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ABSTRACT

Nigeria lias recently witnessed a Inuge increase in the number of industrial actions. No day passes
in Nigeria withotit strikes or tlnreats of strikes in one form or another. In fact industrial actions
Inavc become so endemic in Nigei'ia tliat' even our courts would lie prepai'ed to take judicial notice
0 'tinenn. In tine ligint of tinis, to avert tliis unhealthy trend, tlie promotion and development of
collective bargaining lias Incen proclaimed to be The most' desirable medium ill set'tling industrial
conflicts in a work environment. This study is designed to critically examine tine impact of
collective bargaining on industrial conflicts resolutiion in Nigerian public universities, 'fhe study
targeted academic staff of botln states and federal universities in Soutln-West geo-polit'ical zone of
Nigeria, owing t0 tlneir active participation in industrial actions. Tlie sample size of 600 academic
staff were selected from 6000 ASUU members in South-West geo-political zone, 'M'lie use of
collective bargttining has been fOund to littve meaningfully contributed to industrial pettcc anti
harmony as well as effective medium in checking incidents of strikes, laliour unrest's and brain
drain in Nigerian pulilic Linivcrsities. -lence, govei'nmciit sliould recognize and strengtincn
collect'ive bargaining to littve conducive atmosphere in Niget'itin fjnivcrsities.

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

Introduction
HE riglit to bargain collectively is no longer subject to doubt or debate. This
riglit' is accorded to botln tine employee and the employer although in practice tire
former seeks recognititnn tnnd enforcement oftl'ic riglit nioi'e of'ten tl'ian tlie latter.
One niust not fear tO negotiate, ai'id our negotiation iust not lie in fear.
Inherently, bargaining and human existence are inseparable to an extent that where more
than hvo persons are gat'liered, tlie next' possilile party is o' sliould be bargaining. The
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right to bargain collectively witli an employer eirliances tlie human dignity, liberty and
autonomy of workers by giving tlicm tlie opportunity to influence the establislunent of
workplace rules and thereby gain some control over major aspect' oftlieir lives precisely
tlreir work. Collective bargaining is not simply an instrument for pursuing external ends,
rather it is intrinsically valuable as an experience in self-government as it permits
workers tO acilievc a form Of workplace democracy, to ensure tlie rule of law in tlie
workplace and allow workers to gain a voice to influence establishment of' rules that
control major aspects oftlieir lives. (Fashoyin, 1992)

L'lie promotion and development of collective bargaining lias often lieen proclaimed as
one of the major concerns of Nigerian labour policy. Basically, of all tlie models of
industrial relations practices in contemporary cajnitalist economic settings, tine 0l'ie based
upon tine principle of free and voluntary collective Inargaining Ihrs been acclaimed tO be
most desirable.

According t0 Fashoyin (1992), an individual emjnloyee is obviously too weak to be able
to 'ftilly rcgulat'e all aspect's of Inis employment relation tlirough Inis employer, thus
collective bargaining serves as tine basic channel of expression of eacln actor’s total
experience, needs, lesii.es and aspiration of'life whicl'i are transfornned into soi'inc 'fOmn of
verbal negotiation and consensus.

According to Mamoria, Mannoria anti Gankar, (2010) tine importance Of pcaceful
resolution of conflict in evei'y ennjnloynnent is in fact not unknown to botln employers and
employees, but' because Inotli Inave different olnjeetives winicln are pursued from different
directions and metlnods Ines made tl'ie attainnnent of peaceful resolution a mil-age.
Different factors anti reasons paved way tO conflicts betw'een Academic Staff' fjnioin of
Universities (ASUU) and tine Federal and State Goveri'iments as experienced between
1993 and 2013. Specifically, some of the factors in juestitnn inclutle condit'ions of service
and we.fa-e of workers. However, wages are always tine upsinot of industrial crises
especially in tire less developed countries like Nigeria witln its characteristics.
Significantly, several metlnods Inave been employed tO Inandle industrial conflicts
engulfing tine Nigerian Pulnlic Universities including fact' finder, mediation and
arbitration. "Ilne nnost common approacln is industrial action which ttlways pitclnes the
ennjnloyees against' tine government eitlner as sympathizers or directly affCcted group of
intlividuals thereby aggravating tlre issue to demonstration (peaceful and violent). (Catinz
and Zylberber, 2009). Unfoitunately, tine outcome Of sucln a metlnod Ines been tlre
inability tn achieve tlre pursued olnjeetives, loss Of man houi-, brain drain, and at the
extnenne, loss of' lives and projnenties. Unis therefore study examined tine impact of
collective Inargaining and industrial connfiict resolution in Nigerian pulnlic universities.

