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Collective Bargaining and Collective Relations
Mechanisms as Correlates of Harmonious
Industrial Relations in the Oil Industry:

A Study of Total Nigeria PLC
Awe, Kayode Obafemi (PhD),
Alatishe, Muroof A.

' anel
" Tughoho, Bolu

tive bargaining and collective relations mechanisms are key
ts in the sys-tem of labour administration, and essential
shredictors of organizational success. This study was carried out to

] t:ca!ly assess the role oj collectlve :’ngammg and wb’ecuve

tes!ed using correlation coefficients. Two hypathe.saf were ,
ed, the alternative hypotheses were uccepted. The findings from - .
ypotheses revealed that there iy a significant relationship

cen effective collective burgaining and collective relations
hanisms, and the enhancement . of harmonious  industrial
ions in the organization. Alyo, a significant relationship was
ound. between- collective bargaining and collective . relations
Chanisms. and workers' productivity In the organization. The
earch recommended a triungulated effectual collective .
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‘and harmony and subsequently improves industrial harmony
workers’ productivity, The problem is traceable majorly to failure to
honour collective agreement between workers and their employers
or the lack of recognition of trade unions on the other hand. The

- breakdown of collective. hargaining and agreement in an

organization usually leads to strikes, absenteeism, sabotage, high
labour turnover and invariably lower productivity and

organizational competiliveness.

Collective hargaining ig a ncgotiation process between the
employers and em-ployees or their associations, on issues
concerning terms and conditions of employment. To this end,
collective bargaining is n potent tool for achieving peace, harmony
and understanding among the industrial parties, most of the conflict
that has been occurring in organization has becn adduced to in
effective or breakdown of collective bargaining and collective
relations machineries. To this end, a lot of resources and revenues
have been lost due fo crisis in organizations. Added to this, collective
bargaining is equnlly seen as an industdal democracy whereby
industrial parties co-cxist and collectively take decisions that affect
both the organizalion, individual in the organization and the national
economy. Several researchers (Ogheitun, 2008) have attempted to
study the problem of collective burgaining leaving behind gaps that  /
need to be filled. Those studies have not attempted to relate m-depth
study collective burgmnmg and collective mechanism directly in
industrial relations in the oil industry. Also, the mentioned studies
(Imafidon, 2009; 1LO, 2002) had different independent variables
and were conducted in different contexts which justify the need for
this study. This rescarch study Is carried out to fill the gap in
knowledge in these areas regarding the role of collective bargaining
_ and relationship mechanisms in achieving industrial harmony in the
oil industry the specific case study of a major oil comipany, and the
implications and to solutions to ceonomic recession in Nigeria.
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@nl‘iec [ve Bargalning
i Lollectivo burgaming has been vanouﬂly Llefned by

For the proper understanding of the con- L'Lpt let us
ome of tlu.qe def'mtl()ns collective bargainlng is a term

nlot.

gor Tayo Fuuhbyin, defines collective bargalning as a
iery for dls-cussion and negotiation, whelhef formal or

t i\t!on and terms of employment between the L‘mplnyet‘, a
roup of employees’ organization on the one hand, und one or

e representative of workers organization as on tho other h'md
hia view ofreaching agreement. :

Dgnn (2()03) glves meaning to the concept of collective
iitgalning by statlng as follows: “Collective bargnining is the
coss by which employers and organized groups scek to
ncile their conflicting goals through mutual
modation”. The dynamle of collective bargainlng demands
‘concessions, Its objeclives is agreement unlike mere
ultatlon; thercfore, collective bargaining procesy assumes
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. replaces the individual’s contract of employment; the proc

. Vi
3 sa%

willinéness on each side not to listen and to cohside 3%
representativeness of the other, butalso to abandon fixed posig '-

¢ ways could be found in the type of subjects discussed, the

where possible in order to find common ground. The Intemnatiggy = r'of reaching agreements; the authority of the meeting and the.

