__c_ of _Emaw.m is
inevitable between employer and employee because there is an E:_S_.._Q qo_m__o:m.js in
which the aims of the two parties will at least mo_ﬁm:_sam.no::_ﬂ. According to
Sivarethinamohan (2010), conflict and the ._,.mma to manage it occurs every %.Q. ___=
organizations. A worker entering an :a:m:._m_ organization to .Eo% is _m:._:.uam:rn.,_ y
subjected to an infinite set of rules, instructions and commands. The oﬂmm_:.x.:__o: a vc,._m
subjected to certain obligations which have to vn met to the worker. .w__:m _m:w ._uo., nmq
E_m.:,c:m_;v that usually breeds conflict right from .:8 onset. _an_.:m:a con _S n_w:x
disagreement, controversy, quarrel, argument or divergence of interest w::_w_. G.M_:,
relating to wages and working condition between workers and management.

Swarethinamotian, (2010)

industrial conflict as the total range of behaviour and
nt oricntations between individual owners
cople and their organizations on the others.
interpersonal styles, and
conflict and reduce or
d correctly diagnose

Sivarethinamohan (2010) coined
attitudes that express opposition and diverge
and managers on the one hand, and working p
Conflict resolution therefore implies the diagnostic processes,
negotiation strategies that are designed to avoid unneccssary
resolve existing and excessive conflict. The ability to understand an
conflict is essential to managing.

2.2 Theoretical Framework

Theories of Wages

i Bargaining Theory of Wages. . o o
M\vommq :oq%u 3<owm_na ﬂrmﬁ:m c:momn view and union policy lean heavily on a gﬂmm%ﬂm
theory of wages. In its simplest form, it holds that levels of wages in each _mcoE.‘E "
are set by the opposing economic strengths of employers and sﬁ_.rnqm. _mo_._.%_ovnmmu e
acting in concert through their union as bargaining agent, increasc .:6: nno:,w_:c,
strength, they can thereby raise wages. In effect, economic strength is measure . M
ability to withhold labour and thus force employees to forego employment or to fin
substitutes for labour.
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Impact of Co

The bargaining theory is something of a corollary to the lump of labour theory. Even
without formal curves of demands, it was clear that high-wage demands could force
employers to cease operations or find substitutes for labour or enter other labour _ﬁ.m_.rﬁm
and employ other occupations. Modern advocates of the bargaining theory see it Bsa
modification of generally accepted wage theory. That _:oa__:nw:os, suggests that :n_.::uh
employers nor employees enter labour market with precise prices or narrow lines
representing demands and supplies: rather, both include an element of flexibility that
create bands rather than lines. Within these bands, this theory holds wages rates are
established by the bargaining strength of the parties. Within such a band of possible wage
rates, the individual worker, with little economic strength, must accept the lowest of
several rates. The union, on the other hand, can exert its greater economic strength to
sccure higher rates. This study therefore adopts bargaining theory of wages as its model.

(i) Productivity Theory of Wages.

Yoder (1979) asserts that this theory simply holds that wages are determined by the
productivity of workers, so higher productivity justifies higher wages. The productivity
in question may be described as “average” rather than “specific” or “marginal”. Unionists
say that the general level of wages should be determined by improving productivity: as
the latter rises, wages should also rise. The theory justifies a policy of productivity

increases in wages to match rising man-hour productivity as disclosed by industry-wide
or nationwide indexes,

Unions in Management
Fashoyin (1992) observed that business unionism assumes that m

to manage, but that the union has a responsibility to challenge the
and thus to force continually better mana

anagement’s function is
quality of management

: . gement. This viewpoint applies with special
emphasis to management’s utilization of manpower. In the whole broad field of the

application, utilization, and conservation of human resources, the union plays the part of
critics. At the same time, unions see their role as continually encouraging and a trend
towards sclf-management. In a sense, they are advocates of what has become a style of

administration participative management, They seek to help employees gain opportunities
for self-determination within the constraints of required performance

23 Empirical Evidences

The application of collective bargaining to industria| co
Coilective bargaining is the life wire of industrial %Eooz_ow, The expansion of collective
bargaining is the major means of achieving the procedure of industrial democracy: hence
to attain democracy in workplace, it is necessary that the procedure of oﬁ__noﬁ?m
bargaining is strictly adhered to as it covers the various negotiatin methads and
procedure generally used to reach mutual agreement Aw?mBEm:mEo:m: mmc_ 0)

nflict resolution is sine qua non.

