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ABSTRACT

This study was carried out to examine the collective bargaining and organisation performance using Rufus Giwa polytechnic, Ondo State. Specifically, the study examined the identification of the personal characteristic of respondents in the study area. The study also  identified of collective bargaining as a catalyst to efficiency and effectiveness of workers in an organization. Furthermore, the study determination of the various bottlenecks involving in the process of collective bargaining. Lastly, the study Suggest how win-win negotiations can be achieved for purposeful organizational performance on daily basis. The study employed the survey descriptive research design. A total of 77 responses were validated from the survey.  From the responses obtained and analyzed, the findings revealed that there is a significant relationship between workers motivation and organizational performance. Also,  workers will significantly perform better after reaching a favourable compromise with their supervisors. Lastly, there is a significant relationship between the role of labour union and frequency in workers strike rate. The study hereby recommend that Organizations should always emphasize on ethics rather than revenues and they should encourage trade unions so that the worker gets what they deserve and the management should always encourage employee involvement and participation in decisions, so that the workers feel that they are part of the organization. 

CHAPTER ONE
INTRODUCTION
1.1       BACKGROUND TO THE STUDY
Collective bargaining allows both workers and managers to discuss specific terms that can, depending on national law, determine the rules that govern their relationship, determine wages, deal with other maters of mutual interest such as hiring practices, lay offs, promotions, job functions, working conditions and hours, (Herman, 2003) work safety, workers discipline and termination, and benefit programme. It is the process where by worker organize collectively and bargaining with employers regarding the work place. In a broad sense, it is the coming together of workers to negotiate their employment (Namit, 2007). Collective bargaining involves workers organizing together (usually in union) to meet, discuss and negotiate upon the work conditions with their employers. There are two types of collective bargaining units which are: The United Faculty of Florida (UFF), The Police Benevolent Association (PBA). The term “Collective Bargaining” was first used in 1891 by economic theorist Beatrice webb. However, collective negotiations and agreement had existed since the rise of trade unions during the nineteenth century. While organizational performance comprises the actual output or results of an organization as measured against its intended out puts or (goals and objectives).
Collective bargaining is a formal process that involves negotiation, consultation and the exchange of information between employees and workers, the end goal being an agreement that is mutually acceptable to all parties. It is traditionally a bi-partite process (i.e. a process involving two parties), although in many countries the state plays an important role in promoting collective bargaining by establishing relevant national legislation (Namit, 2007). The agreement reached through collective bargaining are legally binding and apply to all workers whether or not they actively participated in the bargaining process (Liontos, 2007). For example in the United State, the National Labour Relations Act (1935) covers most collective agreement in the private sector. This act makes it illegal for employers to discriminate, spy on, harass, or terminate the employment of workers because of their union membership or to   retaliate against them for engaging or organizing campaigns or other “concerted activities” to form “Company Union”, or to refuse to engage in collective bargaining with the union that represent their employees. Union are also exempt from antitrust law in the hope that members may collectively fix a higher price for their labour.In the words of De Gennaro, William, and Kay Mich elfeld.(2006), for effective collective bargaining to take place, regular and timely meeting must be hold between the bargaining teems. Sufficient time and human resources must also be allocated to the consultation process and assembling data in preparation for collective bargaining negotiations (Buidens and Wayne, 2001). At a work place where a majority of workers have voted for union representative, a committee of employees and union representative negotiate a contract with the management regarding wages, hours, benefits and other terms and conditions of employment, such as protection from termination of employment without just cause. Individual negotiation is prohibited. Once the workers committee and management have agreed on a contract, it is then put to a vote of all workers at the work place. If approved, the contract is usually in force for a fixed term of years, and when that term is up, it is then renegotiated between employees and management. Sometimes there are dispute over the union contract, this particularly occurs in cases of workers fired without just cause in a union workplace. These then go to arbitration, which is similar to an informal court hearing; a neutral arbitrator then rules whether the termination or other contract breach is extent, and if it is, orders that it be corrected.
Collective bargaining allows workers and managers to discuss issues and settle disputes through consensus and dialogue rather than through confrontation or labour dispute (Herman, 2003). Both parties know that there is an agreed method for handling disagreements. In addition, collective bargaining allows both employers and workers, or their representatives, to participate in the decision making process on a variety of topics such as benefits, leave, work hours and overtime as well as grievance procedures, discipline and dismissals.
1.2       STATEMENT OF THE PROBLEMS
   Bargaining deadlocks can occurs when there is no movement in negotiations between employers and workers because of a lack of compromise by either party. A general precondition to effective collective bargaining is the parties negotiate “In good faith”, meaning that they should come to the negotiating table willing to give and take ultimately reach an agreement often, through each side feels compelled to “push” the other side in order to get what they want (O’Sullivan,et al,.2007). while collective bargaining has historically been confrontational in some countries and contexts, a major challenge is to try and achieve win-win negotiations. It is against this back ground that this study seeks to assess collective bargaining and organizational performance.
1.3       RESEARCH QUESTION
     The following research questions were raise in order to give the study a direction.
1)  Is there any significant relationship between workers motivation and organizational performance?
2)     Do workers significantly perform better after reaching a favourable compromise with their supervisors?
3)     Is there any significant relationship between the role of labour union and frequency in worker strike rate?
4)     Would workers significantly opt for strike after collective bargaining had been done and agreement reached?
1.4       RESEARCH HYPOTHESIS (NULL (H0) AND ALTERNATIVE (H1))
H01: There is no significant relationship between workers motivation and organizational performances.
H11: There is a significant relationship between workers motivation and organizational performance.
H02: Workers will significantly perform better after reaching a favourable compromise with their supervisors.
H12: Workers significantly perform better after reaching a favourable compromise with their supervisor.
H03: There is no significant relationship between the role of labour union and frequency in workers strike rate.
H13: There is a significant relationship between the role of labour union and frequency in workers strike rate.
H04: Workers will not significantly opt for strike after collective bargaining had been done and agreement reached.
H14: Workers will significantly opt for strike after collective bargaining had been done and agreement reached.
1.5       OBJECTIVES OF THE STUDY
The broad objective of this study is to assess the effect of collective bargaining and organizational performance in Rufus Giwa Polytechnic, Owo, Ondo State. However, specific objective include:
i.      The identification of the personal characteristic of respondents in the study area.
ii.      Identification of collective bargaining as a catalyst to efficiency and effectiveness of workers in an organization.
iii.      The determination of the various bottlenecks involving in the process of collective bargaining.
iv.      Suggest how win-win negotiations can be achieved for purposeful organizational performance on daily basis.
1.6       SIGNIFICANCE OF THE STUDY
 This study is set divide into collective bargaining and organizational performance. The study will ascertain the degree to which collective bargaining will serve as a catalyst or disincentive to organizational performance. According to O’Sullivan (2003), “Workers have a voice and an outlet in the collective bargaining process that reduces uncertainty and instability in the work place. Workers are often more motivated following collective bargaining as they have participated in the process and the outcome”. Collective bargaining aids in labour market Flexibility by helping workers to understand and accept the need for modernization and restructuring. This study will also provide policy makers with the following vital information; that
-      Collective bargaining provides workers with a collective voice which may be more effective than dealing with managers one by one.
-      Collective bargaining helps ensure adequate wages and working conditions and helps workers to receive a fair distribution of gains that might result from the introduction of new technology.
-      Collective bargaining is also a vehicle for work place cooperation in that it can ensure, by mutual agreement, that participative practices are integrated into the day-to-day operations of the enterprise.
      Therefore any attempt to look into a research of this nature should be seen as a welcome development as it will not only be useful for researchers in the field of business management but also to managers, human recourses managers, policy makers and stake holders.
1.7 SCOPE AND LIMITATION OF THE STUDY
  The study is delimited to Rufus Giwa    Polytechnic, Owo, Ondo. The scope covers both the academic and non academic staff of the institution. The study would have best been carried out using all tertiary institutions as a case study but it is highly a demanding task to undertake such research study during periods of adverse economic conditions. Thus, finance constituted a major obstacle inhibiting the researcher from pitting up a more comprehensive work, for which the research was limited to only the institution earlier mentioned. Moreover, there was the problem of lack of textbooks, journals and other useful literature collective bargaining and organizational performance to work with. However, some staff of the institution could not cooperate in supplying the necessary information as they felt it contains unnecessary details which cut across their private financial and business affairs.
1.10         METHODOLOGY
The study will adopt a descriptive approach. This will be done by distributing questionnaires to the staff of RUFUS GIWA POLYTECHNIC, OWO. One hundred questionnaires will be distributed to academic and non academic staff in equal proportion with the aim of evaluating collective bargaining and organizational performance.
PLANS OF STUDY
Others aspect of the research work shall include;
Literature review which will review all related literature in order to provides the study with a strong empirical and literary footing.
The third part of the study deals extensively on the methodology, research design, population and sample, sampling technique, method of data collection and data analysis techniques.

