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FOREWORD

The purposeof this study manualis toprovide our branch executiveofficers and
shopstewards with relevant ideas about trade unionism and relations at their work-
places. As aunion we have cometorealise that modernunionism rests on continuous
education of members onanumber of work-related issues. In addition, theunionhas also
come torealise that education can definately promote conscious collective actions,
effective execution of duties of bargaining, representationand delegation as the part
of thefunctions of elected officers. Inshort, better and effectiveunionism may very well
be cultivated through informed and enlightened membership. Which explainswhy the
topics covered in this manual are such that can assist shopstewards and branch
executive officers tobe effective union representatives at their respective branches.

Each topic has been written with a view of eliciting awareness and even
encourage readers to seek for further knowledge. Thebestway to therefore use this
manual is to discuss the topics with fellow workers and practice the group activities
atthe end of eachtopic. Wehave no doubt that out of this exercise, practical application
of issues discussed in these topics will be enhanced.

It is important to stress that in all instances, this manual is textile-industry
specific. This is deliberately so. The topics are compiled suchthatthey willbe consistent
with the objectives of our educational activities which among others, includeresolution
of problemstextile workers do faceat work. This means thatnot only thebranch officers
nor theunion but also the employers willbenefit from the ideas contained in this manual.

Lastly, theunion's sincereappreciation goes toFriedrich EbertFoundation (FEF)
Germany for supporting theproposal from Education and Researchdepartmentfor the
compilation and development oftraining manual that will add to our efforts in building
astrong, self-reliantand autonomous trade unionism.

Boniface lziguzoro Adams Oshiomhole
President General Secretary



TEXTILE INDUSTRY: GROWTH AND DEVELOPMENT

INTRODUCTION

(i) Textile industries are spread across the Federation of Nigeria. They are
located in such notable cities as Lagos, Kaduna, Kano, Aba and Port Harcourt.
Othertowns wheretextileindustries arefoundare Asaba, Funtuaand Gusau, Ado
Ekitiand Jos. Lagos hasthe highestnumber of textile factories. Kadunahowever,
has the biggest and the oldest integrated mills inthe sensethat they engage in
spinning, weaving, printing and finishing processes. Examples of integrated
factories in Kaduna are the United Textile Plc, Kaduna Textile Ltd, and Arewa
Textile Plc. UNT Plc alone has a total workforce of 5,249 as at December 1995.
In 1979 the company employed as many as 7,000 workers. Theindustry has the
potential of employing as many as 250,000 workers.

(i) Kadunais referred to as a “Textile city” because big integrated mills are
locatedinthecity. The city hosts theheadquarters of the union. Next to Kaduna
is Lagos, whichpresently has 68 out of 113 mills whose workersbelong tothe
union (see Appendix 1). The mills in Lagos are mostly small and unintegrated
single-process-plants when compared to thosein Kaduna. However, thereare
alsofew big millsin Lagos which alsoemploy relatively large number of workers
and engage inall production processes. Examplesinclude, Nichemtex Plc which
employ 3,139 workers, Aprint Plc with 3,341 workers and Specomill Textile,
with 2,149 workers.

HISTORY

The industry belongs to the so-called first generation industry in Nigeria.
Nigeria'stextileindustry is the third largestin Africa, nextonly to Egyptand South
Africa. The oldest mills are Kaduna Textile Ltd. (KTL), established in 1957 and
Nigerian Textile Mills (NTM) lkeja, Lagos established in 1962.

PRODUCTION PROCESS AND OWNERSHIP

(i) Theindustry is capable of producing some estimated 1.4 billion different
pieces of textile products. These include African prints, shirting, bed sheets,
furnishing fabrics towels, embroiderylace, garments, tableand bedlinen, guinea-
brocades, wax prints, java prints, jutes and fishing nets.

(i) Themanufacturing process involves spinning, weaving and knitting and
finishing. Processing involves washing, singeing, mercerising, glazing, dyeing,
printing, drying transformed intofinished cloth and embroidery.

(iit) Technologyand managementare mostlyforeign. Whiletechnolegy comes
mainly from Europe and Japan, ownership and management are largely of Asian
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origin, notably Chinese, Indians, Japanese and Lebanese. The big integrated
mills such as United Nigeria Textile Plc, Kaduna, Nichemtex Plc and Afprint
Nigeria Plc in Lagos have Indian and Chinese management.

INDUSTRIAL RELATIONS

(i) Thetextile industry belongs to the private sector. Employers are repre-
sented by the Textile Employers’ Association, which is also affiliated to Nigeria
Employers Consultative Association (NECA).

(i}  Junior employees belong to the National Union of Textile, Garment and
Tailoring Workers, whichis affiliated to Nigeria Labour Congress {NLC). Senior
staffarerepresentedby Textile, Garment and Tailoring Senior Staff Association.

(iii) Thereisanational Joint Negotiating Council madeup of the representatives
ofthemanagement and junicr employees. This council negotiate most important
work-related issues affecting the junior employees; namely basic salary, trans-
port, housing and leave allowances as well as food subsidy.

PROBLEMS AND PROSPECTS

(i)  Theindustry depends on imports of some of the raw materials. These
include asizeable percentage of cotton requirement and almost all of the dyes
and chemicals.

(ii)  The reliance on imported raw material and the problem of sourcing for
foreign exchange have contributed to high cost of production.

(iii}  Inaddition to this is the prablem of smuggling of relatively cheap textile
goods from Asia. Theindustry alsofaces the problem of mismanagement and
capital flight.

(iv) Ifalltheidentified problems aresolved, textile industry has the prospects
of expanding its production level and employing more workers.

ACTIVITY 1
KNOWING THE TEXTILE INDUSTRY

Aims:

Tohelp participants know about the growth and development of thetextileindustry.

Tasks:

In.your small group:

*Discuss the spread and the location of textile industry in Nigeria.

* Discuss different types of production processes and products in the industry.
*Identify the problems facing the industry.

* Elect a Reporter

UNDERSTANDING TRADE UNIONISM

DEFINITION

TradeUnionis an organization formed by workers toprotect workers and improve
their conditions of work. It seeks toimprove the conditions of working lives and
provide ameans of expression for the workers' views on problems at work and
society as awhole.

OBJECTIVES AND FUNCTIONS

Objectives and functions of a trade union are diverse. These functions and
objectives include:

(i)}  Protectingthe interest of workers, through identification and resolution of
commonproblems, inthe areas of promotion, salaries and working conditions in
general,

(i} Organising theworkersthatarenot unionizedand representing the interests
of workers before themanagement, employer.

(i) Education and training for workers on industrial relation issues as well as
civic matters,

{iv) Through collective bargaining, a union strives to improve on wages and
benefits of the workers.

(v}  Tradeunions alsopursue such other objectives as consistentwith the
spirit and practice of trade union.

WHY WORKERS NEED UNION

(i) Unions arevery necessary for workers as warkers have learnt over time
that if they act alone, they cannot achieve anything in terms of protecting
themselves from unfair treatment from their employers (such as arbitrary
dismissal, salary cuts, non-payment of salaries, etc.).

(i} Unionsaretormedtosecurebetterworking conditionsfor the workers. With
assistance of a strong union, individual problems are solved e.g. victimization.

(iii) Theinterest of the employers is to get the best from the workers in the
process of making profit for the enterprise. Most employers would naturally
pursuetheir goal with the cheapest means available, including cheaper labour.
Without constant checks, employers may notpromoteworkers, foras longas the
work lasts. Employers may also prefer summary dismissal, fines and wage
deductions. On the other hand, workers are interested in decent wages and
benefits for the labour and services rendered. Precisely because of this basic
opposition or conflictininterests, workers have seentheneedto come together
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to present common front against the employers. The natural front is the trade

union. o
(iv)  Trade union organisation ‘is the most obvious foundation for workers’ actlort .
Individual workers may very well act alone in resistance against the employer’s
domination but this will be short-lived methods of resistance.

(v}  Onlythroughcollectiveactionsrepresented by atradeunion will workersbecome
nolonger powerless. With trade unions, workers prove anequal partner to erqp|oyers'.
They recover their dignity, and aboveall, they may exchange theirlabour for fair wage'.

4. PRINCIPLES OF UNIONISM

By principles, we mean the foundation upon which trade unionfirmly rests. There are
three major principles of unionism, namely: unity, independence and democratic
methods.

(i) UNITY

By unity, wemeanbeing inagreement. It is an expression of solidarity amongst
workers. It isthe fundamental principle of unionism. With solid unity, many things can
beachieved by theworkers. Withoutunity, nothing of significance can be achieved by
anindividual worker. Aninjury tooneworker should be seen as injury toall. Trade union
must rise up to defend the interests of their members regardless of their e_thnic or
religious background. IntheUnion, workers belong toone family that strivestoimprove
members’ living conditions.

(ii) INDEPENDENCE

Independencemeans natrelying or controlled by other peopleorbody. An organisation
that serves the needs of its members mustbe controlled by themembers themselves.
If a union wishes to truly achieve the principles and objectives upon which it was
founded, it should not allow itselfto be dominated or controlled by external interests,
be it government, employers, political parties, religions, communal or fraternal
organisations or individual persons. Onebest expression of independence of atrade
union iswhenitrelies onmembers' financial contribution { check-off) rather than external
funding.

(iii) DEMOCRATIC METHODS

Democracy isaform of governmentin which the peoplefreely electrepresentatives to
governthem. Here, there is abelieve in equal rights and privileges for all. For aunion
to beeffective in fulfilling the wishes of the members, it must allow for participation of
allmembersintheunion's affairs. Active participation can only prevail ina democratic
organisation.

Inthis respect, all sections of the membership should be fully anfairly represented in
the decision-making process. Elected leaders should also be accountable for their
actions. Democraticmethods therefore entail accountability and transparency on the
part of elected and appointed union's officials at all levels.

5. NIGERIAN EXPERIENCE

Wage labour dated back to colonial times. Before the advent of European rule,
traditional economy relied on eitherfamily or communallabour. Sincetherewere
nodistinct employers with distinct interests as identified above, inthis subsis-

tenceeconomy, ‘workers'inthemodern senseand indeed trade unions, were non-
existent.

Colonialism replaced the old order and in place erected economic sy stemwhich

became synonymous with conflicts and antagonism. Colonialismrequired wage
labour in publicworks, infrastructure construction such as railways and admin-
istration, Early tradeunions thus emerged mainly inthe colonial service sector.
Thefirstgeneration of trade unions included Nigeria Civil Service Union (1912),
the Nigeria Union of Teachers (1931) and Nigerian Union of Railwaymen (1932).
The unions came into existence with the main objective of ameliorating the
deplorable working conditions during the colonial rule.

Since the emergence of the first generation trade unions, thousands of trade
unions have been formed in Nigeria. Today, Nigeria has a system of industrial
unionism. Industrial unionism means that trade unions are established along
industrial lines: that is, every ‘junior’ grade of workers in an industry belongs to
thesametradeunion. There are41 industrial unions and all areaffiliated toa single
centre: Nigeria Labour Congress (NLC), which came into being in 1978.