An empirical study on the impact of the collective bargaining in creatin industrial peace
and harmony in Nigerian public universities was provided by _umm:ow_.:m:@oﬁ .__mr,_uamdm
for this study were oo.:no:& using a structured questionnaire, The stud rmoao o
qualitative and quantitative methods to analyze the data collected. The g:m_:w_?o method
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d was descriptive statistics. This study took a :o:m.:o look at :_n mamm_z of collective
S i in creating congenial atmosphere in Nigerian public universities. One of the
cmqmm_n_:m\mm that a perfect model of collective bargaining is that both the bargaining
m:m._:mm allowed largely to determine the scope of relations between them. The results
E:.:o_m mqm_m, to guarantee an industrial peace and harmony, collective bargaining process
il mc based on the principle that workers have a right to negotiate and agreed with
m:o.sa mH moa as to wages and conditions of work and that the employers recognize that
s:w__m nﬂ_ﬁ Omvﬂ\:au\ was however silent on the numbers of industrial conflict resolution
right,

through the model of collective bargaining.

An empirical determinant of importance of collective @mqmmmzim in .Sm:mm::m the .ammna
 olobal cri in South African Education Sector were examined in a study carried out
4 m_oam_.ﬁnﬂmmmﬁo_ 1). The study used a log linear model to estimate the key role played
WW Wﬂwﬁ:ﬂ%ﬁmﬂmmim:m in protecting earnings and ensuring that the mrimm_” of the EMMMMG
do not dry before they have their entitlements. The mm._mw Aﬂum:ﬁrwﬁ % ﬂm Mmmﬂw MMM m::o:m
lack of trust between the negotiation partners as we : fars:
ini iers which reflected in the rise in the number &.io:ﬂ:m days os
Mwmmww_”mw_mn__wmnm_wmﬁn::m. The study revealed that oo:onzﬁw .cmﬁmm_s_:.m _u_mu\n.m mﬂﬂ:o__mm_ oﬂm,_w
in mitigating industrial conflicts as well as playing a <:m_ role Sﬁmm<ﬂ_._ >m3nmw\ ﬁﬁ,
protecting income and facilitating adjustment in the education sector 0 ow_.maoaozm.“ .
study discovered that collective bargaining process proved to be very M e bl
culminating in high levels of industrial action. ,_,.rm mE&. m:ca_nn s
expectations were high through the process of no:anﬁ._é vmﬂmm:::m.. The study Py
that collective bargaining has served the South >m:nmq qm..am. union Eoﬁwﬂ_aﬂ: A=y
improving wages and working conditions, proven effective in _:ncm:o_:wﬂ al omoz e
the workplace and finally, collective bargaining must be seen as one 0 the ma
union strategies to combat industrial actions.

An empirical study on the influence of collective wm_.mmm:.m:m on the Em:m_m%mwgm_.m“
industrial conflict was conducted in Sokoto, Sokoto State mea:m. by Sanni ( __v. s
study used a linear regression model to show the relationship between co :Mﬂwmw
bargaining and industrial conflict management. The study revealed EE the conseq e
of industrial conflicts are far reaching and the best economical panacea 8_ i :
management is collective bargaining. The study found out H.rmﬁ o_,.. all the models Oa
industrial relation practices in contemporary capitalist economic settings, the one vmwm~
upon the principle of free voluntary collective bargaining is mon_m.;:._on_ to .wm mos
desirable. The study focused more on the management of conflict than its resolution.

3. Methodology .
he study used exploratory research design to investigate the impact of no_._mn:<0
bargaining process on industrial conflict resolution in Nigerian public Universities. ..H,o
determine its sample size, the study adopted Roscoe (1975)’s 10% rule of thumb which
says that 10% of a study population is enough as sample size. Hence, 10% of the staff
ASUU members was used as the study sample size. This is calculated thus;
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10 x 6000

100
The study adopted the simple random sampling method because it gave every member of
the population equal chances of being selected.