The penultimate chapter of the research shall analyse the data collected from the distributed questionnaires.
The last chapter shall summarize, conclude and make recommendations for policy makers and stake holders as well as make suggestions for further studies.
1.11         OPERATIONAL DEFINITION OF TERMS
Collective Bargaining: It is a process of negotiations between employers and the representatives of a unit of employees aimed at reaching agreement that regulate working conditions.
Conflict: It is a Psychological State resulting from the often unconscious opposition between simultaneous but incompatible desires, needs, drives or impulses.
NLC: Nigerian Labour Congress which is an institutions created to ensure and improve the economic and socials well being of its members through group action.
Organization: The relationships that exist between separated components in a coherent whole industrial revolution widespread replacement of manual labour by machines that began in Britain in the 18th Century and are still continuing in some parts of the world.
Performance: The way in which somebody does a job, judge by its effectiveness.
Trade Union: Association of Workers that seeks to improve the economic and social well being of its members through group action.
REFERENCES
0’Sullivan, (2002). Economics: Principles in Action. The Wall Street Journal; Classroom Edition (2nd ed.). upper Saddle, River, New Jersey 07458: Pearson Prentice Hall: Addision Wesley Longman:P223. ISBNO 130630853: Retrieved May 3, 2009.
Buidens and Wayne (2001),”CollectiveGaining: A Bargaining Alternative”. Phi Delta Kappan 63: 244-245.
DeGennaro, William, and Kay Michel Feld. (2006),”Joint Committee take the Rancor out of Bargaining with our Teachers”. The American School Board Journal 173 (2006): 38-39.
Herman, Jerry J. (2003),”With Collaborative Bargaining, you work with the Union-not Against it”. The American School Board Journal 172 (2003): 41-42, 47. Huber, Joe, and Jay Hennies. “Fixon these five guiding lights, and emerge from the Bargaining fog”. The American School Board Journal 174 (2007).
Liontuos, Demetri (2007),”Collaborative Bargaining Case Studies and Recommendations. Eugene: Oregon School Study Council, University of Oregon, September 2007. OSSC Bulletin Series, page 27.
Namit, Chucks; and Larry Swift (2007),”Prescription for Labour Paind: Combine Bargaining with Problem Solving”. The American School Board Journal 174 (2007).
                      
