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ABSTRACT

The purpose of this study was to explore the importance of power relationship in the

process of collective bargaining. The key issue of interest in this study was unsuccessful

negotiation process and outcome between the representatives of Nigeria Federal

Government (FGN) and the Nigeria Labour Congress (NLC). To accomplish the

objectives of this thesis, the researcher adopted a qualitative approach. A total number of

55 participants were involved in this research project. 25 participants from the

representatives of Nigeria Federal Government (FGN) and 30 participants from the

representatives of the Nigeria Labour Congress (NLC). Empirical findings based on the

data gathered from Nigeria Labour Congress (NLC) uncovered that they have not bee able

to settle their differences because the representatives of Nigeria Federal Government (FGN)

are more powerful coercing the representatives of Nigeria Labour Congress (NLC) to

accept poor negotiation offer on the bargaining table. On the other hand, findings from the

representatives of Nigeria Federal Government (FGN) shows that lack of prioritization of

demands and compromise from the representatives of Nigeria Labour Congress (NLC) are

common responsible factors affecting the success of labour negotiation between both

parties. This study concluded that, negotiation cannot be successful if there is power

imbalance between the negotiators on the bargaining table. This is because negotiators with

higher power may display an unethical bargaining behaviour towards negotiators with low

power. This study has contributed to the existing body of literature by identifying how high

power and low power negotiators behaves on the bargaining table.

Keywords: Negotiation, power relationship, low and high power, distributive and

integrative tactics
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Meneroka Kepentingan Hubungan Kuasa dalam Proses Perundingan Kolektif: Kajian
dalam Konteks Nigeria

ABSTRAK

Tujuan kajian ini adalah untuk menyelidik kepentingan hubungan kuasa di dalam proses

tawar menawar kolektif. Isu utama yang menarik dalam kajian ini ialah proses dan hasil

rundingan yang tidak berjaya antara wakil Kerajaan Persekutuan Nigeria (FGN) dan

Kongres Buruh Nigeria (NLC). Bagi mencapai objektif utama tesis ini, pengkaji telah

menggunakan pendekatan kualitatif. Seramai 55 orang peserta terlibat dalam projek

penyelidikan ini. 25 peserta daripada wakil FGN dan 30 peserta daripada wakil NLC.

Penemuan empirikal berdasarkan data yang dikumpul daripada NLC mendapati bahawa

mereka tidak dapat menyelesaikan perbezaan mereka kerana wakil FGN lebih berkuasa

memaksa wakil NLC untuk menerima tawaran yang tidak wajar di meja tawar-menawar.

Sebaliknya, penemuan daripada wakil-wakil FGN menunjukkan bahawa kekurangan

keutamaan tuntutan dan kompromi daripada wakil-wakil NLC adalah faktor-faktor yang

bertanggungjawab mempengaruhi kejayaan rundingan buruh antara kedua-dua pihak.

Kajian ini merumuskan bahawa, rundingan tidak akan berjaya sekiranya terdapat

ketidakseimbangan kuasa antara perunding di meja tawar-menawar. Ini kerana perunding

yang mempunyai kuasa yang lebih tinggi mungkin menunjukkan tingkah laku tawar-

menawar yang tidak beretika terhadap perunding yang mempunyai kuasa rendah. Kajian

ini telah membuat sumbangan kepada literatur dengan mengenalpasti bagaimana

perunding yang mempunyai kuasa yang lebih tinggi dan perunding yang mempunyai kuasa

yang rendah berinteraksi di meja tawar-menawar.



vi

Kata kunci: Rundingan, hubungan kuasa, kuasa rendah dan tinggi, taktik pengagihan

dan integratif
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CHAPTER 1

INTRODUCTION

1.1 Background Study

The power relationship between individuals in society is undeniable, the reason is

that people possess different statuses which gives them better opportunities to be superior

to their counterparts. A good example of power disparity between people in society is the

power of a president over his followers, or the power of a king to control his people.

In addition, power imbalance between countries is common (Susanti, Nurasa &

Widianingsih, 2019). For instance, the US, UK, China, France, and Russia are considered

great power countries because these countries have great influence on most countries,

especially third-world countries. This influence is in terms of economic, military, or

political (Susanti et., 2019).

