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COULECTIVE BARGAINING AND CORPGRATE STRATEGY

o,un'l‘aat'_'e ratd termmat:on

Thelatter WO methods, which am
3 eexmtent especially in

are now relatwely %re but by no~
ons are partzcularly

L~

mdustries where management o iaes
powerful or of greater importance ln wew of customanly prevailing

dlsparltytf' Yarg mmg power, lgd?\figﬂaﬁl 5 U‘:{t wnlf often be

e "irahmposrtgrg,@ 4 &te_g@s_:’of emplo?fment by

One reﬁ#ﬁ““‘ﬁ%ﬂts for the prevalence of &&,eaﬁ/a - bargaiping
sy for appl)nng widely held notions of eqmty

s its use as an instrument
dustrial*setting or‘tﬁe Tabour Harker: In

or social justice to'the in
t“the lndwldual worker

could not ‘be adequately prot@&'éd agamsé exploitatlon through
mdlvndual dealmgs with his em;%?oyer thers’ graduall)r develop a

readiness m mariy societies " entrust the” Tequisite protectlve

functions to @
workers to offset the initially” sHBgnor bar’gamingi power 5 the

employer.> - - zassm o Rd 2l 3 SIS Iwale ol
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The eme‘rgence of collectwe bar%ammg is |nt|mately hnked to the
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economic and social conse ue C
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elopments,

technologlcal demographlc y e-ologt*__agd r191t9*e developments,

the msecurlty and dnsturbances ensumg from the profound changes g

of the |ndus_tr1 al revo\utlon that had a particular L unsettling effect on

process that wn!!*‘allow ‘tite combmed strength of -

ices of that complex conste!latlon of -4
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isought to protect thernselves against the harsh eifect of . mew
zrrrachines, new methods of produ'ctioh a new division of Iabou.r—-'and
new intensities of competltlon by formmg organizations capable-of
representing their interests as a grouP vis-a-vis employers and the
state. At the outset, the only orgamzattons that were able to survwe

the wussmudes of the busmess c1rcle the adamant resrstance of

_ employers and the hostlle pohcnes of the state were the ones set up by

the skilled workers, and the cr—ctftsmen “They alone had the mater:a!

an
d admm:stratwe resources and the leadership to bu1!d solid
institutions.

Craftsmen orcranized for various, purposes, some emphasized
restrlctton of- entry to the trade to avoid the markér disabilties
resulting from an over-supply of qualified women, while others
sought to 'bunld up “mutual berefit society to provrde rudimentary
protectlon agamst loss of income due to unemployment. old age, il
health or industriat dispute. Of course, the purposes wel&* ot
mutuaHy e)gcluswe. Regulation of wages and other key terms. of
employment were usually an important object, but there was“no

single pattern, no common channel through which such- regulauon
developed.

-

Some e izati : '
early organizations merely tried to determine unilateraliy the
wa

ges scale under- which “their members work, while other

organ
ganizations sought to-reach agreement with employers ort, a

-

[EEE

.the traditional relations of employers and workers. Working~men |



~—

" satisfactory schedule. On the -employer S|de reactlons varied,
depending on the circumstances, from the defensive formation of
employers associations to an outright refusal to deal with workers

except onanindividual basis.

 Thus, collectlve bargamlng had no single, uniform ongm Sometimes
: it was the employers who sought to establish it in place of union
imposed “price lists”. Sometimes, the union strove to, estabhsh joint
wages determination .in ‘the face of employer opposition and
sometlmes though perhaps more rarely, the lmpetus came from
both sides. The practlce of collective bargalmngxhad existed well
before the name came into existence. The credit for coiriing the
expression belongs to Beatrice Webb, who first used itin 1821 in

her study on the co- operatlve movementin Great Bratam
i

CONCEPTUALAND THEORET!CAL FRAMEWORK

' Collective bargaining has been variously defined by many authors
and practitioners. The International Labour Organization (ILO)
defined it in its convention No. 154 of 198! as all negotnatlons

between an employer or group of employers, on the one hand, and |

one or rmore workers organizations on the other, for determining

working conditions and terms of employment. reguiatmg relations

bemenn emplo;(ers and workers, relations between employsrsand !

B
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their organizations, workers and theirorganizations.

The LabourAct of 1974 defines collective bargainingasthapr
arr:vmg at or attemptmg to arrive at a collective bargamlng
agreement. Whilst collective bargalmng represents the totality of
relatlonshlps among and between all actors in the industries
(management, government, customers and users of services)
negotiation are’ mere specific mstances of attempts, by way of

discussions with all parties duly represented to reach agreement on

-

one or more issues, deahng w:th remuneration or terms of conditions

of employees.

