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ABSTRACT
This study sought to find out the impact of collective bargaining on organizational performance, a case study of Federal Polytechnic, Offa. The target population of the study was 50 staffs. A representative sample of 356 staff was obtained by use stratified random sampling. This study targeted both Management and Unionisable staff of all companies in the Energy Sector in Nairobi County. The study targets management staffs that are charged with the responsibility of formulation and implementation of employee relations policies, procedures and strategies as well as Unionisable staff since they are affected by the policies, procedures and strategies. The study used a descriptive research design to measure the effect of employee relations on employee performance. The study used a questionnaire to collect data. A structured questionnaire was used to collect data. The Statistical Package for Social Sciences version 22 was used to analyze data. Inferential statistics were used to establish the relationships that existed between the variables. The correlation coefficient results found that collective bargaining had a positive significant effect on employee performance, r = .547, p = .000 while the regression results showed that for every one unit change in collective bargaining, employee performance increases by 0.362 hence implying a positive impact of collective bargaining on employee performance. The study found out that collective bargaining had a significant effect on organizational performance. 
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CHAPTER ONE
Introduction
1.1	Background to the study
	In Global perspective, in the beginning of the 20th century, the industrial relations system had been premised on a doctrine of collective laissez- faire. At the same time, however, government consistently provided implicit support for unions and recognized their place in the economic order (Howell 2005). In United States, National Labour Relations Act is structured around the principles of protection of the right to organize, requirement of majority support by employees for union certification, exclusive representation of bargaining units, duties to bargain in good faith with certified union representatives and use of the economic weapons of strikes and lockouts to resolve impasses in bargaining noted (Malin, 2013).  Collective agreements continue to be reached with non- independent unions supported by the employer, and these even forestall the ability of unions to use the statutory recognition procedures. The emphasis remains firmly on a private ordering, for which enterprise- level decisions are regarded as key. The relationship between the management and the workers has also been a controversial issue in any organizations, be it private or public. The relationship is bound to be confliction of the ideological difference that exists between the management and the workers. It has been argued that industrial conflict and disputes are heritably human conflict because at core of such actions are people with interest contrary to other people who then perceived that their goals and objectives are interfered with by the effort of others. These ideological differences may includes demand by workers for better working conditions/climatic and a counter demand by the management for higher productivity respectively. The workforce conditions consequently assume that the management is insensitive to it demands for a better condition hence labour disputes occur. Therefore, there is need to resolve such conflict through collective bargaining between the management and the aggrieved party (workers).Although, the specific institutional arrangement and diverse, yet they share enough elements of fundamental importance in the areas of socio-political and economic affairs. Nevertheless, a strong case for the proposition is established so that we can gain an insight into the operation of collective bargaining by making a comparative analysis of the different systems with due regards to their unique features. Collective bargaining is quite common within the public sector (Moe, 2006; Moe, 2009) because the power of the unions, and the interest of the union to pursue negotiations, are rooted in survival strategies (Moe, 2009). Collective bargaining therefore, is a process of mutual influence between the employer and the union (representing employees) with an objective of reaching mutual agreement on employees’ working conditions (Cloutier et al, 2012).  According to Godfrey et al (2007), collective bargaining is central to any industrial relations system, as a tool through which regulated flexibility is achieved as the involved parties (the employer and the union) operate on divergent interests and different conclusion as a result of available resource or perceived available resource, and competitive position. In addition, relations between unions and employers are often portrayed as a ‘zero-sum game’, where union members benefit at the expense of employers, and vice versa (Bryson, 2001). In their studies Bacharach and Lawler (1981) and Katz et al (2008) stated that employees are the productive power of the organization while the employer provides wages and benefits. There is growing evidence that both workers and employers can benefit under the conditions of fair collective bargaining system (Bryson and Wilkinson, 2002). Likewise, Chaulk and Brown (2008) study showed that collective bargaining could be a significant event which might leave deep scars in the workplace, such as reducing job satisfaction, and organizational commitment beyond the end of collective bargaining process. While, it could also provide positive inﬂuence on productivity due to workers’ higher motivation and satisfaction (Addison et al., 2004). On the other hand, Cahuc and Zylberberg (2004) opined that the total eﬀect of collective bargaining is an open empirical question. However, unions may significantly increase worker motivation, thereby improving productivity and performance through giving 'voice' to workers concerns and grievances and represent their concerns and grievances to management (Bryson and Wilkinson, 2002).
1.2	Statement of the problem
The need for a conducive work environment, cordial relationship between the three actors in industrial relations (labour, management and the government) and how best to promote and maintain employee job satisfaction and productivity has engaged the attention of the management of both public and private organizations. This is because; it is a fact that these variables are very crucial to the survival of every organization. A close look at these variables suggests that Labour - management relations is a crucial factor that may determine or influence the other variables. One basic feature of the components of an organization is varying interests. Every stakeholder in an organization has his/her interest which normally may differ from other stakeholder’s interests. The extent to which these interests are harmonized and satisfied determines the extent to which the organizational climate/environment is conducive for team work and maximum production. These interests are often realized through collective bargaining - an instrument in labour/management relations which allows both management and workers to discuss issues and take joint decisions that will ensure the survival of the organization.
1.3	Research questions
The study seeks to find answers to the following research questions.
i. To what extent do employees influence organizational performance?
ii. Is there any relationship between collective bargaining and employee’s performance?
iii. Does collective bargaining has impact on organizational performance?
1.4	Objectives of the study
The broad objective of this study is to examine the impact of collective bargaining on organizational performance in Federal Polytechnic, Offa, Kwara State. The specific objectives are;
i. To examine the employees influence on organizational performance
ii. To determine the relationship between collective bargaining and employee’s performance.
iii. To ascertain the impact of collective bargaining on organizational performance. 
1.5	Research hypotheses
H01: Employees does not influence organizational performance.
H02: Collective bargaining has no relationship with employee’s performance.
H03: Collective bargaining has no impact of on organizational performance 

1.6	Significance of the study 
The importance of collective bargaining is felt goes to advantage it offers to organizations. It will be beneficial to all service organizations as it emphasizes the need and encourage the establishment of policy guidelines on the efficiency and effective capacity building and development programme. It will help the managers of various organizations to generate ideas and solutions to problems based on the best way to run capacity building in their organizations in order to achieve desired goals and objectives. It will equally be useful to small scale business, large cooperation’s, universities and to the government. It will also helps researchers to know more tools for improving organizational performance. Collective bargaining is beneficial to the following stakeholders, the workers, employers, government, unions, and the researchers.  
1.7	Scope of the study
	This project which talks about the impact of collective bargaining on organizational performance. Limit it scope to only federal polytechnic as organization, the industrial scope so as to be able to carry out a comprehensive work and it will be practically impossible to cover all the polytechnic in Kwara state. The geographical scope is the Offa at the federal polytechnic, Offa.

