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Abstract

Dispute is a haste characteristic of every society. There is no society that exists without
conflicts. In (he same vein trade unions encounter conflicts in their work environment
which is referred to as trade disputes. Nigerian laws have provided legal, institutional
and administrative mechanisms for the resolution of trade disputes. The Trade Disputes
Act for example, provides processes for settlement of trade disputes in Nigeria. The
Study investigated reasons why disputes keep recurring despites the available
mechanisms in resolving trade dispute. The study was aimed at assessing the
effectiveness of Industrial Relations Mechanisms in trade dispute settlement. This study
also determined the extent to which the parties itt dispute (ASSUand Management)
abide by the process of trade dispute settlement and their level of compliance with
collective agreement reached in (ABU), Zaria. Data for the
study were generated from primary and secondary sources. The instrument of primary
data utilized includes questionnaires and interview methods; secondary sources include
published and unpublished materials. The instruments of primary data were utilized on
the respondents to lest the two hypotheses formulated, qualitative and quantitative
methods of data analyses were also used in the study with more emphasis on the
guantitative method using the highest means score statistical tool to test the hypotheses.
The study reveals that industrial relations mechanism process promotes industrial
harmony in ABU, Zaria. Besides, the study reveals that breach of collective agreement
leads to trade disputes in ABU, Zaria. The study recommended that industrial relations
mechanism process as stipulated in Trade Dispute Act should be strictly adhered to as
it promote industrial harmony. Also, collective agreement reached by the actors during
their round table discussion or collective bargaining process should be comply with by
all the parties involved as it was the outcome of their round table discussion which both
parlies actively participated on.
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CHAPTER ONE
1.1 Background to the Study

Industrial relations has become one of the most delicate and complex problems
of modern industrial society. With advancement in communication and information
technology, the way work is organized and performed in organizations has really
improved. Advancement in technology has also changed the relationship that had
earlier existed between the employers and the employees. In the modern and
competitive organization, there is neither total monopoly of power by employers nor
with the employees However, social divide, which had favoured owner or employer
at the expense of the employees, domination and difference in interest and values, are
still sources of conflicts in all organizations (Dauda, 2007:26).

It 1s imperative to note that the central issue of industrial relations is how to
attain and maintain maximum or optimum levels of productive efficiency and how to
share the economic returns. There are basic divergences in the objectives and roles of
the parties involved in the production process, that is, the employers and employees.
While employers seek to ma;imize their profits, the employers strike through their
trade unions to set equitable share in the profits which their labours have helped to
generate. As a result of these differences and conflicting interests which are at play in
* the industries, problems are bound to arise.

In Nigeria, every worker has a right to form and belong to any trade union of
his choice. This is because this right is guaranteed to every Nigerian by virtue of
section 40 of the Constitution of the Federal Republic of Nigeria, 1999 which provides

that “Every person shall be entitled to assemble freely and associate with other
|



persons and in particular he may form or belong to any political party or trade union
or any other association for the protection of his interest”.

This provision is one of the fundamental human rights provisions in the
constitution which can only be amended by special legislative processes to ensure that
no person or party in power can easily take away these rights by legislation.

Although, trade unionism in Nigeria predates independence, it started to grow

in the period when the various governments in the country realized that combination
of workers was not necessarily conspiratorial but could be a vehicle for social
benefits  Also, the enactment of social Iegislafion to foster and promote such
organizations has become an important part of labour policy and administration. In
Nigeria, the need to introduce this special legislation to govern the organization of
persons engaged in industry for the purpose of collective relations was first pointed
out by Lord Missfield, a secretary of state for the colonies. In his dispatch of
September 17, 1930, addressed also to other colonial governors, he expressed the view
that soctal and industrial progress in colonial territories had become such that union
were to be expected as a national and legitimate development. He suggested the
passing of simple trade union legislations which would provide the basis for such
development on the lines of the United Kingdom Union Act of 1871 So, when the
first trade union was born in 1912, it enjoyed, like others after it, the protection of the
UK Trade Union Act of 1871. Therefore, the Trade Union Act of 1871 constitutes

the cradle of Nigeria Trade Union Laws (Udabah & George, 2002)
As workers desire recognition, satisfaction, fair wages and salaries, security of

jobs, redress of wrongs and good working conditions in like manner, the employers
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seck to secure labour at the price that would allow a reasonable margin for investment
and further expect an uninterrupted production and distribution of goods and supply of
services which is planned on a calculated cost and risk, (Audi, 1993:73). Government
on its own part desires a well regulated relationship between and among the industrial
relation actors for a virile economy  Consumers do also expect from the
manufacturers not only a fair price of goods and services, but also the quality of such
goods or services (as the case may be). The processes that have been used particularly
in Western developed counties, for the attainment of these goals and aspirations of all
the parties involved are through collective bargaining. In Nigeria, like in most
developing world. if collective bargaining fails, due to the inability of the actors in
reaching consensus, other statutory methods followed that is mediation, conciliation
and so on. Despite these methods been adopted, most often the employer(s) and the
workers still find themselves in sharp disagreement; not only on the aforementioned
interests, but also on how they (actors) interpret the meaning of what constitutes the
collective bargaining and on how it should be applied  Such frictions or
disagreements give rise to trade disputes, namely, any dispute between employers and
workers or between workers and workers, which is connected with the employment or
non-employment, or the terms of employment and physical conditions of work of any
person,

It is usually the belief of most entrepreneurs and managers that improved
workers salary and working condition will reduce organization profits and owner’s
fortunes. The demand for equitable share of organization fortunes, employer and

manager interest to get the largest proportion of organizational returns at workers
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expense or to get more than their own fair share places them in constant disputes with
- the workers. This diametrically opposed interest of the workers and the employers is
the source of conflict in most, if not all organizations and it is seen as one major cause
of trade disputes. Workers feel threatened and oppressed when employers increase
their own share of the organization returns or profit at their expense. Values and goal
difference, authority and responsibility issues, misunderstanding and differences over
method were also constdered by Likert and Likert, to be the major causes of industrial
conflicts. In all nations and organizations, conflict is endemic It is part of national
and organizational life and its effective management is a necessity for organizational
and national survival.

In order to manage conflict such that it will not be an agent of disequilibrium,
disruption and destruction, rules and regulations are made by organizations, laws and
policies by nations. These are to create enabling environment for settlement of
disputes to forestall the breakdown of negotiation and stoppage of work by the
workers or closure by the management. Responsive and responsible governments
always take all necessary precaution to avert national strike because of its adverse
effects on the economy and society at large. In line with this, we have in Nigeria, the
Trade Disputes Act and recently National Industrial Court (NIC) Act which have set
out the mechanism for the settlement and resolution of trade disputes in Nigeria.

This research work evaluates the Nigerian industrial relations mechanisms and
using Academic Staff Union of Universities, Ahmadu Bello University Chapter as its

case study.



1.2 Statement of the Problem

There is no doubt that good industrial relations are the basis of advancement or
progress and sustainability of any organization. Organization progress is impossible
without co-operation of labour and management. As such, every organization is
concerned with achieving a harmonious working relationship. This arises from the fact
that good industrial relations are necessary impetus for industrial peace, stability and
growth. Mary Parker Follett as quoted in (Ngu, 2010:51) believes that conflict is
inevitable phenomenon in all organizations. She advanced that “conflict is just an
exhibition of differences in ideas or opinions on given situations. It could arise as a
result of different approaches to issues, or different approaches to existing conflict
resolutions™. It is then the responsibilities of organizations to provide adequate
procedures for dealing with discontentment and improve relations between
management and employees through negotiation and consultations.

Sound education 1s the basis for meaningful national socio-economic
development. The developed countries (e g USA, United Kingdom and Germany, to
mention a few) have been able to achieve that mainly because governments in those
countries have ensured stability in their educational system at all levels In Nigeria,
the reverse is the case For the past two decades, the rate of industrial disputes in our
educational sector for example is so alarming i.e. in 992, 1996,2001,2004 and so on,
the Academic Staff Union of Universities (ASUU) embarked on series of industrial
actions which has negative effects on the qualities of students graduating from our
universities as a result of these frequent strikes. Also, these industrial actions

embarked by the union (ASUU) have made the universities to lose some of their
-]



this |'cse.arch mclude:
i, To dctermine the effectivencss of industrial relations mechanisms in trade
disputes settlement in ABU, Zaria.
it.  Te find out if there are breaches of disputes scttlement process by ASUU or
Managements in Ahmadu Bello University, Zaria,
iti. To knolw whether or not agreements reached and signed by disputed parties are
implemented in ABU, Zara,
iv. To examine the elfects of non-implementation or compliance with collective
agreement in ABU, Zarna,
1.4  Significance of the Study
The signtficance of this study cannot be overemphasized. Some scholars like
Abubakar, Hamza, Paniman and so on, have conducted researches in industrial
relations in Nigeria but this study is unique because it focused on how industrial
relation mechanism can be used in achieving/promoting industrial harmony in our
tertiary institutions i.e. university. 1t is believed that if the problem militating against
industrial peace and harmony in our tertiary institutions i.e. universities are unveiled
and the way 1o tackle them are advanced, the efforts by these actors and stakeholders
to have conducive environment of learning will be attained. -
Again, apart from the study adding to knowledge in wrade disputes settlement in
our educational sector, it will also serve the purpose of enlightening the actors in other
sectors on how effective trade disputes can be settled through industrial relations

mechanisms.



The study is also expecled to further encourage researchérs to develop interest
in finding other alternative methods of handling industnial disputes in educatiolnal
sector that requires stability for improved learning process that will lead the nation
towards SL'lstainable growth and development. |
1.5  Hypotheses

In order to achieve the objectives stated above, the following hypotheses have
been formulated:

HO = that, industrial retations process does not promote industrial harmony in
Ahmadu Bello University, Zaria.

H1 = that, industrial relations process promole industriﬁl harmony in Ahmadu Bello
University, Zaria. "
HO = that, breach of collective agreemenl does not lead to trade disputes in Ahmadu
Bello University, Zaria.

H1= that, breach of collective agreement leads to trade disputes in Ahmadu Beile
University, Zaria.

1.6 Scope and Limitations of the Study

’lndustrial relation 15 concerned with 1'cla£_i0nship between employer and employees in
an organization in order to foster unity and progrcssi in achieving the sct objectives of
the industry. Our tocus in this research 1s to consider how industrial relations
mechanisms i.e. collective bargaining and Alternative Dispute Resolution (ADR) can
bc used to foster cordial labour-management relationships between the university
admiaistration and Academic Staff Union of Universities (ASUU) in Ahmadu Bello

University (ABU), Zaria. There are many in-house unions existing in this university



but our scope in this study is confined to the Acade_n;ic Staft Union of Universities
(ASUU) which is one of the vibrant unions in the country. The perliod covered by the
study is 1999 -2009, The justification for the choice of this period is that, it is during
the period under review that Nigeria returned to democracy, in which people’s
expectations on government are becoming high and there is expectation of compliance
with constitutional provisions and respect for human right by both individuals and
government. But despite that, there were 'still noticeable serious industrial disputes
between ASUU and management in ABU, Zaria.

The limitation of this research entails time and financial constraint, and also,
unwillingness of members of staff (ASUU and Management Staff) of academic
institution under study to reveal some information that is of great importance to the
rescarcher especially on issues that has to do with compliance to collective agreement.
1.7  Research Methodology

For the purposc of this research, the rcscarchcf. adepts the survey | and
documentary methods.

“Survey research has to do with a systematic collection of data from population or
samples of population through interview or guestionnaire techniques. It deals with
study of fractions or parts of large or widely spread groups of people™ (Ngu, 2009:93).

In this research work, the researcher is interested in the accurate assessment of
the characteristics of the whole population of ASUU members and management staff’
of Ahmadu Bello University, Zana. Nevertheless, our attention focused on the sample
drawn from the populations. From these samples, the researcher infers the

characteristics of the deftned population or universe because of the difficulties of
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attempting to study whole populations. The choice of Survey method is made because
of the versatile and practical nature of the method eslpé::ia'll'y f;)r the researcher in that
they identity present conditions and poini to present necds of the research. 1t s good
to note that this method adopted can provide us with information on which o base
sound decisions in accordance with the research findings. The Survey method does
more than merely uncover data but it also interprets, syntheses, and integrates these
data and point to implications and inter-relationship.

In a nutshell, the survey method is relevant to this study in the sensc that it 1s
realistic because it mvestigates phenomena in therr natural seting. This 1s a great
strength in the early stages ol the iﬁvestigation of a problem in that it affords
flexibility and wversatility especially in résearches that have to do with delicate
scenarios like selttement of trade disputes in all organization and especially between
ASUU and the Management of Ahmadu Belio University, Zaria,

1.7.1 Method of Data Collection o o T

The collection of data is the most crucial operation tn the exceution of a
research because such information and data are necessary for arriving at the solution
to the problem under investigation. The coliection of appropnate data and information
in any research activity involves deliberate and planned efforts. To undertake research
of this nature it requires the use of both primary and secondary sources of data in
order to make the work more rcliable.

Primary daia refers to the material which the rescarcher collects at first hand in
response to specific questions. Its characteristics are that it is obtained directly for the

purpose of the survey which is being undertaken, and is, as yet, unanalyzed.
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This research work employs the questionnaire method of data collection. This
is informed by the fact that opinions vary depehding on individual perception on :1
particular issue and there is a need to assess these varying responses and opinions in
the light of the hypotheses formulated The researcher administered questionnaires to
principal officers and ASUU members in ABU, Zaria for the purpose of ascertaining
the true responscs of the respondents in pursuance of the objectives of the study. The
responses are subsequently matched with the tentative statements 1 order to aid the
researcher draw inferences for ¢ventual test of hypotheses.

- The researcher alsc made usc of the interview method in gathering data for
analysis. The principal actors {the management and ASUU executives) in ABU, Zaria
were itnterviewed i order to gather information relevant to the topic under
consideration,

Also, the researcher made use of sccondary sources of data to ensure that ihe
work gives adequate and more reliable facts. The secondary data refers to information
readily avatlable for the reader/rescarcher by scholars who have studicd the variables
and came up with established facts and usuwally documented.

The secondary sources of data which the researcher made use of entails the use
of textbooks, internet, journals, and other published and unpublished materials,

1.7.2 Method of Data Analysis |
Data for this study arc analyzed qualitatively and quantitatively with more

emphasis on the quantitative method using the highest mean score statistical tool to

i

Tt

test the hypotheses,
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1.7.3 Sampling Techniques

The population size of the research work covers all the ASUU members and
management staf of Ahmadu Bello Untversity, Zarta. The entire population of study
covered one thousand, six hundred and ninety five (1695) of management and
academic staff of ABU, Zaria (office of the Registrar of ABU, 2009).

In selecting our sample stze, a stratified sampling technigue was used by the
researcher. This technique is considered best for this study because the researcher is
dealing with two subgroups that is, ASUU members and the management staff, which
may have different views or opinions about the variables under study.

Sample population is drawn using the Steely Yamane {1967) as expressed by

Isracl (1993) popularly known as YAMANE’S formula denoted by

N
H = —e—
14 N(e)?

Where nis — sample size
N = population
e = significance level of {(0.07)

. 1603
T+ 1695(0.07)°

~ 1695

T 141695 x 0.0049
1693

T 1+ 83055

16U5

no=182
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Based on the Yamane's formula computed above, the sample size for this study
is one hundred and eighty two (182) Questionnaires were administcfed using
strati_ﬁcd sampling techniques 1o both management and ASUU members in ABU,
Zaria. ,

1.8  Conceptual Definition of Terms
Industrial Relation

According to Akpala (1982) in Onah (2008) industrial relations is secn as
relationships which exist between the workers and the employers in an organization.
He added that the role of government in the industrial relations as a third party ought
to be limited to ])Iaying'lhc role of an umpire and arbiter in providing laws and
regulations which ensure that the two partics directly involved play the game
according to the rules and when cither partics runs part of the rules of the game, it
intervenes to ensure that chaos does not result, except the instance when government
is the employer of labour itsclf. In effect, the role of the government in its position as
the arbiter between employers and workers in an industrial setting is that of providing
the legal frame work within which industrial retation must operate and ensuring that
partics dircetly involved act within this frame work in their relationship with
themselves.

Trade Union

Sydney and Beatrice Webb defined trade union as a continuous association of

wage -- earners for the purpose of maintaining or improving the conditions of their

working lives (Wikipedia, 2010).
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Collec.tivc Bargaining

Davey (1951} in Fashoyin (2007) defines collective bargaining as “those
formal and informal processes of accommodation through which an employer, or a
group of employers and their organized workers attempt o cstablish a mutual set of
relationships which will allow them to achieve their respective goals. It involves the
tormulation of labour agreements (contracts), the application of those agreements to
the production processes involved, and the solution to inevitable differences which
arise over their interpretation and application.
Alternative Dispute Resolution (ADR)

Sander and Rogors in Ladan (2000) define Alternative Disputcs Resolution as a
term which 1s associated with a variety of specific dispute resolution options such as

medtation conciliation, arbitration and a lot of other hybrid mechanisms,
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CHAPTER TWO

LITERATURE REVIEW AND THEORETHCAL FRAMEWORK
2.1 Literature Review,

2.1.1. Introduction

A review of related literature involves re-examination of the extent to which
previous studies have been carried out in the ficld of study which the rescarchler is
conducting a research work, This helps the rescarcher to familiarize himsclf
thoroughly with existing body ol works already carried out in the ficld of his study,

In a rescarch ol this nature, it 1s very imperative to review rclevant past
literature on industrial relations, trade disputes and various mechanisms used in trade
disputes scttlement in organizations.

2.1.2 The concept of Industrial Relations

The term “industrial relations’ comprises of two terms “industry” and “relation”.
Industry has been defined in section 2 (j) of the Industrial Disputes Act 1947 as “any
business, trade, undertaking, manufacture or calling of employers and include any
calling, service, employment, handicraft, or industrial occupation or a vocation of
work men”  The term industry also refers to “any productive activity in which an
individual(s) is (are) cngaged”. By ‘relation’ we mean “the rclationship that exists
within the industry between the employer and his cmployees or workmen”,

Ngu (2010) views inciustrial relations as the sum total of labour-management
activities ranging [rom unilateral determination of workers rewards or compensation
by the state or employer to tripartite approach, involving state, employers of various

organizations, and the workers or their representatives who are usually trade union
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officials. Hc opmmed that the major concern of industrial relations is workers
‘compensation or rewards for their labour. He admonished that workers compensation
or rewards should not be limited 10 monetary or ¢conomic benefits onty but the
concept should also be interpreted to include both physid(iéi(:al and psychological
values. In other words, worker’s compensation should be seen to include both
monetary rewards and condittons under which workers perform their duties.

2.1.3. Importance of Industrial Relations

Good industrial refations facilitate optimum production with minimum cost and

higher profits. It results also in efficiency of workers. The imporiance of industnal
refations as opined in 'i'hc Wikipedia, 2010 is discussed under the following sub-
headings:-

i, Uninﬁrrupled production

ii.  Reduction in industrial disputes
ili.  High morale

iv. Mental revolution

v. Reduced wastage

i. Uninterrupted Production

The most important benefit of industrial relations is that it ensures continuity of

production. This means, continuous employment for all from manager to workers.
The resources are fully utilized, resulting in the maximum possible production. There
is uninterrupted flow of income for all.  Smooth running of an industry is of vital
importance for several other industrics, to other industries if the products, are

intermediares or input, to exporters if these are export goods; to consumer, and
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workers if these are goods of mass consumption.
it.  Reduction in lndustrial Disputes

Good industrial relations reduce the industrial disputes.  Disputes are
reflections of the failure of basic human urges or motivations to secure adequate
satisfaction or expression which are fully cured by good industrial relations. Strikes,
lockouts, go - slow tactics and grievances are some of the reflections of industrial
unrest which do not spring up in an atmosphere of industrial peace. It helps in
promoting cooperation and increasing production
i, High Morale

Good industrial relation improves the moral of the employees. Employees
work with great zeal with the feeling in mind that the interest of employer and
employers is one and the same, 1 e to increase production.  Every worker feels that he
is a co-owner of the gains of industry. The employer in his turn must realize that the
gains of industry are not for him alone but they should be shared equally and
genecrously with his workers. In other words, complete unity of thought and action is
the main achievement of industrial peace It increases the place of workers in the
society and their ego is satisfied. It naturally affects production because mighty
cooperative effort alone can produce great result
iv.  Mental Revolution |

The main object of industrial relation is a complete mental revolution of
workers and employces. The industrial peace lies ultimately in a transformed outlook
on the part of both It is the business of Icadel'shi[) in the ranks of workers, employces

and government to work out a new relationship in consonance with a spirit of true
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democracy. Both should think themselves as partners of the industry and the role of
workers in such a partnership should be recognized. On the other hand, workers must
recognize employer’s authority. i will nawrally have impact on production because
they recognize the interest ot each other,
v. Reduced Wastage

Good industrial relations are maintained on the basis of co-operation and
recognition of each other. 1t will help incrcase productiou(:. Wastage of man, material
and machines are reduced to the minimum and thus natural interest is protected,
2.1.4 Concept of Trade Dispute

Trade dispute has been defined by section 55 of the Trade Unions Decree 1973
as “any dispute between employers and workers, or between workers and workers,
which is connected with employment or non-employment or terms of employment or
conditions of work of any person”™. From the above definition, it means that a trade
dispute is between two great social powers of an industry, labour and management,

Under the NIC Act, “trade dispullcs mecans any dispute between cniployers and
employees, including disputes between their respective organizations and federation
which 1s connected with the employment or non-employment of any person, term of
employment and physical conditions of work ol any person, the conclusion or
variation of a collective agreement and an alleged dispute”.