Statement of Hypotheses

HO| Collective Inargaining does not resolve workplace conflic.ts in Nigerian Pulnlic
Universities.

HO There is no relationship between collective bargaining and cost of industrial
disharmony inNigei'ian Public Universities.
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2. Literature Review

2.1 Conceptual Definitions

Okpanachi (2003) asserts that, the practice of collective bargaining staits witli tire
registration of employee’s union after which tlie executive or management of such union
will then bargain collectively on matters pertaining to wage, liours of work and other
conditions of employment. Agreement arrived between tlic two pai'ties will govern all tlie
present and future employees. Collective bargaining was developed over a period of time
as a metl'iod of utilizing democratic procedures in employer-employee relationship. The
individual worker it the labour union exercises has voice in tlie bargaining process
through liis union representatives (Fashoyin ,1992).

"I'lie concept of collective bargaining is tlie offshoot of trade union activity. It is a
civilized bipartite confrontation between tlie workers and management witli a vie v to
arriving at an agreement. It assumes willingness on eacli side not only to listen and to
consider tlie representations of tlie otlier but ilso to abandon fixed positions wliere
]lossible in order to fincl comi'iion gi'ountl. Tlius, it is a strategy ‘for industrial democracy
and machinery adopted ‘forjoint resolution of conflict bet'ween workers and management,
botliei'ing on wages, conditions of works anti other 'elated issues.

Faslioyin (1992) defined collective bai'gaining as a macliincry for discussion and
negotiation, wlietliei' formal or informal lietwccn employer(s) and workers’
representative, ain‘ied at reaching mutual agreement o' understanding on tlie g'eneral
employment relationship between tlie cmployer(s) and workers. The aims are to
acconimodat'e, reconcile and oltei'i times comproi‘iiise the conflicting interests of tlie
parties.

I"lowever', it is pertinent tO liot'e tliat under tliis agreement, tlie li'ianagement is forced to
negotiate certain ai'eas and conditions of woik witli workei's’ representative, '[lie I'esults
of negotiation are usually bindii'ig on tlie parties liut not all arc implemented to tlie lettei'.
Yoder (1979) desci'ibes colle-ctive bargaining as tlie pi‘oeess in which conditions of
employment are determined by agl'cenicnt’ between representatives of'an organized group
of emjnloyees and one 0 more employers. According to Inim, it is called “collective”
tnecause employees form an association tliat tlaey autlnorize tO act as tlieii' agent' in
reaclning an agreement and because employers may also act as a gi'oup l'atlner tinan as
iintlividuals. It is descrilned as “bargaining” in part bec-atisc tlie mctlnod of reaclaing 1
agi'eemcnt involves proposals and counterproposal offers and counter offers.

Accoi'ding to Al'mstrong (2012), collective bargaining involves employei's and unions
reaclning agi'eennent on Ici'nms and conditions of employment and tine ways ii1 waicln
employment issues such as disputes, grievances and disciplinary luatt'ers slnotald be
I'esolved. Bai'gaining arrangements I'esult' ill collective agreements, wliicln ai'e fo.'linel
agi‘eenncnts between management -ad trade unions dealing wit'll td'1lis and contlitions Of
cnaployments or otlier aspects of tlie *elationsl'iips between tlie two pait'ies. 'Tlney may be
subst'antivc agi‘ccnnents dealing with tei'ins anti conditions of employment, 01’ tl'iey may tie
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procedural agreements dealing witli the procedures for collective bargaining. According
to Fashoyin (1992), tliesc ai'e sometimes called framework agreements because they
provide a structure for the bargaining process. Therefore, collective bargaining is a means
througli wliicli indust'rial democracy can be accomplisli in a work environment provided
the parties are willing to understand an) cooperate with tlie terms and contlitions of the
agreement.