1.8	Definition of terms
· COLLECTIVE BARGAINING: This is the negotiation about working conditions and terms of employment between employer, a group of employers on one hand and one or more representative workers in the organization on the other with a view of reaching agreements.
· LABOUR: This refers to the organized work group who are directly involved in the attainment of organizational goal. In this context, labour excludes the management of the organization.
· MANAGEMENT: For the purpose of this study, the term management refers to those professionals who establish the objectives and goals of their organization. It refers to senior personnel/staff in the organization that is responsible for planning, organizing, directing, controlling, staffing and rewarding the human resources engaged in the organization.
· LABOUR MANAGEMENT RELATION: This is the internal arrangement between employers and the workers unions in an organization with a view of regulating their relations affecting environment and its compensation.
· REMUNERATION JOB SATISFACTION: In countries like Pakistan, the class involved in transferring and sharing of knowledge are teachers. In both public and private sectors, teachers are employed through contractual contracts and in government sector or permanent basis. The induction process is well looked out and candidates have to go through different selected candidates are offered packages depending on the qualification and experience.
· PROMOTION: It refers to raising customer’s awareness of a product or brand generating sales and creating brand loyalty. It is one of the four basic elements of the market mix, which includes price, product, promotion and place.
· DISMISSAL: It simply means termination of employment by the employer. While dismissal can be a disciplinary step. It does not have to be dismissal night be for redundancy of for health.
· DEMOTION: A demotion is a compulsory reduction in an employer’s rank or job title within the organizational hierarchy of a company, public service department, or other body. A demotion may also lead to the loss of other privileges associated with a more senior rank and / or a reduction in salary or benefits.
· WAGES AND SALARY: Wages is best associated with employee compensation based on the number of hours worked multiplied by an hourly rate of pay. For example, an employee working in an assembly plant night work for 40 hours during the work week. If the person’s hourly rate of pay is $15, the employee will receive a pay check showing gross wages of $600 (40 x $15). If the employee had worked only 30 hours during that week, his or her pay check needs to be computed based on the actual hour worked, the employee earning wages will likely receive his or her pay check five days after the work period.


CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
	 This chapter consists of the literature review of the study, a research work on the impact of collective bargaining on organizational performance using university of Ilorin teaching hospital, as a case study. The chapter consists of literature review, which deals with how numerous researchers see their views on collective bargaining, the conceptual framework which deals with the structure of collective bargaining, the Nigerian experience on collective bargaining and its impact on organizational performance. Lastly, the chapter looks into some various theories on collective bargaining such as unitary theory, pluralism theory and the empirical review. According to Rose (2008), the term collective bargaining was originated by Webb and he described the process of agreeing terms and conditions of employment through representatives of employers (and possibly their association) and representatives of employees (and probably their unions). Rose (2008) posits that collective bargaining is the process whereby representatives of employers and employees jointly determine and regulate decisions pertaining to both substantive and procedural matters within the employment relationship. The outcome of the above process is the collective agreement. Collective bargaining as one of the processes of industrial relations performs a variety of functions in work relations. It could be viewed as a mean of industrial jurisprudence as well as a form of industrial democracy. It is a means for resolving workplace conflict between labour and management as well as the determination of terms and conditions of employment. Davey (1972) views collective bargaining as “a continuing institutional relationship between an employer entity (government or private) and labour organization (union or association) representing exclusively a defined group of employees of said employer (appropriate bargaining unit) concerned with the negotiation, administration, interpretation and enforcement of written agreement covering joint understanding as to wages/salaries, rate of pay, hours of work and other conditions of employment.”  Hecknett (1979) identifies two basic approaches to bargaining. These are:
· THE DISTRIBUTIVE BARGAINING: It based on the assumption that one parties gain will be the other’s loss. Therefore, on the negotiation table, each party is determined to minimize their losses and maximize their gains. Conflict between employers and employee is inheritable in the distributive bargaining.
· THE INTEGRATED BARGAINING: The integrated bargaining implies that both parties to a negotiation may be able to negotiate a gain without a loss to the other. Hecknett concludes that two main categories of agreements can be reached through the bargaining process. These are:
A. SUBSTANTIVE AGREEMENT: Substantive agreement lays down turns of employment (e.g. salary, leave e.t.c.).
B. PROCEDURAL AGREEMENT: Procedural agreement set out the procedures and principles that regulate the relationship between negotiate parties from time to time. Bedelam (1987) observes that the way labour and management approach their relationship as they adjust to collective bargaining affects the quality of their interaction and the outcome reached an approach based on antagonism and aggression would yield grievances, strikes and employees discontent. Conversely, when labour and management deal in spirit of accommodation and reconciliation, conflict is reduced and both sides often stand to gain from the improved relationship. He suggests that to build and maintain a co-operative labour management relations, the existence of collective bargaining should be accepted by employers, labour officials and managers. Dunlop (1958: 128) identifies three broad purpose of collective bargaining; these are:
A. Distribution of economic wealth or setting of labour price.
B. Rulemaking in the workplace.
C. Methods of setting disputes.
The major interest of unions, according to Dunlop (1958) is the wages concessions from the employers through collective action partly because it eliminates wages disparities among those doing similar job and partly to consolidate their strength collective bargaining establish what Dunlop refers to as individual jurisprudence in the workplace. Collective bargaining has become rule of law and the basic ingredient of individual democracy. Collective bargaining serves as a method of setting disputes in organization.
According to Salman (2010) the purposes of collective bargaining are:
· It provides permanent records which guide the parties affected.
· It provides working basis for clarifying and sorting out problems, mis-understanding nor grievances. Therefore, agreements should be clear and precise.
· It helps to check irresponsibility and excessiveness on both sides.
· It also provides the framework or platform for industrial peace and harmony within the enterprises. In addition, the techniques employed in collective bargaining sessions are as follow:
A. BLUFFING: Here negotiators try to bluff or outsmart the other. This is situation when one part in the process of negotiation may work out with his supporters for the following reasons.
· One party gaining upper hand
· Party working out may be unprepared for the session or leader might have been bought over (blackleg leaders).
B. TABLE PONDING: This is a call for attention opportunity to smoke or drink or an opportunity for group to put head together.
C. TRADE OFF: This is a situation where both parties play it cool, compromise is often needed after proposal and counter proposals. It is a session of give and take.
D. BUY OUT: Parties may agree on consensus by taking less in terms of demand and on issues. If they will gain in other areas e.g. more fringe benefit at a salary reduction. In their own writing, Wellington and Winters (1972) list four functions of collective bargaining in a process through which industrial peace is achieved. It is a way of achieving industrial peace, it enable the employers to bargaining collectively withy employees representative in the political environment. However, the most important function of collective bargaining according to Willington and Winters is that it help to remove the imbalance in the power of the individuals viz-a-viz the employer. Harbison (1954) has observed that the mere existence of collective bargaining relationship put continuous pressure on the employer to eliminate the course of employee’s discontent and to think in terms of human sides in the management of the organization. Thus, as a result of the practice of collective bargaining, employees sees their employers as co-partners and relate with them as co-equals in contract to the former act of dominating over them. Chamberlain together with Kulin (1965) argues that the possibility of the ultimate threat of strike is a necessary condition for collective bargaining. This is corroborated by Egbo (1987) in his book, collective bargaining in the public sector when he said strike causes both parties to compromise, even though unwillingly, so that a settlement of the disputed issues results.

