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utes culminating in strikes,
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effective stability in industrial relations at various organisa
hy strike. The study thus examines strike actions and its effects on
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Abstract
n resulted in industrial disp

In recent times, agitations for better working conditions have ofte
kers all over the world desi

and other actions. This is because, wor
terms and conditions of work. However, despite efforts made to ensure
institutions in Nigeria, strike still occurs through economic strike and sympat

[ center (FMC), Keffi as a stu

Industrial Relations in Nigeria using federal medica

used for the empirical analysis were generated through structured questionnaires and were analyze
estimation method. Findings from the study showed that economic sirike has a sign (rial relations among FMC staff in

ificant effect on indus
Keffi. More so, the study shows that sympathy strike has a significant effect on industrial relations among FMC staff in Keffl. Based on these
findings, the study recommends that there is the need for governments, business organizations, and employers of labour, employees,
organizations and all stakeholders in industrial relations to embrace collective bargaining as the machinery to resolve industrial disputes. This
would promote industrial harmony, enhance employees’ performance, increase pro he living standards of the generality

ductivity and improve !
of the people.
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1. INTRODUCTION
t is inevitable that forces of labour and capital would have dissenting views with each
hich it can press home its demands. In this vein, collective bargaining and strikes are
important mechanisms through which the worker can engage the employer in a dialogue to meet its demands. Strikes if
unregulated may spiral out of control with attendant consequences for the polity. Employees occupy a very strategic place in
an organization because of their centrality to the production process. They contribute a very indefinable role both in the
achievement of various organization goals and objectives as well as the government economic programme. However, for
employees to perform their crucial role effectively and efficien | relationship between the
employer and employee of such organizations. Although confli it must however be noted

that friction between employer and the employee must be reduc

smooth operation in the business of tl
conflicts and disagreements between emp
workers. Conflict in Nigerian industries has become perennia

some organizations in Nigeria.

In every modern economic system, i
side resorting to measures through w

tly there must exist a strong cordia
ct in an organization is inevitable,
ed through a vibrant collective bargaining process to ensure

he organization. Conflicts are inevitable in every organization. There will always be
loyers and employees, either on wages or on the general condition of service of the

| and disturbing so much that it has hampered the growth of

internal (intrape?rsonal) and interpersonal conflicts are consuming so much
ting to look as though conflict is their primary business (Ojielo,

2012). This development is largely due to the inability of leaders in Nigerian work organizations to view the management of
human resources, and financial management systems. Instead, conflict is

cpnﬂict as systematically as they view information,
viewed and handled in piecemeal and is considered as local events. The inability to view and manage workplace conflicts
ons. This is evidenced by the high frequency

systematically has therefore rendered conflict dysfunctional in some organizati
ganization, sabotage at

of strike action, unhealthy rivalry between and among sub-units and individuals within an or
absenteeism, lack of productivity, general inefficiency, high rate of industrial

workplace, slow work, labour turnover,
accident, low morale, withholding of vital knowledge and a host of others that are being perpetrated by workers i
in

workplaces.

In many organizations in Nigeria today,
organizational time and attention that organizations are stal

ing organizational efficiency and effectiveness. Growth in multinational companies

Managing conflict is critical for sustain
a country's workforce (Jackson,

and international alliances (Kanter & Corn, 1994), as well as increased diversity within
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. 1 in organizations. An incre,.
Stone), suggest that individuals from diverse backgrounds Wl!l bi wonkllnzii t;’t%iztri;lationsgdeafs with the problc:,
diversity is often associated with an increase in conflict (Olakita, A0|_5)- nayu h as labour grievances, trade dispute.
emplayment, eonditions of work, pay, security of employment and gther lssues Sus ]l er and i?s employees. In the Word:
their resolution within the frame work of rules and regulations, mutually to by erg'l:coiylinary and somewhat diffuse sy
Marshall (1996), Industrial relations, (also known as labour relations) is .the mtet; i : ;JS gy boin soileecivs farss
the institutions and rule-fixing processes of the labour. It's core subject-n.la sr e frooe--w l'nCl'CasiB |
between trade unions or analogous organisations on the oth.er hand. The term "employ gl
management writing, was once a synonym for industrial relations.