l.emay (2000) defined the concept as tlie bargaining mechanism of union on behalf of
employees as opposed to an individual worker representing himself. This definit'ion
emphasizes collectivism as against individualism between employers and employees.

Collective bargaining is both the process of negotiating between unions and employers on
issues lircctly affecting conditions of employment and a means of limiting unilateral
lecisions and actions by employers and governments. (This Ray, September 17, 2012).
'I'lie approach to collective negotiations depends on the view that con'fiict of interests is
inevitable between employer and employee because tlicre is an authority relationship in
which the aims of the two pai'ties will at least sometimes conllict. According to
Sivarethinamohan (2010), conflict and tire need to manage it occurs every day in
organizations. A worker entering an industrial organization to worl is automatically
subjected to an infinite set of rules, instructions and commands. 'Llic organization also is
subjected !) certa.in obligations-which have to be met to tlie worker. This is a power
relationship that, usually breeds confiict right from tlie onset. Industrial conl'lict is a
lisagreement, controversy, quarrel, argument or divergence Of int'erest’ over issues
relating to wages and working condition between workers and management.
Swaretliinamot'ian, (2010)

Sivarethinamohan (2010) coined intlust'rial conl'lict as tlie total range of behaviour and
attitudes that express opposition and divergent orientations between individual owners
ai'id managers on tlie one hand, md working people and 'lie.ir organizations on tlie others.
Confiict resolution therefore implies tlie diagnostic (irocesses, interpersonal styles, and
negotiat'ion strategies Iliat are designed to avoid unnecessary confiict and reduce or
rc.solve existing and excessive confiict. The ability to understand and correctly diagnose
con'fiict is essential to managing.

2.2 Theoretical Framework

Theories, of Wages

(M Bargaining Tlieory of Wiigcs.

Yoder (1979) I'evealed that tlie union view and union policy lean lieavily on a bargaining
theory of wages, litis simplest form, it liolds tliat levels of wages in each labtiur market
are set by tine opposing economic strengllis ofemployei's and workers. 1f employees, by
acting in eoncei't through tincii- union as bargaining agent, increase tlneii' economic
strength, tlney can tlnereby raise wages. In effect, economic st'rengtli is measured by
ability to withhold labour anti tlius finree employees to forego employment or to 'Ind
substitutes for labour.
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The study adopted tlie simple tandom sampling method because it gave every member of
tite population equal cliances of being selected.

Method of Analysis

Cramer's
Cramer's V is usctl to describe tlie magnitutle or association bet'ween categorical variables
(nominal) wlien tlte number of rows, tlie number of columns, or both is greatei- than two.
Cramer's V must' lie between 0 (reOecting complete independence) and 1.0 (indicating
complete dependence Q" association) between the study vat'iables. If the number of rows
or tlie numliei” of columns in tlie contingency talile is two, tlie value of Cramer’s s
identical to tlie value ol'jihi.
Cramer's V is comjiutcd by taking tlie square root of the chi-squared statistic tlivided by
tlie sample size and tlie minimum dimension minus 1
Mathematically, it is expressed as;

x2/n
vi min(k-I,r 1)
Where.
is tlie chi-square value
n is tlie nuiubcr of observation,
Kk is tlie number of columns, and
r is t'lie nunibei- of rows

4. Results and Discussions

Socio-economic Characteristics ofSampled Population

Table 1 sliows tlie summary of tlie socio-economic cliaracteristics of tlie survey
respondents. 78% of the res'pondents were male wliile 22% were female academic stal'fof
tlie various universities under study. Approximately 610 of tlie total study population
were between tlie age.s of 55 years and below witli a mean age of 52 years. These
academic staff liad at least 14 years of experience in tlie tcacliing profession and nvere
active meii'ibers of tlie Academic Staff (Jnion of Universities (ASUU). Aliout' 540
respondent's representing 90%) of tlie total study population agreed to liave participated on
strike/industrial action for a minimum of' 12 times or more in tlie last degade.