2.2	CONCEPTUAL FRAMEWORK
	A conceptual framework is an analytical tool with several variations and context. It is used to make conceptual distinctions and organize idea. Strong conceptual frameworks capture something real and do this in a way that is easy to render and apply. Conceptual frameworks are particularly useful as organizing devices in empherical research. One set of scholars has applied the nation of conceptual framework to deductive, empirical research at the micro or individual study level. Likewise, conceptual frameworks are abstract representations, connected to the research projects goal that directs the collection and analysis of data.  According to Rose (2008), the term “collective bargaining” was originated by Webb and to describe the process of agreeing terms and conditions of employment through representatives of employers (and possibly their association) and representatives of employ democracy. It is a means for resolving workplace conflict between labour and management as well as the determination of terms and conditions of employment. Davey (1972) views collective as “a continuing institutional relationship between an employer entity (government or private) and labour organization (union or association) representing exclusively a defined group of employees of said employer (appropriate bargaining unit) concerned with the negotiation, administration, interpretation and enforcement of written agreement covering joint understanding as to wages/salaries, rate of pay, hours of work and other condition of employment.”International Labour Organization (ILO) (1960) views “collective bargaining as negotiation about working conditions and terms of employment between an employee, a group of employers or one or more employers” organization, on the one hand and one more representative workers organization on the other, with view to reaching agreement”. The term public sector comprises the government as employer as the federal, state and local government levels as well as the parastatals, the universities and the state-owned companies. The public sector constitutes the largest employer of labour in the country in spite of the recession in the economy. Modern trade unionism began in Nigeria in the public sector. As Damachi and fashoyin (1986) observed that trade unionism and labour relations originated in the civil service in 1912; but it is in this sector that unions are weaker and labour relations marginally practiced. The weakness of the unions in this sector was attributed to a well documented problem of union factionalism, multiplicity and leadership squabbles which characterized Nigerian unions up to the mid-1970s. Omole (1987) raises the issue of the interesting features of industrial relations in the developing countries when compared to the practice in the developed countries. In the developed countries, industrial relations practice in the public sector was modeled after the practice in the private sector. In the developing countries, the opposite was the case especially with Nigeria where or industrial relations system in the private sector of the economy developed from the practice in the public sector. The account for the trend, he states that the idea of bargaining for more by workers emerged first in the sector in developed countries and its law and procedures are well established. In Nigeria, the origin of the trade unionism can be traced to the public sector, where arose during the colonial rule when paid employment was first introduced into the country by the colonial administrators. Relationship in any human set-up, (industrial or non-industrial organization), is either formal or informal. It is within the framework of an informal relationship that the activities of the grapevine are discussed. However, what is more important to organizations is formal relation. There is a structure involving a mechanism to regulate behavior at work in which workers or their organization (union) and management interact. Authorities have defined collective bargaining variously. It has been defined as negotiations about working conditions and terms employment between an employer and a group of employers or one or more employers’ organizations, on the one hand, and one or more representative of workers’ organizations on the other, with a view to reaching agreement (ILO, 1960). From the perspective of NECA, collective bargaining should be defined in such a way that it goes beyond emphasizing wages and conditions of employment. Thus for NECA, collective bargaining is a process of decision-making, where overriding purpose is the negotiation if an agreed set of rules to govern the substantial and procedural terms of employment relationship as well as the relationship between the bargaining parties themselves (NECA, 1980). It has been defined as a mechanism whereby union and management are brought together in an interactive process and each is given an opportunity to contribute to the determination of matters which are mutually important to the parties and for the survival of the enterprise (uchendu, 1998). Conceptually, collective bargaining is seen as the core of industrial relation system. Collective bargaining or joint negotiation is essentially an autonomous system of making job rules between employers and trade unions. It is a process of a party in industrial relations making proposal or demands to the other of discussing, criticizing, explaining, exploring the meaning and the effects of the proposals; of seeking to secure their acceptance. It includes making counter proposals or modifications for similar evaluation (Yoder, 1958). The essence of the process is to reach of agreement. Briefly stated, collective bargaining is a process of negotiation between workers and employers through their organization(s), of a contract of employment for the best possible working conditions and terms of employment (Flippo. 1984). Yoder (1958) and others have said that the common practice has been for the employers to wait to see what proposals and demands to union would make. Thus, the employers are engaged in passive or negative. But in recent years, they said, employers are more generally coming up with positive bargaining; they take initiative just as the union and have been showing increasing tendency to advance their own proposals. This holds true in some situations in Nigeria where employers initiate changes and advance proposal for bargaining. Collective bargaining in which each party makes proposals to the other party seems to be better, the more balanced and satisfactory system. The idea of bargaining is not strange in Nigeria even in the remotest rural areas. The regular and common method of transacting business and of effecting exchange of even the most elementary objects continues to be through haggling and bargaining. The rational of collective bargaining is agreement, but if an agreement was not reached the action which took place is not less collective bargaining than if the process had ended in an agreement. Thus, collective bargaining takes place once collective action is involved whether or not agreements, so long as the parties have made genuine efforts to reach agreement. Thus, collective bargaining according to I.C.F.T.U. (1966) takes place when:
· Single employer is a party negotiating with representatives of the workers. Bargaining of this kind is frequent, for example, in Nigeria and in Ghana during its early years of the first republic and other developing countries where there are not organized;
· A trade union negotiates with a group of employers, each has of whom represent a separate undertaking and the group has developed a joint policy for collective bargaining, even though in temporary collaboration and not permanent organization. Bargaining with such a group of employers is collective only on the workers’ side;
· Bargaining takes place with the representatives of single organization of employers or with representatives of a number of employers’ organizations, each having its separate membership but all having a common interest in the discussion. Bargaining with a federation or confederation of employers’ organizations comes under the concept of collective bargaining;
· Bargaining on the workers’ side is undertaken by an elected committee which can act as a contracting party representing the interest of all union members. This body is generally regarded as a trade union even if it has acquired on permanent existence. Thus, it is sufficient if one party is a group for the process to qualify as collective bargaining and the temporary or permanent nature of the group or organization is not significant for the process to be accepted as collective bargaining.