ACTIVITY 2

Aims:

Tohelp participants understand the history, abjectives and principles of trade
unionism,

Tasks:

In your small groups:

* Definewhat is a trade union.

* List the objectives of trade unions.

* Discuss three main principles of trade unionism.

* Makealist of 41 industrial unions affilliated toNigeria Labour Cengress (NLC).
* ElectaReporter.



STRUCTURE AND ORGANISATION OF NUTGTWN

HISTORY o
(i)  The National Union of Textile, Garment and Tailoring Workers of Nigeria
{N.U.T.G.T.W.N) cameinto effective existence in April, 1978.

(i) N.U.T.G.T.W.N. isaproduct of pastefforts by textile and garment workers
toform aformidable organisation which is capable of defending their interest.

(i} Theunionwas officially inaugurated at the Lagos City Hall on 9th December
1977. Itis one of the initial 42 industrial unions currently affiliated to Nigeria
Labour Congress (NLC).

OBJECTIVES

(i)  NUTGTWN organises junior workers in the textile industries across the
country. The Labour Act of 1978 excludes workers exercising managerial
functions from joining unions, suchas supervisors.

(i)  Theunion members therefore are workers that are below the position of
supervisors. Members are the so-called junior workers irrespective of the
departmentthey belong intheindustry.

(iii)  Theunion presently has membership of about 62,000 workers drawnfrom
over 113textile companiesin the country. Apartfromunionising workers, it has
the following aims and objectives:

- Toregulatetherelationsbetweenworkers and employers.

- Establishand maintaina just and proper hours of work, rates of and con-
ditions of service.

- Encourage and maintain high standard of production in the establishments.
Advance the education and training of the workers.

- Offerassistancetomembers as provided in the constitution of the union.

- Encourageworkers' participationintheprocess of decisionmaking in the
industry.

- Protectandadvance thesocio-economic and cultural interest of workers.

IMPORTANT ORGANS OF THE UNION

The unionis governed through distinctbut integrated organs whichinclude the
Delegates’ Conference, National Executive Council {(NEC), Central Working
Committee (CW(C), Zonal Council and Branch Executive Committees. The activi-
ties of all these organs are co-ordinated by the National Secretariat of the union;
staffed by appointed and elected representatives of the union.

1

() The Delegates Conference

TheDelegates’ Conference is the highest organ of theunionand is composed of
all elected National Officers, accredited branch delegates (determinedbased on
the numerical strength of the branch), the General Secretary, Deputy General
Secretaries and Assistant General Secretaries.

It takes place every three years in the month of November. The dates
and venues are decided by the National Executive Council (NEC) or Central
Working Committee (CWC). Experience shows that the venues alternate be-
tween Lagos and Kaduna, being where the union’s Sub and National Secretariat
arerespectively located.

The Delegates Conference is the highestpolicy making organ of the union.
It takes reports formthe National Secretariat and Zonal Officers. National officers
of theunion arealsoelected at every conference. The elected national officers of
theunioninclude thePresident, two Deputies, National Treasurer, two(2) Internal
Auditors and four (4) National Trustees.

{i) The National Executives Council
TheNational Executives Council (NEC) supervises the administration of the union
inbetween Delegates Conference.

It consists of all elected National Officers, Zonal Chairmen, the General Secretary,
Deputy General Secretaries, Assistant General Secretaries and two representa-
tives from each Zonal Council. The NEC meets once every year. The dates and
venues for NEC meetings are decidedby the Central Warking Committee. Again,
NEC meetings often hold either in Kaduna or Lagos.

The NEC appoints the General Secretary, Deputy General Secretaries and
Assistant General Secretaries. The NEC carries out thedecisions ofthe Delegates
Conference, setup departments and committees for smoothrunning of the Union.

(ii) The Central Working Committee

TheCentral Working Committee (CWC) consists of all elected National Officers,
Zonal Chairman, General Secretary, Deputy General Secretaries and Assistant
General Secretaries. Onthe whole, ata sitting, CWC membersare 34 innumber.
The CWC meets every threemonths. Ithas the power todiscipline any officer of
the Union. It alsohas the powers to suspend or dissolve any Branch Committee
or Zonal Council found guilty of anti-Union activities.

(v} Zonal Councils
Zone consists of Branches of the Union with total membership of notless than
6,000. The membership of the Council is made up of Chairmen, Secretaries and
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Treasurers of each of theBranches inthe Zone. It co-ordinates the activities
ofthe Branches and ensures theimplementation of decisions of the Union. It meets
once every four months and it is being run by the Chairman, Vice Chairman and
Treasurer, all elected at the Zonal Conferences. Zonal conferences are expected
to hold every three years but not later than one month after the Delegates
conference. Zonal Chairmen are also Vice Presidents of the Union. ‘

Presently there are eight Zones and one District. They are Nassarawa,
Kakuri(inKadunaarea), Kano, ABIRC {in Easternarea), and Igalu, Isclo, Ikeja, Oki
Zone{inLagos area). There is Mararaba District.

(v) Branch Executive Council

Abranch of the Union consists of not less than 25 members, in every industry.
Ithas abranch executive committeemade up of Chairman, Secretary, Treasurer
and six elected members. They are elected at the Branch Conferencethat takes
place every twoyears. The Branch Executive Committee meets every month. It

handles members’ grievances and ensures the implementation of decisions of
the Union.

PART-TIME AND FULL-TIME OFFICERS

The union has part-time and full-time principal national officers. The part-time
officers are elected national officers which include the President, two Deputy
Presidents, National Treasurer, twolnternal Auditors and four National Trustees.
Theseofficers are‘part-time’ tothe extent that they are elected to serve theunion
not morethan twoterm-period (six years). They also maintain regular employ-
ment in their respective places of work; while serving the union in varying
capacity. Part-time officers are paid monthly working allowances during the
course of their tenure. “Full-time” officers on the other hand comprise of the
General Secretary, Deputy General Secretaries, Assistant General Secretaries
and Organizing Secretaries aswell as other staff at the Union's Secretariat. They
are 'full-time’ officers to the extent that the are appointed on merits toserve the
unionup toretirementagebaring offences that can lead to terminationor summary
dismissal. ‘Full-time’ officersare paid salaries by the unionand they maintain no
regular employment than that of the union. While full-time officers participatein

alldeliberations atthe National Executive Council (NEC), they do nothavevoting
rights.

NEGOTIATING STRUCTURE

Negotiationintheindustry takes place at thelevel of the National Joint Industrial
Council (NJIC), at thenational level and at the plantlevel. The NJIC comprises
10 representatives of employers and 10 representatives of the union. It is the
structure that negotiates the Collective Agreement in the industry.

9

AFFILIATIONS

Officially the Union is affiliated to Nigeria Labour Congress (NLC) and the
International Textile, Garment and Leather Workers Federation (ITGLWF) based
inBrussels

PROGRESS AND CHALLENGES

(i)  Oneremarkable achievementof the unionis thearea of organising textile
workers nationwide as well as protection of therights of members at workplace.
The Union has also made a giant stride in institution building.

(i) Specifically, through collective bargaining, the union has been able to
improve on wages and benefits of members. Well before unionisation textile
labour represented the least paid sector not only when compared to the
Government sector but alsoin relation to other private sector companies. With
the union, there has beena sustained increase in wages and benefits of textile
workers.

(iii}y Theunionhas alsosuccessfully fought the tradition of ‘hire’ and fire’in the
industry. It now has a guaranteed 'Bill of Rights’ which protects workers against
management arbitrariness. The union thus ensures dignity ¢ of members.

(v) NU.G.T.W.N. is an active and respected affiliate of Nigeria Labour
Congress (NLC).

(v) Theunion has alsoactively invested time, human and financial resources
in cultivating informed and committed membership through a systematic
programme of educationand enlightenment of members.

(vi) NUGTWN alsoupholds and rests firmly on the cherished principles of unity,
independence, democracy and solidarity. In a mutil-cultural society such as
Nigeria's, theunion provides for defence of workers'rights irrespective of age,
sexand origin. It also asserts itsindependencerelying solely onmembers dues
which are prudently managed by the unionleadership.

(vii) NUTGTWN also ensures members’ participation in decision making
processes throughregular meetings and periodic elections thatensure continu-
ous leadership successions atall levels.

(viii) Intheaspectofinstitution building, the unionhas beenable toconstruct two
Secretariat buildings named Textile Labour House' in Kaduna and Lagos, with
athird one under constructionat Asaba.

(ix) Otherachievements of the Union include computerisation of its Secretariat
operation. Establishment of functional departments, staffed by competent staff.
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{x) Thechallenges beforethe union include improving on existing gains and
striving to cope with rapid changes facing members attheworkplace and
thesocietyasawhole.

ACTIVITY 3

STRUCTURE AND ORGANIZATION OF NUTGTWN

Aims:
* Toget toknow the history of the Union.

* To get tounderstand the structure and organization of NUTGTWN.

Tasks:
Inyour small groups:

* Discuss the history and objectives of the union.

* Identify six principal organs of the union.

* Discuss the achievements of the Union and its future challenges.
* HectaReporter.

n

UNDERSTANDING THE BRANCH UNION

WHAT IS A BRANCH?
(i) Thebranchistheback-boneoftheUnioninthe sensethat thebranchhas
direct contact with the unionmembership. Abranchisan organised Textile or

Garment factory with not less than 25 workers. Abranch is runby a branch
executive committee,

(i) TheBranch Executive Committee comprises of threeprincipal officers - the
Chairman, the Secretary, the Treasurer and six (6) Executive
members.

(iii) TheBranch executives are workers' representatives electedfor aperiod of
twoyears. They could bere-elected or voted for second term depending on their
performance. They are expected todirect theaffairs of the union through elected
representatives at the shop or departmental level, knownas Shopstewards.

(iv) Shopstewards are elected by the rank and file of workers.
Thenumber of shopstewards ina Branchis determined by the size of thecompany
and the population of workers. It may be as low as five (5) and as high as 70.
For instance abig mill such as Nichemtex inLagos has 48 shopstewards. Also
there are about 70 in both branches of another big mill, UNT Plc, Kaduna. But
a small company such as Polyfibre has only five (5) Shopstewards.

All shopstewards operate under the guidance of Branch Executive committee.

DUTIES OF BRANCH EXECUTIVE COMMITTEE
The Branch Executive Committee performs the following basic functions:

(i}  Unionisation of Workers

Itistheresponsibility ofthe branch committeetoensure acomplete unionisation
of all workers inits areas ofjurisdiction and proper tackling of union cases before
theemployers.

(i) Promoting Solidarity among the Workers

Experience over theyears teaches that the numerical strength and unity of the
branchunionhave beenthe bedrock of improvementinpay and otherterms. Also
theunion's strength has prevented themanagement and employers inthe textile
industry from splitting the rank of the workforce and undermine negotiated
working conditions. Hence, the Branch Executives have the responsibility of
promoting solidarity among the members.
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importance of paying union dues and ensure that management remitthedueto
the unionpromptly. They arealsoexpected toexplainto members the reasons
behind special levies; ifany.

(i) Education and Enlightenment of members .