The unpleasant side of industrial relation and on which the public often associate mdustrlgl umoc? Is stlnk:.rTl:c] stnku: fho
a breakdown of cordial relationship between the employee represented. by the labour umonfan emp| oy lo nanageme
Strike are the most overt and significant aspect of industrial conﬂlc.t. But they are unfortunately only a part of |
phenomenon of conflict. Most strikes involved attempts by either the union or manager'nent to change tll\e bargaining pow
of the other party. When a strike is adequately used for the demand of the'employees, it can force employers to concede
the demands of the employees. It can impose exorbitant costs and thereby l'nduce them to reach agreement. .A strike
used to effect a change in the structure of bargaining and to win substantive demand by »\./o.rkers. Industrial rel
collective bargaining can therefore be described as the industrial machinery for determining wages and co
employment with a view to improving the quality of work life of the employees. It encourages the power of tl

enter contract with management to determine the terms and conditions of service of its members as well as e
procedure for handling disputes. The following questions were raised for this paper;

may |
ations aj
nditions .
e union
stablish

i.
il.
In accor

What effect does economic strike has on industrial relations among FMC staff in Keffi?
What effect does sympathy strike has on industrial relations among FMC staff in Keffi?
dance to the research questions raised, the following hypotheses were tested:

HO1: Economic strike has no si

gnificant effect on industrial relations among FMC staff in Keffi
HO02: Sympathy strike has no si

gnificant effect on industrial relations among FMC staff in Keffi
2. LITERATURE REVIEW

2.1 Conceptual Framework

2.1.1  Concept of Industrial Relations

Industrial relation is the process and institution through which em
associations. Cordova (1980) defines industrial relations as "the

ployment is managed, such as trade union and employers’
work are fixed; relations are regulated and power is shared j

; pfr_ocess of interest accommodation by which conditions of
n the field of labour" Akanji (2010), on hj i ial
: " ; ¢ . 3 Is part sees industria
relatlons" as "the whqlg web of hyman mt?ractlons at work which is predicated upon and arises out oF;‘ the employment
contract”, Both definitions recognized that industrial relations is concerned with the systems, rules and procedures used by
union and employfers to determine the reward for effort and other conditions of employmen,t to protecfthe interest of the
employed and. their e:mployelrs and to regulate the ways in which employers treat theijr employ;es Mgbe (2013) emphasized
that the term mdustna_l relatlops is relevant in and applies to the context within which modern soc! 4 tnes 15 var us
economic and production services.  society organizes its vario
2.1.2  Concept of Strike action

. : . ployment and physical conditioy
work” includes deliberately working at less than ysual speed or with less th 1
work™ includes a refusal to work at usual speed

' an usual efficienc ile”
. : K at usu or with usual efficiency. Strike is 4 breac!y Wy
which entitles the employer to dismiss him, provided the employer dismisses a||
of their dismissal and does not offer to re-engage

some of them withip three

refusal to continue to

1 of contract by the employee

those who are actually on strike at the date
months after thejr dismi

ssal. In this event, the
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industrial tribunal has no jurisdiction to decide whether or not the dismissals are fair or unfair. This is the “no picking or

choosing” rule.

When a union calls out it

sometimes indirectly on g
employment, or ameliorating an unsatisfactory working co

bargaining position of the management. When propetly use

union. Apart from the use of the strike by the workers to win substa ed .
the structure of bargaining, such as changing from enterprise bargaining to multi- employers bargaining, or vice versa. In

spite of the usefulness of the strike option in union-management relationships, it imposes cost both on the two sides of
industry and the economic as a whole the cost of strikes to the union and its members represents loss of income to both, in
addition to social costs, represented by the bad image which it imposes on them. On the employer’s side, the costs of the
strike are in terms of lost output and profit, as well as the social stigma which it imposes. For the economy, loss in
productivity, which affects the Gross Domestic Product, constitutes the most significant quantitative cost to society. The
significance of this loss in national output in one firm is more worrisome because it often leads to a chain of events in other
establishment. For example, a strike of some duration at a cement factory may adversely affect other establishments.