Labour Organization (1976) defined collective bargaining i er
negotiations about working conditions and terms of emplo yr%\ as

between an employer, a group of employers or one or‘niﬁ*-rgl,
workers representative organizations on the other, with a vie 0

reaching an agreement.

esponsibility of the parties for the decision reached.
tion is. a process often used where management appear
catic. The workers may be called upon to express their views on
en subject, thus may or may not have bearing on what they
cide. The employer in this case plays dominant role. Joint

2o - f oy S " 2 uld be defined eting between the worker and
There are several essential features of collective bargainin Al €0 i A ork

which cannot be reflected in asingle definition or descriptio;
the process. It is not equivalent to collective bargaining becays:
collective bargaining refers to the process or means and collectiy
agreement to the possible result of bargaining. Colleg

ing strength but in terms of their work and ability to
ibute to the subject being discussed. Here, discussions focus on
of mutual interests to both sides. Subjects like welfare,
. safety, productivity and others, are dealt with in joint
tonsultation. The collective bargaining 'process represents
Hiegotiation on issues in which both the trade union and their
cmployers have claims and divergent views. The classical examples
it wages and salaries. The process is collective because it replaces
o individual’s weak attempts to effect changes in his conditions of
A . : 2 : ent. &
bipartite, but in some developing countries, the states and somé?‘ tha tylr: é:s;l('lh Zgr;icfessal;da Eagllcreg,alél(;?ngp;zﬁtife?s101;;:1::25'[51;2115 ;r?g

other stakeholder play a role in the form of a conciliator wheres; : : c o i A s
P gt e disagreement. d ng here and a point
agreement occurs or where collective bargaining infringes ji o Thatis cach side JELIE = el g

gover.nmént policy, .governance, public service safety an
security (Goolsaran, 2006). i :

i

employers and employees; it is a method used by trade unionito=

members; where it leads to an agreement, it modifies rathe

#stakeholders’ intervention, industrial relations ‘environment and
trial relations climate. Business ethics, strategic and

It is noteworthy at this juncture that most of the definitions

“collective bargaining” got their stem from the work of Beatrice an¢ -
S'1d{1ey Webb, and this explains why the above definitions were q
similat. Collective bargaining is the main machinery which i
employer and trade unions use to consider demand and resol¥
conflicts. The union use to consider demand and resolve conflic
The other.ways include informal stakeholders’ interventio

i fiegofiation skills, re-orientation and awareness of the social partner
well as tripartite of voice, equity and justice among parties,

ystems and wage response.

E‘egl‘ direction and communication (Awe, 2013). The difference -

orkers where the relationship is seen not on terms of -

ihere. Other collective relations mechanisms include labour and.
~“dispute settlement courts and institutions, informal and cultural

ontinuous, re-orientation of attitudes, knowledge, behavior,

evance. procedure - effective consultative and communicative
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Industrial Relations Environment

Industrial Relations Environment refers to the atmosphere, norms,
attitudes and behav-iours reflecting and underpinning how
workers, unions and managers interact collectively with each
other in thc workplace, which in turn, affecting workplace
outcomes (Kersley ct al., 2006; Pyman et al., 2010), workplace
environment and the contextual factors are sometimes described
as the industrial relations climate and this concept has been used to
explain behaviour and attitudes in the workplace, and interactions
between unions, employocs and employers. Industrial relation
environment thercfore depicts the state and quality of union-
managemen! relations in an organization. Industrial relations
environment can thercfore be seribed as function of work practices
(the organization of work) and employment practices — the
management of people, and thus may be likened to organizational
performance —company and worker outcomes (Awe, 2013).

Bendix (2016), Snappe, (2006); state that industrial relations
environment has been identified us a key mediator factor in the link
between high-performance work sys-tem organizational
performance and eflectiveness (Kerslsy et al., 2006). Other
outcomes that have been found to be associated with a favov._}’rabic
industrial relations climate in-clude positive perceptions of
organizationnl prestige, positive attitudes towards supervisors,
reduced abscnices, turnover ancd conflict, innovation, cusﬁomer
satisfaction and service or product quality (Lee, 2009). According to
Khan (2006), stable industrial relations climate is therefore vitally
important for the economic growth of any country. This observation
is consistent with a study by Goolsarran (2006) which revealed that
the climate of labour and industrial rclations in any country has a
dircct impact on its economic and social development, which
requires a favourable environment in which labour relations can be
conductedin an orderly and responsible manner. -

qan et al., (2010) concludo that employees’ perceplions of e
istrial re-lations climate are more likely to be llivourable if
they have access to direct-only voice arrangemenls. Wher
nagement is perceived by employees to oppose Hnions, {he
‘Justrial rolatlons climate is more likely to be reporied as pog
1 (1997) thereforo identifies six dimensions ol intust|
[ations that can be used to measure industriul relations
ivironment namely: union management cooperatlon, muty
sgard, apathy, joint participation, hostility and trusl.