The branch executives areresponsiblefor the educationof members on issues
such as overtime premium, incentives, calculation of accident claims where
applicable, company rules andregulation, unionpolicies etc. and also setting of
good standard throughtheir adherencetounionand company rules. Since Branch
executives are expected to educate members, they must also necessarily be
educated.

(v) Settling of Grievances o
Thebranch executives are also to ensure that conditions of work are maintained
according to standard and that workers are not victimised and unfairly treated.

SOME SPECIFIC ROLES OF PRINCIPAL BRANCH EXECUTIVES

(i The Chairman

The Chairman is the chief branch executive officer. He/Shemustthereforebe
capable of presenting facts and proffering solutions to members and the
management. The Chairman should have a good knowledge of thebranch, the
union's constitution, know the rules relating to procedures. His major rolgs
include, integrating all of the work in the union and presiding at membership
meetings. AsaChairman, heisexpected toprepare agreat deal beforeattending
meetings and suchinclude, setting agendain cooperationwith the Secretary, and
arrange in advance to have committee if there is the need for one

While presiding over themeeting, the Chairman is expected toallow democratic
principles prevaili.e. all members should have the opportunity to speak.

(i) The Secretary

Heisthe builder of the collective memory of the union through written records.
This, he performs throughmaintaining the minutes of every meeting. ltisworth
noting that a good minutes s onethatis clear, concise and free of ambiguity. In

collaboration with the chairman, the Secretary prepares the agenda of every
meeting.

(i) The Treasurer .
Thefinancial officer usually called the treasurer is the watch dog of the union’s
money. Itis mandatory for the treasurer to see toit that themoney is colleqted
efficiently and disbursed only for the purposes authorised by the appropn?te
organs of the union. Hekeeps hismind on such questions as methodfor collecting
dues, for keeping books and records.
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TheTreasureris alsoexpected toconcern himselfor herself with all the questions
dealing with the financial problems of the union.

(iv) Six (6) Other Executive Members
Themainduties ofthe six executive members are to support the three principal

officers in their day to day activities and head different committees instituted by
the union such as welfare, health and safety etc.

The branch committee has the responsibility to render financial report to the
membersin thebranch. Eachbranch executive committeeis required torender
account of the monthly allocation to the Zonal Secretary. Only the branch
committee can approve sitting allowances for the principal branch officers.
Shopsteward committee has the responsibility to elect shopstewards.
Shopstewards are notto behand-picked by the branch executive committee.

THE POSITION OF THE BRANCH EXECUTIVES IN THE UNION
STRUCTURE

The branch executives occupy a strategic position within the union overall
structure. Theexecutives arethe link of all correspondences betweenthe union
and management, the union and workers/members. They are so crucialthat, it
is believed that thebranch executives’ method of handling unionmatters naturally
shape the attitude of themembers and indeed the management.

LIMITATIONS AND DISCIPLINE OF BRANCH EXECUTIVE
COMMITTEE

Thebranch executives are vested with the power of managing the branch union.
Yet, their areas of jurisdiction are subject to the approval and overall co-ordinating
efforts of the Zonal Secretary in charge of the branch. Forinstance, thebranch

executives cannotembark onany strike actionwithout theapproval ofthe national
secretariatthrough theZonal Secretary.

Also theunion constitution states that “any Branch Executive or Executives may
remove any member found guilty of serious misconductby atwo third (2/3) vote
of no confidenceduring any of the executive committeemeeting with the Zonal
Secretary in attendance. The CWC or NEC can dissolve branch executive
committees thatfalls short of expectation,

14



ACTIVITY 4
UNDERSTANDING THE BRANCH UNION

Aims:
Tohelp you:
* Know about the branch union.

* Know about the duties and roles of the branch executive committee.

Tasks:
Inyour small groups:

* Explain what a branchunioniis. ‘
* | ist the duties of branch executive committee.

* |ist the duties of principal branch officers, namely the Chairman, Secretary
and Treasurer.
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UNDERSTANDING COLLECTIVE (SUBSTANTIVE)
AGREEMENT BETWEEN N.U.T.G.T.N.
AND N.T.G.T.E.A.

WHAT IS A COLLECTIVE AGREEMENT?

(i)  Collective Agreement is a signed document containing the outcome of
negotiationbetween themanagement or representatives of employers (associa-
tion) and theworkers represented by their trade unions.

(i)  Collective Agreementisvery importantin work relations. Itisan outcome
of collective bargaining and negotiationbetween workers and management,

(iii) Inthetextileindustry, collective agreements are betweenthe employers’
association known as the Nigerian Textile, Garment and Tailoring Employers
Association(N.T.G.T.E.A.) and theworkers represented by the National Union of
Textiles, Garment and Tailoring Workers of Nigeria (N.U.T.G.T.N.).

(iv) Collective agreement lays down the rules governing the conditions of
employmentin theindustry.Inthe collective agreementbetween the NUTGTWN
and the N.T.G.T.E.A,, there are many articles defining workers condition of
employments. They include thefollowing:

— probation period for new employees,

— abolition of daily paid system,

— hours of work,

— annual leave and leave benefits,

— redundancy benefits,

— transport and housing allowances,
and basic wage.

UNDERSTANDING THE LEVELS OF AGREEMENT
Collective Agreements are entered into at two levels in the textile industry,
namely at plant and national levels.

(i) In discussing the differences between plant agreement and national
agreement two things come to mind: the scope of coverage and issues to
be discussed.

(i) National agreements have general application toall workers and employ-
ees inthe textileindustry, whilelocal agreements have specific applications to
the individual factory or branch.
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{iii} Thescopeof coverageof national agreements involves both procedural
and substantive issues, whilelocal agreements often deal with substantive
issues and theinterpretation of procedural aspect of national agreements as
it affects the specific industry.

NATIONAL AGREEMENT

Items for national negotiations are contained in clause 2b of the Procedural
and Collective Agreement. The items are listed as follows:

{a) Wagesand Salaries {b) Overtime Payment

{c) Hoursof Work (d} AnnuallLeaveandLleave Allowance
(e) HousingandRentSubsidy  (f} Transport Allowance

(9) Gratuity Benefits (h) Redundancy Benefits

(i}  Nightduty Allowance (i}  Out-of-Station Allowance

(k) Medical Facilities (I} Acting Allowance

(m) DeathBenefits; and other mattersas maybe agreeduponfrom timetotime
between the Association and the Union.

LOCAL/PLANT AGREEMENT

Thisvaries framplant toplant and cover suchitems as heat and dustallowance,
soap allowance, long serviceaward, annual bonus, loans of differenttypes and
welfareissues as well as such items not containedin clause 2(b)i.e., suchitems

not cpvered by national agreement, although plant agreement may include
possibleimprovementon the national agreement )

ACTIVITY 5
UNDERSTANDING COLLECTIVE (SUBSTANTIVE) AGREEMENT

Aims:

* Tounderstand what substantive agreement is.
* Tounderstand the scope and content of national and plantagreement.

Tasks:

Inyour small groups:

* Discuss what substantive agreementis.

* Discuss the difference between plantand national agreement,
* List the items in national agreement.

* Listitems contained in your company agreement.

ElectaReporter.
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1.

UNDERSTANDING PROCEDURAL AGREEMENTS
BETWEEN N.U.T.G.TW.N. AND N.T.G.T.E.A.

1 WHAT IS A COLLECTIVE AGREEMENT?

(i}  Collective agreement is a signed document containing the outcome of
negotiationsbetweenthemanagement or representatives of employers associa-
tionand the workers represented by their trade unions.

(#) Collectiveagreementis very importantinwork relations. Itisan outcome
of collectivebargaining and negotiation betweenworkers and the management.
It deals with the distributional aspect of work relations.

(iiiy Inthetextileindustry, collectiveagreements are betweenthe employers’
associations known as the Nigerian Textile, Garment and Tailoring Employers
Association{N.T.G.T.E.A) and theworkers represented by the National Union of
Textiles, Garment and Tailoring Workers of Nigeria. The agreement is in two
parts, namely:

a. Procedural Agreement
b. Substantive Agreement

2 PROCEDURAL AGREEMENT: DEFINES RULES IN THE WORK
PLACE

(i)  Procedural agreements serve as the ‘constitution’ or the set of rules
governing relationships between employers and employees. They are agree-
ments that spell out the various steps tobe followed in the day today interaction
with the employers. Procedural agreementdeals with qualitative aspect of the
relationship between employees and employers atworkplace. The procedural
agreement between the union (NUTGTWN) and the employers' association
(N.T.G.T.E.A} reached on the 12thday of January 1979 covers 18 clauses, the
understanding of which will provide necessary guide that will assist us in
carrying out our duties as union representatives. They are;

Clause 1

(@) The Assaciationand the Unionrecognize their respective responsibilities,
under the Federal, State and Local laws, custom, conventions and practices
relating to companies, Trade Unions and employments.

(b) The Associationand the Unionrecognize the moral principles involved in
the area of the rights of everybody within the Constitution and havere-affirmed
in this instrument of National Joint Industrial Negotiating Council (hereinafter
called the Council) and Collective Bargaining Agreement their commitment not
todiscriminatebecause of race, creed, colour, sex or religion.
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(c) The Assaciation and the Union recognize the need to harmanise their
relations for the mutual benefit of members of both parties in the pursuit of the
social and economic goals of the country. Both are in the same business and
success of that business is vital to all concerned. This requires that both the
Association and the Union work together to the end that the quality and cost of
the product will prove increasingly satisfactory and attractive so that the
business will be continously successful. The Association holds that thebasic
interest of employees are the same. However, attimes, employees and employ-
ers havedifferent ideas on various matters affecting their relationship.

(d) T!1e Association and the Union are convinced that there is noreason why
these differences cannotbe peacefully and satisfactarily adjusted by sincere and
patientefforts onboth sideswithinthe principles ofjustice, equity andfairplay.

Clause 2: Recognition and Union Security

{a} TheAssociationrecognizes theUnion asthe only exclusive representative
of allthe employees of thevarious companies constituting the Association except
those setin Clause 3(a) below. Therecognition ofthe Union shall remain in force
aslong as the Unionremains on the listof the Registrar of Trade Unions or such
Government Agentas may becharged with such responsibility; and the Union
hasmembership within the jurisdiction of member companies of the Association.

{b) TheAssociation agreestomeet, handle, and bargainwiththerepresenta-
tives of the Union on thefollowing items: (a) Wages and salaries, (b) Overtime
payment, (c) Hours of work, (d) Annual Leave and Leave Allowance, {e) Housing
and Rent Subsidy, {f) Transport Allowance, {g) Gratuity benefits, (h) Redundancy
benefits, {i) Night Duty allowance, {j) Out-of-station allowance, (k) Medical
facilities, (1) Acting Allowance, {m) Death benefits and other matters as maybe
agreed upon from time to time between the Assaciation and the Union.

{c) Therepresentatives ofthe Union shall be as notified the Association bythe

General Secretary ofthe Unionar hisaccredited representativefrom timetotime,
and same shall apply to the Association.