In the same way, past studies reported that power between employers and

employees in organizational settings is unequal. Under normal circumstances, employers

are more powerful than employees in the workplace (Ogancha, 2019). The reason

employers are superior to their subordinates is that they own and control organizational

resources (Ogancha, 2019). These resources include financial resources such as capital

funding and profits generated by the organization. Others include physical resources like

raw materials, buildings, facilities, and machinery. This limit the power of employees to

participate deeper in making a decision in the organization (Baumgarten & Lehwald,

2019).
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Therefore, an employment relationship is characterized by power inequality

between management and trade unions (Baumgarten & Lehwald, 2019). The contention of

the power relationship between management and employees in collective bargaining as a

mechanism of resolving trade disputes is indisputable (Stewart, 2020).

Trade disputes between employers and workers have been a major concern for

academia and researchers because of their effects on organizational productivity (Antonioli,

et al., 2011; Adewole & Adebola, 2010). Due to unsettled trade disputes, employees may

develop hostile behaviour toward their employers, culminating in the destruction of

organizational achievements (Oni-Ojo et al., 2014).

Evidence from recent research shows that an unresolved trade dispute may compel

employees to leave their work in search of new jobs in other organizations. This may likely

influence the overall organizational accomplishment, growth, and development. This is

because due to the loss of qualified and well-experienced workers (Bilfone & Afonso,

2020; Henkel & Wood, 2020; Cook, Lorwin & Daniels, 2019).

Furthermore, power imbalance in the resolution of trade disputes between

management and workers have a greater consequences for both employers and employees

(Devicienti et al., 2019). It may impact the quality or quantity of employees' outputs. These

consequences may cause organizational bleeding, leading to loss of profits by employers.

On the other hand, employees may loss their jobs causing a serious financial crisis on

workers and their families (Devicienti et al., 2019; Dwivedi & Gows, 2019; Hayes, 2019;

Martin, 2020). Considering the above-mentioned reasons, a labour dispute between

employers and employees needs to be empirically examined to increase employees'

organizational performance for organizational success.
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According to the existing studies, trade disputes can be resolved through mediation,

arbitration, and conciliation (Philip & Adeshola, 2013; Hale et al., 2012; Dawe & Neathey,

2008; Hiltrop, 1985). Empirical findings from past literature, for instance, Booth et al.

(2016); Chand (2015); Quoc Bao Vo and Radulescu (2012); Shinde (2012); Goltsman et al.

(2009); Gibbons (2007); Bingham (2004), as well as Reif (1990) reported that conciliation,

arbitration, and mediation, unlike collective bargaining have been successful in settling

trade dispute between disputants.

Macneil and Spiess (2019a), conducted studies on collective bargaining with

empirical results indicating that collective bargaining has not been successful in resolving

labour disputes between disputants. Based on these studies, one of the reasons that hinder

trade unions and management from reaching an integrative agreement is the power

relationship that exists between both parties.

Empirical evidence from these studies shows trade unions has lower power on the

bargaining table compared to management. Based on these studies, trade unions are

considered integrative negotiators because they often come to the bargaining table with the

motive of achieving a win-win agreement with their counterparts. Yet, they encounter

challenges in achieving joint agreements with their high power partners.

Based on findings from Schaerer, Teo, Madan, and Swaab (2020), the reason

integrative negotiators cannot reach a satisfactory win-win agreement at the negotiation

table is that high-power negotiators often act proactively to control the process and

outcome of the negotiation, giving no or little room to integrative potential with their low

power counterparts.
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These studies further maintain that powerful negotiators do not care or explore

information that can produce a mutual agreements with their counterparts on the

bargaining table. This type of bargaining behavior from high-power negotiators plays a

significant role in influencing the success of integrative agreement between the disputants.

Some studies by Cook, Lawin, and Daniels, (2019); and Harrison (2004), reported

that collective bargaining between management and labour unions in South Africa has not

been successful in resolving trade disputes. Based on these scholars, the reason is because

of lack sincerity from management in implementing the agreement reached by both parties.

Moreover, other studies from different developed countries such as Canada and

Italy by Bulfone and Afonso, (2020); and Devicienti, Fanfani, and Maida, (2019) reported

that disputants cannot achieve joint agreement if both parties are not sincere with each

other on the bargaining table. An unsuccessful dispute resolution between employers and

employees usually creates a situation where both parties continue to indulge in a series of

negotiations without settlement.

Several strands of studies in Nigeria (e.g, Adebisi 2013; Akume, & Abdullahi, 2013;

Adewole & Adebola 2010) reported threats from the management on employees as another

critical dilemma to a successful bargaining process and joint outcome between the

disputants on the negotiation table.