2.2.1	THE STRUCTURE OF COLLECTIVE BARGAINING
Collective bargaining has a number of levels and a structure.
The levels can be independent of each other and may not be a hierarchy of a system as such. Otherwise the levels may take a hierarchical form such that collective bargaining at the national level, for instance, defines the general policy and principles, setting out the framework within which regional, industrial and local bargaining can take place. The choice of levels and structure depends on the strength of the parties, their organizations, the economic situation and perhaps the subject of bargaining (O.E.C.D. 1972). Where the workers’ and the employers’ organizations are strong at the national level there would tend to develop a national level of collective bargaining. And where these organizations are on industrial bases, collective bargaining may tend to develop around the industry. It is possible to have industry wide bargaining and also enterprise bargaining. These higher levels of bargaining could co-exist with those at the plant or workshop level. Where these various levels co-exist in a hierarchical relationship, the subject matter of bargaining than becomes the basic factor of role allocation to the level. The higher levels could also serve as appeal levels for the lower ones. Disputes which cannot be solved at one level pass the hierarchy to the next. Thus, the organizational type of the unions, say craft, industry-wide, general union etc. determines the structure of collective bargaining. But the level at which the main bargaining take place is the level of the organization at which the power centre rest. If in an industrial union the power centre rests with the local units, collective bargaining would tend to gravitate towards the lower level. And bargaining at the industry level would be weak if it exists.
2.2.2	COLLECTIVE BARGAINING AND THE INFLUENCE OF 	GOVERNMENT ON ENFORCEMENT
	Collective bargaining is a term that has been used by Sydney and Beatrice Web to describe negotiations on conditions of service and terms of employment between employers and workers or between employers association and trade unions. It covers all arrangements in which workers do not negotiate with employers by themselves but do so collectively through their representatives. The issues covered by such collective bargaining are always very extensive and they include wages hours of work, increments, promotions, job grading and classification, annual leave etc. In fact in the present dispensation, any matter which is capable of causing a trade dispute is negotiable; it has also been extended to socio-political matters like the election tribunal. It has been argued that the terms which trade unions seek to get through collective bargaining, the process by which they are negotiated and the enforcement of the agreement, all depend on the size and strength of the bargaining unit. In the public sector, collective bargaining takes place at the national level. If the issues involved pertain to the whole nation, but if they concern a particular state only, the bargaining takes the procedure adopted in the private sector. More so, issues affecting the whole country that is those which involve both the federal and state government are discussed between representatives of the federal and state government and those of the Nigeria Labour Congress (NLC) or agency. Decisions reached at such negotiations are usually implemented by the parties involved. In Nigeria, the issue of collective bargaining as provided under the labour Act Cap 198 laws of the federation 1990. Collective bargaining was defined by the Act as the process of arriving or attempting to arrive at a collective agreement while collective agreement means, “an employment in writing regarding working conditions and terms of employment concluded between:
· An organization of workers or an organization representing workers (or an association of such organization) of the one part and
· An organization of employers or an organization representing workers (or an organization of such organization) of the other part (S. 91, labour Act 1990). However, S.47 of the trade union dispute Act 1990 provided a contrast definition. This notwithstanding both definitions refers to collective bargaining as negotiation between employers and their employees collectively, represented by union, for the settlement of terms and conditions of employment. The end result is an agreement. As an aspect of labour relations, collective bargaining provides the forum for a bargain or negotiation and lends eventually to rule making or agreement between the parties, thus creating some form of social order in the relationship.
2.2.3	COLLECTIVE BARGAINING: THE NIGERIA EXPERIENCE
	In Nigeria, for a workers’ organization to be acceptable as a party to collective bargaining, it must have been registered as a trade union for the category of workers whose working conditions are being considered. It is said to be the must appropriate means of regulating union-management relations. In view of the developing nature of the economy, or especially the seminal nature of industrial relation system, it is advocated that the process of collective bargaining in Nigeria should be a tripartite arrangement, involving the union, management and the government. This is with a view to ensuring sustained economic growth. There are two sectors-the public and the private sector. Here, we intend to show, in each of the sectors, which machinery operates and how it operates.
A. THE PUBLIC SECTOR: The machinery that operates or is supposed to operate in the public sector is called the Whitley council. Other forms of collective bargaining include joint industrial council and joint consultative councils (Fashoyin,1980). The Whitley councils system, which has been use in the UK, was introduced in Nigeria in 1948. It was introduced to replace the provincial wages committees which were found grossly inadequate as they were meant to cater only for daily paid workers (who represented only on small portion of public sector work force) and leaving off the established staff. The Whitley council system is different from the machinery for bargaining in the private sector. Unlike the bargaining in the private sector which could be on a house, industry or national basis, the Whitley system used to be an all embracing mechanism of national scope, covering federal, state and sometimes local government employees.
B. THE PRIVATE SECTOR: It has been noted that the collective bargaining mechanism developed a little later in the private sector, and must have started in n1957 by the establishment of the joint industrial council by the Nigerian Tobacco Company LTD. And its house union. It seems that with the establishment of the existing 42 industrial trade unions (restructures later to 29) there is more of collective bargaining in the organized private sector, especially within democratic dispensations. Joint industrial councils (JICs) in the private sector were the equivalent of the Whitley councils in the public sector, and were originally conceived as union-management industrial relations panels by which wages, working conditions and other substantive industrial issues involving union and management would be discussed. There were also joint consultative councils (JCCs). The difference between JICs and JCCs was that the latter are informal while the former are formal. JCCs were informal for workers and employer to discuss mutual problems and to aid collective bargaining. All these mechanisms were imported from British. Meanwhile, where was inadequate machinery for voluntary collective bargaining, may be as a result of the employees’ weakness to bargain effectively, the minister of labour was empowered to a wages board whose function was to be what a properly constituted voluntary collective bargaining mechanism would have done. It appears presently that a collective bargaining mechanism is in vogue, at least in the public sector. For instance, in most of the strikes which took place in 2001 and 2002, especially between ASUU and the federal government, the collective bargaining process was employed in resolving most of the strike actions.
2.2.4	COLLECTIVE BARGAINING ON ORGANIZATIONAL PERFORMANCE
	Organizations are consciously created at one point in time to accomplish certain objectives. In order to accomplish the objective which they have set, organization formulate appropriate strategies which give rise to the development of organizational structure through which the set objectives will be achieved. One of the reasons why organizations have assess them is to find out to what extent organizations have achieved their objectives or, in what direction they are performing (i.e. either negatively or positive). This process of determining the extent of an organization’s performance level is called organizational effectiveness in the literature of organization theory. Collective bargaining provides workers with a collective voice which may be more effective than dealing with managers one by one. Collective bargaining helps ensure adequate wages and working conditions and helps workers to receive a fair distribution of gains that might result from the introduction of new technology.