Suppliers to the factory would have to curtail or suspend operation.

strike will exert pressure on the employer (and

nceding a demand for improvement in terms of
attempts by the union to change the
de the demand of the

to effect a change in

s members on strike, it is in the belief that the

overnment) to take a desired action, such as co
nditions. Most strikes involve

d, a strike can force management to conce
ntive demands, a strike may be used

Economic strike

Economic strike is one of the popular worldwide
Ghana, it is a form of common strike among wor

strikes which workers usually embark upon. In South Africa, Nigeria and
kers (Adavbiele, 2015; Bendix, 2015; Seniwoliba, 2013). Bendix (2015) is

of the view that an economic strike arises due to the refusal or failure by employers to meet the demands of workers related
to wages and other economic issues namely: benefits and working conditions. According to Nel et al. (2013), an economic
strike occurs as a result of the demands that pertain to wages, fringe benefits or any other matter of an economic nature
regarding the interest of workers. Workers usually initiate this strike with the view to putting pressure on the employer in
order to enforce their economic demands, for instance, an increase in wages, salaries and bonuses. Employees agitate for an
increase in their wages and salaries, allowances, bonuses, and other entitlements, like an increase in annual leave, privilege
leave and casual leave (Odeku, 2014). Clark (2012) also expresses the similar view that an economic strike is the most
common and popular form of strike that workers frequently embark upon worldwide. Economic strike is the most common
type of strike that workers in Ghana, Nigeria and South Africa embark upon. The discussion below is centered on sympathy

or secondary strike.

Sympathy or secondary strike
Sympathy or secondary strike is another type of strike that workers and their trade unions often embark on in Africa (Clark,
2012). As the name suggests, this type of strike is a solidarity action that is often embarked upon by workers who are not
part of the labour dispute. A sympathy strike is normally used by trade unions to express moral and fractional support of

sure on the primary employer to address the concerns of the

other employees who are on strike with the view to putting pres
employees. Clark (2012) also argues that this type of strike is embarked upon as a form of solidarity for other unions. It is a
deliberate attempt by other unions to put indirect pressure on the employer to meet the demands of his or her employees.

Adaviele (2015) also expresses the same view that a sympathetic strike is where workers of one organisation or unit join
their colleagues in other organisations who are on strike to compel the primary employer in meeting the demands of his
employees. In Nigeria, the 2014 Non-Academic Staff Union of Universities (NASUU) went on sympathy strike in support

of a strike action declared by Academic Staff Union of Universities (Adaviele, 2015).

2.2 Empirical Review
Researchers (Arputharaj & Gayatri, 2014; Awe & Ayeni, 2012; Selala, 2014) have found that one effect of strike action is
that it leads to poor employment relationships, especially between the employers and employees. Arputharaj and Gayatri
(2014) found that when employees and their unions embark on strike action there is the possibility of unhealthy
relgtionships in the organisation. According to Arputharaj and Gayatri (2014), each time employees embark on a strike
action the trust in the organisation is said to be broken and this eventually affects the employment relations. A similar study
conducted by Awe and Ayeni (2012) on the effect of conflict on employment relations in Nigeria has discovered that strikes
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. ; action can bring
have negative implications for employment relations in an organisation. Ac:cordl;ngkt_Odtl:::f ?:Itaht?c: f{ship that exi?tls“ke [ﬂt
division between the parties in the workplace which can have lasting ef.fects on the |inother i S sy h'\\'
them. Awe and Ayeni (2012) contend that due to strike action, parties might view eac o ent. Selala (2014) also fOundJ:
major implication on the employment relations that exist Yvntluq the work.mg en;lrlola (201'4) duriag strika astion ) |
strike action can impact negatively on the employment relationship. According to eha crolo s as e poniag i 1uther‘
hostility between employees and the employer because the employer may perceive the 4 f; ?; ruthars) and Gaya;ri (f)r
Findings by Awe and Ayeni (2012) and Selala (2014) affirm the previous as;emon mfz} ltle y F:jiscussion Ao 20
that strike action may contribute to unhealthy relationship qmong the parties. Tht? 0 O'WIHE e f?lb h
strike action may lead to employee dismissal. Olusegun Ajayi (2014) found that strike a;tlond yu a(nd his e
of Universities in Nigeria created conflict between the management of the universities and trade unions IS impacted
the working relationships among the parties.