Clause 3: Employees Covered

(a) Forthetime this agreement isin force, the following shall notbecome or
remain members of the Union, neither be deemed entitled to be covered by the
provisions of this agreement. Any employeewhoholdsasenior postand whose
action might thereby become the subject of grievance or dispute.

(b) Theparties agree that the Union shall in no way be responsiblefor or act
as the agent of such personnel as mentioned in Clause 3(a).
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Clause 4: Negotiation Body and Pattems

(a) Formal negotiation relating to items listed in Clause 2{b) above shall be
conducted by the National JointIndustrial Negotiating Council acting under the
terms set below in Clause 5 of this agreement.

{(b) There shall be ONE National Joint Industrial Negotiating Council for the
industry todeal withall negotiable matters of commaninterestmentioned under
Clause 2{b) of this Agreement provided that any negotiable matters of domestic
nature {e.g. Dust Allowance, Heat Allowance, Long Service Award) and such
items outside Clause 2{b) shall be negotiated at plant level with the Assistant
General Secretary of the Union for that Zone.

Clause 5: Constitution of the National Joint Industrial Negatiating
Council '

{a) The name or title of the Council shall be “the National Joint industrial

Negotiating Council” {hereinafter called the Council).

{b}) Object of the Council

The objects of the Council shall be:

(i) Tosecure thelargest possible measure of agreement and co-operation
between the Association and the Unionin all matterslisted under Clause 2(b) of
this Agreement, withaviewtoincreasingefficiency and productivity combined
with thewell being of those employed.

(i) Tovary or amend from time to time agreements, decisions or findings
reached by the Council.

(iii) Tosecurethespeedyandimpartial settlementofrealand alleged disputes
andgrievances, onnegotiablematters.

(iv} Toconsidertheadequacy or otherwise of themachinery for settiement of
grievancesbetweenpartiesin theindustry andhence tousetheirbestendeavours
to ensure that no strikes, lockouts or any other action likely to aggravate the
situationshall takeplace until such atime asthemachinery provided by the Law
for the settlement of industrial disputes has been exhausted.

{(v) The Union recognizes that the services of those Company employees
engagedin ESSENTIAL SERVICES safeguard theinterestofbothparties. Inthe
even of any industrial action, the Union shali notwithdraw employeesinthose
services. These services include Security Staff, Medical Staff, as well as
Confidential Secretaries attached to Heads of Department.
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Clause 6: Membership o
(a) Themembership of the Council shall be twenty (20) members consisting
often{10) accredited representatives of the Association and ten(10) accredited
representatives of the Union.

(b) The Council may when required, invite an expert on any subject, to offer
advice to the Council. Such an expert may, attend Council meeting for that
purposeonly.

{c} Officer . .
The Chairman of the Council shall be the Association’s representative; the Vice
Chairman shall be aUnion representative.

(d) The Chairman in Council shall be not counted or regarded as one of the
representatives of either party.

(e} Quorum _
Aquorumshall consist of notless thanfive (5) representatives of the Association
and five (5) representatives of the Union.

()  Minutes: The Association shall provide secretarial services. Therecord of
proceedings shall be circulated toall members well before the next meet.

Clause 7: Agreement
{(a) Agreements reached between the Association and the Union shall be
reduced towriting and signed by at least five representatives of each side.

(b)  Allagreements hereinand hereaftermade by both parties in accordance
with the provisions and processes duly established in this instrument or
thereafter, shall constitute the only and absolute code of conduct regulating the

relations between the Union and the Association on matters within the scope of
this instrument of the Council.

(c) Noneof the parties shall introduce any new measure which is within the
scope of this instrument without the consent of the other party and inaccordance
with theterms of this instrument.

(d) Theviolation of any part of this instrument or as shall fromtime totime be
amended, or the violation of agreements arising from the operation of this
instrument shall constitute a grievance.

Clause B: Disagreement
{a)  Should the Council fail to reach agreement on any matter, the point of
disagreement shall bereduced towriting and signed by both the Chairman and
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ViceChairman. Thereafter it shall be dealtwithinaccordance with the provisions
of any legislation/decree governing Trade Disputes whichmay be inforce.

(b) Incaseofprotracted negotiation, aneffective date of agreement shall be
established for the whole or part thereof, and shall be such be binding. Where
theagreementsattract theprior approval of theappropriateauthority, the Council
"agrees to seek and obtain such approval before implementation.

Clause 9: Amendments
The Council shall have the power to amend or add to this Constitution as it may
think fit and in doing so shall follow the procedure for ordinary meetings.

Clause 10: Appointment of Committee

The Council may appointfromits own members, standing or other committees
to consider matters within its terms of reference or touching on procedure. A
Committee so appointed shall report its proceedings to the Council. The
Committees may include persons who are not members of the Council,

Clause 11: Management Clause

The Management of the business which includes employment, discipline,
transfer and promotion shall be theprerogative of members ofthe Association.
Theexercise of such authority shall notconflict with this Instrument or Agreement
or such other Agreements hereinafter concluded.

Clause 12: Union Clause

(a)  Thefunctionsand operations of the Union shall be the exclusive responsi-
bilities of the Union; the officials of the Union shall not be prevented from
performing their Union functions desist from trade union obligations.

(b)  The Association agrees thatit shall not victimise, intimidate, discriminate
against or take any action, inimical tothe progress of any employeebecause of
his trade union activities.

(c)  Union Officials: In order to aid in the proper and quick disposition of
grievance and other matters of mutual benefit and easy co-ordination of activities
withthemembers of the Associationtothe advantage of both parties, itis agreed
as follows:

(i)  TheAssociationmembers undertaketo offer plant officials of theUnion the
necessary assistance and liberty to perform Union duties.

(ii)  The official under this provision shall neither lose his seniority nor other
benefits as a result of his activities as a Union official.
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(iii) The Local Union shall be provided an office in the plant.

(iv) Themembers ofthe Associationagreetoprovide bulletinboard forthe use
of the Unioninthe various plants.

(v) Themembers ofthe Association agreetoallow the Union tohold meeting/
meetings at their premises but the Union shall always securethe consent of the
Associationmember.

(vi} Union members shall be granted paid leave of absence to attend Union
meetings, courses, or suchother tradeunion activitiesas may be agreed from time
totime subject to the approval of the member of the Association concerned.

Clause 13: Check-off Operation
{a) TheAssociationshall check-off thewages and salaries of Unionmembers
inrespectof dues as they from time to time become payable to the Union.

(b) Special Levies:

Duly authorized levies by the Union General Secretary or his Deputy shall be
honoured by members of the Association. The rnus of educating the union
members ontheneed for such levies shall rest with the union and the provision
of the Labour Decree with regard to contracting out as in the case of check-off
system shall also be applicable to the levies.

(c) Suchdeductions shallineach instancebe of such amounts of dues asare
certified from time to time by the Union in accordance with Union Constitution
- towhichthe same authorization makes the same fully payable.

(d) Inthe event_of merger, amalgamation, consolidation or Federationwithany
other body as may be permitted by law, the Union, as beneficiary, shall be

honoured by the Association infavour of the new successor resulting from such
coming together,

(e)_ The amount collected through check-off and fevies from members of the
Union shall be remitted as soon as possible.

Clause 14: Identify of Contracting Parties

{a)  Theparties of this instrument agree that it shall haveforce and effect as
betweenthem as hereinnamed and described, and that this instrument or any
part of its items or term and agreements arising out of its operations shall be
binding on both parties their lawful successors, assignee, and executors.

(b) !ftheéb'oye named Unionismerged into, fused or consolidated with orany
exerciseof joining ather existing agreements at such time shall continuein force
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and effectbetween the Association, its successor or assignee and the successor
of the Union resulting from such merger or coming together.

Clause 15: Grievance Procedure
Inthe event of dispute arising from violation of agreements, unjust treatment or

discrimination on an employee, a genuine effort shall be made to resolve the
dispute in the following manners,

(a): Individual Grievance

First Step

Theemployee shall discuss thegrievance with his Headman/Sectional Head and
the Headman/Sectional head shall endeavour to settle the matter. Failing, the
shopsteward shall take this grievance tothe senior personin charge of the section.

Second Step «

Failing settlement under the first step, the branch Secretary shall take up the
matterwiththedepartmental manager.

Third Step
Failing settlement under Step 2, the grievance shall be taken by the branch
Secretary or hisrepresentative to the Personnel Manager or his representative.

Fourth Step

Failing settlement under step 3, the grievance shall be referred to the Local
Industrial Committee which comprises the Branch and Zonal officers and top
Management of the Association member:

Fifth Step :

Failing settlement, the grievances shall be referred by thebranch/zanal officer
to the General Secretary or his accredited representative who shall call for a
meeting of the Council.

{b): Collective Grievances

Any grievance arising from branch, real or alleged, of existing terms and
conditions of service inall thematters thatare subject to negotiation which may
affect any group of employees or any member of the Association shall bereferred
in the first instanced to the member of the Association concerned. Concerted
efforts ofboth branch/zonal or district officers and the Associationmember shall
bemade toresolve the grievances. Failing which thelocal/zonal officers of the
union shall refer the grievance to the General Secretary or his accredited
representativefor further consideration by the Council.
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{(c} Failure to Agree y -
Failing under 15(b), the pointin dispute shall bereduced to vyntmg after which
redress shall be sought through the Existing law on Trade Dispute.

Clause 16: Responsibility of Parties

The Associationand theUnionundertakethat their officers and elected represen-
tatives shall accept responsibility for compliance by their members with the
conditions and procedures laid down in this Agreement and agree to take_all
possiblesteps toprevent orbring toan end as speedily as possible, any action
taken by theirmemberswhichis atvariancewith this Agreement or the provisions
ofany other negotiated Agreement.

Clause 17: Press Release

The Association and the Union agree to conduct their negotiations in a spirit of
mutualrespect and goodwill and agree not topublish or broadcast any informa-
tion or comment on any matter discussed or to be discussed unless such
communication has been jointly agreed to.

Clause 18: Consultation

(a) TheAgreementshallnotprecludethe establishment of Local Joint Congul-
tative Committee at Local Plant or Branch Level. A Local Joint Consultative
Committee shall allow the regular exchange of views and information between
the Association member and representatives of its employees, on matters of
mutual interest affecting efficiency of the industry and welfare of the employees.

(b}  ALocal JointConsultative Committee shall notbargain on matters'which
arenormally negotiable betweenthe Association and the Union and which are
covered by Collective Agreement.

{e}  TheCouncilmay meetat theinstance ofeither party toexchangeviews on
matters of mutual interest e.g. Training.

ACTIVITITY 6
UNDERSTANDING PROCEDURAL AGREEMENT

Aims:

Tohelp participants understand the procedural agreement between the Union

and theemployers.
Tasks:

In your small groups: ,

* Discuss themeaning of Procedural Agreement.

* Discusstheitemslisted underthe procedural agreement signedbetweenthe
Unioh and Employers’ Association.
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UNDERSTANDING COLLECTIVE BARGAINING
PROCESS

WHAT IS COLLECTIVE BARGAINING

(i}  Collective bargaining is the lifeblood of any trade union. It involves a
complex process of negotiation between the workers represented by theunion
and employers represented by emplovers’ association.