2.2.5	FACTORS NECESSARY FOR ORGANIZATIONAL PERFORMANCE
	These are factors that cannot be ignored by any organization in attaining or toward achieving organizational performance, these factors are as follow:
A. EFFECTIVE COMMUNICATION: A negligent attitude by management to proper channel communication will bring about negative reaction to the management and its teams and this will in turn; frustrate their entire plan to increase organization performance.
B. EFFECTIVE CO-ORDINATION: To achieve organizational performance in any complex organization, the parts have to work in co-ordination with each other. Poor co-ordination leads to reduced efficiency and productivity. Effective coordination is absolutely essential to good administration.
C. EFFECTIVE LEADERSHIP: According to Stogdill (1978), is defined as the process of influencing group activities towards goal setting and goal achievement. An organization without leadership is an assemblage of people without direction and in consequence without clear purpose and mission to accomplish. If organization lacks effective control of its employees, it can result in low productivity.
D. MORALE: This is the willingness of employees to participate in a truly active way to devote their full energies to the organization task. Employee tends to assumed not just passive but active attitude towards the furtherance of the organizational goal when morale is high.
E. TRAINING OF EMPLOYEES: This is a process by which the aptitude, skills and abilities of employees to perform specific job are increased. If the organization formulates appropriate comprehensive training programs, conduct training research; ensure effective training of employee organizational performance is enhanced.
2.3	Theoretical framework
2.3.1	Unitary Theory
The essence of unitary theory of industrial relations, held by Halford Reddish (1966), and Barrett, Rhodes and Beishon (1975), established that every work organization is an integrated and harmoniously existing for a common purpose. The unitary theory  is based on mutual co-operation and harmony of interest  between management and labour within an organization, Unitarists also viewed trade unionism as illegitimate intrusion into unified and cooperative  structure of  workplace and also denied the validity of conflicts at work whether between employers and employees or between  management and  unions. Thus, collective bargaining and trade unions are perceived to be anti- managerial mechanisms.
2.3.2	Pluralism Theory
Pluralism theory view from a set of assumptions and values that workplace conflict is inevitable, and this is in line with the view of Hyman (1978), that conflict is inevitable and natural. Clegg (1979) opines that pluralism is concerned with great stability and adaptability to industrial relations by collective bargaining. Pluralists viewed that potential conflict existing between management and unions within the workplace and trade unionism as acceptable and important part in regulating conflicts, rather than causing conflicts.  The study, therefore, adopted pluralism theory because collective bargaining is recognized as being the institutional means by which conflicts or disputes between management and unions over labour demands are regularized and resolved. Also, industrial conflicts is accepted by pluralists as being inevitable and also regarded conflicts as necessary for healthy enterprises, as it helps to bring grievance shielded by workers to the surface in order to solve conflicts.
2.3	Empirical review
            In the study conducted by Joy, Dumebi and Kola (2015) on collective bargaining and evaluation of conflict management strategies in the University of Lagos, it is revealed that effective collective bargaining has positive effects on productivity and also serves as a veritable instrument for conflicts management. It was also revealed from the study carried out by Uwa (2014) on conflict management strategies and employees’ productivity in Nigeria civil service that, collective bargaining and negotiation strategies were significantly related to employees’ productivity, while avoidance and imposing strategies were significantly negative.  Jide (2013) found in his study that there is limited appreciation of the collective bargaining in approach and practice by managers of industrial relations in public sector.
CHAPTER THREE
Methodology
3.1	Introduction
	This chapter will provides the research instrument used, research design, population and sampling techniques used, the validity and reliability of data collection used and method of data analysis used. 
3.2	Research design
	The method used to accomplish the objectives of this research work is descriptive method which is set together integration analysis summarized and defined particularly purpose of this research work. Descriptive study as the name suggest, entails the descriptive of a phenomenon under investigation. It is not concerned about explaining why, how or when an event occurred but rather focuses on what characterizes the phenomenon.
3.3	Population of the study
	The population under study must be registered and in doing this a sample population of the study includes: member of staff (both teaching and Non teaching) of Federal Polytechnic, Offa. This research work is based on questionnaire administered to the institution and the total population of the study is 300 work staff of the institution
3.4	Sampling techniques and sampling size
	For effective research, the researcher divided the population of the institution into stratum in other to administer questionnaire to staff. Random selection of staff was made from each stratum, and this procedure ensures that each staff has equal chance of being selected.
3.5	Method of data collection
	The researcher used two basic sources of data collection in the process of conducting the research. The researcher used both primary and secondary sources of data collection
A. PRIMARY SOURCE OF DATA COLLECTION
	Primary sources of data collection are information that is generated specifically for the purpose of their research work. In this study, data were got from personal observation, interview and responses on the questionnaire. The questionnaire is a well structured one which permits the respondents to answer (Yes or NO). The questions are design in the closed ended manner in order to accurate statistical evaluation.
B. SECONDARY SOURCES OF DATA COLLECTION
	Secondary sources of data were gotten existing information that are already written, published and unpolished that are related to the topic which includes textbooks, journals, newspapers, international financial publication towards organizational performance.
3.6	INSTRUMENTS OF DATA COLLECTION 
INTERVIEW: This is a method of data collection instrument which involves a face to face contact or interaction between the two parties involve. This enable the researcher to interact directly with those personnel concerned with the require information. This was used in addition to questionnaire method to collect more information which were mire compliable and cannot be effectively included in the questionnaire.
OBSERVATION: This is the method whereby the researcher was able to share in live and activities of the events being studied during the research work. This give researcher the opportunity to view personnel on duty and to watch the collective bargaining. It enhances sound labour management relations in the society.
3.7	Method of data analysis
In the analysis of data collected, statistical method simple percentages and tables were used for descriptive purpose and to answer the research questions as well as described responses while  chi-square method of analysis were employed for testing of  hypothesis facts available. This enables the researcher to draw a relevant conclusion, based on the empirical facts available.
3.8	Historical background of the case study
	The Federal Polytechnic, Offa, came into existence in 1992. A presidential pronouncement for its establishment was made at the Palace of His Royal Highness, Olofa of Offa, Oba Mustapha OlawooreOlanipekunAriwajoye II, by the then Military President, Ibrahim Babangida during a state visit in 1991. Consequently, a local task force was then constituted by His Royal Highness, the Olofa,  under the Chairman of Alhaji TiamiyuOlatinwo with six other eminent indigenes of Offa and Chief Ayotunde Raji as Secretary. This local task force prepared the ground for easy take off of the Polytechnic. It identified the premises of Olalomi Comprehensive high School as a suitable temporary site and liaised with identified landlords whose properties could be used by staff and students. The pioneer Rector of the Polytechnic, Engr. (Mrs.) Taiwo Adeife Osemeikhian, administered both administrative and academic matters in the Polytechnic from February 1992 to year 2000, under the supervision of a Federal Task Force led by the Director of Science and Technology, Federal Ministry of Education. The task force was responsible for taking major policy decisions affecting the polytechnic and performing the functions of the Governing Council. She handed over to the immediate past Rector, Dr Razaq Bello from whom the current Rector, Dr MufutauOlatinwo, took over to pilot the affairs of the Polytechnic since 2006 as Ag. Rector, and later as the third substantive Rector in 2008. The first Governing Councils of the Polytechnic was inaugurated alongside councils of other tertiary institutions in year 2000, the second in 2005 while the third and the current council headed by Senator Engr. OnyekaOkoroafor, was constituted in 2009. The first batch of three hundred and sixty (360) students were admitted into the initial six programmes  viz;
1. Financial Studies
2. Business Studies
3. Secretarial Studies
4. Science Laboratory Technology
5. Electrical/Electronic Engineering; and
6. Computer Science
	From this humble beginning, the Polytechnic has developed to its present state with 20 courses offered at National Diploma (ND) level, and 22 courses at Higher National Diploma (HND) level and Pre-ND programs in Arts and Science. The institution is proud of over 5,000 students in its care.
Location
	Temporarily, the Polytechnic is located at the southern end of the town along the Offa-Oshogbo Way, while its permanent site is currently being rapidly developed along Ojoku Road, Offa.
Organizational structure
	At the apex of the organizational structure of the polytechnic is the Minister of Education and Visitor of the Polytechnic. Next in line is the Governing Council, headed by Senator Engr. On yekaOkoroa for followed by the Academic Board.
1. Minister of Education - Visitor of the Polytechnic
2. Governing Council headed by Senator Engr. OnyekaOkoroafor
3. Academic Board
Staff strength and students population
	The Federal Polytechnic Offa boasts of Staff strength of 302 junior staff and 485 senior staff, the later broken down into 215 Academic and 219 Non Academic Staff.
  The Polytechnic also has 29 Staffs in its Secondary School, 18 in the Primary School and 4 in the Women in Tertiary Education(WITED) Day Care Centre. In the current academic session, the Polytechnic has a Student population of twenty five thousand, six hundred and forty six (25,646) students studying at different levels of its various programmes of study.
Schools in the polytechnic
1. School of Applied Science and Technology
2. School of Business and Management Studies
3. School of Communication and Information Technology
4. School of Engineering Technology 
5. School of Environmental Studies