eatures of Collective Bargaining in the Upstream Oil apg
as [n-dustry : .
ince 1978, the structure of collective bargaining In the Nigerip
'pt:i_valc sector had heen predominantly multi—empInyur.gscctom)
bargaining, i.e. at the Industry level as a result of birth ol industr]
unlonism through legislation. Company level bargaining vxistas
‘well, - but sectoral or industry-wide bargaining I8 domina
company level bargaining is what obtains in the Nigerlun oil and
gos-sector. This dppears to be general trend in oll and s
ompanies in some other countries. “Collective burgilning mgy
be orgnnized at the national, sectoral, enterprise or nt Nictory ley|
- orat a combination of these levels. In the ofl and gan Industries,
there Is clear trend towards decentralization by emphnsizing
enterplise-lovel bargaining Negotiation at the enterprise lev,
which can mean at (he company division level or even it tie plant
level have reported to the JLO by Argentina, Chinu, Finlay,
Japan, Malaysia, Philippines, Poland, Romanlu, Sinpapore,
Thalland and Turkey” (International Labour Organizallon, 2003)
In the upstream oll and gus.Industry in Nigerin, coltgcliw;
bargaining at the company level occupies a pride of place in fhe
dotermination of employment terms and conditions. This is s
because In the Nigerian oil and gas sector there is 1o erriuus
slngulnr employers body for regulating terms ant condition of




s émpl(;yment and as such, enterprise/company bargaining has
flourished . in the private sectot, with the exception of th_e oil and
gas industry and print media industries, there exist an industry-
wide national joint negotiating council for each sector: the national
" joint negotiating councils have functioned relatively well except
that collective agreement freely entered into are subjegt to
ministerial approval by the minister of labour and productmty,
Collectively bargaining in the upstream oil and gas companies is
done at the company level. It is the only industry in Nigena where
collectively bargaining is done solely at the company levssl
“(Imafidon, 2009). PENGASSAN, with current membership
strength of 21,000 in 101 branches (PENGASSAN website, 2009)
and NUPENG are the only two unions to which all the represented
employees in the industry belong. -

There are chapters of the umbrella unions at the company Iew_:ls
‘and these chapters are the vehicles for collective bargaining with
the management of the respective companies. Almost all Fhe
upstream, companies run a two years cycle on coll_ect{ve
agreement tenures. Typically, there are wage re-openers (ie.
collectively bargaining strictly focused on the cash items of the
collective agreement) one year into the two-year agreement
(PENGASSAN CBA, 2007). The collective bargaining process 11t
the upstream oil and gas industries transcends the tradmo_nal
compensation, benefits and working conditions of union
members; the unions have been very strident in stretching

discussions and negotiations to issues like expatriate quota
utilization, promotions, performance management, forms of

employment relationships etc. (imafidon, 2009, fajana, 2009).
This is a unique feature of the oil and gas sector: unions in the otl_ler
_sectors stay closer to the traditional content of collective
bargaining than the oil and gas. Collective agreement are two
parts; the substantive and procedural agreements. The substantive

e
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agreeme"nt relates to wages/salaries, hours of works and terms and
conditions of employment whilst the procedural agreement
pertains to procedures to be followed in the event of dispute

* resolution, periodicity of meetings, and duration of agreement

'i"nter alia. Most labor-management tension is recurrent in their

_nature because contracts are regularly renegotiated. In the oil and

gas sector this is embarked upon every 2 years. According to

Sloane and Witney (2004), no contractual issue can ever be said to

have been permanently resolved in most cases the unions present a

bloated list of demands which is greeted with management’s

counter offers that are usually lower than the unions demand. In

many negotiations, parties exhibit adversarial behaviour leading
toa climate of distrust. Animosity and suspicion which often lead

toconflict. , O A ’