(i) Giventheimportance of collective bargaining inwork-relations, workers’

representation must strive tounderstand someimportant features of negotiation
processes.

PROPOSAL

Thefirststep innegotiating anew collectiveagreementorin reviewing an existing
collective agreementinvolves preparation of proposals. Aproposal isacompre-
hensive statement of demands putforward by the unionfor the consideration of
the employer. Inpreparing the proposal, theneeds of the workers are considered,
soalso s the position of the economy and the profitability of the industries. A
wellresearched proposal s likely to hastenthe process of negotiationrather than
aproposal thatis based on guess work. Itisimportantwenote, thata proposal
is NOT an agreement. Itis only alist of demands submitted for negotiation,

THE NEGOTIATION PROCESS

(i) Theunionand theemployers' associationmeet on the appointed date and
venue and negotiation commences. With respect to national negotiation, the
meeting is usually chaired by the Chairman of the employers group with the
Union’s President as his Vice Chairman. The employers do prepare their own
posttions and counter proposalsfor each of theunion's demand. Foreach position
taken, reasons areadduced. Negotiation tasks the skill of the negotiation parties.
Ithowever involves more than argument and counter arguments. Negotiationmay
deadlock leading to disputes, go-slow or strikes. If agreements can not he

reached, negotiations are often adjourned to allow both sides the time to
reconsider their positions.

(i) Theemployers' negotiating teamis oftenled by the Executive Director of
theEmployers’ Assaciation and select Personnel Managers from representative
member companies. The team is accountable to the Employers’ Governing
Council. Onthehand, the Union's negotiating teamled by the General Secretary,
includes Assistant General Secretaries and a number of select national officers
drawn from all the Zones of the Union. Theworkers are briefed onthe progress
sofar made at every stage of the negotiation.
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RATIFICATION OF AGREEMENTS

Having concluded the negotiation, agreementmustbe duly ratified by both the
UnionandtheManagement. Ratificationis very importantinnegotiationprocess.
This involves a process of consuitation with workers by theunion team and with
employersby the Management team. Giventhe mandatetoratify an agreement
both the union and management negotiators are expected to duly put their

signatures onthe Agreement. Theunionpromptly communicates the agreement
tomembers.

IMPLEMENTATION OF NEW COLLECTIVE AGREEMENT

Once anew collective agreement is signed the employers’ association sends
circulars toall member companies indicating the details of the new agreement.
Theunion onits ownpartbriefsall branchunions onthenew collective agreement.
The principle of implementationis that employers havetheresponsibility to pay
the agreed rates, while the workers have the obligation to work on the terms
agreed upon by their union.

Itis importantwe note that theunionis the only authentic source of information

onthe outcome negotiations. Information about outcome of negotiation should
comefrom the union office.

SOME BASIC CONCEPTS IN BARGAINING
Arrears

(i)  Thisisatermthatis almostassociated with collective bargaining process

in the textile industry, yet, it is one term that is least understood and often
misconstrued.

(ii}  Theprincipleis thata new agreement musttake effectthe day the existing
one expires. Thus ARREARS means outstanding payment arising from late
conclusion of areview of an expired agreement. Theproblem of arrears arises

when new agreement to replace the old one is signed late or well after the
expiratory date of the old one.

Let us assume that an agreement expires in May 1995 and new agreement is
reached by May 1995, then the new agreement will take effect from 1st June
1995, Strictly speaking in this case there is no arrears payable. However, if
negotiation is delayed and agreement is not signed until July 1995, workers may
thenbe entitled to payment of onemonth arrears inthis case coveringthemonth
of June,
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Minimum Wage
{i)  Generally, governmenthas the social responsibility to set the minimum
basic wage payable to employees bothin the public and private sectors of

the economy. Minimum wage is defined as the lowest limitbelow whichno
employer should pay.

(ii)  Usingthemachinery of collective bargaining, NUTGFWNhas beenableto
achieveanindustry minimumwagelevel higherthan official approved minimum
wagerate,

Total Emolument

(i)  Onresignationor termination, alump sum of money already categorised
hased onthelength of serviceand the current takehome pay of theaffected worker
is paid to him/her.

(i)  This payment is calculated based on basic salary, housing allowance,
transport allowance and meal subsidy. All this items constitute total emolument.
Theseandothersarecontained inarticle Viland XVll of the collective agreement.

Duration of Agreements

Duration of agreement manthe life-span of agreement. Increasingly, thetenue of
agreementis getting shorter in the industry due to changes and unpredictable
economic situation.

Sanctity of Agreement o
(i)  Onceanagreementissigned, itbecomes bindingonthetwopartiesi.e. the
union and the employer.

(i)  Neither ofthe twoparties should act contraryto theterms of the agreement.

{iii) Acting contrary tothe terms of collective agreementis a violation thatis
injurious to the industrial relations process.

(iv) Abiding by the spirit and context of agreement makes the agreement
sacred.

Re-opener Clause

Anew dimensionto recentcollective agreementsis theintroduction ofare-opener
clause in the May *93 agreement. This arises mainly from constant anq often
dramatic changes in thenational economy and itis aimed togive theunionthe
leverage tore-opennegotiationwhenever the situationdemands.
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IDENTIFYING AND TACKLING HEALTH
AND SAFETY HAZARDS

WHAT IS HEALTH?
The World Health Organization (WHO), defines health as a state of complete
physical, mental and social well-being and not merely anabsence of disease.

WHAT IS SAFETY?
Safety simply means provision of an environmental free frominjuries, accidents
and dangers, suitable for both employers and employees.

WHAT IS HAZARD?
Hazard is any condition intheworkplacethat can causeillness, accident, injury
or in any way impair the mental, physical and social well-being of workers.

CAUSES OF OCCUPATIONAL INJURIES

Factorsmostcommonly blamed hereare theworkers. Studies conducted around
the world on the causes of occupational injuries however reveal that the main
causeis the employer failureto providehealthy working conditions and safe work
processes, while careless of the worker is the cause of only a small proportion
of all occupational injuries and illnesses.

SIGNS FOR RECOGNISING HEALTH HAZARDS
(i}  Breathing problem:- may indicate exposure toharmful substances in the
air,

(i}~ Eye irritation:- burning, redness, itching or watering eyes may indicate
exposure to harmful substances intheworkplace.

(iii) Headaches, nauseaand symptomsresembling drunkenness: may indicate
exposuretochemical that affect the brain and/or nervous system.

(iv) Odors: leading toirritation of the nose may indicate exposureto harmful
substances inthe workplace.

(v)  Skin irritation: redness or irritation of the skin may indicate exposure to
dangerous chemical.

(vi) Stomach problems: pain, vomiting and nauseamay indicate exposure to
healthhazards inthe workplace.
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SIGNS FOR RECOGNISING SAFETY HAZARDS

. Safety hazards which could lead toaccidentsinclude exposureto:

(i)  blocked passage-waysand exits
{ii) electricalhazards

(i) flammable or explosive chemicals
(iv} machines without guards or barriers
(v}  sharp ormoving machine parts

(vi} slippery floors

(vii) heavy objects

(viii) hot/cold objects

WHAT CAN BE DONE TO CONTROL OCCUPATIONAL HAZARDS
Recognition of health and safety hazards calls for control. This should aim at
minimising or eliminating workers’ exposure tothehazard. Any control programme
should meet the following standards:

(i) Itshouldfully control the hazards.
(ii) It should protect the health and safety of all workers potentially exposed.

{iii) It shouldallow workerstocarry out their job withoutincreased discomfort
or stress,

{iv) It should not spread the hazards in other areas or into the stirrounding
environment,

Hazards can be pricipaly controlled at three different levels in the
workplace:

( l) atthesource
{ !!) along the path
(iii) atthereceiver

(a) CQNTROL AT THE SOURCE
Contrplhng a hazard at its source means either eliminating it completely or
reducing worker's exposure toit through changes intheworksite, work process

or in the tools, materials and equipment used in-a job. Control at the source
Involves:

f i) Elimination: This is themost successful method, butvery expensive. This
Involves eliminating completely, those work processes or chemical that are
hazardous towaorkers' health.
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(i) Substitution: This is the best alternative to elimination. It
could meanreplacing ahazardous material witha safer alternative or redesigning
awaork process, or even stop producing some products.

(iii) Enclosure: Enclosing totally or partially dangerous work process, could
helpin control.

(v) Ventilation: General ventilation pulls fresh air into the
workplace to dilute airborne contaminants to a safer level.

(v} Isolation: This entails moving work processes or operations toa part of the
plant wherefewer workers are exposed.

(b) CONTROL ALONG PATH

Control along path may be inform of {local ventilation) i.e. close to thevery source
ofhazard orinterms of (general ventilation) i.e. along theways the hazard reaches
theworker.

(c) CONTROL AT THE WORKER

Personal devices should beused toprotect workers fromanuncontrolled hazard.
Clothing outfits, respirators, gogglesand earmuffs areall examples of personal
protective devices.

HOW CAN TRADE UNIONS TACKLE OCCUPATIONAL HAZARDS?
The widerange of health and safety hazardsfaced by textileworkers, shouldbe
approached inasystematic way. A step-by-step action planas listed below is
necessary:

(i)  Inspecttheworkplace: detecthazard and interview members.

(i) Collect information: about health and safety hazards, productidentities,
exposure limits, protective measures, concerning all hazards materials or pro-
cess.

(iii} Decidewhatthepriority issues are: numerous and varied health and safety
problems inthe textile industry needs adequate attention and orderlinessinthe
tackling ofthe problems. There arethreeways theunioncan approach healthand
safety problems facing the members. They are:

(a} Useofthelegislation.
(b)  Setting up of health and safety committee.
{c}) Health and safety clauseintheCollective Agreement.
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10. USE OF HEALTH AND SAFETY LEGISLATION

11.

12.

The occupational health and safety laws of many countries including Nigeria
provide workers with some rights with regards to healthy and safe working
environment. Theserights include the rightto participate inand promotehealth
?nd safety programmes and training and the right to complain to the labour
inspectorate on specific hazards. These rights are actively utilised by unions
throughvigilance and, prompt notification of authorities when a problemarises.
Ingetting management's commitment, specific legal standards being breach
should bedocumented to help get managementto correct the hazards. The most
acclaimed health and safety laws in Nigeria are:

(i)  Factories Decree 1987.

(i) Workmen's Compensation Decree 1987.

SETTING UP HEALTH AND SAFETY COMMITTEE

This is one of the bestmeans of monitoring and tackling occupational hazards.
f:'ffective health and safety committees are constituted toprevent workplace's
injuries and illness as well as correct recognised hazards. Health and Safety
Committeeis abody or group of personnominated fromthe workers, unionand
management to find ways of elimination or prevention of, health and safety
problems in the workplace by looking for the facts about the causes of the
problems through inspection, investigation and getting informationfrommem-
bers. A good union representative who is accountable to the members and a
shopsteward who have a wealth of experience on health and safety jobs are
qualified to be in the health and safety committee.