=600

Method of Analysis

i. Cramer's V

Cramer's V is used to describe the magnitude or association between categorical variables
(nominal) when the number of rows, the number of columns, or both is greater than two.
Cramer's V must lie between 0 (reflecting complete independence) and 1.0 (indicating
complete dependence or association) between the study variables. If the number of rows
or the number of columns in the contingency table is two, the value of Cramer’s V is
identical to the value of phi.

Cramér's V is computed by taking the square root of the chi-squared statistic divided by
the sample size and the minimum dimension minus 1:

Mathematically, it is expressed as;

x%/n
min(k—1,r— 1)
Where,
x 2 is the chi-square value
n is the number of observation,
k is the number of columns, and
r is the number of rows

V=

4. Results and Discussions

Socio-economic Characteristics of Sampled Population

Table 1 shows the summary of the socio-cconomic characteristics of the survey
respondents. 78% of the respondents were male while 22% were female academic staff of
the various universitics under study. Approximately 61% of the total study population
were between the ages of 55 years and below with a mean age of 52 years. These
academic staff had at least 14 years of experience in the teaching profession and were
active members of the Academic Staff Union of Universities (ASUU). About 540
respondents representing 90% of the total study population agreed 1o have participated on
strike/industrial action for a minimum of 12 times or more in the last decade,
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1: Socio-economic Characteristics of the Respondents
= Variable Frequency Percent Mean
= Male 468 78
Am Female 132 22
3 Total 600 100
<45 Years 117 19
v 45-55 250 42 (52)
< >55 years 234 39
Total 600 100
. <10 years 117 19
i 47
& 10-15 282 .
m >15 201 34
LA
” Total 600 100
8 e Yes 540 90
m .m No 60 10
..m =< Total 600 100
= <6 81 13
BES 610 99 16
282 >0 : 421 70
= Total 600 100
“ B2 Federal 523 87
o ';
m“ w State 77 13
=
TS Total 600 100

Figures in parenthesis are average values
Source: Researcher’s Survey, 2015

of Industrial Conflict . ) X
%M“Mamim_.m eleven (11) hypothetical items thought to affect m:n_:.mﬁ.:m_ noz?nm :g.n.”mr
items includes but not limited to; Wage Rate (Al), Working Conditions (A2), «.“ .o}:zm
Hours (A3), Welfare Packages (A4), Work Schedules (A35), Professional Hwn_z...z.w,ew
Training Matters (A6), Poor Academic/ Research F unding (A7), Unfavourable Fm::_:o.:
Policy (A8) , Poor Working Condition (49), Poor Infrastructure (A10), and Unfair
Labour Practices (Al1). Respondents were requested to state how omﬁ.. (always,
sometimes, rarely, at least once and never) these items have gencrated industrial conflict
in their respective institutions. The analyses of the items are as summarized in Table 2.

The result shows that no fewer than 85% of the academic staff from the sclected public
universities in Nigeria agreed that a major cause of industrial conflict between
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management and staff members of their institutions are always or sometimes due to wa
rate. Wage rate as used here is defined to mean low income or poor earning on the part mam
the workers which is not commensurate with or equal to the services being provided W
further test using measure of central tendency or location shows that the opinions o?r.
respondents are szEoE.nm_{, Poor working conditions was another item believ anmm
rm«n owmmmn industrial disharmony between managers and staff in Nigeria ; Eﬂ.c
universities. Approximately 92% of respondents agreed that this item was alw 0 B
sometimes  responsible for industrial conflict (past or present) in Nigerian mwm_u o
:nmﬁ.wa_:nm. Again the test of location (mean, median and mode) shows that res m: _:.u
opinions were symmetrical. According to the respondents, other important item vm:_ e,
to have m_imz.m or sometimes caused industrial conflict includes: welfare packa s auna
poor .mnmam::.o\anmaman funding (89%), unfavourable institution ﬁo:W ﬁmmm\m e,
working oo:a_:ozm (82%), poor infrastructure (82%) and unfair labour w ti ) u%o_.
The symmetrical nature of the respondents’ opinions reveal how stro w omvine et
feel about these items. g or convinced they