Other authors have viewed collective bargaining as economic rule or
political process (Flanders [965). Marketing and governmental
process (Chamberhn & Kuhn 1965) conflict rationalizing process, and

as a means of rule maklncr (Punlop 1958). This book appnes a multi-

theoretic and integrative approach to the analysis of “collective..

bargaining and corporate business, Suchanap proacm.seans thezamut
of umtary, mstitutlonal or pluralist, Marxian, systems strategic models

in the analysas and discuss of collective bargalnlng and industrial
Ry l
relations.

The standard mode! of cohectsve barg ning

Accor dmﬂ to Allan Fox (l%S) the standard model of co'icctwe

bargaining is grounded firmly on the explicit or implicit acceptance by
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of the plurallstlc conceptlon of the

both negotlatlng parties

organization. The working assumption js made that a distribution of.
power exusts _which, wh:le not necessar iy balanced between the’

‘tw0 s|des at least is not so unequal as to lnduce elther Slde to feel it i5
being imng representatlves conclude
collectlve agreements whnch can rnghtly claim observance by those
covered not only for reasons of their own expedlency but also
because a moral obllgatlon rests upon the partles to observe any

agreement or contract Whlch has been fairly and honorably

negot:ated free of duress The standard model also lncludes the

notlon of mutual survival. Each side has, at: ;any one time, a
conception of certain entrenched rights whach underpln adefinition
of its own functions; well-being and developmentl and these rights
are recognized by the other. Thus in'anagemfent has a certain view as

to those categories of decisionmaking which should be reserved for

_ its own prerogative, as, agalnst those in which itis proper {ar unions

~and work groups to-dernand participation.: Both- parties therefore

agree on how they défine the frontiers of control and influence.

The theoretucal propos:tlons of collectwe bargalmng are

neatly surnrned up by Professor Chamberlam (! 965) who |dentifes_

its three essential characteristics thus:

(a) Thatis ameans of contracting for the sale of labour
Leha c oyt oind K :l-._ :.".:j'.'“-__-..i:'_, T S

(b) Aform ofmdustrialgdvernment and'. i

[ o
'-"."‘.' [ 4 - LT L.

. (c) A method of manage_ment;

]|
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Chemberlin and Kuhn (1965) view the marketing concept of
collective bargaining as the means or-process of which4abour is
bought and. sold in the marker place, In other woids, it is that
method of conducting lndustrial refations which detérmines the
standard terms and cond;tlons of employment by which labour is
supplied to an employer elther by its present employees or by its
newly hired works. This i lS an exchange or economist mode! that is
based on the principle th‘a:t workers have thé right to contract with
employ's wages and conditions of work and that employers
recognized that right Thus it is possible for labour and
management to institute arrangements for review of terms and

conditions of employment when the need arises. In most

“employment relationships, the social partners have employed the

marketing function of collection barraging to resolve issues of
divergent, interests, thatis, matter on which both the employerand

the employees have dlvergent claims such as wages, benel'lts hours '

olwork andthelike. ' =T

l

=

. The governmental concept viewed the institution of collective

i
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barragmg as a rule-making process by which rules ~governing the

refations between management and trade ufions are mada. Thus, -

the administration of industry is determined by the extent to which" -

the social partners are willing to have their relationships influenced

lJy rules that are jointly made, or the extent to which rules

|
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(c) - A method ofm_anagement-:

both negotlatlng parties of the plurahstlc COI']CE‘.pthn of the

organlzatlon The working assumption is made that a distribution of

power ex:sts which, whlle not necessar iy balanced between the’
-two sndes at least is Ot S0 unequal as to tnduce eltherstde to feel |t is

belng coerced. On this basis, bargammg representatlves conclude

collectlve agreements Wthl‘\ can rightly claim observance by those

'covered not only for reasons of their own expedlency but also

&

.because a moral obllgatlon rests upon the partles to observe any-

agreement or contract Wl'lICh has been falrly and honorably

negot:ated free of duress The standard model also lncludes the

notion of mutual survwal Each side has, at: ;any one time, a
‘conception of certain entrenched rights whrch underpln a definition
of its own functions; weli-being and development, and these rights
are recognized by the other. Thus rrianagemlant has a certain view as

to those categories of decision=making which éhould be reserved for

_ its own prerogative, as against those in which it is proper 1 or unions

“and work groups to-demand participation. Both- parties therefore

agree onhew they define the frontiers of controland inllt]ence:
The theoretlcal proposntions of collectlve bargalnlng are
neatly summed up by Professor Chamberla:n (1965) who identlﬁes

its three essential characteristics thus:

(a) Thatis ameans of contracting for the sale of labour

. T

(b) Aform ofmdustnal government and
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- Chemberlin and Ktihn (1965) view the marketing concept of
‘collective bargaining as the means or:process of which-abour is
bought and.sold in the market plice. In other words, it is that
method of conducting lrldustrial relations which detérmines the
" standard terms and COI'ICllthl'IS of employment by which labour s

supplied to an employer e|ther by its present employees or by its

- newly hired works. This IS an exchange or economist model that is

based on the principle that workers have the right to contract with

.employ’s -wages and COﬂdlthﬂS of work and that employers

recogmzed that rlght Thus it is -possible for labour and

management to institute -arrangements for review of terms and
;condmons of employment when the need arises. In most
“employment relationships, the social partners have employed the
marKeting function of collection barraging to resolve issues of
divergent, interests, that is, matter on which both the employer and

the employees have divergent claims such as wages beneflts hours '

[y

ofwork and thelike. ==
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. The governmental concept viewed the institution of collective

barrag;ng as a rule-making process by which rules _governing the

relations between management and trade ufions are made. Thus, -

the administration of industry is determined bythe extent £ which™ -

the social partners are willing to have their relationships influenced

by rules th joi
at are whooE e Mich i
by jointly made, or the extent to which rules
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unﬂateglllyode, ermiped-byone.of thesparties-are acceptable to-the

othegcjt.;l.s obvipus, herecthat.collegtivesbargaining Js; viewed:a§m

al At o :htn i h'-"'t___::-r'npd | T3
nnllt.,...l "“"'ﬂnnrncnnn }n:'.'_..“.-b nower: I"QI:H‘I. ) ie
. 4] et by s I

intecplay.of. ROWEL‘-{IS Hlustrated in the extent to which the'actlomof*

temp

ETR S

'.,{nantfestedlwhen. one:party Is. extn:emely_

in 1ts mteractton W|th the other part!y In"practlce the trade union-
- will. be able to .deploy.the str|l<e weapon, and the employer will be
able 1o lock olt.the: workers say.in the event of a strike action:

Hence,.the, trade unions.or the emplayer can assess and advance

‘their power tow:-u'ds}the reallzatlon of their member's asplratlons '

and work. placeJ nterestsi - . %~
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In the industrial management theory, Chamberiain and t(uhn
stress the functional relationship between the union and their

employing organizations..This concept views collctive bargalnlng as

ns -
a systeqn,| of. lndustrlal management, to .the: ;extent that trade.unions

join. mployeqs Jr)i,reachmg,Ldechonsfon matters in which bother
Y

pa rqeﬁqlg;t sylta_lgdgn\i@r:estsmThis; chappen’ because-: collective -

bargaining; by‘lts{ natupe,lnvolvextrade union and management in

making decisions,in those.areas covered by collective agreement.-In

pnvequenc& the _management vice: —versa.-'Power'

e - OYERVIEW OF THE STAATEGIC NATURE, STRUCTURE & FUNCTIONS OF COLLECTIVE BARGAINING S

practicé, there is usially 4 fist of itefis Which Boif parties régarc a3t
negotiable._ All other issties are &ither the prafogative™sf Smployars”

nd Giions are srech the

1 WO Neggtiating thei, r:owever towards
the end ofthe I 9905,.soc10-econom1c dictates ofthetime encouraged..
e age

d fram nan

most employers and trade unions to relax on the. boundarres between:
issues for managerlal decisions and those- forwhic: the unionds,inviteds,
asa perege Thus a reductlon -of managerial rlghts was experienced-. |
" whereas the hst of items_regarded as. umon Fightsor. privilege, grevis
considerably. In summary, this theory enables the function- of
‘managéement to shared - with trade unions. Ordm'arily the
management exercises rlghts or prerogatives over many industrial
issues such as expansion of the business, relocation and other !
investment-rate decisions, but the incidence of the trade union brlngs _

about the joint sharing with management decisions that would

{ otherwise be gmded by managerial prerogatives only.

P

§ With regard to these theoretical foundations -of collective
 bargaining, Richard Hyman (1975) has correctly criticized the -
tendency on the part of most writers and analysts to give -undue
§ emphasis to organizations (trade unions, employer associations e.t. c)
din their discussion of collectlve bargaining and industrial relations-in
'}- eneral. Hyman notes, that all relations in industry are personal
7 anagers, union officials and civil servants are all people they are npt .
gsimply d[sembodled representatlves of o-rg"am‘z.z-it_lenel- mterest;s _
R 1975, I4) mdeed Allan Flanders (I 965) d|d not seern to pay much_“_

ention to the mcreasmg Jmportance of mformal relatlons and the

.':F
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couscnvswoumﬂcmommmzs‘rmécf . T

posstbahty of collective bargaining in establishments or enterprises

whereworkers donot belong to trades ur;ons..