The above definition of trade dispute is wider in scope thal‘l that under Trade

Disputes Acts on two diffcrent grounds namecely:
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While disputes between employer and cmployer or between employers and
cmployers is conspicuously absent in the definition of Trade Disputes Act, it is not so
in N1C Act,

Also, the subject matter of trade disputes under NIC Act is extended to “the
conclusion or variable of a collective agreement, and an alleged dispute”. Besides, the
use of the phrase “and an alleged dispute” has even made endless the types of trade
disputes conceivable under thal defimition provided it be between thair respective
organizations and federation.

2.1.5 Legislations on Trade Dispute in Nigerian

The first lcgislative attempt to control trade dispute through collective
bargaming in Nigeria was made in 1941, This 1941 ordinance was further amended
by 1944 ordinance. The law provided that if there are existing in any trade or industry
any arrangements for settlcment by conciliation or arbitration of disputes in such trade
or industry or any branch thercof, made in pussuance of an agrecement between
organizations of employers and organization. of workmen representative respectively
of substantial proportions of the employers and workmen engaged in that trade or
industry, the Governor-General shall not, unless with the coﬁscnl of both parties to the
dispute and unless and until there has seen a fatlure to obtain a settlement before a
conciliator, arbitration tribunal or board of Inquiry. The forgoing law did not stand
the test of ttime as it did not provide for the required cost of behaviour for the
attainment of industnal peace and harmony. The law was further amended in 1957 as

Trade Disputes (Arbitr-ation and Inquiry) (Fedcration Application),
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In the t960s, Labour enactment, following the civil war shows clearly the role
covernment played in Nigerian’s industrial relation, for example, the Trade Disputes
(Emecrgency Provision) Decree of 1968 suspended the existing ordinance which was
based mainly on collective bargaiming. In 1969, another Decree came up., This
Deciee was meant {o be of a temporary measure 1o curtail trade disputes in an attempt
to acjust the economic conditions brdught by the civil war. 1t introduced compuision
for tae first time as it required copies of agreement reached to be deposited with the
commissioner of labour and the award made through arbitration was to be regarded as
bind ng There was another amendment to the 1969 Decree in 1973,

Then in 1976, a new Trade Dispute, Decree was promulgated which gave birth
to the National Industrial Court as a special Court with exclusive jurisdiction to
adjudicate trade disputes in Nigeria. The kind of National Industrial Court establishcd
under part Il of this Trade Disputes Act can be compared with a “toothless bulldog™ as
it did not, inrer alia, have the power to enforce its judgment, Hence, the National
Industrial Court Act, 2006. The NIC Act repealed part 1l of the Trade Disputes Act
and further pravides that if any provision of the trade Disputes Act is inconsistent with
the pravision of the NIC Act, the provisions of the NIC Act shall prevail.

2.1.6  Mechanisms of Seitlement of Disputes

According to Folayan (1998),Fajana,(2000),and Onah(2008),the 1976 Trade
Disputes Dccree has two teatures. The first part encourages free collective
bargaining, which is the normal process of settling trade disputes. The second part
makes provision for aitermative processes which is compulsory in nature where the

normal process fails, namely mediation, arbitration and adjudication. Under the first
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part, which is collective bargaining, the parties arc given the chance to reach an
agreement on their own under sections 2, 3, and 6. Where collective bargaining
process (voluntary) fails, and then begins the compulsory statytory methods. Under
section 7 of the Act, the minister is to refer the dispute to an arbitration panel within
14 days. Section 9 (2) of the Act also gave the minister the power to refer disputes 1o
the National Industrial Court where notice of objection has been served within the
stipulated time from the award for the Arbitration Panel.

In summary, according to Folayan (1998),Fajana,(2000),and Onah(2008).the
mechanisms of settiement of trade disputes entail any of the following;
(A)  collective bargaining, which is a voluntary process, and
(B) | the statutory procedure embodicd in the Trade Dispute Acts of 1976, now

Cap.T8, Laws of the Federation of’ Nigeria,2004 . Thisis  compulsory i

case the collective bargaining fails.
(A) Collective Bargaining
i. Concepts of Collective Bargaining

Thc. concept of collective hargaining 1s a combination of two broad words
namely “collective” and “bargaining”. 1t is calicd “coliective” because both the
employer and the employee act as a group rather than as individuals. It is known as
“bargaining” because the method of reaching an agreement involves proposals and
counter proposals, offers and other negotation (Wikipedia, 2010).

“Coilective bargaining™ (s a phrasc coined by Beatrice Webb to describe those
negotiations about working conditions and terms of employment between an

employer, a group of employers or one or more employers association on the one
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hand, and one or more representatives’ workers organizations on the other. It covers
all arrangements in which cmployer do not negotiate individually but doﬁ 0
collectively through their representatives.

According to Jadeyi (undated) “collective bargaining is the process wherchy
employers (represented by management) and the employees (represented by the
unton) negotiate and reach agreement on issues of divergent interest such as wages
and salaries, allowances, hour of work and other conditions of employment”,

From the above definition, there are two important concepts namely
negotiation and agreement. 1 takes the two (0 have a complete collective bargaining,
Any collective bargaining that stops at the level of negotiation is definitely
tmcomplete.  Therelore, it takes an agreement jointly signed by both partics
(employers and employees) to have a perfect collective bargaining.

I1. Mcthods use for Collective Bargaining,.

Audi (1993) identified two mcthods used for collective bargaining namety
Conlrgctual method (Static), and Institutional method (dynamic).

Contractual method c¢nables the employer and the representatives of the
workers meet for negotiation for the purpose of scttling trade disputes. They bargain
and if they succeed, they conclude a2 “collective agreement™ which is a “social treaty”.

It becomes “static” because after conclusion of the agreement, il remains the
only agreement that binds the parties. [t remains static cven when situation or

circumstances surrounding the agreement changes.
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Institutional method provides avenue for labour and management to join
together to set up an institution and a constitution.  The body consists of an equal
number of representations while passing a resolution; the bilateral agreement is open
to interpretation or modification, hence it is an open ended agreement.  Also, a time
limit usually not fixed for its operation.  This agreement is not enforceable under the
law of contract,
1L Actor(s) that Commences Collective Bargaining Negotiations.

It is good to note here that, there is no inflexible rule as to who should open the
ncgotiations However, it is I-IOI unrcasonable for the management to claim that if the
union has initiated the negotiations, it should first outline its rationale and justification
for doing so. Nevertheless, the management should make it clear at the outset that
agreement on any particular issue is subject to an overall scttlement including its own
expectations from the union
Iv. Some Basic Rules in Collective Bargaining Negotiations

A negotiator should view negotiations as an exercise with both sides walking
towards each other, rather than away from each other. This will enable the negotiator
to keep in mind that the final objective is a satisfactory agreement. 1t will also lead (o
a search for, or identification of, common ground while also addressing the
difterences

A negotiator should be good at listening carefully 1o the other party/panties who
will, otherwise, feel that disagreement with his position is due to lack of
understanding.  This is also necessary to encourage the other party to listen to him

Some indication should be given to suggest that the party has understood the other's
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position. Body Ianguage often communicates a party’s reactions.

A party should build his case in a logical sequence and, as far as possible, try to
obtain agreement at each stage of the process. This will narrow the areas of
disagreement and facililate focusing on those aspects.

Counter proposals and conditions attached to concessions should be indicated
as earty as possible, so that the basis on which a party s prepared to agrec or
compromise is understood,

Whencver possible, invite the other party/parties to look at the problem from
the opposite perspective ¢.8. a wage increase has an additional cost which, due 1o
competitive pressures, requires management to find ways to absorb it. It is sometimcs
useful to ask the union for suggestions on hiow it can cooperate to facilitate absorption
of the increasé_

1t is usually preterable to avoid taking up at the outset the position of a
particular item if not negotiable. It is more productive to request trom a party his
claim, and then point out why that claim is unreasonable. Taking up a non-negotiable
position can lead to the perception that the position has nothing to do with the merits
and that the party is not willing to listen,

Skillful questioning is an cffective way of compelling the other party to justify his
claim on the merits, and even shorting the other party to a differcnt point of view,
(B) The Statutory Procedure

Another important industrial relations mechanism has to do with statutory

procedure embadied in the Trade Disputes Act of 1976, Statutorily, section 3[1]of the

‘Trade Disputes Act stipulates that any dispute arising in industry must first be settied
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under internal machinery, and only when this tails can the statutory procedurc be
retorted to,

In case the inlernal machinery of cach organization fails, the law requires the
partit;.s to resort to the following formal statutory institutions. Mediation, Conciliation,
Arbitration, Board of inquiry and finally, the NIC Act provide adjudication at the
National Industrial Court as the final point of call of trade dispute resclution except of
an appeal from the National Industrial Court to the court of appeal in question
involving fundamental right as contained itn chapter (v in the Constitution ot the
Federat Rciauhlic ol Nigeria 1999,

I. Mediation

Under the Trade Dispute, it the attempt 1o settle the trade dispute through
collective bargaining first or if no such agreed means of scttiement exists, the partics
shall within scven (7) days of the datc on which the dispute parties or is first
apprehended meet together cither by themselves or through their representatives under
the presidency of a mediator mutually agreed upon and appointed by or on behalf of
the parties, with a view to amicable settlement of the dispute. This notwithstanding,
where a trade dispute is apprchende.d by the munister, he may in writing inform the
partics of his apprehension and the steps he intends to take in order to resolve the
disputc. Any of such steps could be by by-passing the process of mediations (o refer
the dispute for conctliation or arbitration or to board of inguiry.

However, if the dispute remained for mediation and within seven (7) days of
the date on which a mediator 1s appointed, the dispute is not settled, the dispute shall

be reported to the minister by or on behalf of either or the parties within three days of
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the end of the seven days  The report to the minister shall be in writing and shall
record the points on which the parties disagree and describe the steps already taken by
the parties to reach a settlement. The use of mediation in the settlement of trade
disputes depends on the discretion of the minister as he may, as earlier noted decided
to by-pass this method. This has rendered mediation as a means of settlement of trade
dispute, a mere statutory provision.
2. Concihiation

The Minister of Labour shall if not satisfied that the requirements for mediation
have been substantially comﬁlicd with, issue to the parties a notice specifying those
requirements and may specify in the notice the time within which any such steps must
be taken If the time given on the notice expires or if no period is given, after the
expiration of fourteen days, the dispute remains unsettled and the minister is satisfied
that the steps specified in the notice have been taken or that either party is refusing to
comply, he shall appoint a fit person to act as a concihator for the purpose of
settlement of the dispute. The conciliator is expected to inquire into the causes and
circumstance of the dispute and eflect tts settlement within seven days.  After
scttlement, the concthiator shall report to the minister and forward to him the
memorandum of the terms of settlement signed by the representatives of the parties
Such a memorandum shall be binding on the employers and worker to whom it relates
from the date it was signed or such other date as many be specified therein

The Trade Disputes Act did not define who may be a fit person to act as a
concihiator and did not give any room for the parties to participate in choosing such a

fit person. The appointment of a fit person to act as a conciliator is solely within the
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whims and caprices of the minister of Labour. The minjster too may even wish to by-
pass the conciliation method to refer the matter for arbitration. If settlement is not
reached by the conciliator within seven days of his appointment, he shall forthwith
report the matter to the minister.
3. Arbitration

The Trade Disputes Act established the industrial arbitration panel which shall
consist of a chainnan, a vice-chairman and not less than ten other members all of
whom shall be appointed by the minister. A trade dispute may be referred to the
arbitration tribunal under sections 5, 7, and 9 of the Trade Disputes Act. It is the duty
of the Chatrman olf the industrial arlI)itra.tion tribunal 10 consttiute the arbtiration
tribunal. The arbitration tribunal shall make its award within twenty-one days of its
constitution or such longer period as the minister may in any particular case allow.
The arbitration tribunal shall not communicate its award to the eifected partics but
shall make a copy available to the minister who may consider it desirable te refer the
award back to the tribunal. This put, a question mark oo the crcdibility‘ofthe award
as the minister may continue referring the matter to the tribunal until the award
reflects his expectation. However, the idea of referring back the award to the tribunal
is only possible if the matter has not been referred to the National Industrial Court for
adjudication. In the case of Academic Staff Union of Universities V. Federal
Government of Nigeria, the court held that the minister of labour had an absolute
discretion to refer an award back to the industrial arbitration panel for reconsideration,
provided he had not referred the matter to the National lndustrial Court for

adjudication {unreported suit No. FHC/ABI/M/563/2004).
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The industrial arbitration panel has power to enforce its award and may commit
for contempt any person or a representative of a trade union or agsociation who does
any act or omission which in the opinion of ti?c panel constifutes contempt of the
panel. However, such power of committal is incomplete as the chairman of the
industrial arbitration panel is expected to commit such a person for trial in the high
court. The Minister of Labour is expected upon receipt of a copy of the award of then
arbitration tribunal to immediatcly cause to be given to the parties or their
representatives within a stipulation that within not more than seven days, cither party
to the dispute may object to the award. If there is no objection within the seven days
given, the minister may then confirm the award by publishing in the Federal Gazette a
notice to that effect. i could thevefore be noted that the award is binding on the partics
only when it has' been confirmed by the parties,

An interesting case in this respect is the case of Nativnal Headquarters of
Nigeria UNION of Civil Typist, Stenographic and Allied Staff V. Federal Branch of
Nigeria Union of Civil Typist, Stenographic and Allied Staff where the appellant had
objected to an industrial arbitration pancl award for which the minister of labour
referred the matter to the national industrial court (unreported suit No. NIC 8/2005).
The act of abjecting to the award meant that the award could not be contirmed by the
minister of labour. At the hearing of the matter, the appellant applied to withdraw the
matter from courl. The application was not opposed by counsel 1o the respondent and
so It was granted. U later downed on the respondent’s counsel that the effect of the
withdrawal of the appeal is to have a non-binding award since it was ncither

confirmed by the minister of labour nor sanctioned by the court. 1t was then that the
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responident has to apply for a consequential order of the court or order the minister of
labour to confirm it given that the appeal in respect of it has been withdrawn.
4. Board of Inquiry

Another mechanism for resolving trade disputes is the power of the minister of
labour to constitute a board of inguiry. This system i1s rarely used most probably
because of the statutory limitation implicit in tts constitution. For instance, under
section 33(1) of the Trade Disputes Act, the board of inquiry set up by the minister is
statutory expected to only inquire into the causes and circumstance of the trade
dispute in guestion and report thercon to the minister. The statute is silent as to what
may be made of the report by either the minister or any other authority. It therefore,
means that if such a report ts simply filed away, this will be perfectly lawtul and valid.
5. National Industrial Court

Before June, 2006, the resolution of trade disputes by the National Industrial
Court was regulated by part |1 of the Trade Disputes Act. The said part 11 provided
for the establishment, constitution, composition, structure, powers, ctc of the National
Industrial Court. This part 1l has been repealed by the National Industrial Court Act,
2006. Under the National Industrial Court Act, 2006, National Industrial Court has
been restructured and repositioned towards a smooth and effective settlement of
labour disputes in Nigeria. However, other rclevant provisions of the NIC Act apart.
from part It of the Trade Disputes Act are still appiicable to the National Industrial

, Court but to the extent that they are consistent with the provisions of the NIC Act.
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2.1.7 Overview of Trade Unionism in Nigeria

The existence of trade unions could be traced from the eighteenth century when
the rapid expansion of industrial society was to draw women, children, rural workers
and immigrants to the work force in large numbers and in new rotes. This pool of
unskilled and semi-skilled labour spontaneously organized in f{its and starts
throughout its beginnings, and would later be an important arena for the development
of trade unions,

Trade unions have sometimes been seen as successors to the guilds of medieval
Europe, though the relationship between the two s disputed. Medieval guilds existed
to protect and enhance their members’ livelihoods through controlling the
instructional capital of artisanship and the progression of members from apprentice to
craftéman, journeymen, and elventually to master and grandmaster of their cratt.

At the beginning of the nineteenth century, trade unions were regarded by the
law as illegal criminal organizations. 1t was revealed that the carly unions swore
members to secrecy. During those pertods, the frcnch revolution was fresh in the
minds of the ruling classes, who were therefore terrified of secret groups; the unlawful
oaths Act 1797 imposed criminal penalties on any secrct socicty which required its
members to take an oath - the offence for which the Tolpuddie Marty’s were
transported in 1834, Besides, the combination Acts 1799 -{800 criminalized all
agreements with the purposc of raising wages.

The combination Acts 1824 - 25 reformed the law so that unions were not
illegal in themseives, although most of their activities beyond the purely “friendly

society” purposes of collecting and administering funds against misfortune were likely
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to be criminal. A strike was a criminal “moicstation” of the employer, and il it involve
of breach of the contract of emiployment, then that was a criminal offence on the part
of the employee (although breach of contract by an employer was only a civil wrong).
While no longer criminal organizations, unions were unlawful at civil law because
their objects were in restraint of trade.

Following the extension of the franchise to a much wider class of working men
, in 1868, the liberal Government accepted union lobbying and in 1871 passed the trade
union Act and the crimingl law Amendment Act, which removed unions from the
ambit of the law of criminal conspiracy and provided that trade union purposes were
not to be considered as in restraint of trade a provision still necessary today and to be
found in TULRA, S.11. In 1875 the conspiracy and protection of property Act defined
an area of lawful industrial action. Thus untons had at last become fully recognized as
lawful organizations; but the fact that they had to struggle so long without this
recognition contributed to that general suspicion of the law which is still deeply
entrenched in British trade unionism. Also, the fact that unions had been organizing
themselves without the law for so long led to an antipathy to any sort of legal
regulation of their internal affairs,

Despite the advances made in legistation, the courts remained hostile to trade
untons. Throughout the nineteenth and twentieth cenwry’s therc ts a discernible
pattern. legislative protection is granted to unions by statute; it is out flanked by
common law developments in the courts, this is followed by new legisiation to
reinforce the advance - and so on. After 1875, the law of tort was extended in order

to render union activities unlawful. However, this was subject to an important
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limitation. ‘The law recognizes two calcgories and two categories only, of legal
persons. natural persons (human beings) and corporations. Trade union grew up as
unincorporated associations — inevitably, given their history. That means that is law a
trade union had no existence of its own - the phrase “trade union” was simply
shorthand way of referring to all the members of the union. Legal opinion at the end
of the mineteenth century considered that the technical difficultics in suing all the
members in onc action effectively precluded any action against the union in its own
name. The practice developed of suing the principal officers of the union insicad, and
in general if any injunction was granted against an officer, the unon accepted its
terms too. However, this state of affatrs meant that trade union tunds were safe from
damages awards (Udabah & George, 2002, Wikipedia, 2010).
Conceptualization of a Trade Union in Nigeria

Section | (1) of the Trade Unions Act 1973 defines a Trade Union as: “any
combination of workers or employer, whcther temporary or permancent the purpose of
which is to regulate the terms and conditions of employment of workers, whether the
combination in question would or would not, apart from this act, be an unlawful
combination by reason of any of its purposes being in resiraint of trade, and whether
its purposes do or do not include the provision of benefits for members”. From the
foregoing definttion, 1t means that for an association to qualify as a trade union, it
must fulfill the following conditions. |
a) The combination must be of workers or employers and
b) It must have the proper purpose; that is for the purpose of regulating the terms

and conditions of employnieni of workers.
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Section 28 of Trade Union and Labour Relation Act 1974 (TULRA) defines Trade
Union as “organization-whether temporary or permanent-which consists wholly or
mainly of workers of ene or more descriptions and whose principal purposes include
the regulation of relations between workers. and employer or employers’
association”.