Table 1: Socio-economic Characteristics ol'thc Respondents

Variable Frequency Percent Mean
Male 468 78
Female 132 22

0 Total 600 100
<45 Years 117 19
45-55 250 42

< >55 years 234 39 (52)
"l'otal 600 100
<10 years 117 19
10-15 282 47

0 (14)
>15 201 34
Total 600 100

.Sc Yes 540 90
No 60 10

1< Total 600 100

" <6 8l 133
0 0 610 99 16
11 >10 421 70

Total 600 100
Federal 523 87
State 11 13
"L'otal 600 100

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

Causes of Industrial Conflict

There were eleven (11) hypothetical items tliouglit to affect industrial canflict; tliese
items includes but not limited to; Wage Rate (Al), Working Conditions (A2), Working
Horn's (A3), Wecljure Packages (A4), IVork Schedules (A5), Professional Training or
Training Matters (A6), Poor Academic/Research Funding (A7), Unfavourable Institution
Policy (AS) , Poor Working Condition (A9), Poor Infrastructure AlO), and Unfair
Labour Practices (All). Respondents were requested to state how often (always,
sometimes, rarely, at least' once and never) tltcse items liave generated industrial conflict
in tlieii- .espective institutions. The analyses Oltlie items are as summarized in '"able 2.

The result sliows tliat no fewer tlian 85/ of the academic staff from tlie selected'public
universities in Nigeria agreed that major cause of industrial conflict’ between
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management and staff members oftlieir institutions are always or sometimes due to wage
rate. Wage rate as used here is defined to mean low income or poor earning on tlie part Of
tlie workers which is not commensurate wit'll or equal to tlie services being provided. A
filrtlier test using measure ofcetitral tendency or location sliows tliat the opinions of these
resjiondents are symmetrical, boor working conditions was another item lielievcd to
have caused industrial disharmony between managers and staff in Nigeria public
universities. Approximately 92% of respondents agreed tliat this item was always or
sometimes resjionsible for industrial contlict (past or present) in Nigerian !ublic
univei-sities. Again tlie test of location (mean, median and mode) sliows tliat respondents’
opinions were symmetrical. According to tlic respondents, other important items believed
to liave always or some.times caused industrial cont'lict includes: welfare packages (82%),
poor acadcniic/researcli funding (89%), unfavourable institUtion )lolicy (82%), poor
working conditions (82%), poor infrastructure (82%) and unfaif- laboui. Jiractices (86%).
Tlie symmetrical nature of the respondents’ opinions reveal liow strong or convinced they
feel alnout tlnese items.

Table 2: Analysis of items on Causes of Industrial Conflict -

Somelim
Always Rarely A Least (luce Never

Ire
Item Freq % a / Freq / Freq % Freq % Total Mean Median Mode
Al 357 65 120 20 34 6 43 1 16 3 600 5.0 5 .5
A2 345 58 202 34 n 2 32 5 10 2 600 4.8 5 5
A3 55 9 120 20 321 54 89 15 15 3 600 3.3 3 3
A4 388 65 100 17 45 8 36 6 31 5 600 4.9 5 5
A5 83 14 120 20 333 56 31 33 600 2.6 3 3
A6 89 15 0 0 221 37 234 39 56 9 600 3.8 3 4
M 422 70 110 18 34 6 22 4 12 2 600 5.0 5 5
AS 180 30 314 52 45 8 32 5 29 5 600 4.3 4 4
A9 314 52 179 30 48 8 31 5 28 5 600 4.7 5 5
AlO 325 54 166 28 44 33 6 32 5 600 4.8 5 5
All 30(1 50 214 36 39 25 4 22 4 600 4.6 5 4