-~ The importa':e of Richad” Hyman's observation -.is

reinforced in the discussion of the processes of demand formation

and’ negotlatlons clearly revealing that collective bargaining involves
"’_"{:‘_.-';-—t-i-!«.t—.._:.:

mde R § lntellectual and emotional capacities.different.

interests and needs and who belong to identifiable social groups -

goverr fznorms and values, and thus have different

{‘
“f: I
e'§3
;
i
]
Kt

i,
The organ:zatlons the institutional framework are simply

formal avenues through which aspirations are expressed (Otobo

2000). ;

The strategic model '

The book uses a three tiered strategic approach to ahalyse
the operation of industrial relations and collective bargammg First
" we consider the environmental contexts of collective bargaining;
then we look at the operatton and outcomes of the bargaining

system.

The top trer of mdustnal relations, the strateglc Ievel,
includes the strategles and structures thatexert Iong—run mﬂuences
on collective bargammg At this level we mlght compare the

implications for collectwe bargaining of a business strategy that

-41:&-—-‘-—'--'
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em hasrzes r
p product quality and innovation against a busmess strate
- thatseeks to minimize labour costs.

! ']"
e ””ddle UE[ Of fndUStl Ial IEIath“S aCthlty the fUnCtiOl

Ievel or
c
ollective bargaining level, involves the process ar
outcomes ofc
ontract negotiations. Discu5510ns of strikes, bargainir

POWEI' and wage dECe
rmination featur
R l e promlnentj,}kigege.}._;

4

The
el bottomtier of industrial relations actlwfy “the workplac
i vel, involves those activities through wh:cb:%s;lie

’superwsors an Gt -
d their union representatives admlnls -erfthe laboui

Lontract a”d relate to on h i A || W T kp ace
E’-velad,justlllent to Cha”g” lg circu Nstances ar Id new PI ObiE| NS OCCUd
regularty. A i i r A['H W

g )’ typlca, qUEStlon at thiS leve’ fO exa Ple iS ho [he

introd
j oduction.of employee’ participation programs has changed the
ay-to-day fife of workers and supervisors.

ltist joi
hrough the joint effects of the environment and the

actions of t ies within thi
he parties within this three-tiered structure that collective

bargaining either
meets the goals of
comes upshort. of the parties and the pubhc or
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(c) . Democratic fungtion. enables:gmployees. to ‘participate in
decision:and policy -rmakingswhicle carr influence-the: overall

it
A SR Tt R |

Sind BRI

d busimass strategyni:
atagy:

corpbfate ana cu
(dj ~lt pr;ovides for statutory trade dispute settlementprocedures :
in terms of mediation, conciliation arbitration industrial court Is each of the parties to organize for ¢
- _ , S ' ; e once ; —
-:Jiiilﬁ';ﬂsﬂgal-..l-b.“&fﬂ.q%’iry:?‘-f.'d. memorandu_of undefstanding and - |1 " 1963) (Fashoyin 1982), (Fajana 99 reed action. (Chamberlin &
3 tribatism._ L tie | | o -".-_ ) o ) (Mantami 129‘7),
£ . . . - ) i . x - i
27 e-g;?.::’_—_—‘ "““:'-..—.—-“ Y orTL [ . - gl ‘ o ‘ : DEFIN]TION
R R s | N OFBARGAINING STRUCTURE
'GOVERNMlIE GY: - : . : = The formal bai:gaining - ; TR L
R A .. o structure is defined .
(a) ~Toavoidnegative effect of conflict, politically instability, strikes .the negotiation unit, that is, the empl " asthe bargaining unit, or
: _ legall ' loyees and em
L : ‘ st ally bound by the terms of an agreement. Th '*f'Tf‘;PlOYEFS o are
ructure is defi : - I'he informal bareaini
ined as the employees or employers wh ar;’am'”g
wNo are affected

and industrial actions.

(by It removes the need to continually intervene in industrial

bargaini

mngOrSQme
other on bindi
nbinding process.

disputes. _ .
It creates a healthy and enabling-environment necessary for
. = :
cesand programmes. -
1 )

1

Forms_ofbgrgainihg structure -

(©)

effective execution of government poli

(dy It complements - government “effort itowards creating a

peaceful atmosphere in'the nation.
xpression of conflict.

...'».- b it L ' WS St Cl.t

(é) -t preyehtsthenegativ
H ety tEaey? 68 X PR T Lo . E Ofbargéjnj P, ’
_ ng als i
g also have their advantages and disadvanta F
ges. For multi-

COLLECTIVERARGAININGSTRUCTURE ~ ~ " - demployer -

. . ! S © Or centralizad b ini : ,

Basic to collective bargaining is a capacity by the social partners 'tO%U”fform conditions within t;rga'”mg employers advantages are
gaining € company, more predictable laboyr

tactically and strategically d‘ev'elop structures suited to the bar

e F
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‘G bargammg unit: The . two" prlmary characterlstncs ofa
BEFEEHIY stR Feares smoin o ain

Eh --,-... - =

1. N s} N
EOr sl 2:g1. TEND iswrooe g :

& scope ofemployee or umon intere
NS 20MSE 03 gnss

1= 27 rar

unit, which can be’ elther narro
r‘:nn\h’ Vh.E-Ur:-J 3~

_E

~ i, e

sts represented in the

W craft or broad mdustrlal or

[ Pevhant

mutiskilland™ = ' T ot R ey
..;." d 3[-1,—' nqﬂcﬂ bl " = R A -" '!-- "‘ -
: escope ofemployer lnterests represented Ithe unlt Wthh
STOMBIN grnotzeg

. can be multl-employer (centrahzed)
“s197 3ninissd as, -

smg]e emproye
ultip]an orsmgle employer smgle plant(decentrarzedj.
.4' EDEAE .