Sydney and Beatrice Webb defined trade union as a continuous association of
wage - earners for the purpose of maintatning or improving the conditions of their
working lives (Wikipedia, 2010).

Trade Union is an organization of workers who have banded together to
achigve common goals tn key areas such as wages, hour and working conditions,
forming a carter of labour. The trade union, through its leadership, bargains with the
employer on behalf ot union members (rank and file members} and negotiates labour
contracts with employers., This may include the negotiation of wagcs, work rules,
complaint procedures, rules governing hiring, firing and promotion of workers,
beneiits, work place safety and polictes. The agreements, negotiated by the union
leaders are binding on the rank and file members and the employer and in some cases
on others non-member workers. The most common purpose of trade union is
“maintaining or improving the conditions of their employment”,

[n Nigeria, trade unionism began in 1912 through the formation of a trade
union by some workers of the colonial civil service. The color discrimination in the
colonial civil service, low wages and poor conditirlm of service were the main reasons
tor the formation of the civil service association, the predecessor of the present

Nigeria civil service union. In those carly days of colonialism, no Nigeria, however
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qualified could risc 1o a senior service position in the colonial admimstration,  Fven
those who qualified in medicine with their white counterparts in the same universitics
could rise only to the post of Assistant Medical Officers.

It was due o the pioneer Nigerian trade unionists of that time that some
improvements in the conditions of service were effected. Trade untonism in Nigeria
was borme out of struggle of workers to improve their conditions of service, stop
exploitation, and to be treated with respect and dignity. Individual workers, no matter
how strong or intelligent cannot successfully win against employers but when they
come together as a union, they can attain their aspiration duc to their numerical
strength.

After independence from British Colonial rule, the role of trade unions was
now to educate, promote, and protect the interests of their members in the independent
Nigerian nation. In 1942, a povernment order, the General Defense reguiations
outlawed strikes and lockouts. Workers considcréd this an affront and an attempt to
suppress their new and fragile organizations. They embarked on a campaign to form a
trade unton congress through which they could demonstrate the strength of labour. in
collaboration with the Nationalist leaders of the time, this gave birth to the first central
labour unions in Nigeria, Trade union congress of Nigeria (TUCN). -

The TUCN was soon engulfed in crises and as a result, in 1949 a faction
emerged known as the National Federation of Jabour (NFL). It can be said that a
combination of ethnic, political and 1deological factors was responsible for the endless

splits which have become a characteristic {eature of contral trade unionism in Nigeria,



In 1950 as an. afterrﬁath of the killing of defenseless striking coal miners in
Enugu by the police, the two centres’s set up a caretaker committee to work out the
modalities for merger, which eventually led to the birth of the Nigerian labour
congress (NLC) in May 1950. Unhappy with the continued labour disunity and 1n an
attempt to arrest this ugly trend in 1953, the All Nigerian Trade Union Federation
(ANTUY) was inaugurated. After some time this attempt was also unsuccessful
because the central body was nddled by crisc§ and many labour centres’s thus
emerged - i.e. the Nigerian Association of University Teacher (NAUT). In order to
sterm this trend, there was direct government intervention between 1975 and 1978 to
restructure the union.  This restructuring led to the emergence of a single labour
centre, the Nigerian Labour Congress (NLC), 42 industrial unions, 15 senior staff
Associations and 4 professional unions.

The new structure introduced considerable sanity into the labour movement and
significantly minimized the chaos, which pervaded the system in the previous years
(Folayan, 1998 and Qnah, 2008},

History and Struggles of ASUU

The Academic Staff Union of Universities (ASUU) grew out of the Nigérja.n
Association of University Teacher (NAUT). The NAUT was formed in 1965
covenng academic stafl in the University of Ibadan, university of Nigeria, Nsuka,
Ahmadu Bello University, Zaria, university of Ife and university of Lagos. The
NAUT orientation was mainly for improvement in the condition of service, the socio-

economic and political well being of the country.
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According to Atahiru Jega, NAUT hardly even took any note worthy position
on national issues. Ideclogically, it seemed to be a middlc class fraternity with
viewpoints not too divergent from those of ihe‘ post colonial state. On the few
occasions that 1t issued public statements, they tend to be conservative and
sympathetic to the regime.,

The NAUT become unsuitable for the advancement of the uni\}crsity system in
Nigeria because thc development of the university system wé.s a function of the move
of the socio-political and cconomic direction of the country. Toyo fightly stated when
he placed the genecsis of ASUU predicaments and struggles or challenges in the
chartacter of the society itself and the bad faith of primitive bureaucracy and crude
militarism,

ASUU was cstablished in 1978, This was the period the country began to
cxperience decline in the oil boom. At this era, the country was facing the
conscquences of the failure by its feaders to use the oil wealth to generate production
and a social welfare system. The military lcaders had affected negatively the basic
freedoms in the saciety. Academic freedom and university autonomy were part of the
calamities of military dictatorship. The funding of the education especially that of the
universities became poorer. The factors required a changed orientation of the union of
acadentics from 1980,

ASUU's orientation became radical, more concemed with broad national issues,
and stood firmly against oppressive undemocratic policies of the country. Right from
the carly years of ASUU 1t has been engaged in several struggles in which she has

won quit some and loose some. Throughout the 1980s it was the subject of resistance
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by ASUU for academic freedom. This practice carried over not the military regimes
through Babangida and Abacha. In 1980, ASUU declared a trade dispute and made
the issue of autonomy and issue in dispute. In December [980, President Shehu
Shagari dirccted the council of fhc University ol Lagos to remove six senior members
of the academic staff from their jobs, following Justice Belonwus visitation panel
report. ASUU protected and continued 1o press for their reinstatement. In 1986, the
Supreme Court’s Judgment was given in favour of the UNILAG academics,
vindicating ASULJ position. |
The issue of funding, salaries, autonomy and academic freedom, the brain drain

and the survival of the Nigerian university system were the contending issue between
ASUU and Shagari Government trom [980-1981. ASUL worked in collaboration
with other separate industrial union and NLC State chapters,

| The structural Adjustment Programs {SAP) of the Babangida administration
made a lot of impact on the Nigeria economy as many sector were not properly funded
to the_ requited objectives of their various organ, the educational sector ts one of the
worst hit are.a. The universities were faced with a lot of crises raged from dilapidated
structure to poor payment of wages to the staff. These economic and other social
factors led to ASUU proposals and demand in the following aspects:
- Adequatc funding of all universities in Nigeria
- Up review of payment of salaries and other allowances to meet up the

economic reality of the time and better condition of service for academic staft

- . Universities autonomy as regards the appointment of Vice-Chancellor and

academic freedom
37



2.1.7 Overview of Trade Unionism in Nigeria

The existence of trade unions could be traced from the eighteenth century when
the rapid expansion of industrial society was to draw women, children, rural workers
and immigrants to the work force in large numbers and in new roles. This pool of
unskilled and semi-skilled labour spontaneously organized in fits and starts
throughout its beginnings, and would later be an important arena for the development
of trade unions,

Irade unions have sometimes been seen as successors to the guilds of medieval
Europe, though the relationship between the two is disputed  Medieval guilds existed
1o protect and enhance their members' livelihoods through controlling the
instructional capital of arti sanship and the progression of members from apprentice to
craftsman, journeymen, and eventually to master and grandmaster of their craft.

At the beginning of the nineteenth century, trade unions were regarded by the
law as illegal criminal organizations. It was revealed that the early unions swore
members (o secrecy  During those periods, the French revolution was fresh in the
minds of the ruling classes, who were therefore terri fied of sceret groups, the unlawful
oaths Act 1797 imposed criminal penalties on any secret society which required its
members to take an oath — the offence for which the Tolpuddle Marty’s were
transported in 1834 Besides, the combination Acts 1799 -1800 criminalized all
agreements with the purpose of raising wages.

I'he combination Acts 1824 — 25 reformed the law so that unions were not
illegal in themselves, although most of their activities beyond the purely “friendly

society” purposes of collecting and administering funds against misfortunc were likely
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- Federal government contribution of a significant percentage of the approved
rccurrent and capital expenditure of ALL STATE UNIVERSITIES

The National Executive officers of ASSU under the leadership of Dr. A. Jega
submitted a Memorandum to the Federal Government through the Minister, Ministry
of” Education, containing the union demands as stated above. The Memorandum was
submitted in paramount importance.

Conciliatory Procedure Followed by the Parties

After the submission of the Memorandum, series of meetings were held with
the Ministry of Education by the ASUU oftficials aimed at agreeing for the necessity
for negotiation as well as recommended in the industrial ficld. in the course of the
meeting, the leadership of ASUU made some comparison analysis of payment of
teaching staff in some other African Universities with the pay package in the Nigerian
Universities and the issue of “Brain Drain”, where there was mass ¢xodus of old
university teaching staff (o other continent like Euyrope, America, and even within
Africa was put across,

There were other conciliatory moves carried by ASUU in the spirit of peaceful
industrial relatronship, as the union proposal is always tollowed by the union officials
pressing further the possibility of negotiating. Consequently, in the union bid to revive
the Nigerian universities the National Exccutive Council (NEC) of the union meet at
Ibadan.

In the union communiqué issued at the end of its emergency meeting of the
University of 1badan on 18" January, 1992, a review and analysis of the progress

report was done and the union observed a deplorable state of the universitics and the
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conspicuous absence of concern on the part of the Government. NEC resolve to
declare an “Industrial Dispute” with Government after the expiration of the 163 1th
December 1991, date to govémmenl for negotiation failed.

ASUU submission of proposal to the Federal Government is in conformity with
scctions 3 and 4 which allow parties to apply their mode in settling their dispuie
themsctves. One would have expected the Minster of Labour in compliance with
section to appoint a conciliator since there was an amicable sctilement between the
parties. This absence of the Minister’s power can be attributed to the nature of the sct
up of the Ministry of Labour in Nigeria as an agent of the government,

The Federal Government stand that the Longe Commission Report be the focal
point of negotiation was a unilateral decisjon and this negated the spirit of settlement
of trade dispute through collective Bargaining. It was until February 13, 1992, ASUU
and government both signed an agreement that the Longe Commission Report was not
to be a central point of reference in the negotiations. This was because the parties
mutually felt at last the right to collective bargaining is ‘Independent’ of that report. I
shows here the equal free negotiating rights as envisage in the Trade Union Act,

To this effect, ASUU submitted to govermnment written memorandum in which
it highlighted the crises area and its table of demands for negotiation. The Federal
Government did not responded to ASUU's Memorandum notifying the union on its
intention and willingness to either address the problem or ready for negotiating rhe
aspect contained in the memorandun. This reveals that one paity i.e. (Government’s)

unwillingness for negotiation throu gh collective bargaining is shown here.
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By the 13" May, 1992, the parties stalled the negotiation and it was glaring that
_the parties have reached a deadlock. The Minister of Labour, Employment and
Productivity although party to the government negotiating team exercised his power
under section 7 of the trade Dispute Act 1976 réfexred the matter to the industrial
grbitration panel. The background of the deadlock was that the government was only
ready to give the ASUU members ‘Relief Package’ and not a negotiation for upward
review of the salaries and other condition spelt out in thc memorandum for
negotiation,

At this point, both negotiating team i.c. the government representative and the
ASUU leaders, under Dr. A. Jega, had 1o give feed-back to various parent body. For
ASUU there was an executive committee (NEC) meeting at Ibadan and in the meeting
briefing of all the progress report was done and NEC recognized the legal provision
that prohibit sttike wherein the parties involved are simultaneously before the IAP. To
this effect hit was resolved that the strike should be called off for 21 days in order to
allow the JAP to arbiirate.

The IAP intervention is a third party position which is more or less a medialor
mechanism. And both parties are to respect the position of the Law here just as the
ASUU has done by calling off the strike. But the Federal Government, while the
dispute was still pending befare 1AP, announced through the then Vice President
Augusts Aikhomu to the nation with authoritative finality that government has offered
the university a “A Relief Package”. This was the same offer made to ASUU, rejected
by ASUU, and became subject of the dispute refereed to the 1AP. Legally this

violation of the 1AP regulation and it is viewed as content of the TAP and the penalty
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1992 to press home their demand for improved condition of service and adequatce
funding of the universities following a breakdown of negotiation with 'Fedeil'ul
Government. |
Federal Government Ban on ASUU

Two days atter the July 20 strike, the Babangida adininistration rolled out a
new decree proscribing the Academic Staft Union of Universities with effect from the
date of the decrec, 22™ July 1992, And in addition, orders gjecting the teaching staff
who are members of the union from their residential quarters were also issued.

The threat of ejection of the proscribed ASUU members did not go down well
with Dr. Attahiru Jega, as he headced tor court to restrain the Federal Government from
carrying out its threat. The case was filed in a Lagos High Court before Justice Dolapo
Akinsayan who granted the injunction pending the determination of the substantive
suit. Therefore, the academic stall remained in thetr various residential houscs.

With the proscription order, for proper coordination and continuation of the
strike action, a new association emerged as “Universities Teachers Association”
(UTA) under the leadership of the same leaders of the proscribes ASUU i.¢c. Dr. Jega.
The Union solidarity and struggle grew stronger under the new banner as the strike

, continues.
A.B.U ASUU Chapter Posilion on the 1992 ASUU Strike

When the Academic staff of the universities, resumed strike action to protest
what they perceived as unsatisfactory Government response to their aggregate
demand. Academic programmes in A B.1J came 1o a halt as the branch chairman

(Dr. T. Abubaka issued a circular on 23rd July, 1992 calling members to withdraw
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their services and to remain calm, united and exhibit more solidarity for the effective
success at A B U level until the Federal Government entered negotiation with ASUU
or UTA for amicable settlement and subsequent final agreement.

On the 29™ July 1992, the Vice-Chancellor, Professor D.1 Saror made a
passionate appeal to the striking academic staff to call off their staff while noting the
genuine of their demands pointed out that the strike raises moral and humanitarian
issues which needs to be carefully reappraised. He noted further that the academic
stalf return to work does not mean the abandonment of negotiation with government
but the creation of a healthier atmosphere for negotiations.

The ejection order caused a lot of mixed feeling among the university
community, but unlike as in other universities the Vice-Chancellor did not embark on
the draconian steps of ejecting the lecturer out instead he gave the association some
support which was acknowledge in July 26™ 1992, “STRIKE BULLETIN 5",
Negotiation and Agreement between Government and ASUU (1992)

The ASUU negotiation team made it clear that they could not commit the
government on any outcome or agreement which was expected On this aspect of
committing the govermment, caused some delay as the then Mimister, Professor Babs
Fanfunwa take ASUU team of his ministry and the Federal Government team
limited power and scope on the proposed negotiation.

ASUU was not ready to go into negotiation until and when the team is assured
‘of the aspect of committing the government on the catalogue of demands. This
government stand caused more delay and prolonged the strike and the nation’s

universities remained shut.
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It was not until government brought a new team under Chief G.O. Chikelu, thé
. then Minister of Establishment and Management Services, that progress was
recorded or made the negotiation possible. At the negotiation table both teams were
empowered to commit and agreed on the issues raised, with thc assurance by the
government team, ASUU then soften pedals and the negotiation began. ASUU team

| was headed by the Union’s President, Dr. Attahiru Jega,

The negotiation began on Thursday, 20 August 1992, that is seven weeks inlo
the ASUU strike, through their acknowledged representaiives. The negotiations
covered three broad issues viz:-

- Funding Universities
- Conditions of Services
- Universtty autonomy and academic {reedom

After two weeks of negotiations, many agrecments were reached on these three
issues but therc were also some issues over which both parties only agreed to state
their disagreements,

The position of the parties here was te the spirit of Collective Bargaining which
IS negoliations in respect (o ma]-:iné; variations or recessions of procedural
agreement, or with respect of any matter to which a procedural agreement may
relate.

The method of collective bargaining here is the “Contractual Mcthod™™ which
Is static and any agreement reached here is expected to be a “collective agreemé'nt”
and remain binding between the parties, It remains static even when situation or

circumstances surrounding the agreement changes, like the position of minister that
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lcad the government team or even the entire government may be change.

On Thursday, 3 September 1992, representatives of the Academic Staff' of
Nigeria Universitics signed an agreement with the Federal Government. With the
signing of agreement the leader of the proscribed ASUU, Dr. Jega, issued oul a press
statement after consultation with member of the National Executive Council, suspend
the strike of 20 July 1992, And accordingly, call upon all academic staft of Nigerian
Universities to return to work on Monday, 7 Sceptember 1992,

The Dr. Jega press statement added that, the suspension of the strike was not out of
weakness or for any fack of will to continue the union just cause and struggle. Rather,
their action is a gesture of goodwill in response to the massive support they received
throughout from students, parents, the press and concerned individuals. In responsc to
the suspended strike, lite and academic normality return back to the Nigerian
Universities all over the country.

The Federal Government on its part released fund by mid-September to various
universities for the implementation of the agreement on salaried and non —salaries
conditions. While the state governments werc to implement the agrecement as it’s
affects state universities. There was problgm of implementation in various universitics
by the Vice Chancellors and Bursars; there was evidence in the communiqué issued at
the end of the ASUU of University of Jos, on 24 October 1992,

Implementation of the Agreement in A.B.U, ZARIA

The local chapter of the Academic Staff Union of ABU, in a letter dated 24

September 1992, for non-implementation of the September 3, 1992 agreement to the

Vice Chancellor and the Bursar and the requested for University Council’s apprdval
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on the negotiation of some local problems within the university community. The
union leadership under Dr. Tanimu Abubakar, Chairman ABU, ASUU gave a seven
days ultimatum on the council on the i3 October 1992, The Vice Chancellor had an
internal meeting which led to the formation of an in-house management team. The
negotiation commenced on 25th October and after several meeting agreement was
reached between the parties which were forwarded to the University Council.

The local branch on this note withdrew the first ultimatum but later re-visited
it and reissued on 15 December1992 and to expire on 18 December 1992 for a local
strike which the academic statt actually did embark upon the expiration. The ABU
management alleged the local academic staff of a “rushed”, “irrational™ and
“anarchistic™ action unfair In labour relation the days of the ultimatum appear short
and 1t was not in conformity with Industrial relations law on the issue of given notice
to embark on strike From the vice chancellors desk it was clear that the matter in
dispute and discussion of the joint team had already been tabled before the council on
the 8" December 1992 and it was then the council observation that a 57 page
document could not be dealt with instantly and members were advised to take a study
of the document for the next council meeting by the February of 1993, There was a
regular meeting of congregation on the 16" December 1992, which the Vice
Chancellor  bniefed members  on the level of implementation of the agreement
between Government and staff, but this did not make any change to the academic
staff, as the payment of rent and other allowances has to be done in accordance with

the terms of the September agreement and other teirms like -
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- That staff in University quarters be paid 56 percent of salary as rent allowance

- Appointment of Vice Chancellors, Deputy Vice Chancellors and Directors

- Furniture loan and car loan to staff

Some of this demands the Vice Chancellor and Chief Executive of ABU
viewed them as either new demand outside the September agreement with the
Federal Government or required an amendment to University Law and some
contradicts Government policy.

These prolong strikes in ABU is being observed as due to mix-up of the local
problems in the Federal government September 1992 agreement issues. It would have
been better to sort local issues differently from the September agreement

All through the period of military government, ASUU based the reasons for its
struggle on the following notion
i) The survival of the university system with the three components; the conditions

of service (salary and non-salary), funding and university autonomy/academic
freedom, the defense of the right to education.

i)  Broad national issues such as anti-military struggles, the struggle against military
rule, the struggle against privatization, against the Structural Adjustment
Programme (SAP), and the world bank’s attempt to take over the universities, for
example the world bank 120 million dollars (US) loan under Babangida’s
military rule and the Nigerian Universities Innovation Project (NUSIP)
Following the murder of ABU students in 1986 by mobile police (kill and go)
ASULU joined the NLC and NANS in protest. Babangida’s regime accused the

NLC, NANS and ASUU of attempting to topple the regime. The Abisoye panel
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reccommended the tlushing out of some lecturers in ABU who were teaching
what they were not supposed to teach. The Mustapha Akambi panel was sct up
to among other things determine the role of lecturers (h promoting the crisis. The
Akambi panel’s regime never saw the light of day. The military government did

not get what 1t wanted.