CHAPTER TWO

REVIEW OF LITERATURE

INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

Precisely, the chapter will be considered in three sub-headings:

Conceptual Framework

Theoretical Framework

2.1
CONCEPTUAL FRAMEWORK 

COLLECTIVE BARGAINING

The advent of collective bargaining is rooted in the general idea that workers bound together through negotiated agreements create a balance of power with employers. Collective bargaining agreements represent meeting the general desires between employers and union employees in regards to agreements on wages, benefits, and working conditions (Marginson & Galetto, 2016). The parties and counter parties in a labor negotiation include representatives of management and representatives of the labor unions (Marginson & Galetto, 2016). To understand how collective bargaining is used and how it came to be, I discuss the historical developments that birthed it. Beatrice and Sydney Webb (Muller-Jentsch, 2014) defined the term ‘collective bargaining’ in their magnum opus on labor titled Industrial Democracy. Collective bargaining was a mechanism for establishing employment conditions and as a vehicle for representing the voice and interests of workers (Muller-Jentsch, 2014). Collective bargaining borrowed concepts and theories from politics, economics, psychology, and sociology to form cohesive paradigm for the how workers bargain with their employers. It provided a framework for understanding how unions can develop an employment agreement, much like any kind of partnership, for a defined period of performance (Freeman & Han, 2013). The collective bargaining agreement is a documented agreement for dictating wages and benefits, as well as other issues for which arbitration 39 or grievances are necessary (Compa, 2014). The process of negotiating contracts is a tedious one and requires certain prerequisites for a successful conclusion. Labor contracts require adequate preparation by union and management representatives in a manner that produces results that support worker and organizational sustainability. Prior to collective bargaining agreements, unions and management representatives generally engage in pre-bargaining arrangements to dictate the form and structure of the negotiation process (Walton & McKersie, 1991). Freeman and Han (2012) provided a blueprint for labor negotiations, which requires the following. Before the bargaining process, managers need to develop an overall plan and ensure that they make contingency arrangements to adhere to provisions of the NLRA. During the bargaining process, Freeman and Han emphasized the need for management to understand how to bargain over economics to include wages as well as health and other benefits. Significant portions of Freeman and Han’s work focused on negotiating based on past precedent, economic concerns, and areas of mutual benefits between labor and management. Freeman and Han’s work does not appear to include clear guidance for performance standards, performance expectations, or other conditions for sustainable performance management. Critical voices against collective bargaining are necessary to understanding the challenges to the process in current market conditions. Lewin et al. (2012) made three core arguments against collective bargaining. Lewin et al stated that it would give unnecessary power to public workers who are hired to perform services guaranteed for the public good. Second, collective bargaining had the 40 potential to provide public sector workers undue coercive power over elected politicians circumventing democratic ideals. Finally, the potential threat of strikes used when there is an impasse in the negotiating process could harm the public who rely on essential services provided by the specific agency where workers are striking. These previous points seemed to propose that collective bargaining agreement was a powerful tool that could be misused or have adverse impact on secondary stakeholders in the event of a negotiation stalemate (Lewin et al., 2012). These three factors lead to some states creating special arbitration rules, particularly for essential services like the police and fire services. Historical precedent has shown that Calvin Coolidge used force and permanent workers to replace union workers during the Boston Police strike of 1919, and this influenced President Reagan when he fired Professional Air Traffic Controllers (PATCO) workers who went on strike in 1981(Walker, 2016). In case of an impasse during a collective bargaining process, unions have several options to include mediation and arbitration (Domhoff, 2013). Compared to non-unionized organizations, unions can threaten strikes and withdraw their labor in the event that there is not an agreement or general concessions, which are based on the collective will of management and union representatives (MullerJentsch, 2014). The primary objective of unions during labor negotiations is to maximize opportunities to increase wages, benefits, and improve working conditions (Freeman & Han, 2012; Lewin et al., 2012). In cases where the union has significant bargaining power over employers, the wages negotiated will exceed market rates, noting that there could be a negative impact to the employer if the union strikes (Marginson & Galetto, 1980). 41 There are significant costs to negotiated contracts dictated by the bargaining position and leverage held by the unions or employers (Gallaway & Robe, 2014). Unions may go on strike or employers may lock out employees from work when there is no collective agreement (Scott, 2014). The lack of a collective bargaining agreement may have consequences to organizational efficiency. As the NLRA provides protections for labor unions to organize to advance collective bargaining, unions may strike in an effort to coerce or encourage employers to negotiate favorable conditions (Lehr, Akkerman, & Torenvlied, 2014). Management may seek flexibility in bargaining agreements to replace staff, assuming there is a lack of alignment between expected output and current competencies of the staff (Marginson & Galetto, 2016). When there is an impasse, the bargaining party that took the initiative to initiate re-bargaining may lose power (Walton & McKersie, 1991). Some alternatives to avoiding or abating strikes and lockouts include arbitration and mediation. Mediation and arbitration are techniques that, when properly implemented, have an impact in resolving disputes during the collective bargaining process. Intervention by a third party in the event of an impasse during the negotiation process can help realign the bargaining parties to the core issues for labor negotiations (Winograd, 2015). The outcomes of an arbitrated agreement can be binding to the negotiation process compared to mediation or reconciliation (Winograd, 2015). The purpose of mediation is to restore objectivity and good faith as part of ensuring the aggrieved party participates in the negotiation process towards (Lewin et al., 2012). These tactics can be useful in restoring  confidence in the negotiation process, with the assumption that all parties are willing to arrive at a constructive settlement. Based on the preceding context, the theories proposed by Walton and McKersie are useful in examining frameworks for conducting labor negotiations.
ROLE OF TRADE UNIONS