COMPON ENTS OF BARGA!NING STRUCTU RE

TONNEL

The-basis-to productivity bargamlng is the capacwy by the social
partners to tactically and strategically develo p structures suitable to

the: :bargaining process and to adopt the structure when necessary.
The bargaining structure has five { eatures, as f oll ow:

(2)

(b) >
')‘-'\f

(_) Bargem_mglevel

@ B2

(¢).scBargaining unie

Bargalmng agent

Bargammgform S

a0

-ten

Bargal_nmgscope _

Did betavoz s, SIS o
" q{cﬂz-""—""' L. ) i
(a) Bargammg Agent The uni

on or UHIOHS recognized by the
employer for productlvlty bargaining purposes

)



OVER‘VEWD{THE STRATEGIC NATURE, STRUCI'UR.E Q-FUNC'HDHI OF COLLECTIVE BARGAINING

{ COLLECTIVE BARGAUIRINGARD EORFOAATESTRAT,

e amren AT - T
mxémdm‘.numnmar;sr_—:_ . . R

Fay uNroNORGAmzmgseynew RGAINING STRUCTURES

(b) - Ba;gammgFanm,ﬂ'he;levetef'fo"rrmahty of the agregn:_\, [Z1N NIN
Agreement be formal or’informal, written or ui}_.‘; ,'_-L-"g ! ;l,qg%g&nno&:ta}ae(pl%e Upti l,@,dear:ggz\mjng representative has
isformal, unwiriten sgrecments often ke the ,fns T s deedeive sspraseniaice of the employees

| —:‘ls{o}agﬁd pr:;xst !JCE:LJTAE"II:‘E?CII‘ elr]ts refating £ 12 R n-o"rmgl}yﬂu@iE@SHW%F?E“& HRiomwin-a, eP:Eesentat-lOn eleetlon
;};’ncilaéﬁsaﬁé procedura!agreements areusua\lywrrtt?n e | (ajthwg’éﬂl?.ﬁﬂ"i’l" er mayYeiumagly secognizea union if the union if

- the, union can, d !NBQEFréEEF%@tS,gtsngpbrgents,a majority of the

s ey
tWBQ
3 employees involved). The events and regulation that surround

T:evel: The point ; at whlch bargammg be

b 5297087 298I 19y T rna |

and employers takes p}ace Bargammg y
aaoiis Al NEYC.

- glees—decentrahzed ‘Centralized bargaznin&rg_

E i o2 ISKAIGINS =
" S Eeurring at some-centre point (the social partne
o ~yGTE DL

actmg ait'é%at:onalqe-\;el or bargalmng at the top levelsa ;

while; : decentrahzed bargalnlngdi; :

: representatlon electionsaredescried. -
o ylet \(nomfﬁoe enoinu. :€3HTIAAG ¥l

T-{algptom smassis phhin oG S
The organizing process & representation election process
D it e e m bams """"i :

rganization, _ B S o

Iarge, o ganis | employer bargaining. -3 -Interestedermployeeyseek dutialuniofito learn their rights and
rmorsingle = AT I U S
_normallyafo & - “sgain helpiA=organizing! or'a- unioir seeks out a group of

g alternatwes are concef

i ‘Nigeria; “four o'VerIapPIn employees in ordégito® explam thetr rights and explore their

These are (1) lndustry ‘level (2) the company level (3) Zay

~ interestin organizingi o TagA MBI TIS
“branch (enterprise) level, (4) the plantlevel. ;

PR

f issues over 3wl +“The-atio bn“déé‘uﬁﬁﬁiﬁ‘:fﬁﬁ o:F'glz-_‘ﬁiz"ing' among the employees
| ining Scope: The range of issu _
(d) Bargaining

productivity bargaining: may take place. Bargaining be ¥
ions and employers is normally restricted to*tri_

“-and sdli‘cits‘-their‘sfﬁn‘lztu'rébn authorization card.
mizio ar

When ‘Sifficient cards are srgned to lndlcate subscantial -
_ emp]oyee sunport the “Union asks for recognmon as the
: NS08 SIEA - 20 s CudT IS L
- bargammgagent’fortheemployees ‘