In 2001 what eventually assumed the toga of a national crisis started within the
domain of University of lorin in January 2001. Those involved are ASUU-Unilorin
branch activists who were battling the then wvice-chancellor, Professor S. Oba
Abdulraheem and the institution’s authority over delay in the payment of salaries,
allowances and other sundry welfare issues, They were so vociferous in their demands
that the authorities considered them as a cog in the wheel of its plans for the
institution. In such conservative environment, the university authority considered such

radical demand for rights a taboo.

The aflegations against the institution’s authorities were still on when the
parent ASUU commenced a national strike in April 2001, The nationwide university
strike was embarked upon apainst the backdrop of the general rot in universities
across the country. Problems of poor infrastrucwure, poor funding, university
autonomy, conditions of service for academic staff and academic treedom budgetary

allocation were among the demands ot ASUUL x

As usual with successive administrations, attempts were made to break the

strike. In most of the universities attendance registers were opened for lecturers who
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came o work to sign. This sent jitters down the spines of most of the lecturers who for
fear of losing their jobs rushed to the institution on a daily basis to sign the registers.
Those of them who believed strongly in the cause of the struggle shunned the register

daring the institution’s authority threat to sack those lecturers who defied its order,

At the end of the day and consequent upon series of ncgotiation between the
Federal Government and the ASUU lcadership, the strike was called off not without
an agreement to be implemented by both parties. ASUU reportedly ensured the
insertion of a “no victimisation clause” into the agreement. The essence of this was to
guarantee that nonc of its members who partook in the strike would be persecuted
because of their involvement. Flowever, the University of Nigeria, (UNN), Nsukka
and University of llorin terminated the éppointmcnt of some lecturers perceived to
have played prominent roles in ensuring the success of the strike by ASUU. UNN
authorities after public hucs and cries reinstated its sacked lecturers. But in Unilorin,
its authorities that refused to reverse itself. 103 lecturers werc giveln sack letters that

did not state the reasons behind the decision.

The breakdown of these figures is: 15 professors, two assaciate professors, 15
senior lecturers, 18 lecturers: 40 doctors and 12 medical school lecturers out which 11
were consultands. Consequent upon this sack, the Banjo-committee was set up to look
into the crisis. The committee report did not find any of the UNILORIN 49 guilty.
While several others were pardoned and re-absorbed into the system, the institution’s
authorities did not see any wisdom in recalling the UNILORIN 49 lectyrers ou! of the

whole 103 that were sacked. After all, they were seen as a minute Iraction of about
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700 lecturers in the university Some who could not immediately get alternative

accommaodation were forcefully ejected from their siail quarters.

When university of llorin Authorities remained recalcitrant in its resolve not to
re-absorb the Unilorin 49 lecturers, several external bodies acting as pressure groups
intervened sometimes, pleading with the institution’s authorities to reconsider its
position. Traditional rulers, Yoruba Council of Elders, National Assembly and Nigeria
Inter-religious Council (NIREC), all tried to no avail to bring back peace to Unilorin
and the entire universities. Since Professor Oba Shuaib Abdul-Raheem, the Vice
Chancellor, University of lorin, sacked 49 academic stafl’ of unilorin, it has been
negotiation from one table to the other for re-instatement of those academic staff by
ASUL . Until the present administration of Yar'adua, that ASUU was given a listening
ear concerning the sacked lecturers. Just to mention a few, these and others have been

the various struggle ASUU has been engaged in for its members

The Ahmadu Bello University (ABU), Zana had hardly settled down for
normal academic work after a long prostrated ASUU national strike over re-
instatement of 49 unilonn lecturers and other demands of the union that the ABU
~authorities on October 13, 2003 on the order of the vice-chancellor, profession
Abdulahi Mahdi, asked the student to proceed on another round of indefinite holidays
The development however, had followed a peaceful demonstration by the students
asking the university to yield to the demands of the lectures. ASUU, ABU chapter had
carlier given an ultimatum warning that if the authorities failed to listen, the union

would not submit the question papers for the semester examinations, which was to
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commence on Optobc:' 6, 2003. Essentially, ASUU has a 'four'-'point financial demand
including four months salaries which the union said the universily withheld, a fallout
oft the carlier nationwide ASUU strike, two salary steps which the unions said were
arbitrarily cut as well as what it described as high rate of taxation, “which makes the
take-honie pay ol the average lecturer at ABU, the lowest among Nigerian
universities’ . I.n what may as well be described as muscle flexing, the university
management called the bluﬁf'of the lecturers who in turn withheld the examination
question papers, Again, like a cancerous infection, the problem persisted, gnawing

* menacingly at the foundation for the university.

About eight weeks into the strike on December (1, 2003, to be precise, the
ABU governing council had met and declared that the demands of ASUU are outside
the competence and responsibifity of the university, even as it constituted commitice
to embark on a “comprchensive” review of the ABU staffing profile. Specifically, the

council had madc the following points, among others;

i) “Council notes that one of the four demands made by the local chapter of
ASUU is a matter of law while two are being (reated by the appropriate
authorities at the national level. Consequently, these three issues are outside the

competence of the Ahmadu Bello University.

(") Counci} further notes that the demand on appropriate level of taxation falls
within the responsibilitics and powers of the federal joint tax board (JTB) and
the government of Kaduna State. However, council observes that cven here,

considerablc cfforts have been made to arrive at a negotiated settlement as a
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- result of which the Kaduna State government has reduced the tax payable by

the university's staff by 50 percent and waived all outstanding areas.

iii)  Council re-affirms that any form of work stoppage or withdrawal of strive as in
the current situation and including the so-called no pay no work, active non
cooperation and so on, is a strike in accordance with the university law and the

Trade Dispute Act, and it shall be treated as such,

~iv)  Council directs that those staff that are found responsible for perpetuating the
recurrent crisis in the university will be dealt with in accordance with the

university law and the conditions governing their employment™.

It should be noted that within these period of negotiations, the university has
served letters of suspension on no fewer than 100 of the lecturers and going by
ASUU’s claims the affecled lecturers were soon going to receive their letters of

dismissal fromn the school.

Letters from ASUU were served the then governor of Kaduna State Makarfi and
other prominent citizens of the statec and groups including the emir of Zazzau, Dr.

» Shehu Idris, and the senate president, Adolphus Wabara to mediate on the crisis.

Efforts of the various people and groups only yielded a short-lived peace as ASUU
at its congress of January 23, 2004 passed a resolution susbcnding the industrial action
and notifying the university of the readiness of its members to return to the classroom.
The union noted then that, “we now look forward to the immediate r;:opening of ABU

by the vice-chancellor through the senate of the uaiversity so that students can write
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thetr examination™. But instead ABU authorities reportedly began issuing fresh letters
of suspension to the lecturers, in spite of a court order restraining the school from
acting on the carlier letters of suspension, In his ruling, the hon. Justice A.M. Liman
of the federal high court, Kaduna describe;d the action of ABU as insolence’ and r‘u]ed

against the issuance of the letters of suspension or query.

In the words of ASUU president ABU chapter doubl if they will re-open the
university at the end of the month (i.e. Feb. 2004) because the crisis they have
deliberately generated will be so huge that the conditions for opening the university
will not exist. There will be scrious crisis. This is a university administration where
about six or seven people violate the laws of two courts, a state high court and a
federal high court. They are going to sack over 100 lecturers of ABU, including four
professors, 36 PhD holders and there rank and file; hardworking, intelligent and
dedicated staff who arc respected by ail. 1t will not be possible to re-open the

university after such level of destruction.

The strike lasted for about five (5) months and was called oft after much
negotiation as mediators intervene and eventually the 100 suspended lecturers were
re-instated back tnto the system. Both partics learnt their lessons hence led to more

effective labour management relations.

Objectives of 'Trade Unions c RN
Trade unions are formed to protect and promote the interests of their members,
Their primary function is to protect the interest of workers against discrimination and

unfair labour practices. Other objectives which trade unions are formed to achieve are
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as follows.

Representation: Trade unions represent individual workers when they have a
problem at work. If an employee feds he is being unfairly treated, he can ask the
union representative to help sort out the difficulty with the manager or employer
Unions also offer their members legal representative. Normally this is to help people
set financial compensation for work related injuries or to assist people who have to
take their employer to court

Negotiation: Negotiation is where union representatives, discuss with management,
the issues which affect people working in an organization.  There may be a difference
of opinion between management and union members. Trade unions negotiate with the
employers to find out a solution to these differences. Pay, working hours, holidays
and changes to working practices are the sorts of issues that are negotiated. In many
work places there is a formal agreement between the union and organization which
states that the union has the right to negotiate with the employer.  In these
organizations, unions are said to be recognized for collective bargaining purposes.
Voice in decisions affecting workers: The cconomic security of employees is
determines not only by the level of wages and duration of their employment but also
by the management’s personal policies which include selection of employees for
layoffs, retrenchment, and transfer. These policies directly affect workers. The
evaluation criteria for such decisions may not be fair. So, the intervention of unions in
such decision making is a way through which workers can have their say in the

decision making to safeguard their intemets.
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Member sexvices: During the last few years, trade unions have increased the range of

services they offer to thetir members. These include;

i) Education and training-Most unions run lraiﬁing courses for their members on
employment rights, health and safety and other issues,

i) L.cgal assistance-As well as oftering legal advice on employment issues, some
unions give help with personal matters, like housing, wills and debt.

i) Tinancial discount-People can get discounts on mortgages, insurance and loans
trom unions.

iv)  Welfare benefits-one of the cartiest functions of trade unions was to look after
members who hit hard times. Some unions offer financial help to their
members when they are sick or unemployed.

In conclusion, we have reviewed some developments in the Nigerian Trade
Unions with special reference to Academic Staff Union of Universities (ASUU).

It i3 obvious that the basic relationship between employers and employees in
Nigeria and elsewhere is founded on a divorce between the “ownership of a product”
and the “ownership of the labour producing it”. Apart from the conflicting interests
and attitudes inhercnt in the relationship, the pressures from the changing environment
aftect the workers and their unions. Trade Unions constitute one of the means which
the workers have to facilitate desirable achievement. There is therefore need to
understand the unions as they endeavour to relate meaningfully to their environment.

Whatever the environment in which unions operate, there is need to understand
the objectives which they seek. These objcetives are reflected in the constitution of the

unions as well as negotrated agreement. These objectives are essentially human and
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they are not static,

The trade union is human organization. Althoilgh it has reached a high degree of
universality, it has not reached a high degree of maturity everywhere. In this country,
there may be need to re-define the role of the Unions or to insist on the higher
standard in carrying out their activitics or to curb real excesses, However, there can be

“no doubt that trade unions represent the hope of working men and women for self-
government, self- reliance, self-defense and for a new and better social order in
industrial. Also, the existing of trade unions in many countries today is a sufficient
proof that workers will not willingly allow them to die.

2.1.8 Review of Past Empirical Studies

The issue of industrial relations is of great concern to scholars in the held of
administration and law. Various studies have been undcrtaking Ito determine the
contributions of industrial relations to the sustainability and advancement of
organization. Some of these studies are reviewed in this section.

Ajibua, Funmilayo (1998) in his study entitled “Management of trade dispites
and collective bargaining in the federal civil services”™ investigated reasons for
workers embarking on industrial strike actions in spites the mechanism available for
peaccful settlement. His study has the objective of finding out the effectiveness of this
mechanism (collective bargaining) in disputes revolutions in the Nigerian civil
service.

The sample size of his study was 500 which were drawn from various federal
ministries with the oftfice of Head of service of the federation, officials of the

Industrial Arbitration Panel (IAP) and officials of the National Industrial Court
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inclusive To him, both the junior and senior staff was proportionally represented in
his sample size.

Ajibua. F. adopted pluralist approach as his theoretical framework He
elucidate that pluralist system sees trade disputes as an expression of the fundamental
conflict in the employment relationship which could be triggered of by various
government policies, management incompetence, increase in the cost of living, the
paradox of affluence, shows of solidarity with other workers and non- implementation
of collective agreement.

Ajibua, . study reveals that dispute settlement mechanism in the federal civil
service is ineffective. He recommended that government should promote the use of
collective bargaining in resolving disputes rather than waiting until workers feel they
have been pushed to the wall, thereby reacting in the manner they consider appropriate
which always result in the government taking draconian measure to deal with the
situation.

As we have thus seen above, Ajibua F. gives details account on how the
internal mechanism (collective bargaining) can be use in enhancing organizational
harmony Unfortunately however, he did not justify rational behind the ineffectiveness
of the dispute settlement mechanism  Also, he could not expatiate on how the pluralist
approach can be use to promote industrial harmony,

With this general caveat in mind, we shall see on this study how our theoretical
framework can be adopted in promoting industrial harmony between the management

and Academic Staff Umion of Universities (ASUU) in our universitics.
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Suleiman, Auwalu (2007) in his study “)’,(.Jb()lll‘ mpion- management relations, a
siiudy of Non- Academic Staff Union (NASU) of Nasarawa State University”. The
trust of his study is to determine the extent to which trade unionism promotes
industrial harmony in Nasarawa state university. The ccn_t;gl .hypothesis tested in that
tnablity of management of Nasarawa stale universily t(}w.a.rds recogmeatng NASU
grievances for effective negotiations generates industrial disharmony. The space scope
of his study is 2003-2006. He employed both primary and secbndary SOUICES as means
for data collection. He selected 50% of the entire population as a sample size totaling
86 respoadents.

Suletiman adopted Abraham Maslow theory of needs as the theoretical.
framework for his study, The study reveals that there is harmonious relationship
between the management and NASU in Nasarawa state university. Besides, the study
reveals that disagreement between management and NASU rarely happen in the
' uﬁivcrsity,

Suleiman rccommended that collective bargaining as against confrontations
should be maintain in the university for resolving differences. He also recommended
that state government and management of Nasarawa state university should always be
committed to the need and aspiration of NASU. To him, that will help in retaining the
cordial relationship that is already established among then.

The study could not elucidate empirically whether or not trade union promotes
imdustrial harmony. The space scope of his work was three (3) years which is not
enough {o assess whether or not trade union (NASU) enhances indusirial harmony in

Nasarawa statc university. He chose 50% of the entire population as sample size of his
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study but failed to tell us the entire population of the study. He also adopted theory of
needs as his theoretical framework which he never explain how the theory will
enhance cordial refalions, if adopted, among these actors in Nasarawa state university.

Sule, Usman (1995) in his study “AS{/U strike and the law: a study of Ahmadu
Belto University” investigated rationale behind the use of strike in achieving the goal
and demands of trade union and its consequences on our educational systems.

Sule stated that the mechanism for resolving trade dispute are both collective

.bargaining {internal mechanism) and statutory provision as enlisted in the Trade
Disputes Acl which are mediation, conciliation, arbitration, and national industnal
court.

The study reveals that although strike is illegal based on the provision of trade
disputes act of 1970 but necessary under the principle of collective bargaining as it is
the ultimate sanction against management in securing concession by the union.

The study also reveals that non-implementation of collective agreement leads
to sertes of strike action in our universitics. He then added that strikes have
contributed a lot of set-back into the nation education system over the years.

Sule tried his best to unveil reasons behind the use of strike by trade unions as
tool for meeting their demands but his study lack quantitative analysis to proof his
findings He did not state the sample size of his study. The study also lack theoretical
under-pinning to base is argument. We shall amoﬁg other things provide appropriale

theoretical framework for our study.
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2.2 Theoretical Framework.
2.2.1 The Component of the Conflict Management theory.

The propounder of the conflict management theory is Mary Parker Follett
[1868-1933) She argued that conflict cannot be eliminated in any organization
because it is inevitable phenomenon where two or more people are brought together to
achieve a pre-determined end. To her, conflict is an exhibition of differences in ideas
or opinions on given situations. She opines that conflict could be bad or good or
neither bad nor good depending on the situation. Conflict could also provide good or
bad results or outcome depending on the manner it is interpreted, understood and
resolved by the actors that are affected. In an article entitled “Constructive Conflict”
She noted three methods of conflict resolution namely domination, compromise and
integration

According to Follett, conflict resolution through domination is not the best
option for any organization because, this would entails victory of one actor over the
other It would require the use of force and suppression of the weaker actor by the
strong. Using this approach in conflict resolution does not mean victory has gone to
the right party or that has marked the end of the conflict.

Mary Parker Follett also recognized compromise as alternative method of
conflict resolution in an organization. Under this method, each actor in the conflict
situation surrenders certain values or interest in order for peace to reign. She wams
that a conflict resolved through this method is not the best because it may suspend the
conflict yet a greater magnitgdc of the problem which is likely to resurface in either

the same form or in an entirely different manner.
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Integration is the third method of conflict resolution as recommended by Mary
Parker Follett. She approved integration method as the best method for conflict
resolution in organizations, To resolve a conflict through integration, each actor has to
recognize the importance of ex-raying all the various aspects of the conflict to be.put
forward for discussion, usually in a round table conference.

2.2.2, The Relevance of Conflict Management Theory to the Study.

The relevance of this theory to this study lies on the fact that our Universities
congist of people who come together with the inteation or purpose of achieving a
giving task, as such, conflict is inevitable in such arena  As suggested by Follett,
conflict can be resolved through ei lhér of the following methods namely domination,
compromise and integration.

The Nigerian Universtties arc made up of actors (Lecturers and Management)
wﬁich must interact together for the purpose of achicving the system objectives and
goal. In the course of interaction, differences in ideas or opinions on given situation
may arise which if not properly handled might result to trade dispute. However, the
need for the survival and continuity of the Universities mean that conflicts need to be
handled in such a way that the actors involved do not necessarily bring about severe
and damaging consequences on the system.

_ Using the domination approach by the management will not bring the expected
industrial harmonies to the Nigerian University system. This is because the attitudes
« to win all for one selves (management) and deny any for the other party (ASUU) will

not augur well in trade disputes setilement.
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Adopting compromising approach to trade disputes scttfement in the Nigeran
Universities is far preferable to that of domination. Using this approach shows the
readiness of the actors to find a common ground for a solution. That is, a ground that
is mutually satisfactory and acceptable to both actors. As a matter of fact, this will
entails deliberate and conscious efforts by both actors in ensuring that both lose little
or that while one makes substantial gains in his claim, the other does not become
totally worse off because he has lost out totally  In this situation, there will be no total
win-lose scenario between actors involved in the dispute, just as there is no complete
loss for both  Afthough neither of the actors will be completely satisfied with the
outcome of the settlement because none will realized every need set out to neither gain
nor lose out completely

Although the compromise approach is  better in trade dispute settlement, but
the best of all is the integration approach. This is because, the divergent interest or
demands of these actors are critically analyzed or put forward for discussion in a
round table conference with the aim of coming out with lasting solution to the cause(s)
of the dispute(s). Contlict resolved in this fashion is constructive because cach side is
fully satisfied —~win-win siluat.iun [f the actors in our University system can integrate
their demands with the inlcntion of proffering solutions to crises that have
characterized our Universities for more than two decades, the industrial harmony that
have eluded the system will be restored again. T his will create room for progress and

sustainability in our educational system
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CHAPTER THREE

INSTITUTIONAL HISTORY STRUCTURE AND OPERATIONAL

PATTERN OF AHMDU BELLO UNIVERSITY. ZARIA
There shall be m Nigeria a university lo be
known as the Ahmadu Bello University, the
anthorities — of  which  are  hereby
constituted a body corporate which shall
have perpetual succession and common seal
and may sue and be sued in the name of the
sard  wmiversity  (The  Ahmadu  Bello
university Law, No. 26 of 1962 (Part I1) and
the Ahmadu Bello University Decree 22 of
1975 (Part 11).

31 Historical Background

The excerpt cited above constitutes the legal foundation upon which the
Ahmadu Bello University has been built and expanding. In addition, the Ahmadu
Bello University, whose law was cnacted on 14 October 1962, has its origin in the
defunct Nigeria College of Arts, Science and Technology, Zaria, founded in 1955, the
Clerical Training Centre, Kongo founded in 1957; the Samaru Agriculture Research

Station established in 1924; and the Shika Stock Farm, started in 1928

A month before independence in October 1950, the Ashby Commission on
post-school certificate and higher education appointed by the Federal Government in
1959 recommended that a university should be created in Zaria to serve the then
Northern Region of Nigeria Consequently, the Northern Region's Government
requested the British Sccretary of State for Commonwealth Relations, to send a
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delegation, headed by Sir Alexander Carr-Saunders, amved in April 1961 and in the
* same month issued ils recommendations on the scope and activities of the

university.