According to Dubin (1954), as cited in Rose (2008), collective
bargaining is the great social invention that has institutionalized
industrial conflict. This implies that without collective
bargaining, industrial conflict. This implies that without
collective bargaining, industrial conflict would threaten not only
the industrial order but also social stability. But owing to the
varied interest of the parties and their bargaining powers, a
consensus is usually arrived at and, in most cases it is usually in -
favour of the unions especially in the oil and gas sector because of
the volatile nature of this sector. Since the employers in the
upstream oil and gas industry dear to shut down production for a
minute many strike ultimate by the unions even:when such
demands are exorbitant and unrealistic because of the catastrophic
effects of industrial action in the oil and gas industry be it the
upstream or downstream sector. Ubeku (1983) has-this to say
garding the impacts of strikes on the state/society. “Strikes,
pecially major one, in a developing country like Nigeria always
lave dramatic effects on the public. This is particularly so in the

L
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case of cerfnln essential industries. In 1975, a single strike nction
by tanker drivers who delivers fuel and diesel oil from ports and
the only refinery at Port Harcourf to all parts of the country
virtually pnralyzed the whole Natlon. Passenger transport was
grounded nnd industries could not functlon”. The stralegic

position occupied by the oil and gas industry in Nigeria has glven .

the unions in the upstream and downstreamn sectors enormous
advaninge und such could bring economic activities to a total halt
whenever Ihglrbdemunds are delayed or are not met, Wages and
conditions vf employment in the Nigerian upatream oll and gas
sector havu buen determined overlime more by the bargaining

power of (liv unions than the traditional markets oriented supply-

and-demani! determinants. This is lrue for both the international
and the indigenous oil companies (Imafidon, 2009). The union’s

enormous hargaining power and sleadfastness in protocling the

interesl of 1lielr members are likely to be sustained into the future.

Effect of Collective Bargaining Process on Indusirial
Relations linvi-ronment ;

Accortling lo Cole (2002), collectlve bargalning process beglns
with the unlon’s claim, which is followed by an Initial counler
offer from management. Once, management ini-tial regponse has
been miade then negotiation can commerce in enrnest, Cole further

points oul (hal In most cases, a settlement is reached without undue ;
delay nnd ucrlimony, end the agreed terms of the settlement aré -

published, lmplemented and subsequently monitored. Each side
has therefore (o decide its overall objectives or strategy, asses Iis
relative burgalning strength, and in the light of that assessnienl,
decide on (he tuctics to be employed lo achieve un optimum rosult.

According lo Aluchio (1998), the process 1s that the union submils.

its problemn to management in writlng within o reasonable time.
Hence, colluctive bargaining is a unfon initlaied process and that £

employees did not form collectives and demand that employers
bargain with them, bargaining might never oceur (Bendix, 2001 ).
the process therefore preclude the employer from taking any
unilateral action by changing the condition of which bargaining
(akes place between a negotiation team consisting oftop managers
und company trade union representatives. The study points out
that on the employer side, the management board appoints the
(erm responsible for collective bargaining. On the employees’
side, respondents reported that shop stewards initially have
meetings with all members with all members to discuss their
demands. Subsequently, union representatives gather to decide
the collective bargaining proposul and the negotiation team. Thus,
evidence suggests that unions make an elTort to find out member's
demands, but the procedure used to decide the negotiation teams
on both sides is generally top-down.