Based on empirical evidence from these studies, this kind of threatening behaviour

from the management represents a typical attitude of a high-power negotiator which often

affects mutual agreement between parties in dispute. The reason disputing parties cannot

reach a settlement point is that the representatives of workers known as trade union may

not accept a threatening bargaining proposals from the management. This is because the
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intimidation proposal does not satisfy the demands of workers. Because of that, trade union

leaders negotiating on behalf of employees may eventually walk away from the bargaining

table without reaching a mutual consensus with management. Therefore, affecting a

smooth process and outcome of labour negotiation between both parties (Mennicken et al.,

2014).

In Nigeria, several studies, for example, Nneka (2019), Rasak (2019), Opute (2019),

reveal that the Nigeria Labour Congress (NLC) and the Federal Government of Nigeria

(FGN) have been engaging in several negotiations over conditions of employment such as

increment of wages of the Nigeria workers', research grants and allowances. However, the

negotiation has not yielded a fruitful result.

Nigeria Labour Congress is a federation of autonomous industrial unions with

recognized power to bargain with the government on behalf of the Nigeria workers, masses,

and other unions. NLC is an umbrella organization for trade unions in Nigeria for both

private and public sectors. NLC was established following a merger of four different

organizations namely, Trade Union Congress (TUC), Labour Unity Front (LUF), United

Labour Congress (ULC), and Nigeria Workers Council (NWC). NLC has 29 affiliated

unions restructured into 42 industrial unions (Nneka, 2019).

One of the primary objectives of NLC is to regulate the terms and conditions of

employment of its members and to create a forum for a united collective bargaining

movement with the management. However, despite this fact, NLC continues to have

pending unsuccessful negotiations with FGN for several decades (Rasak, 2019).

According to past studies, the reason NLC and FGN have not been able to reach an

agreement is because of the government's high bargaining power. These high power
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attributes displayed by the FGN includes threats and a lack sincerity on the bargaining

table. Similar studies by Ogwuana (2016), Odoziobodo (2015), Muhammad (2014), Ajay

(2014), and Bendix (2011) found that collective bargaining between trade unions and

management cannot be successful if employers do not comply with the terms and

conditions of the agreement reached by both parties.

Based on empirical evidence from the existing body of literature, it is interesting to

know that previous studies’ have substantially produced mixed results which are

inconclusive about key issues infuriating the successful process and outcome of collective

bargaining between trade unions and management. These different results may be due to

past studies’ geographical location or methodological differences (Paavola, 2014).

Most of the above studies, for example, Tremblay (2016), Maidald (2015), and

Thompson et al. (2010) were conducted in developed countries. Secondly, most of these

studies were conducted through a quantitative approach where scholars relied on statistical

estimation rather than interacting with the participants to understand key issues responsible

for the success or failure of collective bargaining between industrial relations actors (i.e.,

trade unions and management).

Statistical estimation is a quantitative term involving a process of inferring the true

value of variables in the population from a sample drawn from population of studies

(Thompson et al., 2010). However, this study using a qualitative approach investigated the

power relationship between NLC and FGN on the bargaining table.

The reason this study focused on the Federal Government of Nigeria and NLC is

that NLC as a collective organization for trade unions in Nigeria has engaged in a series of

national strikes involving both private and public sectors in Nigeria. This is because of the
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failure of collective bargaining between NLC and FGN over wages and other terms and

conditions of employment (Nneka, 2019). NLC performs several functions for the well-

being of its members. These roles include the enhancement of the conditions of

employment and wages, industrial harmony and productivity, and economic and social

progress (Nneka, 2019).

Because of that, NLC often intervened in collective bargaining between FGN and

the Academic Staff University (ASUU), this is because ASUU is a sub-union under NLC.

However, all efforts to successful negotiation seem to be abortive hence, ASUU often

embarks on strike supported by NLC as a means of pressing home their demands (Nneka,

2019).

1.2 Problem Statement

Evidence from previous research (e.g, Ogwuana, 2016; Tremblay, 2016;

Odoziobodo, 2015) reported that labour dispute is inevitable between employees and

employers at workplace. This view is also reported by conflict theorists who argued that

dispute is inevitable, rational, functional, and normal in every workplace (Lance & Pardos-

Prodo, 2013; Gallo, 2013; Rose, 2008; Bartos & Wehr, 2002; McShane, 1985). However,

it must be resolved to ensure peace between management and workers (Pulignano &

Keune, 2015; Bsen & Mailand, 2011).

The frequent occurrence of trade disputes between trade unions and management

has gained empirical investigation from different scholars in developing countries, for

example, Nigeria, Ghana, and South Africa (Godfrey et al., 2010; Traxler et al., 2008;

Godfrey et al., 2007). Trade dispute has also captured the attention of researchers in a

developed countries, for instance, USA, Canada and UK (Marginson & Galetto, 2016;