Table 2: Analysis of items on Causes of Industrial Conflict

Sometim
Always - [ Rarely At Least Once Never
re
Item Freq % q % TFreq % Freq % Freq

&

Total Mecan  Median  Mode

Al 387 65 120 20 34 6 43 7 16 3 600 5.0 5 5
A2 345 58 202 3 11 2 32 5 10 2 600 h.m 5 m
A3 559 120 20 321 54 89 15 15 3 600 w.u 3 3
A4 388 65 100 17 45 8 36 6 315 600 A.o 5 5
AS 83 14 120 20 333 56 31 5 33 6 600 N,a 3 3
A6 89 15 0 o0 221 37 234 39 56 9 600 3.8 3 4
A7 42270 110 18 34 6 22 4 12 2 600 5.0 ] 3
A8 180 30 34 352 45 g 32 5 29 5 600 k_‘u 4 4
A9 314 52 1719 30 48 g 31 5 28 5 600 a,... 5
Al0 325 54 166 28 44 7 33 6 325 600 \_.m 5 M
xw_\n.zhuu%m.}cbw“u.w._wgwwﬁgwwn« H_N o ; BT D \ ’
Source: Researcher’s survey, wo_m. A A
_Hmw._n 3: Overall Rating of Item on Industrial Conflict
>_ue“_m-“\.mm MMM@:QB. MM.—.mnmzn Mean Median Mode
Sometimes 150 25.0
Rarely 107 18.1 4 4 4
At Least Once 55 9.2
Never 26 4.5
Total 600 100

Source: Researcher’s survey, 2015
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Factors Affecting Industrial Relation Environment
The industrial relation environment which defines the harmonious or cordial working
tionship that exists between an employer and employee was believed to generally act
atalyst that facilitates collective bargaining leading to industrial peace and harmony.
e to have proper view or understanding of the collective bargaining processes
s in Nigerian public universities, the following eight items were used to
dustrial relation environment: Management union cooperate well (Bl),
n management & union or members of staff exist (B2}, Union and
onfer (B3), Management facilitate union operations (B4),
Union participates in decision making (B5), Management and union resolve disputes
ably (B6), Management attitude towards the union is favorable (B7), Management
. The analyses of these items in Table 4 shows
that an overwhelming majority (88%) of academic staff of Nigerian public universities
strongly disagree or simply disagree that management and union cooperate well, while
mutual regard between management and union or staff members does not exist at all
(88% strongly disagree or disagree). Majority of the respondents also strongly disagree or
simply disagree that management and union are willing to confer and as a result it was
difficult and almost impossible for the two parties to be open to any agreement especially

in resolving issues that could lead to industrial conflict.

rela
asac
Therefor
and procedure
described the in
Mutual regard betwee
management are willing to ¢

amic
and union share information Jreely (B8)

sion making was decried by 93% of
versities are also not willing to
staff (59% strongly agree or
blic universities as found in
nion or academic staff

The practice of not letting the union take part in deci
the respondents. The management of Nigerian public uni
share information freely with union members or members of
agree). The overall rating of industrial relation in Nigerian pu
Table 5 shows that the relationship between management and u

was poor on the average.

Table 4: Analysis of items on Industrial Relation Environment

Strongly Strongly

Disagree Disagree Neutral Agree Agree
Ite Fre Fre
m 9 % 9 % Freq %  Tregq 9% Freq %  Total Mean Median Mode
Bl 185 31 340 57 27 5 20 3 28 5 600 23 2 2
B2 183 31 342 57 27 5 20 3 28 5 600 23 2 2
B3 406 68 136 23 24 4 12 2 22 4 600 23 2 2
B4 154 26 266 44 80 13 40 7 60 10 600 23 2 2
B5 89 15 466 78 15 3 20 3 o 2 600 2.1 2 2
B6 235 39 167 28 180 30 10 2 8 1 600 23 2 2
B7 16 3 26 4 489 82 49 8 20 3 600 3.2 3 3

2 2

B8 12 2 342 57 166 28 60 10 20 3 600 2.5
Rating (Strongly Disagree=1, Disagree=2, Neutral=3, Agree=4 and Strongly Agree=3)
These items were adapted from Patrick et al, 2013.