HEALTH AND SAFETY CLAUSE IN THE COLLECTIVE AGREEMENT
Healthand Safety s animportant tradeunion issuejust as say wagesand salaries.
Thus it should also form part of active bargaining and should form part of the
collective agreement with the employers. Health and safety clauses in the
collectiveagreement must, among otherthings, statetheresponsbility of both
the employer and union in the area of health and safety.



ACTIVITY 7

IDENTIFYING AND TACKLING HEALTH AND SAFETY HAZARDS

|
Aims:

* To help you identify and tackle health and safety hazards in the industry.

Tasks:
Inyour small groups:
* Discuss what is health.

* Discuss what is safety.
* Discuss what is hazard.
* |dentify causes of occupational injuries in the factory.

* Identify signs for recognizing health and safety hazards in the factory.
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UNDERSTANDING GRIEVANCE AND GRIEVANCE
HANDLING PROCEDURE

GRIEVANCE AND GRIEVANCE HANDLING PROCEDURE

(i)  Conflicts in human relations are inevitable, hence the processes and
procedures of their settlement have great impact the onnature ofinteractions at
waork.

(i) Grievancesettlingis oneofthemostimportantduties of atrade ynion. After
aunionhas beenformed, the settlement of grievances will determine whether
it will prosper and grow or wither and die from want of support.

(i)  Only whenmembersfeelthat theunionisactually theirindividual represen-
tative and their personal protector will they makethe unionan essential part of
their working lives. Thus, itisimportantfor union representatives toknow what
grievances is all about and the process for resolving it.

WHAT IS A GRIEVANCE?

(il A grievance is an expression of conflict. it is a complaint or strflted
dissatisfaction by aworker or agroup of workers with their job, pay, perceived
injustice by a superior officer or other aspects of employment.

(il Agrievance centers notonly on employee-employer relations butalsoon
employee-employee relations. Grievances in the workplace may range from
employees’ complaint over unjustdismissal, toworkers' general complaints over
management refusal toimplement aspects of the collective agreementand even
complaints by employees against obstructive attitudes aboutsome employees
atwork,

(i) For a complaint to be treated as a grievance, two conditions must be
satisfied. The complaint must be as a result of specific act or omisston by‘t‘he
employer or his agent. Itis not enough tosuspect, thattheemployeris plqnmn_g
anactwhichmight be unfairtotheworkers ortheunion, hemust acqompllsh his
plan. Yet if there must be suspicion about any unfair labour practices, let the
suspicion be based on facts and investigations. The complaint must alsorelate
tomatters involved in labourmanagement relations. For instanceadisagreement
ontheuse of toilet facilities between aworker and a supervisor who share the
same accommodation in arented apartment outside theworkplace may notbe
agrievance.
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CAUSES OF GRIEVANCE
The causes of grievance in the workplace are many and varied. Some causes
include the following:

(i) afailuretocomply withexisting agreementi.e. whenmanagement refuses
toimplement new agreements.

{ii) misinterpretation of established terms and conditions of service.

(i) poor conditions of work i.e. poor ventilation, poor health and safety
practices.

(iv) poor industrial relations practices i.e. high handedness on the part of
Supervisor and Managers. Lack of respectfor procedures.

(v} harsheconomicclimatei.e.lowwages, high rate of inflation.

(vi) government economic and social policies i.e. increase in the prices of
petroleum products, government tax policy etc.

KINDS OF DISPUTE IN THE WORK PLACE

Basically, there are two broad categories of disputes inthe workplace. These are
individual grievance and collective griavance:

(i) Individual Grievances

Individual grievanceare grievances which occur in the course of daily interaction
betweenaworkerand his co-workers and or between worker(s) and his/her Head
by Supervisor or Manager. They are due mainly to perceived injustice or unfair
treatment, alleged violation of company rules etc.

{i) Collective Grievances
Collective grievances pertain toviolation of rights of all employees as provided
forinthe existing agreement. They include

labour standard violations, and violations of existing collective agreement or
arbitration award.

Allgrievances canfurther be classified into two, disputes of interestand disputes
of right.

(i) Dispute of Interest

Grievances of interestare grievances that arise in the negotiating anew collective
agreement or in securing new economic benefits. For instance, if workers
complain of the need for company to pay thern medical allowances or extend
medical facilities to members of their families and management raises an
objection, these constitute dispute of interest.

35

(i) Dispute of Rights

Grievances of rights pertain toviolation of rights as provided for in the existing
agreement. Grievances of rights include labour standard violations, violation of
tenure brought about by unjust dismissal or suspensions and violation of an
existing collectiveagreement or arbitration award.

HANDLING GRIEVANCES

Grievance handling refers to the systematic process of solving employment
related problems between worker or the union and the management. In all
industries where collective bargaining operates there exist as part of the
collective agreements, a grievance procedure voluntarily agreed upon by the
union and the management. This procedureforms part of the procedural agree-
ment. (See Understanding Procedural Agreement).

Oneofthe basicskills in grievance handling is knowingwhich types of grievances
are covered by the grievance procedure. Branch officials and shopstewards
should take note of the scope of the grievance machinery as contained in the
collective agreement booklet.

(i} Collective Grievances

The union’s collective agreement specifics that any grievance arising from
breach, real or alleged, of existing terms and conditions of service inall matters
that are subject tonegotiation which may affect any group of employees or any
member of the Association shall bereferred inthe first instance tothe member
ofthe Association concerned. Concerted efforts of both branch/zonal or district
officers and the Association member shall be made to resolve the grievances,
failing which the local/zonal officers of the union shall refer the grievance to the
General Secretary or his accredited representative for further consideration by
the council.

(i) Individual Grievances

Toensure thaton daily basis workers get the best possibleservice from theunion
with regard to individual grievances, branch officials and shopstewards are
expected to study constantly and follow the 5 steps for resolving individual
grievances as contained in thegrievance machinery.

(a} First Step

Theemployee shall discuss thegrievance with his Headman/Section Head and
theHeadman shall endeavourto settlethematter. Failing the shopsteward shall
take this grievance to the senior person in charge of the section.
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(b) Second Step (i) Define the Grievance
- tt . .
‘ngzzt:l::mnundﬁmf::;;?.thebfamhsec’eta’v shalltake up the matter Define the grievance based on the following questions:

{c) Third Step
Failing settlement under step 2, the grievance shall be taken by the branch
Secretary or his Representative tothe Personnel Manager of his Representative.

(d) Fourth Step
Failing settlement under step 3, the grievance shall be referred to the local
Industrial committee which comprises the brand and zonal officers and top

Management of the Associationmember.

(e) Fifth Step
Failing settlement, the grievances shall be referred by thebranch/zonal officer
to the General Secretary or his accredited representative who shall call for a

meeting of the council.

USEFUL HINTS FOR UNION REPRESENTATIVE ON HANDLING
WORKERS PROBLEM

As shopstewards andbranchofficials we need evidences and facts tosupport
our position at every stage of the grievance machinery. To get these facts and
evidences the following hints will be useful;

(i) Interview the worker
Find out:
whathappened?
when ithappened?
who did it?
whereithappened?
why it happened?

Thisprocess needs tobecarefully carried out, because, workers notonly often
misrepresent or misunderstand the fact, but in panic sometimes deny them
before management. Unionrepresentatives donothelp theworker or the union
by taking up a matter that is not a legitimate grievance. Such grievances are
alwayslost, andtoomany lost grievances destroy the confidence of theworker
bothinthebranchofficeand theunionas awhole. ltis thereforeimportantto check
thefacts carefully and telltheworker truthfully and frankly whether or nothe nas
alegitimate grievance.
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(a) Has any provision of the collective agreement been violated?
(b)  Has any work rule or regulation been misapplied?

(9) Has any custom or convention (common practice) at theworkplacebeen
violated?

. {d) Has the worker been unfairly treated by any act or omission of
mahagement?

Sometimes, itis not qluite easy to know whether theworker has a good case or
not. Insuch situation one should give the benefit of doubt to the worker, the union
is his representative and his defender.

(i) Formulate Arguments

The branch officials then formulate arguments in support of their position and
collect evidencein the form of information and the testimony of witnesses tothe
incidentwhich caused the grievance. The supporting evidence is usually noted
down for assistance of whoever may be presenting the case for the union.

(v) Decide the Remedies desired

It is not enough to point out whatwrong has been done. The union must also
indicate whatmustbe done tocorrectit. For instance, repayment of lost wages,
re-instatement of aggrieved workerinhisjob, etc. Having donethis preparatory
work the shopsteward can then take on the grievance following the steps
specified in the collective agreement.

(v} Prosecute: the Grievance

The branch officials or the zonal secretary or a combination of both of them
prosecute or follow up the grievance at the appropriate stage of the grievance
machinery until asettlement isreached. If a grievanceisnot settled atthelocal
plant level, itis then referred to the General Secretary orhis accredited represen-
tativeforfurther considerationby the council. Whenthelocal grievance procedure
is exhausted and settlement could notbe reached, the pointin dispute shall be
reduced towriting after whichredress shall be soughtthroughexisting lawson
trade dispute. However, we must note that the law promotes theuse of trade
dispute procedure only as alast legal resort to grievances settlement.

Thus, itis incumbent uponasbranchoofficers, totryto settlegrievanceatthelocal
orplantlevel by exhausting the grievancemachinery as stipulated inthe collective
agreement between the Unionand theemployers’ association.
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ACTIVITY 8

UNDERSTANDING GRIEVANCE AND GRIEVANCE HANDLING
PROCEDURE

Aims:

Tounderstand the concepts of Grievance and Grievance Handling Procedure.

* Identify causes of grievances steps toresolve them inthe industry.
Tasks:

In your small group:

* Discuss what Grievance and Grievance Handling Procedures are.

* The differences between disputes of rights and disputes of interests.
* Identify five steps tobe taken in resolving disputes.
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WORKERS AND PRODUCTIVITY IMPROVEMENT
IN THE MILL

INTRODUCTION

WHAT IS PRODUCTIVITY?

(i)  Labour productivity is a measure of the amount of output produced by a
group of workers ina specificperiod of time. Itis themeasure of the relationship
between output and input provided t generate the said output. International
Labour Organization (ILO) defines productivity “as the efficientuse of resources
-labour, capital, land, materials energy, information in the production of various
goods and services.”

(i)  Therearethreeimportantthingsin measuring labour productivity. They are
the units of output produced, the number of workers employed and the period
during which productiontakes place.

MEASUREMENT

(i)  Itis possible to carry out a simple measurement of the productivity of a
group ofworkers. Firstwe canmultiply thenumber of theworkers employed with
the hours they work to get the man-hours worked. We can then proceed to
calculatelabour productivity by dividing theunit of output of a group of workers
by the number of labour hours required for production.

(i) Wemustnotethatcalculatinglabourproductivity is more complexthanthe
above simplified approach. Inthefirst place, itis sometimes difficultto measure
theunits of output produced by a group of workers. Atextile industn_/for instance
produces tangible good: metres of cloth. Tangible goods as unit output are
measurable. However in service industries, intangible goods are not easily
countable ormeasurable as good. Whatfor instanceis theproductivity qu_i group
civil servants? Or, what is the productivity of a group of soldiers? Defining the
units of measurement in these cases is difficult.