2A8UTSURT2 oMIMIASRAG RO 2
‘With "the er’ctlon Jate set, campalgnlng on both sides

"""uhtensﬁ‘eé‘ Sis"jns:ﬂosmnau sz toetiE rar

trade un
and conditions of employment

f Worl
' ining Unit: The group or category Of W& o o
(e) e d covered hy. :

represented by a bargaining agent an s

ment that has.todo wnth pFoducttvnty bargammg P

ag_ree o552 10 NS0y §

- [
Sl A_.:}‘-.'l?.._":‘...-., st

L]



H
!
L
i

Jp—

_ OVERWEW OF THE STRATEGIC AT T ;. T 1
: N, UR-E. STRUCTURE L-FUNCTIONS OF COU.ECI]V‘E BARGAINING

25 WEVATIO

'ﬁ*ﬁfﬁl’luﬁ"ﬁ. ZAUTIA VITRATE, 3"“

* COULECTTVE BAREAIHING AND conmm‘t

BARGAINING LEVERAGE

the prlm
m
aiy echanfsms for ensurlng that wages. arp ]"2|(nn

U
nions. can |ncreasethe1r bargalmng

O
N
y
.

W ‘srka,l%garvaﬁaa%ﬂre',;;a&eaau fpaDie
e TR "f":c.;;_

Ewdé’r'?c'é“ SHOWS™ 'tnat ‘F&r‘bWOr"m‘c E'rn"l‘?éuﬂ'-"r?r--f’ g 'nreference 3
v T4 C""-

ionizing tHey' st“Eff pEFdeepydi whasrnied Wlth‘theli’ Current job' %

- [ Faal

ns""(l)gbeheve'stﬁat' umonlzatlon can be E:

tg:ef

1th

PR T ) G_ -

competltton is to
expand the bargalnlng structure to correspond

and: emplyment “cofiditio scopeofthe market. Dot o g

hEFFlﬁ}l Tnif'flﬁro'-’f ‘ti'ﬂcgeﬁl"bvco“d't'c“s\a"d (3‘)“be .n!hngt er PUBLIC FOLICIES Anoth c
‘ er ruc:al deterrrunateofbar .....
ga:nl

i T j 3 | ucture: .
_come thegefers Iy fiegative l:‘.tereo’cyp STBfions held b)f theJ strur:mres is tﬁeﬂsﬂtructure of the electi ng e
.‘ ion unit lmposed by the NLRB i
n

"1:3\:‘) gii¥ ""‘“lo"’ TS

A3 HoisEILEIT 508 -
piﬂ__iat:onn' Cisbiba & a repres
| entatio
R e n EIeCt'OH If the NLRB certlfes the pr'oper el i
: ec ion

= S A ~asD :152@?——*35 el
UNION CAMPAIGN PRACTICES: umon‘szcmnﬂonly rely on § unit to be an industrial Unlts for e |
i xXd
ployee supportduringelectlon campaigns. - ) bargaii'lmgstruc'cure : _mp = thls preclu

des a craft

orgamzem to rally em
|

THE ELECFION WNIT:The glection {init servesas the basic for the ORGANIZATIONAL FACTORS “Th
e internal orgamzational

bargatnlngunlt The election! unit is thie, group: .of: employees thatthe4 characteristics of ernployers also h
3 ave generated pres
sures to

N ‘ 'k broad
NLRELdetermmes is covered under the appr_oprlate_student‘_and ISl en the’ bargalnmg umt In par‘tlcular the growrh f ]
i 0 arge

a g

N Eh
ELECT]ON UN[T DETERMINATION""IN""*HOSPITALS‘ The) ave led unions to seek centrahzed bargalnlng structure.

ange of fne dIStInCtlonS among variousj
PR o =

| employees and hast difference i

eligibletoyote! in the.rep resentatio n_electlon

examp!e exh:bzt a Wlde r

b -3 Bas T 'l .
profess:onai and quasi- proce5510na
o LemO25Y Y0 1S - :
the nature  of the tasks each group, perforrns_ : (Katz and Kochan 2000}

DETERMINANTS OF BARGAINING STRU CTU RES

ani drog N0 EMNRLGTIED a2 ACITES
The major ‘forces that affect the degree of centralization’ j bargaining .

e bargamlng leverage public policies, and organization :_I_"_‘

rmal umon m
er é
g s acts | as an addlthnal constramt on the

structuresar

factors.