Ayeni and Kolawole (2014) explored continual conflicts and strikes within se%ected organlsatlons in the 7Ek|t1 State
Nigeria. The study found that there is a direct link between strike and copﬂlfzt. Ayem a_nd Kolawole.(_014), furt
discovered that strike action can increase the possibility of conflict in the organisation if there 1s no proper dialogue l?et\\'e
the trade union members and the employer. Similarly, Ayeni and Kolawole (2014) explored the u'wessant conflicts :
strikes and their effects on the achievement of goals of business education in the tertiary institution in the Ekiti State. T
findings revealed that incessant strikes accounted for the massive student failure rates in all tertiary institutions in Nigeria.
Asaolu (2010) argues that learning is one of the core activities of university education. Asaolu (2010) believes that effect;
learning in school occurs when the stakeholders adequately perform their roles. Also, effective learning is achieved wh
students are emotionally and psychologically stable. Contrary to this, when there is strike action, effective learning amo
students is disrupted. According to Asaolu (2010), disruption arises when academic activities are substantially impeded d
to strike action by university employees. Olukunle (2011) in his study discovered that effective learning in schools
disrupted when there is strike or industrial action. Olukunle (2011) agrees with Asaolu (2010) that effective learning occu

when learners are emotionally and psychologically stable. Therefore, disruption in effective learning may occur when tl
staff of the university decides to embark on strike action.

2.3 Theoretical Framework

The study will be based on the following theories as closely examined below:
2.3.1 Unitary Theory

groups of staff and the company. Tt
nd conditions of employment.

According to Rose (2008), under the unitary perspective, trade uni

. " t , unions are regarded as an ; ion i isatic
from outside, competing with management .for the loyalty of employees. The theory also enleTtrusmn into the o‘rgam?a:l |
work.pl.ace d'casx(?ns is enabled. This pelps in f.:mpowering individuals in their roles and emph re.s employee partl_cxpatw{ |
creativity, discretion in problem-sol\_/lng, quality and improvement group’s ete. Finall thp asizes team work, mnovatlo’
should feel that the skills and expertise of mana : Y, the theory ensures that employes

BErS supports their endeavors, The th i i
| : | | €o i
employer point of view, un.ltary theory means that: Staffing policies should iy e Ly

: £ try to uni ffi . jval
s wider objectives should be pro : fy effort, inspire and motiva
; perly commun : :

should be so designed as to foster to secure loyalty and COmr)T’]itment Ll‘(i::;ed and discussed with staff. Reward systerm

managers should take ownership of the
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etive of the unitary (ramework - are seen as

at conflicts = from the perspe
The personal objectives ol every

anagement's policies.

responsibilities. Staff-manageme
| integrated with the organization’

rcam/staffing 1011 . : ‘ \
arising from lack of information, inadequate presentation of m
individual employed in the business should be discussed with them anc

232 Conflict theory

onymous with the plu
proposed it in 1966. Conflict theory views the organis
interests and objectives. Thus, employees have different value
and aspirations are always in conflict with those of manageme
functional and normal situation in organizations, which is resolvec
bargaining. Conflict theorists view trade unions as legitimate challenge
competition and collaboration. This view recognizes trade unions as legitimate re
groups of employees to influence management decisions (Rose, 2008). Rose furthe
would seem to be much more relevant than the unitary perspective in the analysis of industrial relations in many large
unionized organizations and congruent with developments in contemporary society. The study applies Conflict theory as it
engages managers or state functionaries to be tolerant of unions or labour based political organisations and realizes that
from the point of view of the trade unions, legitimacy of their rule is not automatic but rather the management control

function should be shared with labour.