(iii)  Another difficulty inmeasuring productivity liesin thefactthaft any p_n_)duct
or service usually goes through several stages of production beforeitis aflnlshgd
product. Each stage of productionwill normally involve the work of people yvuth
different skills, education and experience. In short, not all labour producing a
product or serviceis the same. Adding the labour of di_f(erentworkers together
is like adding beans and porridge. After doing the addl.tlon, wecan say thatwe
have somuchquantum offood, butat theback of our minds, weknowbeans and
porridges arenot comparable.
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(v} Anexample of this problem applies to our company where we combine
labour ofunskilled, clerical and managerial workers together toarrive at the total
hours spentto produce, distribute and sell some metres of cloth.

(vii) Thereisnoway tocompletely getaround this problem. Onepartial solution
is to separate the entire operation into smaller tasks done by similar groups of
waorkers, and calculate the productivity of each group separately. For example,
we may separate theworkers inatextileindustry intogroups such as production
workers, clerical workers, management taff, etc. and then calculate alabour
productivity figure separately for each group. The pointto remember is that in
oneway or the other all categories of workers contribute intheir respective ways
to production and that in principle productivity is measurable. Nowadays, the
views about productivity aremuch morebroader than just the output produced.
Emphasis is now more on the quality produced, that is how efficient are the output
quaranteed at the shortestpossible time.

IMPORTANCE OF PRODUCTIVITY

(i} increase or decrease in the productivity have decisive effects on the
company's profitor revenue position. With improved productivity the company
will be ableto generate more revenue and profit assuming the goods are sold.
This explains why most employers have interest in enhanced output.

(i) Increase in productivity and level of income to the enterprise will also
strengththe Union’s bargaining positionfor high wages and improved working
conditions. This changes in productivity have considerable effects on the
standard ofliving, employmentand wagelevels. Whichmeans boththe employ-

ersand employees mustbeconcerned abouthow toimprove productivity in their
company.

HOW TO IMPROVE PRODUCTIVITY IN THE MILLS

Boththe employees and employers have todevise ways toimprove on produc-
tivity. These include the following:

(i)  Imbibe Work Culture and Ethics: Thirty-four (34) years of political
independence, someworkers are yet to internalize the culture of work. Work is
still mistaken for an extension of pursuit of pleasure and leisure. Every worker
needs to know that work is an action involving effort or exertion, directed toa
definite goal. Work is one's regular occupation and above all, ameans of gaining
one's livelihood. Thus work goes with certain ethics that compel employees to
have certainresponsibilities and duties which will justify their pay and benefits.

(i)  Punctuality: Factory work callsfor punctuality. itmust be recognized that
modern-work is time-scheduled and therefore time-discipline is the key word.
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Wemust not only be seen toreport ontime, but tobe seen thatwe donot mark
time, but rather do jobs assigned to us while at work.

(i) Awvoid Absenteeism: Absenteeism could lead to loss of pay and loss of
productivity which inturn, prevents the fortunes of bothworkers and company.
Thus, both the workers and the company are losers in instances of persistent
absenteeism. Absenteeismmay alsoforcemanagementtoretainalarge number
of casual workers whichis not good for those employed and the unionasawhole.

(iv) Management Prerogatives: Clause Il of the union’s Procedural and
Collective Agreement deals with’Management Clause’. Theclause says that the
business of management s to employ, discipline, transfer and promote. How-
ever, itis theresponsibility ofthe Union to see that themanagement'sright is not
unfairly exercised. We must nonetheless recognize theright ofmanagemen?to
set production target and define production norms with a view to increasing
productivity, again provided the exercise ofthis right does not adversely affect
the healthand general welfare of the workforce.

(v) Follow and Respect Procedures: Every union member and
shopsteward and branch executive in particular, must be familiar with the
company and union rules as regards negotiation and handling of disputes. Cheap
and easy resort to stoppage and strikes at the slightest dispute may provemore
costly and difficult than following the procedures. This is becausewith s'fnkes,
lock-out and violence in extreme cases, there s loss of production and inlgry to
allthe concerned parties. Whereas withrespect for procedurewe learnthevirtues
of patience, the skills of how to put up a case and communicate, and above all,
getresults with minimumprisks.

(vi) Effective Management: When workers have demo?strated the
willingness towaork, the styles ofmanagement have considerableimpacton the
level of productivity. It has been established that in most wgrk esjtabllshment,
management accounts for a greater proportion of productivity gains or losses.
Thusthe role of effective management in productivity impm\{ement is lm'portfmt.
Management should thus evolvejustand fair personnel policies, well defined job-
classification and work rules,

(vii) Motivating the Work-force: Labour is an indispensable means for
improving productivity. Thus peoplewhichinclude, wo.rkers, engineers, entre-
preneurs and trade union members need to be motivated to contn.bute _to
improved productivity. Motivation may take both mom?tary anq non-financial
incentives, namely wages and salaries, gratuity, training, job rotationand general
welfareplans.
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ACTIVITY 9
WORKERS AND PRODUCTIVITY IMPROVEMENT

Aims: -
* To know the concept and importance of productivity.

* Toknow various ways productivity can beimproved in the industry.

Tasks:
Inyour small group:

* Consider what productivity is.
* Suggest various ways productivity can be improved in the mill.
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THE ROLE OF COMMUNICATION IN LABOUR/
MANAGEMENT RELATIONS

WHY COMMUNICATION AT THE WORKPLACE?

(i)  Communicationis theprocess oftransmitting information, ideas, attitudes,
set of rules from employees to employer, employer to employee or between
employeesand employees.

(i}  Communication is importantand indispensable in Labour/Management
relations.

Communication could be described as thelive-wire oflabour/management. Most
often, we find out that when communication is down played at workplace,
unpleasantrelationship developes. This eventually, giveway tolow productivity
moreso, whenlack of communication leads to strike actions, firing of workers by
management, closure offactories and other disputes.

(iii)  Communication can also be described as the problem-solver in labour/
management relations. While seeking improved conditions of service, there are
disagreementsbetween workers and management, however, whenbothmeet
during negotiations, theirideas are expressed, argued upon, discarded, amended,
and accepted through communication.

(iv) By informing workers about the financial and business state of the
company, management spreads the knowledge among the employees. In this
way, the employees will know how they fitin within the enterprise.

METHODS OF COMMUNICATION
Basically there are twomajor methods of communication. They are; Formal and
Informal modes.

(i) Formalwhen communication flows accordingtothe official organisational
structure, it is said tofollow formal communication network. Formal communi-
cationis alwayswritten orrecorded. Formal communicationmay be Downward,
Upward or Horizontal.

(a) Downward Communication: This is the flow of message in the
establishment or relationship from the stiperiors tosubordinates. Inthe company,
ittakes theform of communicationfromthe General Managertothe management
staff down to supervisors and theworkers. Usually, downward communication
takes thefollowing channels: interrogationmemos, departmental briefings, face
toface conversationwith subordinates, company newspaper, bulletins, letters,
posters, telephonesand rallies.
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Itis often used tomaintain discipline, motivateand foster good labour/manage-
ment relationship, job appraisal and evaluation of individual outputs.

(b) Upward Communication: This is the exact opposite of downward
communication. inthis mode, ideas, feelings and perceptions of lower level of
employees (subordinates) are communicated tothose atthe higherlevel (super-
visors). Itprovides forum for subordinates to ask questions, provide feedback
and suggestions totheir supervisors. This may include situations like: grievance
handling, opinion survey, communique and resolutions.

(c} Horizontal Communication: This involves the exchange of messages
among people en the same organisational level of authority. It operates on
department level and it involves task, coordination, problem-solving, conflict
resolution, information sharing and humanrelations in general.

(i) Informal Communication: This involves all communications that are
notcommunicated throughthe formal organisational chart. Informal channels of
communicationmay promote grapevine andrumours. The informal methods of
communications are often opento distortion.

WHAT NEEDS TO BE COMMUNICATED AT WORKPLACE
Itisimportant toidentify someimportant subject areas ofimportance toboth the
management and workers alike. The identified areas include the following:

(i) Progress and Growth of the Company

Itis important that workers are reqularly friefed about company performance,
whether itis in terms of productivity, sales or income. Thiskind of message is
better passed on by managers and supervisors. It is a form of downward
communication. Examples of areas covered by this type of communication
include: product sales, development of subsidiaries, productivity figures, prices

of raw materials, departmental performance, new products, company achieve-
ments, etc.

(i) Profitability

Knowledge aboutfinancial performance of an enterprise is important toboth the
employees and employers. Many employees do notknow how provitable the
company is nor do they know how the profitis spent. It is important especially
in the condition of economic crisis for employees to be informed on: company
income, distribution of income, tax paid, net company profit, etc.

(ii)y Plans of the Company
Employees mustbeinformed about company plans and prospects. They must
know theuncertainties inbusiness and management plansto cope.
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(iv) Policies of the Company

Often, employees get toknow about certain things, inthe company onlywhenthey
runinto problems. Yet itwould have been better if they had been well informed
beforehand. Itis imperativetoput across, managements’views and policiesfrom
time totime. Policy information must cover thefollowing: payment systems, job
evaluation exercise, promotionprocedure, employees’loan schemes, healthand
safety rules, pension scheme, employee car-purchasescheme, etc.

(v} People

Communication should not necessarily be about work-processes alone. But
aboveall, about the peoplewhowaork inthe enterprise. Theburden of getting this
information across lies with the management. Workers must know about
changes in their pay and working conditions. Areas dealing withthe conditions
of peopleat work include thefollowing: appointments, promotions, absentee-
ism, time-keeping, shift system, job security, staff handbook, long service
awards, grievance procedures, over-time, etc.

ACTIVITY 10

THE ROLE OF COMMUNICATION IN LABOUR/MANAGEMENT
RELATIONS

Aims:

* Tounderstand the meaning of communication at work.
* Toknow different methods of communication
* Toappreciate what should be communicated atworkplace.

Tasks:

In your small group:

* Discuss why communicationis important atworkplace.
* |dentify differentmodes of communication inyour company.
* |dentify what needs tobe communicated upon inyour company.

ElectaReporter.
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HOW TO MAKE A CASE AS SHOPSTEWARDS
AND BRANCH EXECUTIVE OFFICERS

INTRODUCTION

(i)  Atradeunionsuch as the National Union of Textile, Garment and Tailoring
Workers of Nigeria([NUTGTWN) is an organisation established topromote and
defend theinterests of members.

(ii) Those who work for the Union, whether the are elected or appointed or
ardinary members, are know as 'unionists'.

(iii) Unionistsareunited together because they shall the common objective of
advancing the interests of workers in suchareas as salary increase, good working
environment, fringe benefits, health and safety, housing, etc.

(iv} Inpursuing common objectives, trade unionists must enter into different
kinds of relationship withthe employers. In effect, the task of Unionists, be he/
shea Shopsteward, Branch Executive, Zonal Chairman, Organising Secretary,
Assistant General Secretary, President or General Secretary, is aboutrepresen-
tation and delegation. Thus, every Unionists is defined as a delegate or a
representative.