@

1

i

RiEn

85
T



o
TSANCH W THE STRATEG/C NATURE, STRUCTURE & FUHCITQ'USOF,COLLECFWEMMNG:

- - " = L DN ES L TRl ]
AN ATE STRATEGY TIATR SIS e o,
ICOUECTIVEBARGAIMING AN COAPORATE _ T

asa model. Then, industrial- COmpanIES and 'their Uriiors " s&parataRa
negotiate increases that are ¢onsistent wrth this overall rate: "i=iszing

T e B T e e -y

v Y enan “ioseonInoasy R
Co jedgnituena >oh 22 NECESSARYCONDITIONS FGR_ ,!: E ‘rlv:nanr‘ﬂ' NING:
B aafneg&ata%%fle%ﬁib% & ..L_E; PRI ol te s g o OR EFFECTIY s 3705 s
: - T2 gikniEgTAC ¥ ¥
AT H10G29TI05 0F SIUIILI2 gi ; o -2 %X The consoirdatlonand achlevement of cor orate,strate isrelated o
'gh:l"l'ERNBARGAINING e Qi g P yisrelate
. f i peans for sprea dlng the termsand 8 the effectlveness of CO”ECL’IVe bargammg, negotiatlon and trade l;gr]on
ma ! EERESICA R - ERE R Hy et
s _Eattern hﬂarﬁalnln l%r?,%gs?gb 1BILT d one formal bargaining, actrons especrally where trade umons and managements are
- ma .= _ i 2 ment ne_got!ate 1n 5

L

'..-..:r

Sratie 3 z . 2Z3EiT03EN
TJSEg A Ao 13 ¥ - proactlve, mnovatlon ﬂe ible and strateg:c |n thelr or:entatlon

{ . d 3
: formal’ substltute for centrahze . ntati
structure t° another. It is aninfor ' (Bamber l998 OECDI992) These condmons mclude favorable

apy IS T3
IOMOSTYR
polrtH:aJ and ecc—nomrc cllmate freedom of assocratlon power

ST G! Lo
relatlon jomt authorshlp of rule stabrhty of worker organlzatlons
' recognmon of trade unions, abllrty of the parties to negotlate sk:llfu”y

and reasonably. w:lhngness to negotiate in good faith and reach

'd":’“atdta_:l;mgwagsesoutof_c_c;mpetltlon A ":r,.u

=DM
S

i . 21 28TLddd O uTlah

and f
sett[ements first, by attemptlng to fash;on a national wage policy

e
sz

4 . agreement wr!hngness of parties to glve and take wa!]rngness to
oposed wage g
secbnd by maklng the companson between prop & observe the collective: agreement that emerges. (see chapter flve on

8 negotiation process). f _ C

prlme criterion fOf' decndmg Wages d|sput85- COLLECTIVEAGREEMENT

- .n '-\\- LI :I';-' M -"Jr e h = : . - -:- -;3":’-::
I I W Th m loyees worklng within t : -
PA ﬂEB-Ng : lTH A FIRM i j F;at)' other empio)’ees in thej Co”ec'ﬂVe agreements: are output of results of collectlve bargalning
w :
’ same f irm typtca!ly are very aware o

management and employees make, apply and momtor indU;tqal

Ofa”)'d'ﬁerentlals thatemerge . ES: § & relations decisions, Secondfy, they define the market and manag rlal
-y H N Dl O elations batwar — - e €Y define the market and manager >

PA'ITERNS BARGAINING IN C OTHER COUNTR g relations between an empioyer and employees whether formal or
T 0T HWENIARGT - ]

ee labour angs
tlme to Hime eCOnOmISt‘S’ who vr/eul_d hke fos ¢ ‘Written- orlnformal Thelr con.ent; interpretation and admlmstratlon
X Tollow Simple in e ad ustments.
maﬁag‘e'}“e”t follow simple, P””C'ples that, l'nk vag IO NSy winfluence to a large extent management and- labotir stritegy and
macroeconomics trends Iook tojapan s SPRING WAGE b _

i 1501 2nEhim ¢fet
EaRTII TS = LA R o SR

. ol

(216




e LIoel howmc T80 SUgoilias)dslionfplos FH T
FATENOT: 1 mk pimm o 1810 soSean 'q 3 UGAAT 21BR03AUS OF Posiife [BARY dofn ¥
ABBlI030 Babelqotiofes - S B ey
' o U pue JusLisBEURUI I ISSnslS{fRRoBat T AiGiEpUEy 9L )

., - 3OVAdIVIISAQN B

gL F Lun FUAHCASST VLSIUEL ISULY, &
*$8LI0391ED DYNSIP

FSEITUL SERYEELT

'ONINIVSYVE 3A1155770 & L D DR
SRV i 1D £ .. s Lt ToE . OENRE T ]
- S B 3:”03 Ho.) ote 249 Juewaadide rinpadosd Ay u| “sanss| 3|qenodau

aq uey ‘SuiueSieq SANDB|[OD
Frecos i O AR 1

TRt S I

p

LT

Ll sansst ‘2AEINSUCD PUE S|qerogeu A3a1e.ns arel0di0d jo.swiea u|
' o e opaEnonmh DL DRUET L

b LY ) a2 .
REoFT T e i

T T ERC

. s a e

. Pl e .