Source: Researchers’ Survey
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Table 5: Overall Rating on Industrial Relation Environment

Rating Frequency Percent Mean Median Mode
Very Good (5) 59 99

Good (4) 106 17.6

Neutral (3) 116 2.3 2 2 ’)
Poor (2) 237 37.8

Very Poor (1) 83 14.0

Total 600 100.5

Source: Researchers’ survey, 2016

Collective Bargaining Process and Procedure

One of the major objectives of this study was to investigate the collective bargaining
processes and procedures as practised in Nigerian public universities. To do this, the
following eight (8) items were evaluated using five point likert scale; fairness of the
process (C1), willingness of management/government to negotiate (C2), time taken to
reach an agreement (C3), concern for other parties view point (C4), willingness to give
and take (C5), degree of feedback given to members (C6), degree of members’
participation (C7), and implementation of the agreed terms (C8). Respondents were asked
to rate these item on a five (5) point likert scale from extremely dissatisfied, dissatisfied,
neutral, satisfied, and extremely satisfied.

The result of the analysis on collective bargaining procedure shows that 84% of the
academic staff in Nigerian public universities were extremely satisfied or simply satisfied
with the faimess of the process while 13% and 2% respectively were dissatisfied or
extremely dissatisfied with fairness of the process. Only 2% were neutral. Similarly,
approximately 83% of respondents were extremely satisfied or satisfied that government
and/ or management are willing to negotiate when called upon for collective bargaining.

The time taken to reach an agreement werc rated by 20% of the respondents as extremely
satisfied or satisfied while about 80% of respondents were either neutral or dissatisfied
with time taken to reach an agreement. This is not a surprise since in recent times
industrial actions have crippled Nigerian public universities and sometimes has shut
down academic activities for as long as complete academic calendar.

Furthermore, the study shows there was little or no concern for other parties’ view point.
Only 27% seems to be satisfied with this process. Ironically, mm,x_. of the academic staff
d were extremely satisfied or simply satisfied with the parties willingness to give
This spirit of give and take exhibited by the two umﬂmom occm_na with high
back given to members has no doubt played a major role in maintaining
More than 80% of the total respondents werc extremely satisfied or
participation in collective bargaining processes. .Os_u\ 13% were
embers' participation. When it comes to the implementation
39 of the academic staff were extremely dissatisfied or

sample
and take.
degree of feed
industrial harmony.
satisfied with members'
dissatisfied with degree of m
of agreed terms, approximately 6
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simply dissatisfied with this item. 36% of the sampled academic staff were satisfied with
the implementation of agreed terms.

The overall score of collective bargaining process was summarized in Table 7. The result
on Table 7 shows that approximately 14% of respondents were extremely satisfied with
the collective bargaining process while 45% were simply satisfied with the same item.
11% were neutral. About 21.7% were extremely dissatisfied with the overall collective
ning process while approximately 8% were extremely dissatisfied with the process.

bargai
Table 6: Analysis of items on Collective Bargaining Procedure
Extremely Extremely
Dissatisfied _ Dissatisfied Neutral Satislied Satisfied Nici

llem Freq % Freg % Freq % Freq % Freq % Total Mean Median e
c1 10 2 75 13 12 2 153 26 350 58 600 43 5 B
c2 11 2 74 12 12 2 150 25 353 59 600 43 5 5
c3 4 1 80 13 160 27 316 53 40 ¥ 600 35 4 4
c4 38 5t 82 14 48 8 158 26 4 1 600 14 1 1
C5 4 1 80 13 0 0 184 31 332 55 600 43 5 5
Cé 4 1 80 13 0 0 328 55 188 3 600 4.1 4 4
c7 2 0 80 13 1 0 514 86 3 1 600 37 4 4
c8 75 13 300 50 10 2 213 36 2 0 600 22 2 2
Source: Researcher’s survey, 2015

Table 7: Overall Rating on Collective Bargaining Process

Rating Frequency  Percent Mean Median _ Mode
Extremely Satisfied (5) 85 14.2

Satisfied (4) 271 45.2

Neutral (3) 67 11.2 3.8 4 4
Dissatisfied (2) 130 21.7

Extremely Dissatisfied (1) 47 7.8

Total 600 100.0

Source: Researcher’s survey, 2015

Efficiency/Efficacy of Collective Bargaining .
To measure the contribution of collective bargaining to resolving industrial actions,
respondents were asked to state their opinion about what they thought m.o.oi mo:no.:f.n
bargaining as a tool for industrial conflict resolution in Nigerian public universities. .:5
various opinions were then scaled to a dichotomous value” to enable us test the various
hypotheses of the study. Table 8 summarizes the opinions of the sampled academic stafl.
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Testing the Stud

Y hypotheses
HO,, Yp

Collective Bargaining does not resolve industrial conflict in Nigerian Public
Universities.