According to Howell (2007) trade unions play a vital role in harnessing a smooth and healthy relationship between the employees and the employer. The trade unions assist in effective communication between the management and the workers. They make sure that the differences in perceptions do not turn into disputes and hence a peaceful relationship prevails between the workers and the employers. The process of unionization is shown in Appendix F. Shelley and Calveley (2007) further suggest that they also motivate discipline among the workers, settle disputes rationally and help workers adjust in difficult circumstances. A dispute between the American consumer products company Proctor and Gamble, and few workers in Peru regarding some fundamental working rights was settled by the trade union through arbitration (Icem, 2008). The main function of the trade union is to represent the employees at work. However they play other roles as well which are:

Negotiating collective agreements: 

Phelan (2009) suggest that the trade unions have the responsibility of negotiating the wages, rules, working conditions and timing of their jobs, with their employers. This is one of the main objective for which trade unions were formed. All the employees gather into a single backbone known as the trade union and collectively negotiate the terms and conditions under which they believe they should work in. The Employee representative of the union of Nokia, a multinational In Malta, HSBC, a global financial services company, introduced the first performance based pay remuneration system after negotiating with the unions (Eurofound.com) .

Representing workers at disciplinary and grievance hearing: 

According to Zhu (2008) one of the rights of the employees are that they can be accompanied by a co-worker or a union official at a disciplinary or grievance hearing. The workers prefer to choose the union representative who is also a co-worker. This gives the workers a form of support during the disciplinary or grievance hearings. In Reddy v Bedford and Luton Partnersip NHS Trust [2010] the employees represented a collective grievance through the trade union representative (EmployeeCasesUpdate, 2010).

TRADE UNIONS AND THE ROLE OF MANAGEMENT: 

  According to Singh (2008) the management has the duty to inform and consult with the trade union about collective redundancies, transfer of business ownership, training, new pension schemes, implementation of new technology or health and safety. The organisation might implement new technology, such as robotics, which reduces labor force. Pichrt and Stefko (2010) the union leader would consult with the management about the outcome of any change and would also recommend the way through which the situation may be handled. The management may also implement retirement benefits, work incentives or policies which would be communicated to the workers through the trade union (Kester and Britwum, 2007). In Austria, the management of G4S, a global security service provider, included a basic training in the collective bargaining agreement after negotiating with the union (Link, 2008).

THE TWO FACES OF UNIONISM:

Bennett and Kaufman (2007) suggest that the theory, principles and the systems of forming a labor union is known as unionism. The formation of a union and the principles or theories applied behind the formation and the sentiments of attachments to the union may also be a form of unionism. There are two faces of unionism according to the theory of Freeman and Medoff (1984) are the monopoly face and the collective voice/institutional response face. The monopoly face is the monopoly power of the unions, which refers to the fact that due to the dependence of the employers on the workers, the workers have the ability to put pressure on the employer and raise wages above competitive levels, by refusing to work if the suggested wages aren’t provided to them (Bridegam, 2009). The monopoly face of unions can be seen amongst the workers of General Motors (GM), who bargained a rule which allowed some workers to leave with a full-day’s pay after half day’s work (Mathis and Jackson, 2007). According to a survey by Amicus (BBC NEWS, 2010) the monopoly face of unionism can be seen in the aerospace, shipbuilding and motor vehicle industry in the UK . The collective voice/institutional response face unionism refers to the process in which the union consults with the employer about their problems and demands and do not threaten the employer but tries to come to an agreement where both parties are satisfied (Fine, 2006). The employee representative, of the union of Nokia, a multinational communications corporation, meets the management twice a year to negotiate issues which affect the employees (Nokia, 2010) . In contrast to the monopolistic face which reflects the judgmental face of unionism the collective voice/institutional response face of unionism focuses more on solving the problem rather than running away from it (Mallin, 2009). In contemporary business both the faces of unionism is perceived by management as something positive as both can be taken care of through collective bargaining in good faith.

COLLECTIVE BARGAINING AND ORGANISATIONAL STRATEGY: 
There are various strategies mentioned by various authors but the generic competitive strategies mentioned by Strickland and Thompson (2003) is the low cost provider, differentiation and focus on a niche strategy. According to Torrington, Hall and Taylor (2008) the collective bargaining process has a huge impact on the strategies followed by an organisation. The organisations which follow the low cost strategy will always try to keep the wages low. Monsoon Accerorize, a UK based design-led retailer, pays negotiates low wages with their trade union in the third world countries (Chamberlain, 2010). Ayling (2008) further adds that Gap, Inc, an American clothing and accessories retailer also pays low wages to their employees.  The differentiation strategy followers will always try to implement new technologies and processes in order to differentiate their products or services for which the new technologies will lead towards redundancies if the technologies are labor saving technologies. Caterpillar Inc., the largest manufacturer of mining and construction equipment of the world follows a differentiation strategy and hence employs robotics for which it made the jobs of 20,000 employees redundant (McIntyre, 2009). Volkswagen, a German car manufacturer also cut down 800 employees in their plant in Mexico after the implementation of robotics and due to a fall in sales (BBC NEWS, 2010) . Watson (2006) suggests that due to these factors the employees working for the organisation that follows low cost strategies will always ask for higher wages and the employees of organisations which follow differentiation strategies will always look for better redundancy schemes. When Unilever, a British-Dutch multinational corporation, announced the closure of three factories the labor union demanded a redundancy package and responsibility of the corporation to find them new jobs (M&C, 2007) . The organizations will have to establish low wages in order to follow the low cost provider strategy and they are unable to do so they would have to change their strategy (Antoni and Baeten, 2007). According to BBC NEWS (2010) Nike,Inc the world’s largest sportswear and accessories supplier pay very low wages in their plant in Vietnam, and the employees bargained that they wanted 20% raise in pay (Ex -27). The organisations which try to stay firm on their strategies they follow Employment-At-Will (EAW) which is a common doctrine that states that employers have the right to hire, fire, promote or demote any employee that they choose, unless there is a law or contract to the contrary (DelPo and Guerin, 2009).