3 METHODOLOGY
tive research design because of the nature of the variables that were at hand, to produce data
allow simultaneous description of views, perceptions and beliefs at any single point
study covers selected staff of FMC, Keffi, which is about 786 as indicated.

le random sampling. In a simple random sample, every FMC stafl has an

s needs.

also credited to Alan Fox who

¢ of reference which is
\bination of sectional groups with different values,
of management, and these values
hat conflict is inevitable, rational,
collective

ralist or the pluralistic fram
ation as con
s and aspirations from those
nt. Conflict theorists argue t
| through compromis

Conflict theory is syn

¢ and agreement or
s to managerial rule or prerogatives and emphasize
presentative organizations which enable
¢ states that the pluralist perspective

The study used a descrip
required for quantitative analysis and to
in time (White, 2000). The population of the
The sampling methodology for the survey is simp

equal probability of being chosen.

Table 1: Selected Staff Categories
S/N Staff Categories Population
1 Admin staff 274
2 Medical Staff 384
3 Accounts/Bursary 128
Total 786

Source: Field survey, 2018

Thus, the sample size was estimated from the Smith (1984) sample size formula given as:

N
3+ Ne’
Margin error = 5%
Where;
N = population size
3 - is constant
e = is Margin of error (5%)
& 786
3 +786(0.05)°
786

n=
3 +786(0.0025)

- — - — e
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_ 786

"~ 4.965
n =158

The instrument employed for this study was a structured questionnaire. Copies of the questionqalre were admlnls'tere(
the researcher to the selected FMC staff in Keffi. The questionnaires were closed _em.jed questions and were designe
keep the questionnaire to a reasonable length and this encouraged response and validity in terms of the responsiveness of
return. It also minimizes the risk of misinterpretation unlike the open-ended questions. Lastly, it permmgd easier tabuyl,
and interpretation by the researcher. Reliability test was conducted to examine the extent to which the meagy
instruments will produce consistent scores when the same groups of individuals are repeatedly measured un_der the s;
conditions (Amin, 2015). The study administered one kind of questionnaire to selected staff of FMC and using Cront
reliability test, Alpha values of 0.7531 (as shown in Table 2) were gotten indicating that the tool was suitable fo
analysis.

Table 2: Result of Reliability Test

Variable Alpha
Economic Strike 0.7125
Sympathy strike 0.7874
Industrial relations 0.7724
Test to scale 0.7531
Field Survey, 2018

The data was analysed using the binary logistic regression method. The binary logistic regression was used to establish
relationship that exists between dependent and independent variables. Also, postulated hypotheses were tested using the
value of binary logistic regression estimation technique. Minitab statistical package was used to present the data in the fo
of tables.

The model below is specified to tests the two hypotheses as follows:

P
Lyg = 1”(1 'PJ‘*'ﬂo“"ﬁnEC*'/",

'

P
L =1’{1 'P]"'ﬂo + 588+,

P, the probability of event occurring
(1 - 2,), the probability of event not occurring

Where;

EC = Economic strike

SS = Sympathy strike

INR = Industrial relations

Bo to f= The parameter estimates of economic strike and sympathy strike
H, = Error term

The justiﬁqalion for lhe use of the b.inar)_r logistic regression estimation method is because, it's simple to compute with
errors and it helps to illustrate the dlr_ecuonal outcome and strength of the variable, It further shows a precise quamimn
measurement of the degree of relationships between dependent and independent variables. As a rule of thumb, |

usefulness of regression is further to assess the level, nature, and significance of the relationships among the variables
well as to test the existence of robustness among the variables.

N —— “I%M‘ — —"
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4. RESULTS AND DISCUSSION

In this section, the formulated null hypothesis for the study was tested. In testing the hypothesis which partly satisfies the
objective of this study, the study adopts 5% level of significance and a critical t-value of 1.96. Conclusion would however
be taken based on t!le probability values (PV). If the PV is less than 5% or 0.05 (that is PV < 0.05), it implies that the
variable in question is statistically significant at 5% level; otherwise, it is not significant at that level.