To test this hypothesis, the respondents were asked the following questions;

i Do you strongily agree, agree, neither agree nor disagree, disagree or strongly
disagree that collective bargaining makes peaceful settlement of conflict between
ASUU and the Government? (CB1l)

i Do you strongly agree, agree, neither agree nor disagree, disagree or strongly
disagree that collective bargaining has been used by ASUU and the Nigeria
Government to resolve conflict in the Nigerian public universities? (CB2)

il Do you strongly agree, agree, neither agree nor disagree, disagree or strongly

disagree that collective bargaining has been used to avert strikes over the years
in Nigerian public universities? (CB3)

The responses of the sampled academic staff to the above questions were scaled to reflect
those in favour and those not in favour (i.e. true or false). The Mann Whitney U or
Wilcoxon W test which is the non parametric alternative test to difference of two means
was conducted and the result was presented in Table 8: The results in Table § show that
the response of those in favour of collective bargaining making for peaceful settlement of
conflict between ASUU and the management of Nigerian public universities
(Government) were significant compared to those who were not in favour. The
significant value of test on CB2 implies that respondents strongly agree or simply agree
that collective bargaining has been used by ASUU and Nigeria Government to resolve
conflict in Nigerian Public Universities. Furthermore, the significant value of the test on
CB3 shows that collective bargaining has also been used to avert strikes or industrial
actions in Nigerian Public Universities over the years. From the foregoing, it can be
concluded that collective bargaining has been used extensively to avert and /or resolve

industrial conflicts in Nigerian public universities. Hence, the null hypothesis was
rejected.
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Table 8: Efficiency of Collective Bargaining in Resolving Industrial actions
Mean Sum of Mann Wilcoxon

Response  Rank Ranks Whitney U W Z Asymp. Sig.

CBl TRUE  79.10 917550 143850 199950 2485 0,013+
FALSE  60.59  1999.50

€B2 TRUE  79.10 917550 143850 199950 2485 0013+
FALSE  60.59  1999.50

€B3 TRUE 7970 924530 36850 192950 2739 0.006*
FALSE 5847  1929.50

CB4 TRUE 7970 924550 |36e50 192950 2739 0.006*
FALSE 5847  1929.50

CBs TRUE 8179 948750 415650 168750 -4.037 0.000%
FALSE 51.14  1687.50

CB6 TRUE 8236 955350 46555 162150 -4364 0.001°
FALSE  49.14  1621.50

*significant at p<0.05

Source: Researcher’s survey, 2015

HO,  There is no relationship between collective bargaining and cost of industrial
disharmony.

The following questions were used to test the hypothesis Hyg

iv. Do you strongly agree, agree, neither agree nor disagree, disagree or &Sq,mc.
disagree that collective bargaining reduces cost due 10 industrial disharmony?

Do you strongly agree, agree, neither agree nor disagree, disagree or strongly

disagree that lack of collective bargaining has led to greater loss of revenue due

to elongated industrial dispute?

Do you strongly agree, agree, neither agree nor disagree, disagree or strongly

disagree that lack of collective bargaining in resolving industrial dispute has led

to prolonged strike which has caused poor performance by both students and
lecturers alike?

vi.