In April 1961, a law cstablishing a provisional council of the university of
Northern Nigeria was passed by the legislature of Northern Nigeria, and the provisional
council established in November 1961 undcer the chairmanship of the Hon. Shettima
Kashira. CBE, now Sir Kashim lbrahim Koma, CBE (a member of the Ashby
Commission who later becomes Governor of Northern Nigeria and visitor to
the university) Sir Norman Stanley Alexander, 3 New Zealander, and professor of
physics at the then College University. Thbadan was appointed the first principat (later

vice-chancellor) in July 1961 and assumed office in November,

The university was named after Sir Ahmadu Bello (1901-1966), the Sardauna of
Sokoto and premier of Northern Nigeria, who, as the first chancellor performed the

opening ceremony on October 4, 1962,

The university opened with just four faculties - Agriculture, Engineering, Law
and Science - fiftcen departments and 426 students. Under the successive vice-
chancellorship of Professor Numian Alexander (1961-1960), Professor Ishaya A_uclu
{1965-1975), Professor lya Abubakar (1975-1978), Professor Oladipo Akinkugbe (1978-
1979), Professor Ango Abdullahi (1979-19806), Profcssor Nayaya Mohamnied (1986-
1991), Protessor Daniel Saror (1991-1993), Sole Administrator Major General Mammtan
Kontagoro (itd) (1995-1998}, Profcssor Abduitahi Mahdi (1998-2005)and Professor

Shehu Usman Abdullahi {2005-todate) the Ahmadu Bello University increased i size,
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scope and the depth of academic work. By a Decree (the Ahmadu Bello University -
transitional provisions decree 1975) the university was taken over by the then Federal

Military Government and now enjoys the status of a federal university.

in 1987, the year in which the university celebrated its 25th Anniversary, ALl
has turned out to be the largest and most extensive of all universities in sub-Sahar. s
Africa It covers a land area of about 7000 hectares and embraces twelve faculties. a
postgraduate school and 75 departments. There are also five institutes, eight specialis d
centres, a Division of Agriculture Colleges, a school of Basic Studies (now school »f
General and Remedial Studies), a Demonstration Secondary School, statf’ prima vy
schools and three organised extension and consultancy services which provide a varicty
of complementary roles to the academic faculties. The total student population pursuing
degree and sub-degree programmes number about 35,000 drawn from every state of the
federation and abroad There are about 1700 academic and research staft and 9,000

other support staff

The university has also nurtured two university college - The Abdullahi Baye-o
University, Kano) and Abubakar Tafawa Balewa College (now Abubakar Tarav.a
Balewa University of Technology, Bauchi), and has 27 other colleges of educatic n,

polytechnics and schools of basic or preliminary studies affiliated to it.

However, the tremendous growth in studies' population, especially since 1990
was not accompanied by a commensurate physical and structural expansion Add «d
to this was the chronic under-funding of the university and the general downturn »f

the economy affected the university adversely. Consequently, the university becarie
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increasingly unable to fulfil the mandate for which it was established, coup!ed'with
low marale and social conllicts, the university's inability to achieve the objective for
which 1t was set invariably manifested itself in series of invidious crises, culminating
in its closure in November 1995, and the appointiment of a Sole Administrator in _

1995,

As a result of the appointment of Major General Mamman Kontagora (rtd) as
the Sole Administrator, the Ahmadu Bello University has been undergoing a
fundamental reorganisation.  The reorganisqlion permeates all aspects of the
university's existence and wil! take sometimes to accomplish. However, from what has
been done, 1t is evident that the Ahmadu Bello University will most certainly
outgrow its crippling crisés and become as it .was before, an embodiment of

excelience,

The Faculty

Most of the facultics of the Ahmadu Bello University developed out of the
departments of the defunct Nigeria College of Arts, Science and Technology and
the Institute of Admintstration, the Abdullahi Bayero College and the Institute For

Agricultural Research, which were incorporated at the foundation of the university,

The Faculty of Administration has developed out of the former department of
administration which was established at the Institute of Administration in 1902 where
in-service training courses had been made available since {957, Teaching for the B.A.

Hons. Degree and Diploma in Administration began in October 1962, and
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arrangements for the courses were under the supervision of a Board of Studies,
appoinied by Senate, which had the functions of a Faculty Board. In November 1966,
university council approved the establishment of the Faculty of Administration which
has since been t'unctionfng. The Faculty then came directly under the Senate and a
Faculty Board was cstablished in place of the Board of Studies. In the 1968/69 session
the Faculty began offering separate courses for B.Sc (Accounting) and B Sc.

(Business Administration) in addition to B.A. (Administration).

The Faculty of Agriculture began in October 1962 and accepted its first
students at that time. [t was (and still is) closely co-ordinated with the Institute for
Agricultural Research. New Departments of Plant Science, Animal Science, Soil
Science and Agricultural Economics and Rural Sociology were opened in 1965, the

Department of Crop Protection in October 1968 and the Department of Agronomy in

1970,

The Faculty of Arts and Islamic Studies (formerly know as the Fécu!ty of
Arabic and Islamic Studies until November 1906) is located at the Abdullahi Bayero
College (previously called Ahmadu Bello Coliege), Kano. Preliminary courses were
transferred from the Schoof of Arabic Studies which, founded in 1934, had conducted
courses in Higher Islamic Studics, Sharia, Law and tcacher training. The faculty
accepted its first students in the 1963/64 session during which the structure of the

Honours Degree was initiated.
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The Facuity of Arts and Social Science camc_into being in the 1966-67 session
after council had in March 1966 approved the estéblishment of a joint faculty in place of
former Faculty of Arts. Teaching for the B.A. (Comb. Honours) Degree commenced in
October 1962, in newly established Departments of English, History, and Geography.,
The Department of Fine Art, which had been training s_tqdent for a Diploma in Fine Art
since 1956, was also included in the Faculty, Senate approval was given for the
institution of'a B.A. (Fine Art) Honour Degree for which many of the existing students
were qualified to enter, and the first degrees in Fine Art w;vcre awarded in June 1963. The
Faculty has since expanded immensely and with the establishment of the joint Facull___y of
Arts and Social Science, several departments including those teaching the new sclrcial

science subjects were created subsequently,

In November 1967 council approved the establishment of the Faculty of
Education which came into being in 1908. Previously there was only a department
of education in the Facully of Arts and this was acting in a complementary capacity of
the Facultics of Arts and Social Sciencqs, ofterning subsidtary courses in education.
Today the Faculty of Education while still performing these functions, offers degrees in

education, and degree and diploma courses in library science.

Departiments of Engineering were founded in the Nigerian College in 1955, and
1957 became the Faculty of Engineering of the University College, Ibadan. Students
were then trained for the B/Sc. (Engr.) Degree of the University of London under the
scheme of special relation, the first London Degree being awarded in October 1960. The -

Faculty of Engineering of the Ahmadu Bello University began in October 1962, Student
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registered thercatter followed courses of study for the honour degree in engineering of
the Ahmadu Bello University in one of the three main disciplines of civil,
electrical and mechanical engincering. The course of the special relation examination

for the Universily of London Degree came to an ¢nd in Junc 1965,

Faculty of Environmental Design‘ was born out of the Department of
Architecture of the dcfunct Nigerian College. That department commenced teaching
courses for the examinations of the Royal Institute of British Architects (R.1.B.A.) in
1952. The Faculty came into being in I962. on the main university sitc and (he
regulations, approved by Senate shortly afterwards, allowed for the development of B.
Arch Honour Degree a.§ well as the continuation of courses leading to the RIB.A,
Examination. Thus graduation and aftiliation to the leading professional body were
both possible tor students of Architecture. The B. Arch. Degrees were awarded to

qualified student in June 1963,

By the end of the 1968-69 session it had becomme obvious that the then
Faculty of Architecture had not been expanding fast enough to satisfy the ar&:hitecturai
requirements of this country. Affiliation 10 R.1.B. A. was therefore discontinued and a
closer relation maintained with the Nigerian Institute of Architects. The current
syllabus for a two degree structure make it possible for student to obtain the degree
B.Sc (Architecture) and B.Sc. (Building) or M.Sc. {Architecture) at the end of the
fitth yeaf. The latter will qualify them for registration with the Architects Registration

Council of Nigeria. The Faculty took eftect from October 1969.
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The Faculty of Law of Ahmadu Bello University was established in 1962. 1t
developed out of the former Legal Department of the Institute of Administration, which
had been started as the first Law School in West Africa in 1959 to give in-service
courses and to provide courses }eadiﬁg to the Part | of the Bar examinations of

Linceln's Inn in the United Kingdom.

Ahmadu Bello University graduates in law who successfully complete a one-year
postgraduate course at the Nigerian Law School Lagos became cligible for membership
of the Nigerian Bar Legal training at all levels continues to be provided in the Facuity
for training personne! for Local Government Authority Courts and Ministry of Justice in

the Northern States of Nigena.

In 1961 the Federal Government, in a white paper, decided that by 1970 there
would be a 'full fledged Faculty of Medicine” at Ahmadu Bello University. The
National Universities Commission in its report in 1963 fully supported this
~intention of the Federal Government, and the government in accepting the report

agreed to honour this commitment,

Through the co-operation of the Ministry of health of the old Northem Nigeria
~ Government, with which was planned as a joint venture, a number of key personncl
began to arrive in Kaduna, within the normal establishments of the Ministry, in order to
undertake a feasibility study, curriculum planning, etc. The university council approved

the establishment of the Faculty to start operating in the 1967-68 session.,
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The following departments have since. been cstab.lishcd and are funchioning:
| Anaesthesia, Anatomy, Community Medicine, Medicine, Microbiology, Obstctrics
and Gynaecology, Paediatrics, Pathology, Pharmacy and Pharmacology,
Physiolcrlgy, Radiology, and Surgery. The university turned out its first set of medical

graduates in Junc 1972,

Courscs leading to the combined honours degree of B/Sc. were commenced n
October 1962 on the establishment of the Faculty of Science from the nucleus
of Nigerian College Departments of Biology, Chemistry, Mathematics and
Physics. The new Department of Botany and Zoology, which were opened to
replace the Depariment of Bi;:)logy were [ater merged in 1968 as the Department of
Biclogical Sciences. Some dcegree courses were shared with the Taculty of Arts and
. some Departments also provided some of the courses for the degrees in Agriculture,
Architecture, Engineering and Veterinary medicine. In June 1965 the first'set of science
graduates were awarded the combined honours degree in science, and in 1967 some were
.awarded single honours degree in their various fields of specialization. At present the
Facuity not only shares the Department of Microbiology and Pharmacology with the
Faculty of Medicine but continues to share certain degree courscs with the Faculty of
Arts and Social Science and the Facuity of Education, and also continues to provide
some of the courses taken by students in the Faculties of Agriculture, Engineering and
veterinary medicine. Geology which had been taught for two sessions was formally
constituted a department mn 1909/70 sessions, and offers certain courses for studeats of

Civil Engineering. In October 1970 alse courses for the B.Sc. (Phammacy) degree
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commenced, developed (rom the diploma course taught at the Ahmadu Bello University

School of Pharmacy.

For the first two years of the university when Agriculture and Veterinary
Medicine formed together one Faculty, initial planning for teaching in terinary medicine
was undertaken by the Facully as a whole, but this responsibility was taken over by the
new and scparate facully of veterinary medicine established in 1965, council having
given approval for its devclopment in December 1964 pre-veterinary coursc were
commenced in 1962 in Association with the then university college, Ibadan; the first batch
of students who completed the first part of their training at Ibadan began work at

Ahmadu Bello University in 1965,

T.he current situation on institutional struéturc 6f Faculties in Ahmadu Belo
University, as affected by then Sole Administrator, shows that the University now
harbours the following Faculties: Administration, Agriculture, Arts, Hducation,
Enginecring, Environmental Design, Law, Social Science, Science, Medicing,
Veterinary Medicine and Pharmaceutical Sciences. This thus brings the total num:ber

of Faculties to Twelve (12) in operational existences,

The lustitutes, Colleges and other Units

A feature of the constitution of the university is the inclusion of iwo
previously existing Northern Nigeria Governments institutions in the university as
semi-autonamous institutes. These are the Institute of Administration, Zaria and the

Research and Specialist Service Division of the Northern Nigeria Ministry of
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Agricuiture (now the Institute for Agricultural Resecarch and special services) at
Samaru. Both were set up to serve particular needs of Northern Nigeria, and although
under the aegis of the university their influence will expand more and more into the
national and international fields, through student exchange and increasing through
postgraduate and post-doctoral research, the particular needs of Northern Nigeria (the
present six northern states) will be their main concern. It is for this reason, {o ensure
that their programmes are in accordance with Nigerian and particularly northern
state nceds, that thcy have been given a degree of autonomy. While completely
university institutes under the control of the university council, they are not, as the
faculties are, directly under the Senate cxcept as regards course leading to degrees or
diplomas of the umiversity. The progammes of extiension work in the Institute of
Adnuinistration, and the programme of agricultural research in the Institute for
Agricultural Rescarch are considered by Boards of Governors which have substantial

government representation.

Twa other institutions have since been established. The Institute of Education
and the Institute of health. The institute of education was established by law as part of
the university in 1965 The institute acts in an advisory and consultative capacity to the
Ministries of Education ot the six northern state in matters perfaining to cducation, It is
concerned with the training and post-graduate programmes of the university, with the
programme of in-service training of primary and post-primary teachers; with providing
correspondence courses and arranging other courses, workshops and conferences. The

Advanced Teachers' Colleges in Kano and Zaria were taken over by the Institute in
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1969-70. However, they are now autonomous institutions and named: Federal College of
b

Education in their respective areas of operation.

The Institute of Health was established by law in 1967 as part of the university
and its provides services similar to those performed by the other institutes On its
establishment it took over the General Hospitals in Kaduna and Zaria, the Orthopaedic
Hospital, Kano, and some other medical/nursing institutions which used to be run by
the Government of Northern Nigcrié, and in 1968 opened another hospital at

Maluniiashi,

The Ahmadu Bello College, founded in 1960, was incorporated in the
university in 1962 under the name of Abdullahi Bayero College. In 1964 the college
moved into the old Airport Hotel which had been converted to student hostels, lecture
rooms and library, and teaching to the first batch of degree students was commenced.
Further developments include the rapid growth in student and staff strength and the
establishment of permanent site and building, In 1969 a centre for Hausa studics, later

changed to the Centre for the study of Nigerian Languages, was established.

In order to fulfil the basic purpose ¢: the university 'to secure the diffusion
of knowledge (hroughout northern  Nigeria" and 1o implement the Federal
Government policy of balance education throughout the federation, the universii}f
apencd the School of Basic Studics in fanuary 1970 on the Main Campus in

Samani.
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The Extension and Research Liaison Section, set up by the Northern
Nigeria Government in 1963 handed over to the university in 1968 and has since
been included  within the Institute for  Agricultural  Rescarch. The School of
Agriculture at Kabba and Samaru were also taken over by the university in 1968,
and the livestock service training centre Kaduna 1n 1969 Thesec were
administered within the Institute for Agricultural Rescarch until June 1971, when
fhey were reconstituted by law as the Division of Agricultural and Livestock
Service Training. The activitics of the Facultics of Agriculture and Veterinary
Medicine, the Institute of Agricultural. Research and the Division of Agricultural
and Livestock Servicing Training arc coordinated under the board control of the
pr.ovost for agricultural and vctcrinary. medicine in the office of the Vice-

Chancellor.

The university since its establishment has also grown in size, population and
has also established more courses and research centres and institutes. Some of the

centres and institutes are:

Institute for Agricultural Rescarch

This institute was established in accordance with Statute 14, in October, 1962
when the Rescarch and Specialist Division ol the former Northem Nigeria a
Mintstry of Agriculture was transferred to the Ahmaﬁu Bello University. The institt&c
however started in 1924 as Samaru Agricultural Research Station and has been the
bedrock of 2015 crop research and improvement in the Savannah region of
Nigeria. All the cotton vaneties grown i.n the northern state have been bred at 1AR,
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There are two subsidiary rescarch stations: Agricultural Research Station, Kano and

Irrigation Research Station Kano
Centre for Islamic Legal Studies

The centre was established in 1971, undertakes considerable in-service training
for Area Courts personnel of northern states. In conjunction with the Faculty of Law
the Centre runs Diploma Courses in Civil Law, Judicial Courses for Alkali and staft of

Area Courts and courses in Islamic Legal System (Sharia)

Centre for Adult Education and Extension Service

The Centre was formally established in 1971, It functions and constitution
follow lines suggested in a consultant's report on university and community Its
university of the air programme has become well-known and its other training
activities include evening classes, seminars, workshops and adult literacy classes.
This has, however, been scrapped by the Sole Administrator - seen a duplication of

work with Institute of Education.
Centre for Nigerian Cultural Studies

The centre was established in 1972 to promote inter-disciplinary cooperation
in the study of Nigerian cultural heritage It was temporarily located in Kano until in

1974 when 1t was transterred to Zaria
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The centre for Nigerian cultural studies will [irst and foremost be a research
centre and but will also have training and entertaining community service
programme, The Centre has also been closed down by the then University Sole

Administrator, as part of his institutional restructuring programme of A B.U.

Arewa House

This is a centre for research and historical documentation unit and was
established in 1972 to undertake and promote historical rcsearch in the evolution of
political culture, languages and art of government in Nigeria in general and the

Northern state in particular.
Iya Abubakar Computer Centre

The centre was cstablished in 1973 by dctachment from the Departiment of
Matheinatics under which a unit which provides computer scrvice was organised
-since 1967 'I'He centre provides a full central computing service to all staff, research
workers and students. The centre mamframe system consists of dual CYBER 920
computer -other micro computers are avatlable for a variety of purposc including
teaching, software research, management imformation and intensive simulation
studies. Stafl and student reccive some programming instruction at the centre as

required by the new educational policy on the computer literacy.
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Centre for Social and Economic Research

The centre came into existence in 1974 as an integral part of the university. It
aims to conduct research that is both séholarly and of practical significance, both on
projects generated from within and on project requested by the State Governments and
others. It produccs sesearch reports, papers and other publications intended to
" improve the quality of village life in a rapidly changing socicty. This Centre has also

been shut down.
Centre for Energy Research and Training

The centre which started as a nuclear cnergy programme in 1977 was
established in 1982 The centre operates a 14-Mev neutron generator and other
analytical equipment and provides facilitics for training at all levels of nuclear

technology.

Post-Graduate School

The concept of a post-graduate school for Ahmadu Belle University was first
mooted in 1976 to cater for a comprehensive postgraduate studies programame and
increase postgraduate cnrolment to a level of 25% of total enrolment tor degree
programmes. But the school was finally established in 1980 and it coordinates all the
postgraduate programmes of the university at the Master, Doctorate, and post-graduate
Diploma levels. Other schools are schoo! of Gencral Studies which was stopped
effectively from 1995/96 session and the staft school (Demonstration Sccondary

School).
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3.3

Functions of Ahmadu Bello University

The function of the university shall be:

To provide regular and liberal courses of instruction in the humanities,
the science and other sphere of learning of a standard required and expected

of a university of the highest standing.
To promote research and the advancement of science and learning.
To secure the diffusion of knowledge throughout Northern Nigeria.

To acquire and take over the property, right, trust and liabilities of
the provisional council established by law, 1961, including all the property
of the Nigerian College of Art, Science and Technology vested in the
provisional council by the provision of the Nigerian College of Arts,

Science and Technology (Transfer) Act, 1962

Organisational Structure of A.B.U.

The structural based of an organization shows its power relationship between the

vartous officialdom or administrative set-up within it.  The structure indicates the

positions of functionaries in the organisation, their power and operational pattern; it

guide power (authority and responsibility) relations; shows unity of command and

administrative process; and, indeed, ensure a smooth flow of information. Visitor,

When the university was initially established, the law states that "fit person shall be

appointed by the Military Governor of the Benue-Platcau, Kano, Kwara, North-Central,
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North-Eastera and North-Westemn state of Nigena to be visitors of the university and he
may in addition to the powers conferred upon him by other provisions of the law, from
time to time and in such manner as he thinks fits, direct a visitation to the untversity for
the purpose of ensuring the effective fulfilment of its objects as set out in the law”
However, when the Federal Government took over the management of the institution, it
became the sole responsibility of Head of State and so is acclaimed "The Visitor" to

A B U and all federal universities in Nigeria
Chancellor

The Chancellor shall be the Head of the university and shall be appointed by the
visitor on the recommendation of the council. The chancellor shall hold office for five
years from the date of his appointment or until his resignation, whichever be the

shorter, and shall be eligible for reappointment

The Chancellor when present shall preside at the ceremonial and other assemblies
of the university, and in addition to his other function provided for in the law, shall be
entitled to call for information in regard to any matter relating to the welfare of the
Untversity from the Vice-chancellor and the Chairman of the Council whose duty it

shall be to provide the same

Pro-Chancellor

The law establishing ABU states that there shall be one or more pro-chancellor

who shall be appointed in accordance with statute and who shall act as deputies to the
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Chancellor in such manner and to such extent as shall be prescribed by statute. The
prevailing situation is such that there is one person politically appointed by the
Visitor to the university, and he/she heads the university council- the highest

decision-making body.