COLLECTIVE BARGAINING AND THE STRENGTH OF MANAGEMENT AUTHORITY

After review of the literature mentioned above it can be seen that the management authority is strengthened by the process of collective bargaining. Many authors have argued that collective bargaining makes the employer vulnerable to the employees, but the clause in all labor contracts which mentions that the employer has the control of the business makes the employees vulnerable to the employers (Mathis and Jackson, 2007). Strikes are what the employers fear as it incurs losses which might make the company go bankrupt, however the way the strike is handled by the management makes it stronger. Caterpillar, Inc. hired replacement workers during a wildcat strike by the United Auto Workers (UAW) and no losses were incurred to the company (Mathis and Jackson, 2007). The collective bargaining process strengthens the management authority because once the CBA has been established the employers and employee both have to follow it and hence the relationship between the management and the workers become healthy due to the fact that they both have agreed to each other’s terms (Mondy and Mondy, 2009). Bharti Airtel, an Indian telecommunication company negotiates its performance management system with the union during the collective bargaining process which helps the management to enhance the performance of the employees (Skyline, 2010). The management can also take help from the union and discuss about new changes and solutions of problems which may arise due to any changes. The pension plan of the workers of the United Parcel Service (UPS) a package delivering company, was a union-run pension plan which helped the company set up a pension plan of their own (Mathis and Jackson, 2007) . The employees help the organisation to make more profits, because it benefits the workers as well. The employer and management always have a strong authority due to the fact that if the organisation becomes bankrupt it harms the workers the most, due to the fact that they become unemployed (Dessler and Varkkey, 2009). The workers may ask for benefits, higher wages and flexibility but if it harms the organisation the employer refuses and after some time the workers start working in the same conditions again (Sims, 2007). According to NCPP (2010) Marks and Spencer, a British retailer involves its union in the decision making process and take ideas from them about innovation. The strength of management increase due to the fact that the union leader is also part of the management as it is the duty of the union leader to communicate with the union and inform them about any new issues beforehand and let the management know about the feedback of the workers ( Noe, Noe, Hollenback, Gerhart and Wright, 2009).  