s TR Rp— fuou pue 3jqenodsu ol papiy
By ‘Bliapiap & Goadeys (ppos
A "l—’d;quéL'medué;‘.s';u!?wJaModwg"
st-:suopeja.; Pl

JosisAjeue sireanyd pue LUSIAID9)G) §

uesdoang) SS3LLI[R) " AsuisAjoaw

[ Tewn Y -

sanss{ ajqeno3aN-uoN puy amépoﬂaN

}O ﬂdBDU 2y TG L s N L AT i
02- SUIYIIM paltaouoy Boe ¢ oy LT L I L . ¥
‘s9iluou0d9

[BLISApUY Y )
| PUl Mau ayy WrfreW A Ut ssauaannaduros § . ..
' ) Fuegssius ayy Ul SulureSieq 9AID9[0D PUE SUCHE[RJ JUSWaZRURW
' inoqe] onelaisds Joj sedusexa ‘5B aAIBS UED éseq_;_-._ (0007

. ona -y gls -
3T

T HF] Co A

L L - B S N R S
10|u1d pue Weyley) Jualssalde A8o|ouyda3-y31y, Se Way) paqLdsap
: pELrroe ws Foln g o ful i al

e T e . vEoULL

yolym ‘uoiin Suiquunid pue UOREDJUNUILIOSBRI [EJLIJRE By3
Sa1Ui0U0DS PESUTAPE JBI0 PUE 5 "UlEIlig JO 95D 3L Ul PAUIEIGO

b P PR e P ol S T L
se ‘suonenosou oAIS-Mall 9S8yl Ul PIAJOAUL UOIUN” Dpel Jolew
o Luf SOOUOLLD CHUTIEN ILESICUS O 528D :

- T :=;'...." 48 3 < 6 :.p:r:" N bQA_',‘.
51 | “uswisBueiie uonenigle  uinjhpusd, Sunelodind FiAD
Lo C i TMESTIIANTU T UBRS COUGHIOUR TGS
| 1o s[eap ,@%1s ou,; ‘sjedp uordn s[Buis se paqsap Alsnotie
o wrlof  RUGATROY  (GXIDIE ,sgc; LusieBic Ty Cugl. OLEU
359 ‘suotun aujos pue s1aAo|dilg UELIDD USDAITYEDRIES
T EECL s e § o onenr  SrRaSigHh A6 [LSGE  AiouR. SUl OSSRl
USIOWaP pue Loy - < Empengs o SI3Ylopue | - f USSq 9ABY| S3USWSBIZE BANND3[[07 B|AIS-MBaU JO JOqLUNUE ST [9HlS
PP OE PR dopowoad usunuodde 3.5 ‘Bupjew u S . o Ton hEuE72 Gy COHBCI AT DT ETI IR UGB TIIoU SUG 6908 Al
0.U0oD. - o SHEELLUOIspap .y - ' . o
9434 2RAIM SR5RExXS JusweBeuey UoIYM Aq sensst M e rTIL B 901G ST Pﬁ%ﬂ%‘!@z’?ﬁ?&lmﬁ'rl’-l’;‘;{?P,-l{ﬂ
| P49 sonsS reBeueyy . ()

OpELEe =y otB),. - .
o e %N,!'NIVDHVEII_ JAILIITI0D 01, SIHOYOYYgY

Tl
[ 55 gL L B

(TS

R

o rm— amem
R N R

’L —s_uop!puoa au2 pue ‘wayy Joj Aed ayi ‘qof aze[nBs. ‘pury J2Y30 343 UO

§ v COLIL BT rew

5 ikl pIZGL . : N

; L mEne e gy PRI A 2ol B CUAE BYHCYIABAC
; ‘e3i ANt iae a,”::gcausqng %1%!.;53 é{!..ﬁ.’:‘._h;%zq oYy Ul 9!\.11'\-’4‘12?-‘59-!‘3\5-1

. P {111 Sy RE

W 01 2ANPXE wou
: i . . 4 10U AJO 5 p7n .
) SYiau STE oM -:pue sangs lepueus”

(A DT
Y,

ACAA"31ys €8 a-HisLLaZeue E - |
e : L . ouiiapen -6y seniief-PE SHIETS BUibuSEP PUE I BueS 1eq
HOISSNISIp 10 -Aequnjos T () | o aUlEP sored ST Uoakist STOYE|dHaE)iB0T YSIUM ENBS5BId.

4

L

 DAESE s D LHE TN ECIG VOILITHE - 24 4N C LAV S U000 A QNN ST







	Image (211)
	Image (212)
	Image (213)
	Image (214)
	Image (215)
	Image (216)
	Image (217)
	Image (218)
	Image (219)
	Image (220)
	Image (221)
	Image (222)
	Image (223)
	Image (224)