Yice-Chancellor

There shall be a vice-chancellor who shall be the chief executive and academic
officer of tHe university and who shall be the ex-officio chairman of the Senate. He
has capacity to initiate meetings and discussion with the university principal officers
and stafF substance on issues affecting the university management. He thus can
arbitrate in conflicts within the university (between management and staff,
management and students, staff and students, etc). His functions and opcrational
pattern has significant consequences to the survival and growth of the university - as
he/she manages the day-to-day affairs of the university, implement policy decisions
and is indirect contact with the entire human clements Ii\n the university (staff, ._st}gldgnts
and public in generat). His fundamental role to effecti;ré uﬁiversity managcmen.tg{"aﬁd
efficient operation cannot be over-emphasized. This can more appreciated in the
number of committées he heads and which he assign his deputies from time-to-time.
According to the Udoji Commission Report, 1973, the following summarizes the
dutics of Vice-Chancellor: "The V.C. .. is both the administrative and academic head
of the university ... He is required to provide academic leadership, being cx-official

Chairman the Senate and a number of main committees as wel! as being a member of the
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council. He also has to give guidance on daily problems. He is the principal
spokesman for the university in its external relations. He has to supervise the various
administrative departments and, in somic instances, he bas some sections dealing with

planning, public relations or internal audit, under his personal control.”

Council

There shall be constituted for the university in accordance with the provisions
of this law a council to be called the council of the Ahmadu Bello University. The
council shall be the governing body of the university with power to manage all matters

not otherwise provided for by or under the law.
Deputy Vice-Chancellor (AdminisGration)

The deputy vice-chancellor (admin.) should be appointed in consultation with the
+
vice-chancellor for the administration of housing and passages, office, legal/industrial
relation office, mail and postal service, catering service and [agos office. The D.V.C.

(Admin.) do also act when the Vice-Chancellor is away.

Deputy Vice-Chancellor (Academic)

The deputy vice-chancellor {academic) will over see the work of the Deputy

Registrar (Academic) and be responsible for all academic matters,
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Senate

There shall be a senate for the university the composition of which shall be

determined by statute. Proceedings of the senate shall not be invalidated by reason of

any defcet in the appointment of any member or by reason of any vacancies among its

members.

The senate shall, subject to the provision of this law and the statutes, and subject
also to control by the council in all matters affecting the finances of the university,
m%mage the education affair of the university and act for the university in all academic
matters, and in particular but without derogation from the generality of the foregoing

have the following functions.

a. to direct and regulate the admission of student and teaching and instruction
within the university and examination held by the university subjcct ta the power

of the council as herein;

b. lo promote research within yniversity;
C to confer degrees, diplomas, certificates, licentiate-ship and other distinctions;
d to make, after report from the facultics concerned, all regulations for giving

cffeet {0 the statute and advances of the university relating to course of study

and examinations;
e. to report the council on all statute and advance or proposed changes thereof,
f to exercise and perform such other powers and duties as may be conferred or

imposed upon the senate by the state.
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Deputy Registrar (Admin,)

The deputy registrar (admin.) should be appomted i consultation with the Vice-
Chancellor (Admin.) for the administration of Housing and Passages oftice, legal/
industrial relation office, mail and postal service, catering service and Lagos Office with

other responsibility attached to its duties.
Deputy Registrar (Academic)

The deputy registrar (academic should be appointee in consultation with the Vice-
Chancellor. He will be responsible to the Deputy Vice-Chancellor (Academic) for the
administration of academic planning unit, academic office, university archives office,

information and protocol office and university farm,

Bursar

The bursar should be appointed to hold office for a period of four years and be
eligible for reappointment. He should remain the chief financial officer of the university

subject to the directions of and responsible to the vice-chancellor.

Deputy Bursar (Finance)

The deputy bursar (finance) should be appointed in consultation with the vice-
chancellor. He will be responsible to the Bursar for the control, supervision and co-

ordination of the work of the cash office, loans office, bank reconciliation office and |,

central payroll office.



1 Deputy Bursar

(Accounts)

The deputy bursar (accounts) should be appointed in consultation with the vice-
chancellor He will be responsible to the Bursar for the control supervision and co-
ordination of the work of the expenditure control office, final account office, pension

and insurance and central purchasing unit.
University Librarian

The hibrarian should be appointed in consultation with the vice-chancellor and
hold office for a period of four years. He should be eligible for reappointment. The
librarian will be responsible to the vice-chancellor for the administration of Kashim
Ibrahim library and Samaru public library. The other libraries should be managed by the

units where they are located

Director of Maintenance Unit and Water Works, Mechanical and

Telecommunications

The director will be responsible to the vice-chancellor for mitiating policy
matters and executive action arriving from the decisions of the council, senate and such

other bodies or as the vice-chancellor may direct,

Auditor General

The auditor general should be appointed in consultation with the vice-chancellor to

hold oftice for a penod of four years, and be cligible tor reappointment. As the Chief’
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Intemal Auditor and walch-dog of the university, he will be responsible o the vice-
chancellor for initiating policy matters and executive action arising from the decision

of the council, senate and such other bodies or as the vice-chancellor may direct,

He 1s also concerned with auditing of payment vouchers alone but widen 1ts
scope to include looking into irregularities arising from recruitment, training, promotion

and discipline of stafl’ lle is assisted by Deputy Auditor-General.
Chief Security Officer

The appointment of the security coordinator should be on contract basis. He will be

- under the vice-chancellor, be responsible for initiating policy matters and executive-action
arising from the decisions of the council, senate and such other bodics as the statute
may prescribe or the vice-chancellor may direct. The security coordinator may liaise with
the outside bodies on security matters affecting the university if assign by the Vice-
chancellor. He will have no control over the security divisions of the faculties’

institutes and centres.

Faculties and Depar(ments

The faculties should be granted autonomy and given power to appoint, train,

promote and discipline thetr staft,

The Deans of these Faculties should be appointed in consultation with the Vice-
Chancellor to hold office for a period of two years and eligible for rcappointment.

They will report to the Executive Dean/Direct or-Gencral for administrative and
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academic matters of their faculties, but however maintain certain autonomy. They

should be member of the Senate.

The administrative set-up in the unit should be as given below:

I Chiet Executive - Executive Dean

2 Academic Departments - Heads of Departments

3 Administration Division - Director of Personnel and supply.

4 Finance Division - Director of finance and supply.

3 Maintenance and Service - Director of maintenance division and service,
6. Audit Division - Director of audit.

7 Security Division - Chief Security Officer

The functions of these divisions should be clearly defined and proper
schedule of duties drawn The Heads of the Divisions will be responsible to

Executive Dean for the performance of their duties.

3.4 Operational Pattern and Power

University Committees System

While some of Ahmadu Bello University Administrative Committees can be
consolidated, generally speaking, their number was not considered a serious problem.
All the council and senate committees seem to be well founded and relevant to the
responsibilitics they were charged. However, the tremendous burden of committee
work for administrative and academic staff lay not in the number but composition and
nature of the committees.
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The structural formations of these University Committees are

administratively structured under three main bodies, viz:

i.. The university Council, headed by the Pro-Chancetlor

ii. The Senate, headed by the Vice-Chancelior

iili.  The Congregation, headed by the Vice-Chancellor. The
Commitices under University Council are;

.a) Finance and General Purpose Committee

b) University's Tender Board

fc) AB.U Companies headed by V.C.

- ABU Bookshops

- ABU Press |

- ABU Consultancy Services
- Kongo Conference Hotel

- University Farmers.
(d) Honorary Degree - Pro-Chancellor
{c) Appointment and promation committee - Pro-Chancellor

(H Senior  staff disciplinary committee - External Council Member

the Committees under University Senate

a) University admission commitiee - V.C

b) Special admission and admission irregularitics committee - D.V.C.



) UMB - v.C.
d). .Senate estimates committec - V.C.
e) Academic planning commiitee - V.C,
f) University board of research - V.C.
B Students” disciplinary commitice - D.V.C,
Committees under congregation where both academic and senior
administrative stafl arc involved. This allows tor larger participation and ensure
scnse of belonging, recognition and esprit de corps - if cvenly and meritoriously

distributed:

Management monitoring commitice - V.C.

—_—

Commillee of deans and director - V.C,
University hibrary committee - V.C
Physical planning and plan implementation com. - ND.V.C.
Main campus landscape committee - D.V.C.
Maintenance and scrvice comm. - V.,

- Minor Works -V.C.

Contractors registration -V.C

© 0 Nt A W

Staff housing loan scheme -DVC

o

Staff housing allocation -DV.C

University health services consult.  -D.V.C.
12. Junior staff committee - Registrar

13, Junior staff committee disciplinary comm- a Sen. Lecturer
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Power

For carning out the function and objective specified in the university law

the university shall have power -

a)

b)

)

d)

¢)

)

g)

(h)

to institute professorships, readerships, lectureships and other posts and offices
and make to appointment thereto,

to institute and award fellowships, scholarship, exhibitions, bursaries,
medals, prizes and other titles, distinctions, awards and forms of assistance,
to provide for the residence, discipline and welfare of members of the
university;

to hold examination and grant degrees, diplomas, certificates and
other distinctions to person who have pursued a course of study approved
by the university and have satisfied such other requirements as the university
may lay down;

to arrange for the education and welfare of children of members of the staff;
to demand and receive from any student or any other person attending
the university for the purpose of instruction such fees as the council may from
time to ime determine,

to acquire, hold, grant, charge or otherwise deal with or dispose of movable
and immovable property wherever situated,

to accept gifts, legacies and donations, but without obligation to accept the

Same for a particular purpose unless it approves the terms and conditions
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(i)

G)

(k)

(1)

(m)

(n)

attachiﬁ g thereto;

to enter tinto contracts, establish trusts, act as trustees, solely or jointly with
any other, person, and employ and act through agents;

to erect, pravide, equip and maintain libraries, faboratories, lecture hails, hail

of residence, refectories, sports grounds, playing fictd and other bwilding or
things (Whether in Nigeria or else  where) necessary or suitable or

convenient for any of the objective aforesaid.

subject to any limitation or conditions imposed by the statutes, to invest
any moneys apperfaining to the university by way of endowment and whether
for general or special purpose and such other moneys as may not be
immediately required for current expenditure or. any investments or
securities or in the purchase or improvement of land, with power from time to
time to vary any such investments and to deposit any moneys for the time being

uninvited with any bank on deposit or current account;

to borrow, whether at interest or not and if need be upon the security of
any or all the property movable or immovable of the university, such moneys
as the council may from time to time in its discretion find it necessary or

expedient to borrow,
to make gifts or any charitable purposc;

to do anything which is authorised or required by the states to do;



(o)  to make rules, not inconsistent with the provisions of this [aw or the statutes,
for regulating the administration of the university,

(p) to do all such acts or things, whether or not incidental to thc.i‘oregoing
powers, as may advance the objects of the university;

{q) 1o exercise such other function as are set in this law and the statutes.

3.5 DiSCIlssitinll)ll Vic.('—C-hmchh.n' L(‘il(l(‘l'sll'lb Role.

From the above university committee system analysis, it can be seen that the
Vice-Chancellor and Chief Executive of the university, has enormous responsibility
within the systenm - notwithstanding other extra social activities outside the university,
The committee system aIIow'i'or general participatory of the university community
in managing the affairs o the university. Hcwever, for effective management and
effictent realization of corporate objectives, a democratic leadership style will give
ample opportunity to all functional groups of the university to participale and

collectively solve management problems of the university,

The V.C. pervasive and leadership role in virtually all the university
committces underlines his position in effectively addressing or solving staff
problems - moreso, when the committees were constituted by few selects and or
favourite of the universily leadership. Thus where staff are effectively mobili_sed,
integrated and freely participate in not only decisio.n—méking process but alsc; in

decasion implementation, this will make them to know the Fact on ground, appreciate
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the anherent problems affecting the qniversity and, indeed, protfer solutions to
minimized if not eradicate - based, of course, on prévai]ing' realities beforclthem‘ For,
like Bonet (1997), said "creating in them a rcal sense of participation s the first stop
towards useful dialogue"; it is the based upoﬁ which industrial harmony can be
guaranteed and the route towards mutual co-existence, esprit de corps and, indeed,
fundamental to job satisfaction, positive attitude and may enhance productivity or

performance.

‘The sacial and egoistic needs of the acadenticians can be effectively managed
and efficiently realized through the university committees system. For the structural
based, operational pattern and the impéct of these commuttees and their constituents
(the human characters and representativeness therein) can not only mold the human
elements, their behavioural disposition and performance but alse can determine the
focus, growth and development of the university,. When a man feeis he is
desirable, socially acceptable, love and has capacity for academic freedom, of
potentials expression through recognition, praise and respect, and of challenge and
responsibility, then he witl develop sense of fulfilment and positive job attitudes and
consequent high performance. Bryan also noted that work is a group and collective
activity, it is not an insular or just doing things, but a pattern of social and
interpersonal relationship. That "..thc need for recognition, security and sense of
belonging is morc important hi determining morale and productivity than physical

(working) conditions”.
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Thus, where the u.niversity effectively integratc ASUU members and consciously
eﬁsure their active participation in management of the institution, the informal (ASLIU)
group can ensure strong soctal ¢ontiols. 1t can and do have noms to set limits and
regulate individual's behaviour within the whole group, and thus group collaboration and
coheston can be facilitated. And, as McGregor also observed, ".. studies have
demonstrated that the tightly knit, cohesive work group may, under ﬁropcr conditions,
be far more cffective ( than an equal number of separate individuals in achieving

[

organizational goals”.

Where the university managenient selects and appoints some few of its favourites
to man the affairs of important commitices and establishments, there is high tendency
for grumbling (as most of the ASUU members both active and sympathizers) often fect
alienated in university management affairs. This often resort to two parties system, the
ruling (management) and opposition (ASUU and other trade unions). And the lack of
cffective integration, participation recognition and atmosphere for meaningful dialogue

often [ead 1o conflict,

Considering  the instituti énaf a structural complexity and operational
sophistication of ABU vis-a-vis the cenemous challenges and task before the V.C, it
becomes impcrativg tor him to not only seck able assistants but encourage the spirit of
delegation of power and eollective participation cum responsibility. As a person whose
main duty is to provide academic and administrative leadership, the need to have support in
the administration of the u11i§ersity cannot be over.-emphasizcd. foﬂunatcly, hc. has ablc

personnel that will make delegation of power less problematic and riskless than
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otherwise. His supportive and able adminsstrative as well as academic tcams inchude
the Deputy Vice-Chancellor. Deans and Directors plus Heads of Departments of
various facultics, centres, mstitutes, departments, principals of colleges, hbranan,
professors, clc. all constitutes able and reliable people that can bring their wealth
of talents and experience to bear on any management problem. Thus, with proper

delegation of power, the V.C. can significantly lighten his cnormous university

administrative and academic burdens.

v

Furthermore, invaluable talents and contribution from the larger university
- community cannot be under-rated. This team iy composed of the academicians and
administrative intelligentsia, which the ﬁniversity really necds. This team are prune to
criticism and protfer solutions on issués affecting the university. The Registrar role
stands out more and is, indced, vital in ?naintaining a balance of the managcrial
machinery of the university- not only in harmonizing academic and administrative
functions but also hi ensuring that cffective administrative machinery are put in
placc for conforming with university policy objccti?és and efficient policy
implementation -based on umiversity rules and regulations. As a professionally trained
and experienced public administrator, the Registrar's role become crucial ana
relevant in creating a balance between the demands of academics (which the V.C. is
more conversant) and the general administration - which provides necessary logistics

support for effective management and efticient realization of policy objectives.

As an institution that trained and provide the manpower reguirement

necessary to propel the engine of national socio-economic, political and techno-
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scientific development, the university thus invariably house able, competent, and
experience talents that can deliver the institution goals and operational objectives and
ensure its development, It is the leadership style that matters, how it can mobilise,
integrate and motivate its members towards corporate objectives. As Richman and
Faﬁncr (1976), said Teffective leadership must also  provide direction,
commumication, and motivation of people both inside and outside the organisation's
goals”. Fhat 1s, the university success depends largely on the V.C. ability to provide
purposeful guidance and ensure full harmony between and among the various constituent
parts of the tnstitution and its cnvironment. This, according to Bonet can "manifest
increased productivity and achievement of set goals and objectives'.'_ And herein .Iics
durable solution to incessant contflicts between the university management and the other
members of the community (academics, non-academics and students alike. Bonet
added that "The goals and objectives of the university cannot be fully attained to without
the leadership thal creates the spirit of muwal wrust, cooperation and achievement

orientation among the officers, stafl and other functionaries of this institution(AB )"

Thus, mutual co-existence and eflective integration cum collective participation
and responsibility in the management of the university affairs is the key to achieving
corporate objectives, to ensure cfficient performance and, ndeed, university
development. Moreso, it is observed that the responsibility of the V.C. are not only
tasking, complex and multi-dimensional but also sensitive and highly demanding.
Therefore, the need for delegation of authority and responsibility becomes imperative,

This does not only reduces administrative leadership and managerial burdens but also
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enhances ability 1o give adequate time and attention to more important issues or matters
and. indeed. reduces the problem of information flows and prompt decision or action.
Furthermore, delegation and collective participation will enhance sense of belonging,
social and egoistic needs satisfaction, can increase performance through positive job

attitude and ensure university development - ceteris paribus
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CHAPTER FOUR
4.1 Il.ltroduction
The main concern of this chapter is to present, classify and analyses the data
. collected from the questionnaire administered to respondents so that it can be
meaningful to both the researcher and any person that reads this work. Before that
however, 1t would be uscful to restate the hypothcsés postulated in item 1.5
i.  That, industrial relations process does not promote industria] harmony in
Ahmadu B.ello University (ABU), Zéria, |
L That, breach of coliective agreement does not lead to trade disputes in Ahmadu
Bellao University (ABU), Zaria. |
The data collected is presented 1n simple frequency tables analysed in line with
the Ihypotheses formulated. Theretore, the problem investigated in this research work
was o examine why trade disputes keep recurring in our universities despites the
industrial relations mechanisms put in place to cunail the menace. To achieve this
purpose, the data collected were subject to statistical analysis and the results are
presented therein.

The total number of hundred and cighty-two (182) questionnaires based on the
sample sizc selected were administered 10 both management staff and ASUU
members in Ahmadu Bello Univcrsily.(ABU_), Zaria in order to obtain relevant
information with regard to how cffective industrial relations mechanisms are in trade
dispute scttlement in the Nigerian universities with particular reference to ABU, Zaria.
Out of these 182 questionnaires administered, 115 representing 63% were filled and

returned while 67 of the questionnaires representing 37% were not returned,
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This is presented as follows in table 4.1 1 below

Table 4.1.1 Questionnaire Distribution/Rate of Return

' Options g frequency Total frequency (%)
No ol questionnaires retumed ns - les
No of questionnaires not returned | 67 I EY B -
TOTAL 182 100

Source: Researcher’s field survey_, 2'0.10

The presentation and analysis of data for this study is essentially done with
both quantitative and qualitative methods with the use of tables and descriptive
statistics (such as simple percentages, and highest means score).

Therefore, the hypotheses were tested at a critical point of 60% to serve as a
basis for the acceptance or rejection of the hypotheses formulated.
Decision Rule
For any value less than 60%, the null hypotheses must be accepted while for any value
equal to 60% and above will be rejected.
4.2 Data Presentation and Analysis
The table 4 2 1 to 4 2 3 below shows the demographic varables of respondents in
trequencies and their corresponding percentages. This will allow us to give a clear

picture of the results of these variables.



Table 4.2.1 Gender of staff

Options ] frequency } Total frequency (%)
‘Male e ian

Female - 6 '1'“'1'4 ]
TOTAL 1S ' 100 '
- Soumpppes FErEmSep (B —

Source: Resea rcher’s field survey, 2010

From table 4 2 1 above, 99 (86%) of the respondents were males while 16 (14%) of
the respondents were females This shows that males are more active in unionism in
ABU, Zana to their female counterparts.