ORGANIZATIONAL PERFORMANCE

The concept of performance, as it appears defined in the dictionaries of French, English and Romanian, defines more the idea of outcome, achieved goal, quality, and less the economic aspects of efficiency and effectiveness. The Explanatory Dictionary of the Romanian Language defines performance as ʺa result (particularly good) obtained by someone in a sporting contest; a special achievement in a field of activity; the best result obtained by a technical system, a machine, a device, etc.ʺ The definition shows that the term performance was originally taken from the mechanics and sports fields, in order to subsequently be used to characterize the very good results also achieved in other fields. This means that performance is obtained only by a limited number of entities, those who get the best results. Performance can not be associated with any result achieved, but only with a special one. What does ʺspecialʺ mean? In the first place, net superior to what was obtained in an earlier period, in the second place, superior to results obtained by ʺothersʺ and, in a third place, different by the objectives obviously set, in a favourably acceptance. Currently there are a variety of definitions attributed to the concept of performance due to its subjective nature. In the literature there are many articles or studies that define the concept of performance closely related to environmental factors. Didier Noyé (2002) believes that the performance consists in ʺachieving the goals that were given to you in convergence of enterprise orientationsʺ. In his opinion, performance is not a mere finding of an outcome, but rather it is the result of a comparison between the outcome and the objective. Unlike other authors, Didier Noyé considers that this concept is actually a comparison of the outcome and the objective. The author’s definition is far from clear, as both outcomes and objectives vary, most often, from one field of activity to another. Author Michel Lebas (1995) characterizes the performance as future-oriented, designed to reflect particularities of each organization / individual and is based on a causal model linking components and products. He defines a ʺsuccessfulʺ business as one that will achieve the goals set by the management coalition, not necessarily one that achieved them. Thus, performance is dependent as much of capability and future. Unlike other authors, Michel Lebas noted the difference between ʺa performanceʺ, ʺperformanceʺ and ʺbeing performantʺ. ʺA performanceʺ is subject generally to a measured result, higher than that provided for or arising from the previous results. ʺA performanceʺ thus indicates always a positive connotation. ʺPerformanceʺ can be both positive and negative and relates to past results. For Whooley (1996), performance is not an objective reality, waiting somewhere to be measured and assessed, but a socially constructed reality that exists in people’s minds, if it exists somewhere. According to the author, performance may include: components, products, consequences, impact and can also be linked to economy, efficiency, effectiveness, cost effectiveness or equity. Both Lebas (1995) and Whooley (1996) consider performance as subjective and interpretative, not least, being related to the cost lines, which emphasizes the ambiguous nature of the concept. Rolstadas (1998) believes that the performance of an organizational system is a complex relationship involving seven performance criteria that must be followed: effectiveness, efficiency, quality, productivity, quality of work, innovation and profitability. Performance is closely related to the achievement of the criteria listed above, which can be regarded as performance objectives. According to Rolstadas, it can not be established a precise definition of performance because it is dependent on the seven criteria of performance, that can not be clearly defined. In the research of performance in business, the definition of performance has led Folan (2007) to highlight three priorities or objectives of governance of performance: - firstly, performance should be analysed by each entity within the limits of the environment in which they decide to operate. For example, a company’s performance needs to be analysed in the markets in which it operates and not those that are not relevant to its operations. - secondly, performance is always linked to one or several objectives set by the entity whose performance is analysed. Therefore, a company measures its performance against objectives and targets established and accepted internally rather than on those used by external bodies. - thirdly, performance is reduced to the relevant and recognizable features. According to Folan’s theory, performance is influenced by the environment, the objectives to be achieved and the relevant and recognizable features. Folan uses several definitions for the concept of performance as it should be analysed and quantified from several points of view. Neely (2002) believes that performance should consider quantifying the efficiency and effectiveness of actions. This quantification can be expressed both qualitatively and quantitatively. According to the definition of Neely and other authors, performance is closely related to efficiency and effectiveness. Kane (1996) argues that the performance is ʺsomething that a person leaves behind and which exists outside the said purposeʺ. According to Kane, performance is defined at the level of each individual within the organization or at organization level. It is perceived as an understanding of the achieved results. The author emphasizes the particular nature of the definition and the impossibility of outlining a general definition. Therefore, we can speak of an accuracy of the definition at particular level and an ambiguity of it at general level. Bernadin (1995) points out that ʺperformance should be defined as the sum of the effects of work, because they provide the strongest relationship with the organization’s strategic objectives, the customer’s satisfaction and the economic contributionsʺ. As the author says, performance must take into account both inputs (the effort put in) and outputs (the result of the effort put in). This definition equates performance with the ʺsum of the effects of workʺ. Performance is achieved when all efforts are focused towards achieving the set objectives and meeting customer’s satisfaction. Objectives and customer satisfaction can not however be accurately measured. A more comprehensive definition of performance is given by Brumbach (1988), which refers to both behaviour and results. ʺPerformance means both behaviours and results. Behaviours are emanating from the performer and turn the performance of an abstract concept into a concrete action. Not being just tools of obtaining some results, behaviours are by themselves outcomes - the product of the physical and cerebral exercise submitted for the execution of tasks and can be judged apart from resultsʺ. Thus, the author defines performance closely related to behaviour and outcomes. When we talk about the performance of teams and individuals, we must take into account both inputs (behaviour) and outputs (results). According to Hartle (1995), this is the ʺMixed modelʺ of performance management, covering both skill levels and achievements, and goal setting and analysis of the results. Brumbach’s,(1988) definition is ambiguous, to some extent, since it does not specify what kind of result is referred to and what exactly is meant by behaviour; the more so since the definition speaks of ʺbehaviour emanating from the performerʺ, which makes us think only of certain types of behaviour. Philippe Lorrino (1997) states that: ʺPerformance in the enterprise is what contributes to improving cost-value couple and not just what helps to reduce the cost or increase the valueʺ. The first stage of the ʺtranslationʺ of the costvalue couple in concrete ʺpilotableʺ elements is to describe in global terms how the enterprise creates and will create value. It is, therefore, about defining ʺvalueʺ in the view of future developments. To design the value of tomorrow is to define a strategy. The first stage is therefore to translate the cost-value couple in strategic objectives. The above definition of performance can be translated into another equivalent definition: ʺPerformance in the enterprise represents all that contributes to the achievement of strategic objectivesʺ. For the enterprise, performance is only what improves the cost-value couple, which is what contributes to value creation. A company is efficient if it has the ability to create economic value added, that is, a positive value after the remuneration of all factors, including equity. Bates and Holton (1995) define the concept of performance as ʺa multidimensional abstract concept whose measurement depends on a variety of factorsʺ. Performance may refer to both enterprise ʺorganizational performanceʺ and an activity / a department / a manager / a performer. The authors say it is important to determine whether the measurement objective is to assess the effects of performance or the performing behaviour. The drawback of this definition is that it does not contain a rating that would have a downwards applicability. The general definition given by Bates and Holton to performance underlines its ambiguous nature, whose measurement depends on a variety of factors. Annick Bourguignon (1997) fails to define the concept of performance in one way and therefore identifies three main senses of the word performance: - Performance is success. Performance does not exist in itself. It varies by representations of the ʺsuccessʺ of businesses or actors. - Performance is the result of action. This meaning contains only value. Performance measurement is understood as an assessment of achieved outcomes, in the course of a process, an activity. - Performance is action. In this regard, performance is a process, and not a result that occurs at a particular time. Performance is achieving organizational objectives, according to Annick Bourguignon’s(1997)  definition. This definition is applied in all fields of management (management control, general politics, human resources management). Performer is the one that reaches its objectives. Thus, performance depends on the objective/purpose. Performance is multidimensional when goals are manifold; performance is a subset of action; performance is subjective because it is the product of operation, which, by its subjective nature, consists of approaching a reality to a desire. As defined by Annick Bourguignon,(1997)  performance is closely linked to the objectives, which makes it impossible to isolate a uniform definition of this concept. Thus, the fulfilment of any objective/purpose involves reaching a certain level of performance. We should mention that since there is no default classification of the objectives, the concept of performance can not be clearly defined. According to Bourguignon,(1997)  performance can only be achieved when targeted objectives are reached. In the public sector, according to Demeestére quoted by Matei L. (2006), the notion of performance is located at the intersection of three concepts in terms of: - implementation of the orientations followed by the institution with the tools of its own policy. - focus on target groups - customers, users and other actors in the public services provided by the institution. - effective use of institutional resources to achieve the desired results. According to the paper of the author Profiroiu (2001), defining performance in the public sector involves ʺthe existence of a relationship between objectives, means and results so that performance is the result of simultaneous exercise of efficiency, effectiveness and adequate budgetary processʺ.
2.2
THEORETICAL FRAMEWORK