Ratings (Al vays=5, Soiniethnnes=4, Ranely=3, At least onnce=2 Never=lI)
Source: Researcher’s survey, 2015

Table 3: Overall Rating of Item oil Industrial Conflict

Rating Frequency Percent Mean Median Mode
Always 263 43.8

Sotnetimes 150 25.0

Rarely 17 181 4 4 4

At !.east 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 whicli de-fines the liarmonious or cordial working
relationship that exists between an employer and employee was believed to generally act
as a catalyst that facilitates collective bargaining leading to industrial peace and harmony.
Therefore to have proper view or understanding of tire collective bargaining processes
and procedures in Nigerian public universities, tlie following eiglit items were used t0
described the industrial relation environment: Management union cooperate well (Bl),
Mutual regard between management & union or members  staffexist (112), Union and
managenrent are willing to confer ( ( Management facilitate union operations (B4).
Union participates in decision, niaking (B5), Management an.d union resolve disputes
amicably (B6), Management attitude towards the union isfavorable (B7), Management
and union share information freely (B8). 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 tlrat management and union cooperate well, wliile
mutual regard between management and union or staff members does not exist at all
(88% strongly disagree or disagree). Majority oftlie respondents also strongly disagree or
simply disagree tlrat management and union are willing to confer and as a result it was
difficult and almost impossible for tlie two parties to be open to any agreement especially
in resolving issues tliat could lead to industrial conflict.

The practice of not letting the union take part in decision making was decried by 93% of
tlie respondents. Tlie management of Nigerian pulilic universities are also not willing to
share information fteely witln union members or members of staff (59% strongly agree or
agree). 'Tlne overall rat'ing ofintlustrial relation in Nigerian pulnlic universities as found in
‘fable 5 slnows tliat tine relationship Inetween management and union 0L academic staff
was poor on tlie average.

Table 4: Analysis of items on Industrial Relation Environment

Strongly Strongly
Disagree Disagree Neutral Agree Agree
Ite Fre Fre
q % % Freq % Freq % Fl’eq / TOta| Mean Median Mode
Bl 185 31 340 57 n 20 3 28 5 600 2.3 2 2
183 31 342 57 21 20 3 28 5 600 23 1
4 600 2.3

154 26 266 44 80 40 60 10 600 25

5
5 2
406 68 136 23 24 4 12 2 22 2
13 2
89 5 466 78 15 3 20 3 10 2 600 21 2
2
3

SBRBY

235 39 17 28 180 30 10 2 8 1 600 23

B7 6 3 26 4 489 8 49 8 20 3 600 32

B8 12 2 32 51 15 28 60 10 20 3 600 25 2
Rating (Strongly Disugree=I, Uisagree=2, NeutraH, Agree=4 and Strongly Agre.e=5)
These items were adaptedfrom Patrick et al, 2013.

Source: Researchers' Survey

N W DD N N DN



Table 5: Overall Rating on Industrial Relation E-nvironment

Rating Frequency Percent Mean Median Mode
Very Good (5) 59 9.9

Good (4) 106 17.6

Neutral (3) 116 21.3 2 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 tliis study was to investigate tlie collective bargaining
processes and procedures as practised in Nigerian public universities. To do tliis, the
following eight (8) items were evaluated using five point likert scale; fairness of the
process (Cl), willingness of nianagement/government to negotiate (C2), time taken to
reacli 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 tenus (C8). Respondents were asked
to rate these item on a five (5) point likert scale ftom extremely dissatisfied, dissatisfied,
neutral, satisfied, and extremely satisfied.