Gomezetal. (2003) explains that purfies are suid Lo be showing good
[aith in bargaining when; they are willing (o meet and confer with
“i=cach other at a reasonable time and place; they are willing to
—“negotiate over wages, hour and conditions of em-ployment; they
sign @ written contract that formulizes their agreement and binds
them to it; and each party gives the other adequate notice of
termination or modification of the labour agreement before it
expires. Similarly, there should also be s genuine willingness on the
part of the parties to give and takc at the bargaining table,
=cooperation and con-sideration of fairness under the process.
Collective bargaining process is thus expected (o be fair and legal,
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developing nations and more so the Africa continent (Pyman et al,;
2010; Wood 2008; Wood and Dibben, 2006; and Budhwar, 2003), It 1alysis
is hoped the study will fill this information gap and stimulate more 2 e .is greater than BPB, then “A™ has a greater bargaining power
it researchon mdustnal relations from this part of the world. = g and the result agreement will tend to Favour “A”. The
b . e erse is the case is expected iF"3" has greater bargaining power
T Importance of CollectlveBargammg o iutead simply put bargaining power in negotiation is the ca-pacity
5[5 The following constitutes some of the importance of Collectwe . ‘.. party to dominate the other duc Lo its influence, power, size or
I bargaining to employers; it becomes easier for the management to - Stes through combination ofdiflerent persuasion tactics
;} resolve issues at the beginning level rather than take compliance of :;
ﬁ individual workers; collective bargaining tends to promote a sense tactors Influencing Bargaining Power
b “of joint security among employees and thereby tends to reduce the atgaining power is not the monupoly of cither party. Once any of
§ cost of labour turnover to management’ collective bargaining ieifactors determin-ing it changes, the power and oulcome of
g - opens up the channel of communication between the workers and if ning may change at any given puini in time, This explains
il the management and increases workers participation in decision ghy wealways say bargaining power is transient in nature. Those
making. To what extent is workers interest or bargaining factors influencing bargaining power can be cutc,;:,m ized into two
protected? Collective bargaining plays a vital role in scttlmg and groups, namely; internal fuclors and external [actors.
preventing dxsputcs : -
, asesfor Bargaining Criticism
Bargaining Power - : ' S ome . critics stress: the importance of bargaining power in
Bargaining power is a concept related to the relatwe abilities of ifluencing wages and em-ployment, shifling them away from
i parties in situation to extent influence over each other. If both parties supply and demand equilibrium or replacing supply and demand
f, are on equal bargaining power, such as a perfectly competitive 2 letely as the determinant ol wages. Burgain power may be
i market or between an evenly matched monopoly and monophony. eicised by employers or both employees. Employer may
i There are a number of fields where the concept of bargaining power nce the wages by restricting them, living when the wages are
has proven to curtains coherent analysis, game theory, labour Delow supply and demand-equilibrium. However, if employer can
i “economics, _collective bargaining arrangement, the price of Woidis competition for labour, they can keep wages down and profit
5 " insurance, diplomatic negotiation, settlement of litigation and are - “sga=siligher. Some critics believe this iy po‘-SIblL because labour markets
3 negotiation in general. Bargaining power is often expressed as a ratio dre typically segmented by skill, expericnce and location. Asa result
i of party’s ability to influence the other participant, to the cost of not fihis segmentation, they feel munty labour markets are dominated
" ~ reaching an agreement (o the parly. i) BPA (Bargaining Power o[ A) oy.one buyer (called monophony), or a few buyers (called
_ = (benefit and costs that can be inflicted upon B) A’S cost of not’ ligopson), Emp!oyecs may also keep their wage costs down by
} agreeir.lg),_ii) BPB (Bargaining power of B) = (benefit and costs that Serimination paying different wages to different workers and as
;5 . canbeinflicted upon A) B?S cost of not agreeing). e as possible, paying each ol the minimum necessary. some
| : " > loyees may accept lower wages that nlhus reject because their
] _ 375
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alternatives wme limiled by gender, race, age, dis: Wbility
unpredictalile pcraonal characteristics having worsc aller Naliveg
they muty acuept lower pay and thus, ullow employers o expand lheu =
workforces without moving up the labour supply curve and payi
higher wapes overall. Again, strong compelition for labour wiy|j
tend to limil (perhaps not climinate) wage discrimination.

propounded by Chamberlin and Kuhn are: 1) conjunctive
ammganclu)Co operative burgaining.

' rpmcal Review
1umbcr of empirical articles h.wc anal ysud the cffccls of umon'

On the cmpiloyee’s part, labour unions can lavuur the me[nyw 3
bargaining power (again) by limiting compelition for jobs among:
the cniployces and potential em-ployecs where thus is veryi
succesuful, il leads to “Collective Barg,dlmng between |
employers nid employees. that is the union or a group of unions
and the employer or a group of employer together negolialey
contract ilinl determines wages and condilions lor a whole p grotp
of employces, sometimes a whole industry ora group ol'industy
This factor muy be exaggerated why about 20% of the Americaj:
Labour Force is union-ized, but unions are more important in soimé -
other induslirialized countries and collective bargaining seltlement:
may influence the wages and conditions for non-unioni
employecs. Also, a group of employees may final means
limiting thelr competition in the absence ol unions. In the absen
ofany union, wheén wages are deterinined by industrial bargainin
the bargainlng of the individual workers may be an importu
influence un wages. This is especially likcly when unplo
'practlcu waes discri 1mmat10n

.private sector and various measures of unionism, also taking
account plant closures.

anufacturing plants with collective bargaining grew by 2% to 4%
S than in non-unionized plants. Bronuus et al,. (1994) detect for a

€ ,_Li[ts by cmploymg e.g. a regression dlaconlmmty dcsxgn which
tilizes the fact that legal recognilion of a trade union according to
{ational labour Relations Act requires an clection among the
force. While Di-Nardo and lec (2004) lind no impact of
unionization on hours of work, the findings for nursing homes by
-0_1 urner et al,. (2012) are in sharp contrast, their eslimates indicate
1athours of work (as a proxy for employment) decline dramatically
seofunion certification.