CHAPTER FOUR
4.0	Data presentation, analysis and interpretation
4.1	Introduction
As a follow-up to the discussion in chapter three, a presentation and analysis of the data collected on collective bargaining and the industrial atmosphere in the Federal Polytechnic, Offa. The questionnaires consist of two parts, part ‘A’ and part ‘B’.
SECTION  ‘A’
TABLE 4.1.1: DISTRIBUTION OF RESPONDENTS BY SEX
	Option
	Frequency
	Percentage %

	Male
	35
	65

	Female
	15
	35

	Total
	50
	100







Source: Researcher’s Survey, 2025
The table 4.1.1.above shows that 35 respondents are male representing 65%, while 15 respondents are female representing 35%. This means that statistical data shows that they are more male responds than the female in the organization.
TABLE 4.1.2: DISTRIBUTION OF RESPONDENT BY AGE
	Option
	Frequency
	Percentage %

	18 – 30
	10
	15

	31 – 40
	25
	60

	41 – 50
	15
	25

	51 & above
	--
	--

	Total
	50
	100









Source: Researcher’s Survey, 2025
The Table 4.1.2 shows that 10 respondents are between 18 – 30 years representing 15%, 25 respondents are between 31 – 40 years representing 60%, while 15 respondents are between 41 – 50 years representing 25%.

TABLE 4.1.3: DISTRIBUTION OF RESPONDENT BY MARITALSTATUS.
	Option 
	Frequency
	Percentage %

	Single
	24
	45

	Married
	26
	55

	Divorced
	--
	--

	Total
	50
	100








Source: Researcher’s Survey, 2025
	The Table 4.1.3above shows that 24 respondents are single representing 45%, 26 respondents are married representing 55%, while none of the respondents is a divorced or a widow.
TABLE 4.1.4: DISTRIBUTION OF RESPONDENT ACCORDING TO DEPARTMENT
	Option
	Frequency
	Percentage %

	Administrative
	15
	40

	Operation And Maintenance
	09
	20

	Accounting and Finance
	11
	25

	Engineering
	05
	05

	Commercial
	05
	05

	Information
	05
	05

	Total
	50
	100












Source: Researcher’s Survey, 2025
	The Table 4.1.4 above shows that 15 respondent representing 40% are from administrative department, 09 respondents are from operation and maintenance department representing 20%, 11 respondents are from accounting and finance department representing 25%, 05 respondents from commercial department representing 5%, while 05 respondents are from information department representing 5%.
TABLE 4.1.5: DISTRIBUTION OF RESPONDENTS ACCORDING TO EDUCATIONAL QUALIFICATION
	Option 
	Frequency
	Percentage %

	WAEC
	12
	25

	ND/NCE
	12
	25

	HND/B.Sc
	18
	29

	M.Sc and above
	08
	21

	Total
	50
	100









Source: Researcher’s Survey, 2025
	The table 4.1.5above tell us that 12 respondents representing 25% are WAEC holders, 12 respondents also representing 25% are ND/NCE holders, 18 respondents representing 29% are HND/B.Sc holders, 09 respondents are M.Sc holder representing 21%.
TABLE 4.1.6: DISTRIBUTION OF RESPONDENTS ACCORDING TO LENGTH OF SERVICE
	Option 
	Frequency
	Percentage %

	1 – 5 years
	09
	15

	6 – 10 years
	20
	40

	11 – 15 years
	14
	35

	16 and above
	07
	10

	Total
	50
	100




Source: Researcher’s Survey, 2025
	The table 4.1.6. shows that 09 respondents are between 1 – 5 years representing 15%, 20 respondents are between 6 – 10 years length of service representing 40%, 14 respondents representing 35% are between 11 – 15, while 07 respondents are between 16 years and above of length of service representing 10%.
SECTION ‘B’
TABLE 4.2.1. QUESTION 1: ARE YOU A MEMBER OF THE STAFF UNION? 
	Option 
	Frequency
	Percentage %

	Yes
	28
	60

	No
	22
	40

	Total
	50
	100







Source: Researcher’s Survey, 2025
	From the table 4.2.1. above, 28 respondents are representing 60% of the total respondents that belongs to the staff union as a way of enhancing sound labour management relations, 22 respondents representing 40% said No. since unionism is allowed in the ministry, the advantage is that staff of the ministry will be able to collectively table their grievances to the management. 
TABLE 4.2.2. QUESTION 2: IS THE MEETING BETWEEN WORKERS REPRESENTATIVE AND MANAGEMENT FREQUENT IN THE MINISTRY?
	Option 
	Frequency
	Percentage %