The result of tlie analysis on collective bargaining procedure sliows tliat 84% of tlie

academic staff in Nigerian public universities were extremely satisfied or simply satisfied

with tlie fairness of tlie process wliile 13% and 2% respectively were dissat'isfied or

extreiuely dissat'isfied witli fairness of tlie process. Only 2% were neutral. Similarly,

approximately 830 of respontlents were extremely satis'fied or satisfied tliat government'
and/ or management are willing to negotiate wlien called upon IOr collective bargaining,

'rile time taken to reacli an agreeiuent were rated by 20/o of the respondents as extremely
satisfied or satisfied while about 80% of respondents were eitlier neutral or dissatisfied
witli time taken to reacli an agreement. Tliis is not a surprise since in recent tiiues
industrial actions liave crippled Nigerian public universities and sometimes lias sliut
down academic activities for as long as complete academic calendar.

Furtliermore, the study sliows there was little or no concern for othei- paities’ vieiv point.
Olily 270 seems to lie satisfied witli tliis process. Ironically, 86% O'ftlie academic staff
samjiled were extremely satisfied or simply satisfied witli tlie parties willingness to give
and take. Tliis spirit of give and take exhibited by tlie two partiies coupled witli liigh
degree of feedback given to members lias no doubt played a major role in maintaining
industrial liarmony. More tlian 80% of tlie total respotidents were extremely satisfied or
satisfied witli members' participation in collective bargaining processes. Only 13% were
dissatisfied with degree of members' partieijiation. Wlien it comes to tlie implementation
of agreed terms, approximately 63% oft'he academic staff were extremely dissatisfied or
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Testing the Study hypotheses
HOi Collective Bargaining does not resolve industrial conflict in Nigerian Public

Universities.

To test this hypothesis, the respondents were asked tlie following questions;
Do you strongly agree, agree, neither agree nor disagree, disagree or strongly
disagree that collective bargaining makes peaceful settlement 0 convict between
ASUU and the Government'? (CBI)

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

iii. Do you strongly agree, agree, neither agree nor disagree, disagree or strongly
disagree thtit collective bargaining has been used to avert strikes over the years
in Nigerian public universities? (CB3)

The responses oftlie sampled academic staff to the above questions were scaled to reflect
tliose in favour and those not in favour (i.e. true or false). The Mann Whitney  or
Wilcoxon W test wiliiclr 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 8 sliow that
the response of those in favour of collective bargaining making for peaceful settlement of
conflict between ASUU and tlie management of Nigerian public universities
(Government) were significant compared to those wlio were not in ‘favour, ‘file
significant value of test on CB2 implies tliat respondents strongly agree or simply agree
tliat collective bargaining has been used by ASUU and Nigeria Government to resolve
conflict in Nigerian Public Universities. Furtliermore, tlie 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, tlie null hypotliesis was
rejected.



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 9175.50
FAESE 60.59 1999.50
CB2 TRUE 79.10 9175.50
FAESE 60.59 1999.50
CB3 TRUE 79.70 9245.50
FAESE 58.47 1929.50
CB4 TRUE 9245.50
FALSE 58.47 1929.50
CB5 TRUE 81.79 9487.50
FALSE 51.14 1687.50
CB6 TRUE 82.36 9553.50

FALSE 49.14 1621.50
*significant at p<0.05
Source: Researcher’s survey, 2015

,1438.50 1999.50 -2.485 0.013*

1438.50 1999.50 -2.485 0.013*

1368.50 1929.50 -2.739  0.006*

1368.50 1929.50 -2.739  0.006*

1126.50 1687.50 -4.037  0.000*

1060.50 1621.50 4.364 0.001*

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

The following questions were used to test the hypotliesis 1To.

W. Do you strongly agree, agree, neither agree nor disagree, disagree or strongly
disagree that collective bargaining reduces cost due. to industrial disharmony?

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

disagree that lack  collective bargaining has led to greater loss 0 revenue due
to elongated industrial dispute'?

Vi Do you strongly agree, agree, neither agree nor disagree, disagree or strongly
disagree that lack 0 collective bargaining in resolving industrial dispute has led
to prolonged strike which has caused poor performance by both students and
lecturers alike'?