Types of Cullective B.lrg.umng
Richard and Mckersie identified four models of bargainings
relationship. However, two models were propounded b
Chamberlin und Kuhn, all of which would be given equilss
attention. The types offcred by Walton and Mckersie arcizllss
Distribution bargaining ii) Integrutive bargaining. iii) Inlit
organizativnal bargaining. iv) Attitudinal structuring, the ofl
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Methodolopgy 2
The survey design was adopted for the study. Stratificd sampling -
technicue was used to select the respondents for the study. Tl
main instrument of data colleclion. is the ques-lionnnire,

mu:mrnmcl ric Correlatlons

Descriptive slutistics such as simple per centuge and lrequency Colliesive :L:I'::z:':“‘ "o
tables were used in the prcscntahon nnd analysls of datu, while (lc Bargaining ylinns '
relevanl hypotlieses were tested using correlation coeflicients. Bl P i Caieelaniis 1. e

Sig (1-uiled) 7l naa
Hypothesen Testing - i i
Pearson Currelation \vususedtomeusumlhcullcctoflndt.puulbnt Per Pourten Podiotan EoTL %
variable (o Ihe de-pendent variable o hypothesis 1, to 2 and proper Sig (2-tailed) i
interpretallon and analysis techniques were uaud o expluln the % ',1 9
hypothesen lesting. LS
Hypotluslu (1) ' ' : ' orrelation is significant at the 0.05 level (2-tai'lc:l)_

Ho: There is no significant rel.ulonslup between collective
bargaining aud collective relations mechanisms and the
enhancement of harmonious industrial relutions in (he oil
compaiy. :

n4 I2) lhetefore we re_|ect the null hypotheqls mul ncm,pt the
Hcrlmtwc hypothcslq

Hl: There in significant relationship botween collective
bargaining and collec-tive relalions mechanisms and (he
enhancement of harmonious industrial relations in (he ol
company.

o result above shows thal there is a significant relationship
etween collectlve bar-gunining structured policies and
zenhancement of harmonious industrial relations 1 the
rgunization. The correlation co-efficient shows that (here is a
rong positlve relution-ship existing between the dependent and
hdependent variable with the value of 0.774. -

/

Deseriptive Statistics

Mean | Sid. Deviation i | |mlht§ls 2)

Collective Bargaining 17324 | 1.20862 ‘There I3 no significant relationship between collective
Harmonious Indus trial Relations 18029 | 10375 nrgmnin;, and collectlve mechanisms processes anl worker’s

procuctivity in the organization.
1o; There is significant relationship belween Lollectlve
argaining and collee-tive mechanisms processes and worker’s
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productivity in the organization.

Descriptive Statistics

: Nlean Std. Deviabion N
Collective  Bargain- | 19577 122401 71
ing
Workers  Productiv- | 1.2070 89240 7l
1ty
Nonparametric Correlations
Correlations '
Collective ]
Barzaining. Work=rr Productisinye

[“ollective Bargaining

Peanon Carrelation

|

L8027

Sig. 1 2-niled) il 000

N 7l
[Workers Producdviry Pearcon Correlation S0z |

Sig- (2-niled) 000 '

x 7l 7l

* Correlation is significant af the 0.05 level (2-tailed).

Interpretation of the Result

The strategic position occupied by the oil industry in Nigeria has
given the unions in the upsiream and downstream sectors
enormous advantages and, as such, could bring economic

activities to a total halt whenever their demands are delayed or arc -

not met. Wages and conditions of employment in Nigerian
upstream oil indusiry and have been determined over time more by

the bargaining powcr of the unions than the traditional market -

oriented supply and demand deferminants. This is true for both the
international and the indigenous oil companies (Imafidon, 2009).
The unions’ enormous bargaining power and steadfasiness in

protectin g the interests of their members are likely to be sustained
into'the future.