	Yes
	28
	60

	No
	22
	40

	Total
	50
	100







Source: Researcher’s Survey, 2025
	From the table 4.2.2.above, 28 respondents are representing 60% of the respondents admitted that meeting between labour and management is very frequent, while 22 of the respondents are representing 40%. Since majority of the workers in the organization admitted that the meetings between the labour and management is frequent, the advantage is that the collective bargaining will be used as a means of enhancing industrial harmony in the organization.
TABLE 4.2.3. QUESTION 3: WOULD YOU SAY COLLECTIVE BARGAINING HAS CONTRIBUTED TO INDUSTRIAL PEACE AND HARMONY IN THE MINISTRY?
	Option 
	Frequency
	Percentage %

	Yes
	25
	50

	
	
	

	No
	25
	50

	Total
	50
	100








Source: Researcher’s Survey, 2025
	Responding to the question 4.2.3. above, 25 respondents are representing 50% stated that the collective bargaining enhance industrial peace and harmony,  25 respondents representing 50% also admitted that it does not have anything to do with peace and harmony in the ministry. The effect is that there is room for good relationship between the management and the labour in the organization. Again, it gives workers sense of belonging. More importantly good and conducive environment for work.
TABLE 4.2.4. QUESTION 4: DOES THE MANAGEMENT OFTEN LISTEN TO WORKERS DEMAND FOR BETTER CONDITION OF SERVICE?
	Option 
	Frequency
	Percentage %

	Yes
	40
	75

	No
	10
	25

	Total
	50
	100





Source: Researcher’s Survey, 2025
	Out of the 50 respondents in table 4.2.4., 40 respondents are representing 75% indicated that management often listen to them whenever they table their problems to the management in a round-table discussion, 10 respondent representing 25% said that the management does not always listen to them whenever they have any problem.
TABLE 4.2.5. QUESTION 5: HAS BETTER CONDITION OF SERVICE BEEN ACHIEVED THROUGH NEGOTIATION WITH MANAGEMENT?
	Option 
	Frequency
	Percentage %

	Yes
	30
	75

	No
	20
	25

	Total
	50
	100







Source: Researcher’s Survey, 2025
	From the table 4.2.5 above, 30 respondents representing 75% agreed that better condition of service is achieved through collective bargaining, while 20 respondents representing 25% disagreed that better condition of service is not achieved through collective bargaining.
TABLE 4.2.6. QUESTION 6: DOES UNION AND MANAGEMENT OFTEN RICH AGREEMENT ON MUTUAL BENEFITS?
	Option 
	Frequency
	Percentage %

	Yes
	35
	60

	No
	15
	40

	Total
	50
	100







Source: Researcher’s Survey, 2025
	From the table 4.2.6 above, 35 respondents representing 60% agreed that both management and workers often shift ground on issues that have to do with collective interest, representing 40% of n15 respondents said No to mutual benefit between union and management.
TABLE 4.2.7 QUESTION 7: ARE AGREEMENT REACHED OFTEN IMPLEMENTED?
	Option 
	Frequency
	Percentage %

	Yes
	28
	60

	No
	22
	40

	Total
	50
	100







Source: Researcher’s Survey, 2025
	From the table 4.2.7 above, 28 respondents representing 60% agreed that the agreements reached are often implemented, while 22 respondents representing 40% disagreed. The implication of this is that majority of the respondents supports that the organization management always respect agreement sighted with labour unions.
TABLE 4.2.8 QUESTION 8: HAS THERE BEEN A TIME WHEN DISPUTES BETWEEN MANAGEMENT AND LABOUR WERE RETURNED TO THE INDUSTRIAL ARBITRATION PANEL?
	Option 
	Frequency
	Percentage %

	Yes
	38
	85

	No
	12
	15

	Total
	50
	100







Source: Researcher’s Survey, 2025
	From the table 4.2.8 above, 38 respondents representing 85% supported the fact that disputes has once being taking to industrial arbitration panel, 12 respondents representing 15% maintained that no case ever being taken to industrial arbitration panel, while none of the respondents was neutral. The effect of this is that there has never been a case that was too much for the management to cope with.
TABLE 4.2.9 QUESTION 9: DID ANY OF SUCH DISPUTE LED TO DEMONSTRATION OF STRIKE?
	Option 
	Frequency
	Percentage %

	Yes
	44
	90

	No
	06
	10

	Total
	50
	100







Source: Researcher’s Survey, 2025
The table 4.2.9above shows that 44 respondents representing 90% support the fact that disputes led to demonstration of strike, 06 representing 10% said No to the question.
TABLE 4.2.10 QUESTION 10: DOES THE MANAGEMENT AND EMPLOYEE ENSURE COMMITMENT TO OPTIMAL JOB PRODUCTIVITY?
	Option 
	Frequency
	Percentage %

	Yes
	28
	60

	No
	22
	40

	Total
	50
	100







Source: Researcher’s Survey, 2025
	The statistical data in table 4.2.10 shows that 40 respondent representing 85% stated that employee and management ensure commitment to optimal job productivity, 10 respondent representing 15% admitted that it does ensure commitment to optimal job productivity. That is, collective bargaining has help to ensure commitment to optimal job productivity since the majority admitted.     
TABLE 4.2.11 QUESTION 11:DOES COLLECTIVE BARGAINING ENHANCE ORGANIZATIONAL PERFORMANCE IN THE MINISTRY?
	Option 
	Frequency
	Percentage %

	Yes
	28
	60

	No
	22
	40

	Total
	50
	100







Source: Researcher’s Survey, 2025
	The table 4.2.11 indicated that 35 respondents representing 80% stated that collective bargaining enhance organizational performance, 15 respondents representing 20% admitted that it does not have anything to do with organizational performance.
TABLE 4.2.12 QUESTION 12: DOES THE MANAGEMENT AND WORKERS OF THE COMPANY UNDER STUDY INTEREST IN THE DETERMINATION OF EMPLOYMENT ISSUES?
	Option 
	Frequency
	Percentage %

	Yes
	28
	60

	No
	22
	40

	Total
	50
	100







Source: Researcher’s Survey, 2025
	The table 4.2.12 above shows that, 40 respondents representing 85% agreed, while 10 respondents representing 15% disagreed to the question.
	These are all the analysis for the tables above.
4.3	Test of hypotheses
	Hypothesis is an unproved theory, proposition sent forth an explanation of something, often as the basis for further investigation. Hypothesis is the guides for investigators in the entire process of research endeavor and they keep the researcher on the main line of the study, on impact of collective bargaining on employee and organizational performance. This section is considered with the testing of hypothesis, two alternative conclusions are involved.
Hypothesis one
	The analysis of data collected under section ‘B’ of the questionnaire on table 4.2.3, question 3. Would you say collective bargaining has contributed to industrial peace and harmony?
H0: Employees does not influence organizational performance.
H1: Employees influence organizational performance
Test of statistic: Х² = 
Critical Region: = 5%
D.R.: Reject H0 if Х²cal>Х²tab, otherwise Accept.
	Option 
	Frequency
	Percentage %
	Total