Table 4.2.2 Position

Options frequency Total frequency (%)

Principal officer | 3 13
Lecturer nmz |91 ]
Tora. |(us w0

Source: Researcher’s field ;u}vey,_ZIl_l 0.
From table 4 2 2 above, 3 (3%) of the respondent were principal officers of
ABU, Zaria while 112 (97%) of the respondents were ASUU members in ABU, Zaria

Table 4.2.3 Years in service

F();ﬁihns l-'u;qucnéy . Tl'bﬁl_ffc?].llgllzy (%)
[-1Gyrs 54 47
Above 10 years | 0] - 53 -]
TorAL |ns (w0 |

‘Source: Researcher’s field ;s_n-:?\."-cy L2010
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From table 4.2 3 above, 54 (47%) of the respondents were employed into these
universities during the period under study while 61(53%) of the respondents wire
already in the system before the scope of the study. This means that they will have (]
understanding of what the rescarcher is investigating on in their university.
4.3.1.1 Collective Bargaining and Dispute Settlement
Under this varnable, the respondents were asked whether collective bargaining | as
helped in  enhancing industrial harmony in their universities.

Table 4.3.1.1 Principle of Collective Bargaining Effect in Dispute Settlement

Options ! fréqucncy ’10:‘5@;&?&{(@3)7

YES 104 90 =

NO no 10 I

TOTAL  [ns w0
| L

Source: Researcher's field survey, 2010

The results as indicated in tablec 4.3 1.1 above show that collective bargaming
is an eflective mechanism in enhancing industrial harmony. This was opined by he
104(90%) of the respondents who agreed that collective bargaining has helped i
enhancing industrial harmony in Ahmadu Bello University (ABU), Zaria. Therelt re,
these responses go contrary to the null hypothesis (1) which states that “industiial
relations mechanism process does not promote industrial harmony in ABU, Zari '~
This goes in line with one aspect of the theoretical framework adopted in this study as

propounded by Mary Parker Follett (integration). While 11(10%) responded in favour

of the postulated null hypothesis.
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4.3.1.2 | Extent of Industrial Harmony

Undclr this variable, the respondents were asked to commént on the level of
degree they think collective bargaining has belped in promoting cordial relation
between management and ASUU in their university,

Table 4.3.1.2 Effect of Collective Bargaining on Industrial Harmony

Options frequency Total Irequency
(Vo)

Very high 20 17

High 79 69

Low 14 12

Very Low | 2 2

CTOTAL | 115 . 100

Source: Researcher’s field survey, 2010,

As shown in table 4 3 2 2 above, 20(17%) of the respondents believed that the
degree to which collective bargaining has helped in promoting industrial harmony is
very high white 79(69%) of the respondents opined that the degree to which collective
bargaining has helped in promoting industnal harmony is high. 14(12%) of the
respondents agreed that the degree to which collective bargaining has helped in
promoti'ng industrial harmony is low in ABU, Zaria. Only 2(2%) of the respondents
opined that the degree to which collective bargaining has helped in promoting

industrial harmony is very low in ABU, Zaria,
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4.3.1.3 impact of Collective Bargaining

The respondents were asked under this variable whether most industrial
dispules between the management and ASUU were resolved through collective
bargaining in their university.

Table 4.3.1.3 Impact of Collective Bargaining

[ Options frequency Total freq.uency.(%) |
'YES 83 72

NO 32 28

TOTAL 115 160

Sou::u“:-t::chsea‘;cTé;".‘ﬂsnﬁéld survey, 2010.

From the table 4.3.1.3 above, 83(72%) of the respondents agreed that most
indusirial disputes hetween the managements and ASULU in ABU, Zaria were resolved
through collective bargaining while 32(28%) of the respondents belicved that most
industrial disputes between the managements and ASUU in ABU, Zaria have not been
fesolved through collective bargaining,

4.3.14 Failure of Collective Bargaining
The respondents were asked under this variable to give their opinion on the
cause(s) of failure of collective bargain.ing in their university.

Lack of mutual understanding of both parties, insincerity of purposc by ASUU
and management while negotiating and the rigidity of the management to shift ground
whiie negotiating are some of the reasons majority of the respondents opined to have

contributed largely to the failure of collective bargaining in ABU Zaria.
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4.3.1.5 Mediation, Conciliation and Cordial Relations
 Under this variable, the respondents were asked whether the intervention of
mediators and conciliators in disputes resolution has helped significantly in promoting

cordial relations between the management and ASULS in their university.,

Table 4.3.1.5 Mediation, Conciliation and Cordial Relations
Options frequency Total frequency (%)
'YES 97 84
NO 8 |16
TOTAI 115 100

“Source: Field survey, 2010.

The results as indicated in table 4.3.1.5 above show that mediation and
concitiatton arc cifective mechanisms in promoting cordial rclations between the
management and ASUU. This was opined by the 97(84%) of the respondents who
agreed that intervention of mediators and conciliators in disputes resolution have
helped significantly in promaoting cordial relations between the managément and
ASUU in ABU, Zaria. This goes contrary to postulated null hypothesis one (1) which
states that “industrial relations mechanism proc'ess docs not promote industrial
harmony in ABU, Zaria and BUK while 18(16%) of the respondents believed that the
intervention of mediators and conciliﬁtors in disputes resolution has not helped
significantly in promoting cordial |'clati0ns; between the management and ASUU in

ABU, Zaria.
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- 4.3.16 Failure of Mediation and Conciliation
Under this variable, the respondents were asked whether the management and
ASUU resort frequently to arbitration upon the failure of mediation and conciliation in

trade disputes scttlement in their umiversity,

. Table 4.3.1.6 Failure of Mediation and Conciliation
Options frequency Total [requency (%)
YES 7 50

NO 58 50

TOTAL | 115 100

Sourcé: Researcher’s field survey, 2010,

From the table 4.3.1.6 above, 57 (50%) of the respondents opined that
management and ASUU resort frequently to arbitration upon the failure of mediation
and conciliation mechanisms in trade disputes settlement in ABU, Zaria. While 58
(50%%) of the respondents believed that the management and ASUU do not resort
frequently to arbitration upon the failure of mediation and conciliation mechanisms in

trade dispute settlement in ABU, Zana.

4.3.1.7 Arbitration and Co-operation
Under this vanable, the respondents were asked whether the use of Industrial -
Arbitration Panel (IAP) foster cooperation between the management and ASUU in

their university.
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Table 4.3.1.7 Arbitration and Co-operation

Binihn;" i"rcqucncy ' 'l'olaf fréEucncyf%)
CYES 55 “Tas
'NO 60 |52 ]
TOTAL 115 100

L R R

|

Source: Researcher’s field survey, 2010,
From table 4 3 1.7 above, 55(48%) of the respondents agreed that the use of
IAP foster cooperation between the management and ASUU in ABU, Zana while
00{52%) of the respondents opined that 1AP does not foster cooperation between the
management and ASULin ABU, Zana
4.3.1.8 Arbitration and Resolution
Under this vanable, the respondents were asked whether Industrial Arbitration
Panel (1AP) has ever resolved industrial dispute between the management and ASUU
in their umversity

Table 4.3. 1.8 Arbitration and Reselution

Options : _] frequency 'r'l.'gla] ﬁ-‘cqucnc}_[_";) _
YES 49 43
P o e
[TOTAL | 115 100 ' _i

| Source: Researcher’s field survey, 2010,
From the table 4 3 1 8 above, 49 (43%) of the respondents opined that 1AP has
ever resolved industrial disputes between the management and ASUU in ABU, Zaria
While 66 (57%) of the respondents believed that IAP has not ever resolved industrial

disputes between the management and ASUU in ABU, Zara
106



4.3.1.9 Failure of Arbitration

Under this variable, the respondents were asked whether the aggricved ;-a&y
resort to any other industrial refation mechanism of trade dispute settlement upot. the
lailure of arbitration in their university,

Table 4.3, 1.9 Failure of Arbitration

Option_;;“ frequency 7 [ Tol trequency (%)
YES |60 K]

NO | 6 9

TOTAIL | 60 100

Source: Researcher’s field sulrvey, 2010.
From table 4.3.1.9 above, 60 (91%) of the respondents opined that the
aggrieved party resorl to another industrial relations mechanism ot trade disp.ues
settlement upon the failure of arbitration in ABU, Zaria while 6 (9%) of the
respondents belicved that the aggrieved party do not resort to any other indusirial
relation mechanism upon the failure of arbitration in ABU, Zaria.
4.3.1.10 Adjudication and otherwise (Seil-help Approach)
The respondents were asked under this vartable which mechanism of tride
(dispute settlement is adopted or otherwise in trade dispute settlement in their

unIversity.
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- Table 4.3.1.10 Adjudication and otherwise (Self-help Approach)

 Options l'rcqucncf" Total frequency
°| (%)

‘.

. Self-help 27 45

T'K&}udiéaiion 3 |ss
TotAL  |e0 w0
1 l -

Source: Researcher’s field sn_rvty, 2010.

From table 4 3.1 10 above, 27 (45%) of the respondents agreed that “Self Help
Approach™ is adopted upon the failure of arbitration in resolving trade disputes in
ABU Zana while 33 (55%) of the respondents agreed that “Adjudication Approach™
(National Industrial Court) i1s what the aggrieved party resort to upon the failure of
arbitration in ABU, Zaria
4.3.1.11 Self-help Approach

Under this variable, the respondents were asked whether “sclf-help approach™
is effective in creating an atmosphere of industrial harmony in their university.

The respondents were of the view that the approach is quite effective in
achieving their union’s demand from the university management. They added that the
method does not promote industrial harmony in their universities but it only serves as
a last resort for the union to press its demands
4.3.1.12 Failure of Arbitration

Under this vanable, the respondents were asked whether adjudication approach

1s quite effective in resolving industrial disputes in their university.
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Table 4.3.1.12 Faiture of Arbitration

Options frequency | Total  frequency
(%)

YES 20 6l

NO 13 30

TOTAL 33 100

Source: Rescarcher’s field survey, 2010,

From table 43112 above, 20 (61%) of the respondents agreed that
adjudication appreach is quite elfective in resolving industrial disputes in ABU, Zaria
while 13 (39%) ol thc respondents Ol)inc-d that adjudication approach is not quite
effective in resolving industrial disputes in ABU, Zaria.
4.3.1.13 Adjudication and Industrial Harmony

Under this variable, the respondents were asked the reason(s) for consistent
industrial disputes in their universities if NIC is quite effective Iin resolving trade
dispute.

The respondents were of the view that disputes keep reoccurring because the
problems were not properly tackled by the court. Also, non implementation of
agreement previously reached by both parties especially by the management was a

major reason opined for consistent industrial disputes in ABU Zaria.
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Table 4.3.1.14

_[ \.’ari;bl_r‘ .

tJ

F
|
|

_—;' (72%) of the respondents agreed that most industrial disputes between the

Average Mean Score (Test for Hypothesis 1)

The Average Mean Score

(90%) of the E.;a;m_uicn-:s ;gréécj_!l;gihaﬂlcc!ive_ l);rgéi:"l‘i'ng has helped in

| enhancing harmony in ABU, Zana.

(69%) of the respondents opined that the degree to which collective |
- bargaining has helped in promoting industnal harmony is high in ABU,

Zana.

management and ASUU in ABU, Zaria were resolved through collective |

| bargamning,

(84%) of the respondents agreed that the intervention of mediators an-dql
|
1

conciliators in disputes resolution have helped significantly in promoting

L=

cordial relations between the management and ASUU in ABU, Zaria

1(50%) of the respondents ogiin_c_dwihﬁl_:in;'l-;gcmem and ASUU do not :

resort 10 arbitration upon the failure of mediation and conciliation

mechanisms in ABU. Zaria.

between the management and ASUU in ABU, Zaria. J
(57%) of the respondents believed that IAP has not finally resolved

industrial disputes between the management and ASUU in ABU Zana.

e — —— . 4

(91%) of the respondents opined that the aggrieved party resort to another

industrial rclations mechanism of trade disputes settlement upon the

failure of arbitration in ABU, Zaria. !

fSS‘!f:)_EfT the }cépondcnrs oﬁi_ried that the aggnieved party resort 10 |
|

National Industrial Court upon the fatlure of arbitration in ABU, Zaria. ]

(61%) of the respondents opined that “adjudication approach is quite |
effective in resolving industrial disputes in ABU, Zana.

N 681
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The highest mean score

21

N

X =

x = Mcun score
Where, E_lp = sumaof froquency perocntoge
N =

Numbcer of variabley

Thus

- V069 72 R 5008529 57+ 91+ 535461
7§

_s81
10

= 68.1%

= 68%

Table 4.3.1.15 Graphical Representation of Table 4.3.1.14

The graphical representation of the variables and its average mean score for

hypothesis one (1) is to make them more casily understood and to emphasis the trends

of industrial relations mechanism process as contained in the data.

The pie chart consists-of a circle divided into variables in proportion to the

magnitude of the class it represents such that each of the variables is proportionately

represented in the angle of the circle.

1M



Variable Highest Mean | 360" Degree
Score
. ..|_ o )i 5
[ 90 N0 a0 48
681
. . .
2 69 [ZINpon 36
681
- (1]
S = - x 360 e
| 681
(L]
5 84 84 x 360 44
681
0 50 . . 27
681
s {" T Tt
’ 52 32 360 28
681
; o
8 57 . 30
OR1
s = T 5 (1]
z d TR £
6% ]
p————e - — - 5 -— =
10 55 B 29
6%1
|
g 5
| 12 6l I 32
681
i\'l'(}‘l‘AL 681 o 360"

w

ource. Researcher’s field survey, 2010

112




32 48

29 i
3332 \ 36
13355 Sl
3 38
30 ¥
28 44

27

M1@2M3 M5 @6 07 M8 09 (110 @12

Ligure |0 e Chart depreting the distribution of variables for hypothesis |

Based on the decision rule which stipulated that for any value less than 60%,
the null hypothesis must be accepted and vice-versa, the judgment of the average
mean score of the result of 68% of all the vanables responded by the respondents as
depicted in the graphical representation of the distribution of all the variables,
restating the null hypothesis one (1) which states that “industral relations mechanism
process does not promote industrial harmony in ABU, Zaria™ 1s therefore rejected as
it has been proved beyond reasonable doubt by the ten (10) variables. This shows that
industrial harmony depends largely on adherence to industrial relations mechanism

processes in ABU, Zaria,
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4.3.2.1 Collective Agreement

Under this variable, the respondents were asked whether collective agreement
l.1as been reached by Academic Staff Union of Universitiecs (ASUU) and the
management in their university.

Table 4.3.2.1 Collective Agreement

Options frequency | Total frequency (%)
| YES 108 94

NO |7 Te

TOTAL 115 100

wSourcc: Researcher’s field survey, 201{.

From the Table 432} above, 108 (94%) of the respondents opined th.t
collective agreement has been rcached between the management and ASUU in ABL,
Zaria while 7 {(6%) of the respondents believed that collective agreement has not been
reached between managements and ASUU chapter of ABU, Zaria,

43.2.2 Adhcrence to Collective Agreement

The respondents were asked under this variable to comment on Ihow they view

adherence to collective agreement reached by the management and ASUU in their

university.
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Table 4.3.2.2 Adherence to Collective Agreement

Options frequency Total frequency (%)

.| Adherence

"partial 89 77
Adherence
Non 3 3
Adherence
TOTAL 115 100

Source: Researcher’s field survey, 2010
From the table 4.3.2.2 above, 23 (20%) of the respondents agreed that

managements and ASUU strictly adhered to collective agreement in ABU, Zaria while
89 (77%) opined that management and ASUU partially adhere to collective agreement
reached in ABU, Zéria. Only 3(3%) of the respondents .believcd that there s none
adherence between managements and ASUU in ABU, Zaria.

4.3.2.3 Prompt to Compliance

| Under this variable, the rcspondcnls were asked to comient on how urgent

have ASUU and management complied with collective agreement in their university,
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Table 4.3.2.3 Prompt to Compliance

E(_)_plions_ ] l‘requ_cm—:_y Toal_f'rcauehcy %) |
ipﬁinpil'y R T Y
'I Not promptly | 84 73
ToTtal s '[fon

Source: Researcher’s field !l!l';‘;; 2010.

From the table 4323 above, 31 (27%) of the respondents opined that
management and ASUU complied promptly with collective agreement in ABU, Zaria
while 84 (73%) of the respondents agreed that management and ASUU have not

promptly complied with collective agreement in ABU, Zaria.

4.3.2.4Delay in Compliance

Under this variable, the respondents were asked whether delay in compliance to

collective agreement ever lead to trade dispute between the management and ASUU in

their university

Table 4.3.2.4 Delay in Compliance

' Options | frequency | Total frequency (%)
| YES 106 ;'92 -
|NO 9 '8

otaL s o

Source: Researcher’s field survey-.- 2010,

From table 4 3 2 4 above. 106 (92%) of the respondents opined that defay in
compliance to collective agreement led to trade dispute between management and

ASULH in ABU, Zaria while 9 (8%) of the respondents believed that delay in
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compliance to collective agreement has not lead to trade dispute in ABU, Zaria,

-4.3.2.5Kull Compliance to Collective Agreement

Under this variable, the respondents were asked whether full compliance to collective
agreement by management and ASUU will lead to resolution of trade dispute in their
universtty.

Table 4.3.2.5EfMect of Compliance enhance harmony

Options | frequency Total frequency (%)

YES 107 93
TOTAL | 115 100

Source: Researcher’s field survey, 2010.

From table 4.3.2.5 above, 107 (93%) of thc rcspondents agreed that full
compliance to collective agreement by management and ASUU will lead to resolution
of trade disputes in ABLJ, Z'aria while 8 (7%) of the respondents opined that full

compliance to collective agreement will not lead to resolution of trade disputes in

. ABLU, Zania,

4.3.2.6 Difficulty in compliance

Under this variable the respondents were asked on what they think makes
cotﬁpﬁance to collective agreement difficult in their university.

The respondents opined that lack of funds, lack of transparency and
accountability, self-centeredness on the part of management and leadership style were

gome ol the factors that make it difficult for ASUU/Managcmenf to comply with

agreement reached in ABU Zaria.
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Table 4.3.2.7 Average Mean Score (Test of Hypothesis 2)

Variable

|

The average mean score

f (7?“;‘n)-()-f'—ih-e_rapt;déﬁs- 6;i—ﬁétiﬁfh;t_ASUU ar;i_}nanagcmch!s paniall;

adhered to collective agreement in ABU, Zaria.

| (73%) of the respondents agreed that managements and ASUU have not i

' complied promptly to collective agreement in ABU, Zaria

(‘J‘E’/b}‘a'_ih?résﬁp;;ldcmso_pihcd that defay in compiiance to cullccli—v#

|

agreement led to trade dispute between the management and ASUU in

CABLUL Zana l

(93%) of the respondents agreed that full compliance to collective |

agreement by the management and ASUU led to resolution of trade

disputes in ABU, Zana. 1

! Y 1P =335

’S_ourc(:: Re_.ﬁ;a-rt_'hérg ﬁ_eT{l_éu.rvey, 2010

The highest mean score

ST
X = —

Where, Z i

x = Mean score

st oof ﬂ'l.'l:fm.'nc_r pereenfage

N = Number of variabfes
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* Thus

73+65+87+92 .
4

X s

fad

3
4

=82.75%

=84%

L

Table 4.3.2.8 Graphical Representa?ion of Table 4.3.2.7

The graphical representation of the variables and its average mean score for
hypothesis two (2) is to make them more easily understood and to emphasize the trend
of industrial relation mechanisms processes as contained in the data. The pie chart
consists of circle divided into variables in proportion to their magnitude of the class it

represents. That is, variables such that cach is proportional to the angle of the circle.