A Behavioral theory on labour

Walton and McKersie were the first to put theories regarding labor negotiations into a comprehensive and widely accepted framework in a seminal study entitled A Behavioral Theory on Labor Negotiations (Walter & McKersie, 1991). It is important to explore the full context and definition of the collective bargaining process before considering the contributions Walton and McKersie made to defining and codifying the sub- processes that drive negotiations in labor unions. The four sub-processes defined by Walton and McKersie (1991) were integrative bargaining, distributive bargaining, intraorganizational bargaining, and attitudinal restructuring. It is important to note that not all labor impasses result in strikes and lockouts since public sector unions typically result to forced arbitration to resolve labor disputes in collective bargaining (Epstein, 2013). This requires that unions and management cooperate on key issues related to the collectively bargained agreement in the context of the behavioral theories proposed by Walton and McKersie (1991). The behavioral theories on labor negotiations noted strategies and tactics for distributive bargaining, integrative bargaining, attitudinal structuring, and intraorganizational bargaining as critical to the model for collective bargaining (Walton & McKersie, 1991).

Distributive Bargaining 

Distributive bargaining is the traditional bargaining approach where opposing parties bargain to gain advantage over the other in relation to economics, wages, and other issues. Some tactics used specific to the distributive bargaining approach included controlling the opponents’ options, using perception management to create a desired impression, and using intimidation tactics to gain commitment. Walton and McKersie described distributive bargaining as a zero sum approach to negotiations. 

Integrative Bargaining 

Integrative bargaining is possible when organizational conditions and cooperation between management and unions are collaborative or oriented towards an industrial democracy (Muller-Jentsch, 2014). Using the integrative bargaining approach, there is not a winner-take-all situation, but rather a bargaining framework where there is the minimization of conflict towards an agreement based on mutual benefits for union and management. Integrative bargaining is identified as representing the outcome of trust, respect and cooperation between management and unions to achieve a desired outcome during the negotiation process (Walton & Mckersie, 1991).
Intraorganizational Bargaining 

An important point is the notion that union officials are elected to office for a defined period where their constituents can exert pressure on them (Walton & McKersie, 1991). Within this context, during the bargaining process, both unions and management designate a head negotiator who must use an intra-organizational process to adequately represent the interests of his or her stakeholders at the bargaining table. It is the role of the head negotiator to successfully mediate and negotiate constituent interests before meeting the union-management bargaining table. All these preceding points inform the theories on labor negotiations as proposed by Walton and McKersie. Before exploring how unions and management teams cooperate, I researched other factors related to the labor negotiation process. Although Walton and McKersie provided a sound framework for labor negotiations, general practice during CB did not make for mutual interests, trust, and transparency between labor and management. In fact, Walton, McKersie and Crutchfield (1994) noted that negotiations often include factors that inhibit collaboration or ‘fostering’ and enable what they termed ‘forcing’ the other negotiating opponents to a desired outcome for one party.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 

This study was carried out on the collective bargaining and organization performance

, using Rufus Giwa polytechnic Owo , Ondo State as a case study. Teaching and non-teaching staff   form the population of the study.
3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of teaching and non-teaching staff of Rufus Giwa polytechnic , the researcher conveniently selected 80 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analyzed using the yes ,no, undecided tables, which provided answers to the research questions. The hypotheses was tested using the pearson correlation  statistical tool.

3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of eighty (80) questionnaires were administered to respondents of which only seventy-seven (77) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 77 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	0
	0%

	Female
	77
	100%

	Age
	
	

	20-25
	15
	19.5%

	25-30
	19
	24.7%

	31-35
	23
	29.9%

	36+
	20
	25.9%

	Marital Status
	
	

	Single 
	10
	12.98%

	Married
	49
	63.63%

	Separated
	15
	19.48%

	Widowed
	3
	3.10%

	Education Level
	
	

	WAEC
	20
	25.97%

	BS.c
	35
	45.45%

	MS.c
	22
	28.57%

	MBA
	00
	0%


Source: Field Survey, 2021

4.2
DESCRIPTIVE ANALYSIS

Question 1: Is there any significant relationship between workers motivation and organizational performance?

Table 4.3
respondent on question 1

	Options
	Frequency
	Percentage

	Yes
	45
	45.45

	No
	12
	25.97

	Undecided
	20
	28.57

	Total
	77
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 45.45% of the respondents said yes, 25.97% said no. While 28.57% of the respondent were undecided .

Question 2:   Do workers significantly perform better after reaching a favourable compromise with their supervisors?

Table 4.4
Respondent on question 2

	Options
	Frequency
	Percentage

	Yes
	35
	58.44

	No
	12
	19.48

	Undecided
	30
	22.07

	Total
	77
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 58.44% of the respondents said yes, 19.48% said no , while 22.07% were undecided. 
Question3:  Is there any significant relationship between the role of labour union and frequency in worker strike rate?

Table 4.5:
Respondent on question 3

	Options
	Frequency
	Percentage

	Yes 
	39
	38.96

	No
	8
	25.97

	Undecided
	30
	35.06

	Total
	77
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 38.96% of the respondents said very adequately, 25.97% said not adequately, while 35.06% were undecided.

Question 4: Would workers significantly opt for strike after collective bargaining had been done and agreement reached?

Table 4.6:
Respondent on question 4

	Options
	Frequency
	Percentage

	Yes
	50
	51.94

	No
	12
	19.48

	Undecided
	15
	28.57

	Total
	77
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 51.94% of the respondents said yes, 19.48% said no , while 28.57% were undecided. 