The analyses of variables iv, Vand vi were done and tliey were represented as CB4, CB5
and CB6 respectively (see Table 8). The result sliows that respondents' opinion di‘ffered
significantly at 5% for questions iv, V and vi respectively. Tliis implies that (1)
overwlielming majority of the sampled acatlemic stal'f believe that collective bargaining
directly or indirectly reduces cost due to industrial disharmony in Nigerian public
universities, (2) lack of collective bargaining lias led to greater loss of revenue due to
elongated industrial action anti (3) Poor use of collective bargaining in resolving
industrial dispute has led to undue or prolonged strike actions which lias c.aused poor
performance by both students and lecturers alike. Summarily, it can therefore be inferred
that collective bargaining lias to a greater extent reduced cost due to industrial
disharmony and has t'urther cut loss of revenue tliat otherwise could liave 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 Relation Environment

It was thought that good industrial relation.environment provides fertile ground for
collective bargaining. Tlierefore, -tire study further investigated tlie relationship between
industrial relation environment and collective bargaining. Table 10 shows the impact of
industrial relation on collective bargaining. Approximately 81% of academic staff wlio
agree or strongly agree that collective bargaiiring resolves industrial conflict liave good or
very good industrial relation environment. The Cramer's  statistic shows a significant
relationship between collective bargaining and industrial relat'ion environment .yhile-the
gamma statistic shows tliat tlie relat'ionship was positive and significant.

'flic uncertainty coefficient wiliicli is a measure of association tliat ..indicates the
proportitinal reduction in error between two dependent variables was 0.76. The value of
0.76 indicates that I'laving a good indust'rial relation environment raises tlie probability of
use of collective bargaining by 76 /o.

Table 10: Relationship between Collective Bargaining and Industrial Relation
Collective Bargaining

Strongl Strongly
y Disagree
Disagre  Disagre
e e Neutral Agree Total
10 il 0
Very Poor (17%) (19%) 8 (14%) 12(20./.) (31%) 59(100./.)
0, 0
Poor (27%) (16/0) 10(13%) 19(24%) (20%) 79 (100%)
10
Neutral (17%) 8(15.1.)  15(29%) 13(25.1) 6(12%) 52 (100%)
90
0, 0, 0, 0,
3 Good 6 (3%) 9 (4%) 16(8%) 88 (42%) (43%) 209(100%)
I Very Good 1)5%( 7)3%( 19(9%) 79 (39%) (43";)) 201 (100%)
Total
ota ) /( 48)8/.( 86)1L/( 211)35./( (36%) 600 (100%)

Gatnma=0.876, Ci'«mer's=0.552, Uncertainty Coe#)c ent=0.76
Source: Researcher's survey, 2015

Conclusions

Given tine analysis in tlnis 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 tine Nigerian public -universities, collective bargaining
serves as an impetus or instrument to achieve maximLinn result by arriving at a mutually
acceptable agreement.
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The use of collective bargaining lias been ‘found to liave successfully contributed to
industrial peace and harmony as well as e'ffective medium in cliecking inc.idents of strikes
and labour unrests in Nigerian public universities, lienee, collective bargaining is not
merely a labour - marketing process as was originall'y considered to be, ratlier, it
encourages independent opinions and facilitates cordial and liarmonious relationship
between labour- union (employees) and. management (employer).

51 Conclusion and Recommendations

Drawing from Ibove, to forestall tlie looming dangers oftlie foreseen industrial crises in
tlie Nigerian Jiublic universities, collective bargaining as a meclianism sliould be
recognized and strengtliened as an instrument of realizing tlie public objectives of tlie
government and labour unions. Tlie government and labour unions should not always
believe in war-war but jaw-jaw and should bear in mind that ‘compromise’ is a necessary
ingredient for tlie delivering Of tlicir own demands and 'public goods’. Doth tlie union
and the governn'ient sliould see one anotlier as partnei's in (irogress for the development of
their members and the nation. Also, tile cost of living should be used to initiate
adjustment in salaries and wages in tlie public sector. Lastly, government should improve
tlie finances of the universities, payment of sta'ff salaries, adequate increment, payment of
allowances and ot'her fringe benefits.
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