Variable Average Mean Score 360° Degree
2 . 77 LA 83
338
3 73 : Rl £ 360 78
335
L
4 %2 22\ 360 99
335
5 93 73 ¢ 360 1007
- 335
TOTAL 335 ' 360°

‘Source: Researcher’s field survey, 2010,

119



vasi
&

100 3o

78

[m2@m3mems)

Figure 20 Pie Chart depicting the distribution of variables for hypothesis 2

Based on the decision rule which stipulated that for any value less than 60%,
the null hypothesis must be accepted and vice versa, the judgment of the highest mean
score of the result of 84% of all the variables responded by the respondents and the
graphical representation of the distribution of all the vanables, the hypothesis two (2)
which states that “breach of collective agreement leads to trade disputes in ABU,
Zana" is therefore accepted as it has been proved beyond reasonable doubt by the
four(4) varables Tlus shows that trade disputes depend largely on breach of

collective agreement between ASULU and the management in ABU, Zaria
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4.3.3.3: Discussions

Discussion in research has been seen as tﬁc process of rationalization based on
the analyses and interpretation of data (Idisi &_Oshionebo, 2003). In this section, the
results of the data analyses are discussed l'c:)r gcﬁcml undcrslanding'cl:lflhc sludy,

The problem investigated in this study is the rationale behind recurring of
disputes in Ahmadu Bello University, Zaria despites the mechanisms put in place to
maintain unity and cordial relationship among the actors in this university. The
hypotheses formulated, as carlier stated were geared toward unraveling this puzzle.
The major variables for testing the hypotheses as contained in the results and
interpretation section above formed the fulcrum of the discussion. These variables are
not just industrial relations mechanism process for ABU,Zana bur also must be
adhered o in resolving trade disputes in any organtzation,
4.3.3.1 Collective Bargaining

Section 4 (1) of Trade I)isputes'Act. 2004 provides that “if there exist agreed
means for scttlement of the dispute apart from this Act, whether by virtue of
provistons of any agreement between organizati‘on as representing the interest of
employers and organization of workers or any other agreement, the parties to the
dispute shall first attempt to settle it by the means”. This implies that parties ih trade
dispute must first of all utilize or use the internal mechanism (collective bargaining) in
resolving their dispute.

The rescarcher had discussions with some members of ASUU and the
management on how collective bargaining has been utilized in resolving trade disﬁutc

in ABU, Zarna. We gathered that eventually all the trade disputes between these actors
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were always resolved througﬁ collective bargaining. They added that at the onset the
mechanism may not have achieved the purpose of resolving the dispute bul when
other mechanisms failed ic. mediation, they will resorl to negotiation again in
resolving their differences. This is the rationale bohind 104 (90%) of the respondents
in table 43.1.1.0of the analysis section who opined that collective bargaining has
helped in enhancing industﬁal harmony in ABU, Zaria. This gocs in line with the
integration approach adopted in our theoretical framework as propounded by Mary
Parker Follet in her theory of conflict management.
4.3.3.2 Mediation and Conciliation

Section 4 (2) of the Trade Disput.cs Act 2004 provides that upon the lailure of
collective bargaining "the parties in dispute will meet together themselves or their
representatives, under the presidency of a mediator mutually agreed upon and
appointed by or an behalf of the parties, with a view to the amicable settiement ot the
dispute”. The researcher gathered from the principal actors (management and ASUU)
in ABU, Zaria who opined that the intervention of the mediators have been of great
help in resolving disputes in their university. However, table 4.3.1.5 of the analysis
section also confirmed that mediation and conciliation are effective mechanisms in
promoting cordial relations between the management and ASUU in ABU, Zaria where
07 (84%) of the rcsp(mdcnts‘ attested to that asscrt{on,
4.3.3.3 Arbitration (Industrial Arbitration Panel)

Section 9 (1) of Trade Dispute Act provides that the aggrieved party sho_ﬁld

resort to Industrial Arbitration Panel (IAP) upon the failure of mediation and

conciliation. In related discussions with some members of ASUU and that of
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management of ABU, Zaria, the respondents submitted that they hardly employ this
mechanism in resolving trade dispute in their university. The members of ASUU were
of the view that proceeding to IAP will amount to time wasting. Also, the panel award
will be influenced by the government to favour lhé management due to the fact that
the minister appoints those to function in the panel and the award of the panel must
also be reported first to the minister before communicating it to the parties involved in
the dispute. However, almost half of the respondents held a contrary view to the
information gathered from the principal actors as shown in table 4 3.1 .6 of the analysis
section

4.3.34 Adjudication (National Industrial Court)

Section 14 of the Trade Dispute Act 2004 provides that any of the parties in
dispute that is dissatisfied with the award of the Industrial Arbitration Panel (IAP)
should refer the case to National Industrial Court (NIC). The award of the Court shall
be binding on the parties except in the case of fundamental right as contained in
chapter 1V of the constitution of the Federal Republic of Nigeria which states that the
aggrieved party can appeal to the Court of Appeal. Section 14 (3) of the Trade
Disputes Act, 2004 provides that the award of the NIC shall prevail if it is more
favourable than any statutory provisions affecting the terms and condition of
employment of the workers concerned.

With our discussions with the Principal Actors (management and ASUU
members) of ABU, Zaria, we gathered that these actors have never resorted to NIC for
resolution of any dispute in their university. The ASUU members attested to the fact

that strike is the only weapon used by the union in compelling the management to
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comply with their demands. Although, section 18 of the Trade Disputes Act, 2004
prohibited lock-out and strike before issue of award of NIC, this shows that the
processes for settlement of disputes are not being fully complied with in ABU, Zaria.
The inconsistency on the part of the respondents to questions asked in the
questionnaire and the interview conducted with the principal actors shows that they
were not being objective enough in their responses.
4.3.3.5 Adherence to Collective Agreement

Section 48 of Trade Dispute Act defines “collective agreement as any
agreement in writing for the scttlement of disputes and relating to terms of
employment and physical conditions of work concluded between an employer, a
group of employers or organizations representing workers, or the duly appointed
representative of any body of works, on the one hand, and one or more trade unions or
organization representing works, or the duly appointed representative ol workers, on
the other hand™

The end product or the outcome of collective bargaining is referred to as
collective agreement. Therefore, the parties involved in collective bargaining
supposed to adhere strictly to the agreement reached Table 4322 of the analysis
section revealed that the management and ASUU in ABU, Zaria partially adhere to
Collective agreement reached as 89 (77%) of the respondents massively supported the
opimion Our discussions with some principal Un'I.CCI‘S and ASUU executives in ABU,
Zaria show that these actors hardly adhered strictly to collective agreement reached
We further gathered from the principal officers that the collective agreement reached

with ASULU by the federal government of Nigeria at the national level cannot be
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sirictly adhere lo in their university without the govemnment making necessary

provision for its implementation,
4.3.3.0 - Urgency to Compliance

The parties involved in collective agreement are supposcd to comply promptly
without any delay as it is the outcome of their negotiation, Table 4.3.2.3 of the
analysis scction shows that the management and ASUU in ABU, Zaria have oot
promptly complicd with collective agreement reached as 84 (73%) of the respondents
attested to such fact,

The rescarcher gathered from the discussions held with some principal officers
and some ASUU executives in ABU, Zarnia that the major cause of not complying
promptly to collective agreement in the university as shown in table 4.3.2.3 has to do
with lack of transparency, sincerity and accountability of principal actors in ABU,
Zaria, Some ASUU executive informed . the rc;carchcr that the principal officers arc
not transparent in their dealings with the ASUU when 1t comes to compliance to
collective agreemient. Some princrpal officers we spoke with were of the view that
‘whenever resources arc available to comply with collective agreement reached with
ASUU cither at the National level by the federal government or not, the university
will promptly respond to that agreement. This contention shows that there is a
communication gap betwcen ASUU and the princi.pal officers in ABU, Zaria on the
ability of the university to meet the collective agreement reached. However, thig

further revealed that both parties lack mutual trust.
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Further analysis on the Test of Hypotheses

Based on the quantitative and qualitative analysis of data undertaken, the folléwing

. summary ol analysis can be made

I In the test of hypothesis one (1} as for quantitative proof of whether or not the
industrial relations mechanism processes promote industrial harmony in ABU,
Zaria and BUK, 90% in table 4.3.1 1, 69% of table 4.3.1.2, 72% of table 4.3.7 .3,
84% of table 4.3.1.5, 50% of tabic 43.1.0, 52% of table 4.3.1.7, 57% of table
43.1.891% of table 43.1955% of table 43.1.10 and 61% of table 43112
representing the majority of the respondents in the ten (10) variables respectively,
has further confirmed that industrial relations mechanisms processes promote
industrial harmony as against the postulated null hypothesis. 1n the light of this
therefore, the hypothesis which states that industrial relations mechanism process
promotc industrial harmony in ABU, Zaria is accepted as it gained massive
opinion of the respondents.

2. In the test of hypothesis M as for quantitative proof of the hypothesis which
postulated that breach of collective agreement leads to trade disputes in ABU,
Zaria, 77% in table 4.3.2.2, 73% of lable 4.3.2.3, 92% of tablc 4.3.2.4 and 93% of
table 4.3 2.5 representing the majority of the respondents on the four (4) variables
respectively were positive in one direction that hypothesis 1l proved that breach ol
collective agreement leads to trade disputes in ABU, Zaria. The factors responsible
for this as obscrved arc partial adherence to collective agreement, delay in
compliance and so on. Theretore, the hypothesis which attests that breach of

collective agreement leads to trade dispute in ABU; Zaria is valid and therefore, is
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1.

t2

accepted as it gained massive opinion of the respondents.

Major findings of the Study

Among the findings, trom the analysis of data discussed above, the following

appeared more glaring: -

That industrial relation mechanism processes promote industrial harmony in ABU,
Zaria. This finding tends not to agree with similar finding of Nwoke (2005} study
which submits that trade dispute setilement has never worked cffectively as a result
of the attempts by the Nigerian governments to retain partial if not total control of
the dispute settlement mechanism and because of this, disputes between the
government and unions keep on reoccurring especially in Nigerian universities,

That collective bargaining as internal mechanism is an effective mechanism in
resolving irade disputes as the management and ASUU of ABU, Zaria confirm that

various disputes between them were resoived through this mechanisin. The finding

of the study corroborates Omole (2004), Akintayo, (2004), and Oluseyi (2009) wha

reported that collective bargaining sirategy has been found to be very cffective in
resolving industrial conflict. This goes in line with Mary Parker Follett integration
concept which she admits that 1 the divergen! inferests of these actors arc critically
analyzed in a round table conference with the aim of coming out with a lasting
solution lrn the cause(s) of the dispute(s)rade dispute will become minimal and
easily handled n our universitics. The finding ol the study implies that trade
disputes tends to be amicably resolved without resulting to strike action in work
organizations, when the deliberation and negotiation process on issues relating to

employment relations are democratized.
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That going on strike (self-help approach) does not promote tndustiial harmony
though; it compels the management to respond to the demand of ASUU more timely

than expected. This is also similar to the findings of Fashoyin (2007) study which

~agrees that the right to strike is an essential characteristic of collective bargaining

hecause the ability of the umon to bring direct economic pressure on the employer
depends largely on the availability or usc of the strike weapon and that the presence
or threat of a strike induces the partics to engage in continluous dialogue for a search
for an agreemeht. ' |

That, the managements and ASUU of ABU, Zaria chapter hardly comply to the
whole processes of resolving disputes as stipulated in Trade Disputes Act,2004. This
finding ts in line with the interview conducted by the researcher which observed that
principal actors hardly utilize Industrial Arbitration P.'ancl in resolving their
dispute(s). Also, ASUU declaring strike without the award of National Industiial
Court is a critical issue. This findings tends 1o agrec with similar finding of Egbob in
Fashgyin (2007) study which submits that the smooth (unctioning of the institutions
for trade dispute setttement has been a major concern of the Federal Government of
Nigeria as trade unions and cmployers have been reminded of the need to follow the
procedure Ilaid down in the Trade Disputes Act No. 7 of 2004 while presenting any
disagreement between them other than the use of strikes and lockouts,

That breach of collective agreement leads to trade disputes in' ABU, Zaria

That delay in compliance to collective agreement lcads to trade disputes. In many
situations, delay in compliance to collective agreement brought about sirikes in our

Nigerian universities in general.
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CHAPTER FIVE - B

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS -

5.1 Introduction

This chapter provides the general overview of this study. It goes further to
advance some concluston based on the findings of thc analysis of data given carlier
on. Some recommendations were made on arcas we felt attention is highly needed.
‘iz Summary of the Work

The salient i1ssuc under this researcl: work which the rescarcher set out o
invéstigatc on 1s whether or not ihc.Nigcrian indusirial rclations mechanism is
effective in trade dispute settlement in Ahmadu Bello University (ABU), Zaria. In
order to conduct this study, the work has been segmented into five chapters, namely;
introduction, literature review and theoretical framework, historical background of
trade uniontsm 1n Nigeria, data presentation ahd analysis and summary, conclusion
and recommendation, |

The first chapter which formed the introductory part defined the problem of the
study- with the mechanisms in place, why trade disputes keep recurring in our
universities between management and ASUU with reference to ABU, Zaria. This
chapter atso highlighted some fundamental cbjective for which the study sets to
achieve which include finding out whether or not industrial relation mechanisins are
effective in resolving trade disputes between the management and ASUU in ABU,
Zaria and to recommend ways of tackling trade disputes in our universities. Alsa,

covered by this chapter are the hypotheses to be tested, the scope and {imitation of the
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study and the significance of the study. Furthermore, the chapter also deals with
research design and method of data collection which oompriscs'sources of data
(primary and sccondary sources), populat_ion and sample size (Population 1695 and
sample size 182) and method of data analysis (was based on both qualitative and |
quantitative techniques). Also, part of this chapter is the conceptual definition of key
terms.

The second chapter dwelt on the literaturc and theoretical framework. In this
chapter some literatures were reviewed and expert viéﬁvs'bf scholars on industrial
relation, trade disputes and mechanisms for trade disputes settlement were considered.
For instance, the Trade Disputes Act asserted that the mechanisms for trade disputes
scitlement cntails collective bargaining, which is a voluntary process, and the statutory
procedure embodied tn the Trade Disputes Act of 2004, This is compulsory in casc the
collective bargaining fails. The theorctical framework in this chapter 1s anchored on
Mary Parker Follett conflict management theory. Also, the relationships that exist

between this theory and the research topic were explained.

The third chapter considered institutional history, structure and operational

pattern of Ahmadu Bello University, Zaria

The fourth chapter dwells on the analysis and interpretation of data related to
the two hypotheses which this research work s anchored upon. Ilt revealed that
industrial relations mechanism processes promote industrial harmony in ABU, Zaria.
Also, collective bargaining, as internal mechanism, was considercci as most effective

mechanism in resolving disputes between ASUU and the management in ABU, Zaria,
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Besides, the study also reveals that breach 01_'_ c_',oll.ll.cctive agreement leads to
trade disputes in ABU, Zaria. | |
The lifth chapter summarized cach ol the above chapters. It alse dwelt on
summary of findings and conclusion, and rccommendations which concludes the
research work.
53  Summary of find ings.an(l conclusion 2
This study set out to investigate the rationale behind consistent disputes within
the university system for the past two decades despite the existence of industrial
relations mechanisms with particular reference to ABU, Zaria.
Basc on OI.II; findings from the analysis of our data, we wish to draw the following
conclusions,

R

Our :I'ﬁnd'ing.;f.on | i.nd.u's.lriél relations mechanism processes and industrial
harmony reveals that industnal relations mechanism processes promote industrial
harmony in ABU, Zaria. The majority of the respondents in the ten (10) variables
further canlirmed this finding. Therefore, in the light of that, it was evidently proved
that both internal mechanism (collective bargaining) and the statutory procedure
embodied in the Trade Disputes Act of 1976 now cap. T8, Laws of the Federation of
Nigeria, 2004 could constitute effective mechanisms for resolving trade disputes in the
Nigeria public service. |

Furthermore, this study reveals that breach of collective agreement leads to

trade disputes in ABU, Zarta. This was because the majority of respondents in the four

(4} vartables attested 10 such assertion.
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Besides, this study also reveals that collective bargaining is the most effective

mechanism in resolving disputes. As such, every universily could employ the internal

mechanism {collective bargaining) in rcsolving disputes as it create room for

divergent interest of these actors to be put forward for discussion 10 a round table

conference with the aim of integrating them or coming out with lasting solution 1o the

dispute(s).

Recommendation

In the light of the rescarch findings, the following recommendations are suggested for

implementation:

1. It was noted from the research findings thal industrial relations mechanmism
processes bromote in.dustrial Iharmony m ABU, Zaria. 1t 15 thercfore
recommended that industnial relatioﬁs mechanism processes as stipulated in the
Trade Disputes Act of 1976 nou‘/ cap. T8, Laws of the Federation of Nigeria,
2004 should be strictly adhered to as it promotes industrial harmony. This is
because the attainment of industrial hanmony tn our universities is vital to
educational development as it will ultimately affect positively the quality of
graduates turning out from the Nigerian universities,

. This research has substantiatly revealed that breach of collective agreement by
the management and ASUU in ABL, Zaria has led to trade disputes in ABU
Zaria. In the light of this, it is hereby recommended that collective agreement
reached by ASUU cither at the national level with the federal govemment or at

the local level with the university councils, the parties involved should comply
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3

4.

5

with all the terms ﬂgrecd upon as it was the outcome of negotiation which both
partics acti vel y partici'pate.d in,

In the light of our findings, it is hereby recommended that internal mechanism
*(collective bargaining) should be effectively utilized in resolving trade disputes
as it creates room for parties involved in the dispute to discuss in details on
how the problem should be resolved.

lt was also noted fr0111 our research findings that strike does not promote
ir;dustrial harmony but it helps in compelling the management to respond (o the
demand of the union. It is therefore recommended that employers should not
wait for threat of strike or actual work stoppage before negotiating with unions
on how to meet their demands,

The study also finds out that lﬁe printlsipal actors that is, management and
ASULU, hardly comply with the processes stipulated in the Trade Dispules Act
for resolving trade disputes. In the light of this, it is hereby recommended that
disciplinary measure should be taken against any employer or cmployers
association or any'_elnplofcc or their representatives (Unions) that refuse to
comply with the stipulated or taid down procedures of resolving trade disputes

as stated in Trade Disputes Act.
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APPENDIX |
Department of Public Admimistration
Ahmadu Bello University,

Zaria.

Dear Respondent,

FIELD STUDY ON EVALUATION OF INDUSTRIAL RELATIONS
MECHANISM IN EFFECTIVE TRADE DISPUTE SETTLEMENT IN
AHMADU BELLO UNIVERSITY, ZARIA (1999 - 2008)

As part of my studies tor award of Masters of Science Degree in Public
Administration at the Ahmadu Bello University, Zaria | am currently conducting a

research on topic stated above.

The purpose of the questionnaire attached hereto is to cnable me obtain the
necessary information on the topic which will enable me proffer recommendations on

how trade dispute can be resolve in our universities through the Trade Dispute

Mechanisins.

[ would like to assure you most sincerely that whatever inlormation supplied by
you through this questionnaire will be held confidentially and used for rescarch

purpose only. Therefore, please kindly complete the questionnaire as truthfully as

possible.
Thank you,
Yours faithfully,

Otohinoyt, Samuel
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PART A; PERSONAL DATA
.Plea.se. tick the answers that best apply to you.

Gender : aMale () b Female( )

1. Position; a. Principal Officer () b. Lecturer ()
2. Yearsin service a.l - 10 years ( )b. 10 and above ( }
PART B: Industrial relations mechanism process and industrial harmony (as related

to hypathesis one)

This portion of the questionnaire solicits for information tn industrial relations
mechanism processes as it enhances industrial harmony. Kindly read the statement

carefully and tick the appropriate place which best described your opinion.

- A. Coltective agreement and dispute sctlienment.
Has collective bargaining helped tn enhancing industrial harmony in your

university?
Yes( ') No( }

B. Extent of industrial harmony

If “Yes to question (A) above, to what extent has collective bargaining helped

in promoting cordial relation between ASUU and Management?

a. Very High ( ) b.High( ) c. Low( ) d. Very Low ( )
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. Impact of Collective Agreement.

Are most industrial disputc between management and ASUU resolved through

collective bargaining mechanism in your university? Yes ( }No ( )

Failure of collective bargaining

If ‘No’ to question (C) above, in your own opinion what do you think 18

responsible tor failure of coliective bargaining?

Mediation, conciliation and cordial relations
Has the intervention of medialors and conciliators in dispute resolution heiped
significantly in promoting cordial relations between management and ASUU in

your uhiversity? Yes ( ) No { )

Failure of mediation and conciliation
Does the management and ASUU resort frequently to arbitration upon the

faiture of mediation and conciliation in trade dispute settlement?
Yes( ) No()

Arbitration and co-operation.
Docs the use of Industrial Arbitration Panel (IAP) foster ¢co-operation between

management and ASUU in your university? Yes( ) No( )

. Arbitration and Resolution.

Has arbitration cver finally resolved industrial dispute between ASUU and

management in your University? Yes( ) No( )
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