4.3
TEST OF HYPOTHESES

H01: There is no significant relationship between workers motivation and organizational performances.

H11: There is a significant relationship between workers motivation and organizational performance.

H02: Workers will significantly perform better after reaching a favourable compromise with their supervisors.

H12: Workers significantly perform better after reaching a favourable compromise with their supervisor.

H03: There is no significant relationship between the role of labour union and frequency in workers strike rate.

H13: There is a significant relationship between the role of labour union and frequency in workers strike rate.

H04: Workers will not significantly opt for strike after collective bargaining had been done and agreement reached.

H14: Workers will significantly opt for strike after collective bargaining had been done and agreement reached.

Table 4.7: Pearson Correlation Table showing the relationship between workers motivation  (WM) and organizational performances(OP)
	
	WM
	OP

	WM
	Pearson Correlation
	1
	.821**

	
	Sig. (2-tailed)
	
	.000

	
	N
	77
	77

	OP
	Pearson Correlation
	.821**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	77
	77


Source: Survey data, 2021 

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

The Pearson Correlation result in Table 4.7 contains the degree of association between COOSE and SQ. From the result, the Pearson correlation coefficient, r, value of 0.821 was positive and statistically significant at (p< 0.000). This indicates that workers motivation(WM)  will result in organizational performance(OP). 

Thus, WM and OP are correlated positively. 

Table 4.8: Pearson Correlation Table showing the relationship between workers performing better (WPB) and compromise with supervisor(CWS)
	
	WPB
	 CWS

	WPB
	Pearson Correlation
	1
	.721**

	
	Sig. (2-tailed)
	
	.000

	
	N
	77
	77

	CWS
	Pearson Correlation
	.721**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	77
	77


Source: Survey data, 2021 

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

The Pearson Correlation result in Table 4.8 contains the degree of association between WPB and CWS . From the result, the Pearson correlation coefficient, r, value of 0.821 was positive and statistically significant at (p< 0.000). This indicates that compromise by supervisors (CWS)  will result in workers performing better(WPB). 

Thus, CWS and WPB are correlated positively. 

Table 4.9: Pearson Correlation Table showing the relationship between role of labour union (ROLU) and frequency in workers strike rate (FIWSR)
	
	ROLU
	FIESR

	ROLU
	Pearson Correlation
	1
	.781**

	
	Sig. (2-tailed)
	
	.000

	
	N
	77
	77

	FIWSR
	Pearson Correlation
	.781**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	77
	77


Source: Survey data, 2021 

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

The Pearson Correlation result in Table 4.9 contains the degree of association between ROLU and FIWSR. From the result, the Pearson correlation coefficient, r, value of 0.781 was positive and statistically significant at (p< 0.000). This indicates that role of labour union (ROLU)  will result in frequency in workers strike rate(FIWSR). 

Thus, ROLU and FIWSR are correlated positively. 

Table 4.10: Pearson Correlation Table showing the relationship between strike after collective bargaining  (SACB) and agreement reached(AR)
	
	SACB
	AR

	SACB
	Pearson Correlation

Sig. (2-tailed)

N
	1

259
	-.342
.000

259

	AR
	Pearson Correlation

Sig. (2-tailed)

N 
	-.342
.000

259
	1

259


Source: Survey data, 2021 

Correlation is not significant at the 0.05 level (2-tailed)

In Table 4 is the Pearson Correlation result showing the degree of association between SACB and AR. The correlation coefficient, r, between the two variables is -0.342 indicating a negative correlation. Moreover, such relationship was statistically significant at (p< 0.000). This indicates that strike after collective bargaining (SACB) and agreement reached(AR) are not correlated.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
SUMMARY

In this study, our focus was on collective bargaining and organisation performance  using  Rufus Giwa polytechnic  as a case study. The study specifically was aimed at highlighting  the identification of the personal characteristic of respondents in the study area. The study also   checked identification of collective bargaining as a catalyst to efficiency and effectiveness of workers in an organization. The study further examine the determination of the various bottlenecks involving in the process of collective bargaining. Lastly, the study Suggest how win-win negotiations can be achieved for purposeful organizational performance on daily basis. .  A total of 77 responses were validated from the enrolled participants where all respondent are drawn from academic and non- academic staff of Rufus Giwa Polytechnic.

5.2
CONCLUSION

Based on the finding of this study, the following conclusions were made:

There is a significant relationship between workers motivation and organizational performance.

Workers will significantly perform better after reaching a favourable compromise with their supervisors.

There is a significant relationship between the role of labour union and frequency in workers strike rate.

Workers will not significantly opt for strike after collective bargaining had been done and agreement reached.

5.3
RECOMMENDATION

Based on the responses obtained, the researcher proffers the following recommendations:

Organizations should always emphasize on ethics rather than revenues and they should encourage trade unions so that the worker gets what they deserve and the management should always encourage employee involvement and participation in decisions, so that the workers feel that they are part of the organization. 
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.

SECTION A

PERSONAL INFORMATION
Gender

Male ( )

Female ( )

Age

18-20( )

20-25( )

25-30( )

35-40  ( )

40+ ( )

Marital Status

Single  ( )

Married ( )

Separated ( )

Widowed ( )

Education Level

WAEC ( )

BS.c  ( )

MS.c ( )

          SECTION B

Question 1: Is there any significant relationship between workers motivation and organizational performance?

	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Question 2:   Do workers significantly perform better after reaching a favourable compromise with their supervisors?

	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Question3:  Is there any significant relationship between the role of labour union and frequency in worker strike rate?

	Options
	Please tick

	Yes 
	

	No
	

	Undecided
	


Question 4: Would workers significantly opt for strike after collective bargaining had been done and agreement reached?

	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