	Yes
	25
	50
	75

	No
	25
	50
	75

	Total
	50
	100
	150





Ҽἰ= 
= =25
= =25
= =25
= =25
	Oĳ
	Ҽĳ
	(Oĳ – Ҽĳ)²
	

	25
	25
	0
	0

	50
	25
	625
	25

	25
	50
	625
	12.5

	50
	50
	0
	0

	
	
	Х²cal = 
	37.5






Х²cal =   = 37.5
Х²tab → 1, 0.95 = 3.841
CONCLUSSION: Since Х²cal>Х²tab, we reject H0 and conclude that employees influence organizational performance
HYPOTHESIS TWO
The analysis of data collected under section ‘B’ of the questionnaire on table 4.2.10, question 10. Do the management and employee ensure commitment to optimal job productivity?
H0: Collective bargaining has no relationship with employee’s performance.
H1: Collective bargaining has relationship with employee’s performance
Test of statistic: Х² = 
Critical Region:  = 5%
D.R.: Reject H0 if Х²cal>Х²tab, otherwise Accept.
	Option 
	Frequency
	Percentage %
	Total

	Yes
	40
	85
	125

	No
	10
	15
	25

	Total
	50
	100
	150




Ҽἰ= 
= =41.67
= =8.3
= =83.33
= =16.67
	Oĳ
	Ҽĳ
	(Oĳ – Ҽĳ)²
	

	40
	41.67
	2.79
	0.07

	85
	8.33
	5878.29
	705.68

	10
	83.33
	5377.29
	64.53

	15
	16.67
	2.79
	0.17

	
	
	Х²cal = 
	770.45










Х²cal =   = 770.45
Х²tab → 1, 0.95 = 3.841
CONCLUSION: Since Х²cal>Х²tab, we reject H0 and conclude that collective bargaining has relationship with employee’s performance.
HYPOTHESIS THREE
The analysis of data collected under section ‘B’ of the questionnaire on table 4.2.11, question 11. Does collective bargaining enhance organizational performance in the ministry? 
H0: Collective bargaining has no impact of on organizational performance 
Hi: Collective bargaining has impact of on organizational performance.
=Test of statistic: Х² = 
Critical Region:  = 5%
D.R.: Reject H0 if Х²cal>Х²tab, otherwise Accept.
	Option 
	Frequency
	Percentage %
	Total

	Yes
	35
	80
	115

	No
	15
	20
	35

	Total
	50
	100
	150







Ҽἰ= 
= =38.33
= =11.67
= =76.67
= =23.33
	Oĳ
	Ҽĳ
	(Oĳ – Ҽĳ)²
	

	35
	38.33
	11.09
	0.29

	80
	11.67
	4668.99
	400.08

	15
	76.67
	3803.19
	49.60

	20
	23.33
	11.09
	0.48

	
	
	Х²cal = 
	450.45










Х²cal =   = 450.45
Х²tab → 1, 0.95 = 3.841
CONCLUSSION: Since Х²cal>Х²tab, we reject H0 and conclude that Collective bargaining has impact of on organizational performance.
4.4	DISCUSSION OF FINDINGS 
The study investigates the impact of collective bargaining on organizational performance; 150 hundred respondents finally participated in the study by responding to 100 questionnaire surveys, fifteen research questions were proposed for the study while frequency counts and percentage in table were adopted to analyze data gathered from questionnaires distributed. The preceding analysis has revealed that collective bargaining has a vital role in the organization performance of Federal Polytechnic, Offa capability in Nigeria and through their wide dispersal. They should provide an effective means of mitigating collective bargaining and resources utilization. And this also will contribute in strengthening industrial linkages by producing intermediate products for use in large enterprise in Nigeria. The researcher also finds and showed that the management boards have not been favourable in the establishment of collective bargaining in Nigeria. Management should know how it will be amending some of these irregularities they feel is affecting the establishment of collection bargaining in order to encourage more people into venturing into it. Based on the above outcome, the collective bargaining have experienced on increase in level of customers patronage. 



















CHAPTER FIVE
Summary, conclusion and recommendations
5.1	Summary of finding
	From the investigation conducted, it is clear that the way labour and management approach their relationship as they adjust to collective bargaining affects the quality of their interaction and the outcome reached. An approach was based on the spirit of accommodation which leads to less conflict, strike and employees discontent Most of the workers are members of the union. Furthermore collective agreements reached by both the management and the worker are often implemented greatly to industrial peace and harmony in the ministry. This is often, willing to listen to the complains from the workers. Again, better conditions of services are always attained through collective bargaining. Having examined the industrial relations in Federal Polytechnic, Offa, and the researcher view it to a large extent, the organization labour relations confirm with the functions of the previous. Writers on relations in the public sectors. For instance, writers like Hecknett (1977) identified two basis approaches to bargaining. These are:
· THE DISTRIBUTIVE BARGAINING: It is based on the assumption that one parties gain, will be other loss. Therefore, on the negotiation table each party is determined to minimize their losses and maximize their gain. Conflict between employers and employees are heritable in the distributive bargaining.
· THE INTEGRATIVE BARGAINING: It implies that both parties to a negotiation may be able to negotiate a gain without loss to the other.

5.2	CONCLUSION 
	The industrial relation in the Federal Polytechnic, Offa agrees that with the general in the sense that it is greatly affected by the service rule and the government administrative guidelines. The cordiality, understanding, co-operation and mutual trust that exists between the employees and management is the cause of the industrial peace and harmony the organization enjoys. The labour and management believe in the amicable settlement of their differences through negotiation. They both recognize the fact that for industrial peace to prevail there must be the spirit of give and take. Both the workers and the management of the organization believe in and prefer collective agreements to strike in order to improve the workers lots.
5.3	Recommendations
	As indicated in the findings, the organization strives hard to employ collective bargaining. However, there is still room for improvement in the labour management relations in the organization. In light of this, the study makes the following recommendations:
· The establishment of a district industrial relation unit in the personnel management department to handle labour management relations matters. Alternatively, the existing public relations unit functions should be widened to cover labour management relations issues. The new unit should be well staff by experienced industrial relations experts.
· Annual industrial relations seminar should be organized by the organization to broaden the knowledge of the workers particularly those who are not in the personnel department. Industrial relations experts should be invited from outside the organization. In this way, the employees would acquire the necessary skills need from the management, the intricacies of the bargaining process. Both the labour and the management would limits the labour management relations
· Departmental consultative committees should be establish to handle issues/or problems that are peculiar to the respective departments, such committees should deal with matters that are emergency in nature or not carried by any collective agreement or civil service rules.
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