(v} The job of a Unionist involves putting up arguments and reason for the
improvement of the conditions of their members during negotiations and meet-
ings with the employers and management,

(vi) Onthesurface, theart of arguing and giving reason for, say, salary increase,
looks simple. Many Unionists take their task for granted such that they are often
surprised that they obtainless or noresultfrommanagement well equipped with
better arguments orreasons. Inmany instances, itis easierto contestwand win
an election as Chairman than to know the problems of members not to talk of

knowing how to present these problems with aview of getting resultsbefore the
management,

{vii) The observedtrend inrecent timeis theresort to confrontation as a means
of getting results. While it may be true that ‘confrontation’ makes some

managementlistentoworkers' representatives, the cost of it makes it oftenless'

effective and evenadoubtful method. Thus destroying company's property to
drive homea'case’ for wageincrease mayvery wellbe a signof weakness and

inc‘ompet'ence of representatives of workers and workers themselvesratherthan
being a sign of ‘union power.’
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(viii) Realunionpower inmoderntimes dependsnotsomuchonintuition, ‘guess
work’ or suicidal mission of ‘burn’ and ‘loot’. Rather, union power depends on
organisation of ideas, thought, people and feeling with a view of achieving
desired objectives of welfare improvement. Unionists must necessarily acquire
theskills toorganise ideas and their feelings, suchthat evenif employers say ‘no’,
it is not because the unionists lack reason for their claim but because the
management lacks superior argumentand possibly management is also poorly
organized. A better organized Unionmay compel employers to overcome their
ownrot.

MAKING A CASE

(i) Shopstewards andBranchExecutives are electedrepresentatives ofworkers
from different departments of the mills. They are often called upon to handle
grievances not only between workers and management but also between
workers and workers. They also enterintonew negotiation over anumber of local
issues that affect workers, namely, shifts, heat/dust allowance, overtime,
transfer, etc. Theseresponsibilities involve arguments and a lot of talking. The
tasks involved making or putting up case and cases.

WHAT IS A CASE?

(i)  Agood casehas been aptly defined as a set of prepared and convincing
arguments. Putting up agood case is certainly not an easy task. Arguing or
putting some points together to convince the other party requires some skills
which trade unionists must endeavour to acquire.

STEPS TO HANDLE A CASE o
Four steps have been identified as part of the process of achlfevujg a good
representation by way of awell prepared arguments by trade unionists.

(i) Mapping the Problem .

Thereis asaying thatoncea problem isidentified, itishalf-solved. The V\{lsdom
in this saying is that an identification of a problem is as difficult as solving the
problem. Identifying aproblemis thefoundationtobuildingupa good case.’Most
Unionists act onmake-belief, rumour or guess wark rather than facts. T_his isbad
enough. ldentifying aproblem tasks Shopstewards and Branch Executivesto do
theirhome-work before entering intoany negotiation. They must assumgthatthe
other parties {Supervisors, Personnel Managers, etc.) have done their home-
work. They must organise the presentation of their argument inanorderly way.

i) Consider the other Persons’ Point of View
Without disagreement, thereis noneed forarguments. Dlsagreemgqtofcqurse,
involves two ormoreparties. Confrontationmaybe inevitablebutitis desirable
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to always listen to the other party's peint of view. Disagreement often arises
becausethe conflicting parties have

different attitudes
different interests
differentresponsibilities
differentinformation
different perception
differentideas.

The objective of considering other party's point of view is tofind common ground
for agreement.

(i) Supporting Your Case
Convincing cases mustbe informed by concreteevidences, reasonsand data.
Sypporting your case involves the following stages:

deciding what kind of data/information needed

finding data and recording it

structuring the case

interpreting the meaning of the data, definition/comparability.
precedents, if any.

(v) Presentation of your case

A good case that is well prepared but poorly delivered is as bad as a case not
prepared at all. These arethefollowing aspects of presentation Shopstewards/
Branch Executives should be familiar with:

language

length of presentation

how much detail

one speaker of many (Chairman)
how tohandle questions

what supporting tools.

ACTIVITY 11
HOW TO MAKE A CASE

Aims:

* Tohelp shopstewards/branch officers knowhowto represent their members

beforethe management.
Tasks:

In your small group:
* Discuss what a caseis.
* Identify five steps to take while handling cases.
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Appendix

LIST OF TEXTILE COMPANIES

KADUNA/JOS/ZARIA AREA:
AREWATEXTILE PLC

KADUNA TEXTILE LIMITED
NORTEXT NIGERIA LIMITED
FINETEX NIGERIA LIMITED
BLANKET MFG. CO. LIMITED
CHELLCO IND. LIMITED
FUNTUATEXTILE LIMITED
UNITEX LIMITED
ZAMFARATEXTILEIND. LIMITED
ZARIA INDUSTRIES LIMITED
MARK TEXTILE

JOSFIBRE

COTTON AND AGRI. PROCESSING
PROPECT TEXTILE

UNITED NIGERIA TEXTILE PLC
SUPERTEX LIMITED

UNITED NIGERIA TEXTILE (ONITSHA)
POLYFIBRE IND. LIMITED

KANO AREA:
BAGAUDATEXTILEMILL
GASKIYATEXTILE MILL
UNIVERSAL TEXTILE INDUSTRIES
HOLBORN NIGERIA LIMITED
INTERGRATED FIBRE
NORTHERN TEXTILE MFG. COMPANY
FAHID DAYEKH AND COMPANY
DANGOTE TEXTILE INDUSTRIES
BRAIDING MFG. CO. LIMITED
BROCADE MFG. CO. LIMITED
KANO TEXTILE INDUSTRIES
TERRYTEXT NIGERIA LIMITED
UNITED AGRO VENTURES

LAKHI TEX. INDUSTRIES

ILAIND. LIMITED

NORNIT INDUSTRIES
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EASTERN AREA:
ABATEX PLC

HORIZON FIBRE PLC
STRETCH FIBRES

NIKKO INDUSTRIES
GENERAL COTTON MILL
ASABATEX MILLLIMITED
BELHOPE INDUSTRIES
DELTA PACK

LAGOS AREA:
WESTEX INDUSTRIES

HONG KONG SYNTHETIC FIBRE

WOOLLEN & SYNTHETIC
ODUATEXTILE INDUSTRIES
ARCEETEXTILE

G.D. M. TEXTILE
DALAMALTEX. MILLS
NIGERIA BRAIDING

ROYAL SPINNERS
INTERNATIONAL TEX. IND.
AFLON IND.

AFPRINT NIG. PLC

ELITE TEX. IND.

FIVESTAR IND.

FIRST SPINNERS
K.ISSARDAS

MAYFAIR SPINNING
MADHU INDUSTRIES
JAYBEE INDUSTRIES
NICHEMTEX PLC

SPINTEX MILL LIMITED
ATLANTIC TEXT. MFG.
LUCKY FIBRE NIG. LIMITED
CENTURY POLYESTER
GOLDSTAR INDUSTRIES
BAKHOLON NIG. LIMITED



Appendix

DAJEPLASTICS

ABEL ABU

VINKAY INDUSTRY
A.D.GULAB

BHOJSONS INDUSTRIES
BAGCO

ENPEEIND.

GLOBE SPINNING
TEXTLON IND.

NIG. WEAVING & PROCESSING
ALKEMNIG. LIMITED
NIG. FISHING NET
NELCO LIMITED
IJORATEX. MILLS

NIG. SYNTHETIC FIBRES
NWESPIN LIMITED
UNITED SPINNERS
SWANTEXMILLS
CENTRAL BAGS
NITOLTEX. MFG.
TEXTILE SPECIALITIES
SUNFLAG INDUSTRIES
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1 contd.

COAST WEST AFRICA
NIGERIA TEXTILEMILLS
RELIANCE TEXTILE
KAY INDUSTRIES
SPECOMILLTEXTILE
WESTCOASTWEAVING WORKS
EUROSPORTS WEAR
REKHA SYNTHETIC
WAB TERRY LIMITED
KING CARPET

ENICEE TEXTILE
MABOL IND. SERVICES
ASWANITEXTILEIND.
VARAMAN IND.

EMAR TEXTILE
SHRIRAMIND.
NIGERIAN ROPES
EMAR TEXTILE
SHRIRAM IND.
NIGERIAN ROPES
HAFFAR INDUSTRIES

Appendix 1l
TRADE UNIONS IN NIGERIA

Agriculture & Allied Workers Union of Nigeria.

National Union of Air Transport Workers.

Nigeria Coal Miners Union.

Medical & Health Workers Union of Nigeria.

National Union of Electricity & Gas Workers.

National Association of Nigerian Nurses & Midwives.

Nigeria Union of Journalists.

Nigeria Union of Seamen & Water Transport Workers.

National Union of Food, Beverage & Tobacco Employees.

Nigeria Ports Authority Workers Union.

Nigeria Union of Teachers.

Nigeria Union of Railwaymen.

Nigeria Civil Service Union.’

Civil Service Technical Workers Union.

Nigeria Union of Civil Service Typists, Stenographic Allied Staff.
Radio, Television & Theatre Workers Union.

National Union of Bank, Insurance & Financial Institution Employees.
National Union of Hotel & Personal Service Workers.

Dock-Workers Union of Nigeria.

National Union of Paper & Paper Products Workers.

Nationa Union of Construction And Civil Engineering Workers.
National Union of Furniture Fixtures.

Metal Products Workers Union of Nigeria.

National Union of Petroleum and Natural Gas Workers.

National Union of Chemical & Non-Metallic Products Workers._
Footwear, Leather & Rubber Products Workers’ Union of Nigeria.
Union of Shipping, Clearing & Forwarding Agencies Workers of Nigeria.
Printing & Publishing Workers.

National Union of Road Transport Workers.

Iron & Steel Workers Union of Nigeria.

Automobile, Boatyards, Transport Equipment and Allied Workers Union of Nigeria.

Metallic & Non-Metallic Mines Work'ers Union.
Recreational Services Employees Unl_on.
Non-Academic Staff Union of Education.
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Appendix Il contd

Nigeria Unionof Local Government Employees.
National Union of Public Corporations Employees.
National Union of Shop & Distributive Employees.
Nigeria Unionof Pensioners.

National Union of Postal & Telecommunication.
Shap Distributive Trade Senior Staff Association.
Precision Hectrical & Related Workers Union.
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CwW.C.
L.AP.

1.LO.
I.T.GLW.F.
KT.L
N.E.C.
N.EC.A.
N.LC.
N.J.LN.C.
N.LC.
N.P.C.
N.SLTF.
NTGTEA

GLOSSARY

Central Working Committee

Industrial Arbitration Panel

International Labour Organisation

International Textile, Garmentand Leather Workers Federation.
Kaduna Textile Limited

National Executive Council

Nigerian Employers Consultative Association

National Indusfrial Court

National Joint Negotiating Council

Nigeria Labour Congress

National Productivity Centre

National Social Insurance Trust Fund

Nigerian, Textile, Garment and Tailoring Employers Association

N.U.T.G.T.W.N. National Union of Textile, Garment and Tailoring Workers of Nigeria

U.N.T.PLC.

United Nigeria Textile Plc.
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