Hypothesis One
Hyl: Economic strike has no significant effect on industrial relations among FMC staff in Keffi

Table 3: Regression Model Result
Dependent Variable: Industrial relations

Method: Least Squares

Variable Coefficient t-value Prob.(p)
Constant 0.87111 0.32176 0.1179

Economic strike 0.12451 2.45460 0.0012
R-squared 0.7415

Adjusted R-squared 0.6952

F-statistic 4.25524

Prob(F-statistic) 0.00124

Durbin Watson 1.67

Source: Authors Computation Using Minitab (2018)

Test of Hypotheses One:
The estimates from the regression result in Table 3 revealed that the calculated t-value for the Economic strike is 2.45 and

the critical value is 1.96 at 95% confidence level. This implies that t-calculated is greater than t-critical (that is 2.45 > 1.96)
or p<0.05, that is 0.0012 < 0.05. Since p<0.05, we reject the null hypothesis (H01) and accept the alternative hypothesis and
conclude that economic strike has a significant effect on industrial relations among FMC staff in Keffi

Hypothesis Two
Sympathy strike has no significant effect on industrial relations among FMC staff in Keffi

Hy2:
Table 4: Regression Model Result
Dependent Variable: Industrial relations
Method: Least Squares
Variable Coefficient t-value Prob.(p)
Constant 1.12792 5.00011 0.7479
Sympathy strike 0.64819 2.21452 0.0121
R-squared 0.64111
Adjusted R-squared 0.51244
F-statistic 7.25411
Prob(F-statistic) 0.00111
Durbin Watson 2.012

Source: Authors Computation Using Minitab (2018)

Test of Hypotheses Two: e . ‘ —
From regression result in Table 4, the calculated t-value for the relationship between sympathy strike and industrial wl:mon_
is 2.21 and the p-value computed is 0.012 at 95% confidence levels. Since the p-value is less than 0.05 used as the level of
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(s agrees with Olusegun Ajay t (201D whoe found that strike action by the Academio Statt Union of Univerane,
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Npera dvaiad vonttiot between the management of the universities and trade unions and this impacted o the wo
relatomdi ameng e parties This shows that strtke had been causing contlict or rivalry among trade union memibe
Ngera bevanse ey po longer trusted each other. Mote so, the study shows that sympathy strike has a siznbcant el
antisial refations amoeng MO stat? i Kefthc This s inline with Ayeni and Kolawole (20140 who tound that theie
SRR between stike and contlict. They discovered that strike action can inerease the possibility of contlict i
Sopaaation i there wone proper dialogue between the trade union members and the employer.

AN CONCLUSION AND RECOMMENDATIONS

Workens all over the world desire recognition, better salaries and wages and great improvements in the termes and condino
ohwark Workers have formed assoviations for the purpose of realizing this main objective, By forming as.ociation. o

bonding ogether, workers have a more effective basis to realize improvements in working .\‘Ulhlilllt‘l.l“-, Both Nier

Labowr faw and Toternational Taw recognize the nght of workers to bargain collectively for the protection of the legim
arerests of workers Indeed, that the 1LO has declaved its support for collective hurun'ining &3 & means throuah which th
peotection of the economic and social interests of workers can be achioved. '

Bt stke and stnde are ndeed il winds which blow neither the employers nor workers any good. Strikes distupt notonl
the busiess of the employers and cause the workers loss of wages but also III\'nrinth tli.\‘m‘;mui.\'cs the economy of the sta
and sovial order in some cases

fa the view of the researcher, the only way to achieve industrial peace in Nigeria is for the employers to always prompth
rev e, negetiate and aimplement collective agreements entered with workers cnncm‘ninu inum'\wnmu‘\ "~| \I\ I|m‘- A

general working conditions Other specific recommendations are:
Governments, business organizations, employers ol labour, employees organizations and all stakeholders 1
. L] § i ‘- Ol ]

U
wdustral relations should endeavour to embrace collective bargaining as the machinery to resolve stiike Jcton
? o8 (SR I L} ’
as to promote industial harmony, enhance emplovees® performance, inerease productivity and improve the v
A (

standards of the generality of the people
It should be noted that the most important step i the collective bargaining procedure is for the emplover o th

"
eriplovers’ assviation o recognise the trade union as a bargaiming agent for the employees within the barainin
wiit, i relation to terms and conditions of employment :
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