,g'igrmunlmls industrial relations is a sure punacea for
sunizational aliments because any move, attempls, slrategy and i
5 iﬁc,—”pcmlional aplions to get the organiza-tion hack on its fect i
iy not succeed I the unions/workers are susplcious and
atagonistic about the move or intentions of by mnuugeiment of
jost of the orgnnizations and the genuine ellorts of the i
avernment  to  the ailing organizations and the national ia
conomy are not ylelding expected positive results beenuse of the
-y sented mistrust between the workers and the manngenients of
i¢. organizations. Coupled with the problem [rom out the

: b': bal economic meltdown In 2008, united workliirces, good
mnagement and government will easily over-come (he problem

1e Nigerian up-siream oil and gas industry. Colleclive bargaining
nds In the oil and gas industry has its own uniquenesy comparable
=0 ather worker protective systems. The issue ol cim-ployment
‘relationships in the upstream oil and gas companles lorm a
nificant portion of the sources of work stoppages nnd vther forms
= 0fIndustrial disharmony in the sector.

irgaining process has a significant effect on industrlal relations
wironmenl. The sty demonstrated that staffs are sutlsficd with
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scenarfo could be applied in other economic seclors parties
braces the spirit of give and take, fairness, ‘comiltment and
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timely implementation of agreenicnt and two, if management ang

union officials endeavour (o ncquire negotiation skills ang
knowledge intlabour relations matlers so as to improve the process,

The study therefore reafTirms (ha un(lcrstan(lin.g 110\_«! parties hz}n‘d]c;_
collective bargaining process, is very cpuqal in detcrmlnmg___
industrial relations environment in organizations. The researc)y-
therefore contributes to advancement of k:_nowlcldge on the rc_al.e of
collective bargaining in enhancing harmonious industrial relatlons:_r_-

in a bid to overcome the economic recession in Nigeria.

Recommendations

The paper recommcx_ldcd that the govemmcp’t, state sta_kcholdc.rs-‘ :
political, institutional, culh:mll shugld be lnvolved'm conflict -
management within an industrial natlopal setup. Thenc;!u_)uld be
an improvement in strategic re-orientation, acqmmhon of
negotiation skills, opcn governance and transparen :
communication in the joint consultation and management by

objective (MBO) to the level of  collective bargaining. The

research also recommended that sirong an_d effective collective
bargaining and collective relations mechanism, and clcveiqpm;nt.
of enabling employment relntions strategies in the Nigerian.

economic sectors in a very dynaimic environment of globalization:

and competitiveness so that o synergy of lproducpwty, crcalm'ty ':
and innovations, social, technological and industrial harmony will

be enhanced. These lessons could be leamt and applied at bo!h
national economit -

organizational, industrinl scctor and
developmenl level in Nigeria.
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clved Influence of Physical Work Environment
i Employees’ Perforimance in Sclected "Tertlary
Institutions in Lagos State.
Bankole, Akanji Rafiu (Ph.D)
Aremo, Michael
and
Oderinde, Kunle Michael

st act ,

physical work environment on employees’ perfinmance in
ted tertiary institutions in Lagos State, Nigeria. A descriptive
y.research design was adopted and a sample of 400 re-
dents was selected from three government ovwned 1ertiary
tions in Lagos State, using multi-stuge sampling
dures. Data were collected with the use of questionnaire
rged: Physical Work Environment and [mployees’
rformance (r=0.92). Two hypotheses were tested at (.05 level of
cance with the use of multiple regression. The five (5)
ments of Physical Work Environment (QOffice Space,
ilation, Lighting, Noise and Furniture), which constituted the
pendent variables jointly predicted employees’ performance
he respondents (R=0.760). Specifically, the predictors
ributed 57.2% (Adjusted R—~2=0.572) to the varlunce of the
dterion variable. This contribution is significant (1'=98.093;
0.05). Also, each of the independent variables significantly
$(P<0.05) predicted the dependent variables with ()f)ice Space
i/ ving the greatest relative contribution (§=0.312; r=7.159;
(05). Based on the findings, it was suggested, amony other
lings, that government, especially at Federal and Stute levels,
hould create enabling and conducive work enviroument for
Wtlary institution employees by ensuring that office environment

stucly examined the composite (joint) and relative influcnce of

w5
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