The analyses of variables iv, v and vi were done and they were represented as CB4, CB3S
and CB6 respectively (see Table 8). The result shows that respondents’ opinion differed
significantly at 5% for questions iv, v and vi respectively. This implies that (1)
overwhelming majority of the sampled academic staff believe that collective bargaining
directly or indirectly reduces cost due to industrial disharmony in Nigerian public
universities, (2) lack of collective bargaining has led to greater loss of revenue due to
elongated industrial action and (3) Poor use of collective bargaining in resolving
industrial dispute has led to undue or prolonged strike actions which has caused poor
performance by both students and lecturers alike. Summarily, it can therefore be inferred
that collective bargaining has to a greater extent reduced cost due to industrial
disharmony and has further cut loss of revenue that otherwise could have resulted from
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elongated industrial actions. Therefore, the null hypothesis of zero relationship between
collective bargaining and cost of industrial action was rejected.

Relationship between Collective Bargaining and Industrial w&.m:c._ m.wi..o:.:m:n

It was thought that good industrial relation environment provides mm.nza .mﬂo_:a for
collective bargaining. Therefore, the study further investigated the _.n_m:osm:__u. between
industrial relation environment and collective bargaining. Table 10 shows &m impact of
industrial relation on collective bargaining. Approximately w_o\... of momLaEE staff who
agree or strongly agree that collective bargaining resolves industrial conflict have good or
very good industrial relation environment. The Cramer's V statistic shows a significant
relationship between collective bargaining and industrial relation environment while the
gamma statistic shows that the relationship was positive and significant.

The uncertainty coefficient which is a measure of association that -indicates the
proportional reduction in error between two dependent variables was 0.76. The value of
0.76 indicates that having a good industrial relation environment raises the probability of
use of collective bargaining by 76%.

Table 10: Relationship between Collective Bargaining and Industrial Relation

Collective qum.&sw:m

Strong] Strongly
y Disagree
Disagre  Disagre
e e Neutral Agree Total
10 11 18
Very Poor (A7%)  (19%) 8 (14%) 12 (20%) G1%) 59 (100%)
21 13 16 o
Poor @ (e 10(B3%) 19C4%) 00 79(100%)
I
Neutral :qw\& 8(15%) 15(29%) 13(25%) 6(12%) 52 (100%)
= S0
.m 5 Good 6(3%) 9 (4%) 16 (8%) 88 (42%) (43%) 209 (100%)
El] 85
m K} Very Good 11 (5%) 7(3%) 19 (9%) 79 (39%) (42%) 201 (100%)
58 215
Total (10%) 48(8%) 86 (11%) 211(35%) (36%) 600 (100%)

Gamma=0.876, Cramer's=0.552, Uncertainty Coefficient=0.76
Source: Researcher’s survey, 2015

Conclusions

Given the analysis in this study, some conclusions can be drawn. The intense conflict
between the workers and management makes collective bargaining inevitable. To avert or
survive any form of conflict in the Nigerian public universities, collective bargaining
serves as an impetus or instrument to achieve maximum result by arriving at a mutually
acceptable agreement.
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se of collective bargaining has been ﬁozza F., :m«m mcnom.mm:.m__v\_ contributed to
al peace and harmony as well as n?mo:,\o._:na_:a in n:onr.qm incidents of strikes
r unrests in Nigerian public universities, hence, collective bargaining is not

ely a labour - marketing process as was originally considered to be, rather, it
_=n_.o=vq\m.m.vm.m independent opinions and facilitates cordial and harmonious relationship
mmmima: labour — union (employees) and management (employer).

The u
industri
and labou

5.1 Conclusion and zmnoEEo_au:o_._m . . o
Drawing from above, t0 quammm,__ the _ooz.:.:m am:mnq.m .Eq the foreseen Sa‘cm:_m_ crises in
the -Nigerian public universities, n.”o:on:(.a _umqmm:::.m as a Eomrm:_ma .m__o_.__a be
recognized and strengthened as an instrument of realizing the mcc:o objectives of the
government and labour unions. The government m:.a labour unions m.:om“_.a not always
believe in war-war but jaw-jaw and should bear in mind that ,owiwaa_,mm is a necessary
ingredient for the delivering of their own demands and ‘public goods’. Both the union
and the government should see one another as partners ..:.u_.om_dmm for the ao<o_o_u3a.:m of
their members and the nation. Also, the cost of living should be used 8. initiate
adjustment in salaries and wages in the public sector. Lastly, mo<mw.=52: should improve
the finances of the universities, payment of staff salaries, adequate increment, payment of
allowances and other fringe benefits.
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