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CHAPTER ONE
1.1	Background to the Study
The beginning of industrial relations emanated from the industrial revolution which started in the 18th century that brought about the establishment of cottage industries which in turn led to employment of many people with different skills by single employers, who were then the owner-managers of the enterprises. Due to increase in the number of industries couple with mass recruitments, industries developed beyond the cottage level. (Yesufu, 1984). The poor working conditions in these industries made it necessary for the government to intervene by enacting laws on working conditions and the aims of these laws were not only to improve working conditions but also to remove the excess of employers. Nigeria inherited most of the U.K legislations through the various labor codes, factory ordinances, the worker men’s compensating ordinance, and the trade union ordinance, e.t.c.
Since Nigeria independence in 1960 however, these laws have been replaced by Trade union Act of 1973, The labour Act of 1974, The Trade dispute Act of 1976, The factory Act of 1987, The worker man’s compensation Act of 1987 and many more. All these government efforts were as a result of identification of a lot of conflicts between the employers and labour (union), and also to ensure peaceful co-existence and harmonious management and labour relationship in workplace- which can be said to be the central focus point of “Industrial Relations”. Industrial relations can be viewed in a general term to describe the relationship between an organization of workers and employers or group of employers (Onu, 1989). In practical sense industrial relations is concerned with the relationship between trade unions (of workers). Employers (industrial or group) in the industry (paid employment) and government intervention (either directly or through its agencies) in that relationship web of rules which binds the actions of industrial relations has been describe as “Tripartism”. Schregle, (1982) viewed that parties to industrial relations in workplace consist of 3 key actors; The employers (management) The employees (represented by labour unions) and the government as mediator. This view is in line with (Dunlop,1985). Industrial relations embraces relations and interactions between the management (employers), unions (workers) and the government (state) which are equally central importance and fall within the purview of industrial relations.
According to Farnham and Pimotti, (1998), there are number of industrial relations processes through which industrial decisions are made and implemented. These include: conciliation, dispute settlement, grievance handling, conflict avoidance, procedures, strikes, industrial tribunals, negotiation, joint consultation e.t.c. It is important however, to note that among the various sources of industrial relations, decision and collective bargaining is a voluntary system of negotiation that progressively reduces the prerogative relationship between the employers (management) and workers (unions) which gives way for mutual negotiation over the rule of work and through which each party will recognizes the rights of the other. (Thomason), 19880
Collective bargaining is an industrial relations institutional frame work which fosters the making of rules intended to guide the behavior of actors (employers and employees) relating to rewards, compensation, benefit and privileges that are accruable to the workers in exchange for the services or contribution of their efforts.
Uvieghara (2001) opined that, the term collective bargaining is applied to those arrangements under which wages and conditions of employment are settled by a bargain, in the form of an agreement made between employer or associations of employers and workers’ organization”. There are processes and method of collective bargaining for industrial democracy. Ngu (1994) viewed collective bargaining as a process and as a method.
It is a process because it is dynamic (moving ideas) and can be employed as a conflict resolution device. As a method because it can be viewed as a technique used by Trade unions (leaders) and employers (managements) to establish and maintain cordial work relations.
Despite the fact that collective bargaining serves as a mechanism for industrial democracy and harmonious work relations among parties involved, yet conflicts arise in work relations. Elele (2008), attempted an explanation by alluding to the differences in interest and goals of the unions and employers. He opined that the unilateral regulation of wages commission has become a norm in the Nigeria public sector and vitiates the ideal efficacy of collective bargaining; “indeed, that industrial democracy cannot take firm footing in the Nigerian work labour relations”. (Onah, 2008) “Ironically the collective practice machinery has performed relatively poorly” (Fashoyin, 1999). The collective bargaining is traceable to public sector in Nigeria but the machinery of collective bargaining has performed rather poorly in the sector, and this attributed to relative poor performance of the machinery and practice of collective bargaining to the prerogative of employers. 
Major agitations on industrial relations problem in Nigeria public sectors specifically the public tertiary institutions are mainly centered on issues of poor and low salaries and other compensations. As Onah; (2008) observed, the issue of salaries and allowances in the Nigeria public sector labour relations is worthy of mention. Not only salaries are poor for certain categories of workers, the regularity is very low and quite de-motivating. The persistent agitations usually end-up in strike actions and adversely affecting the general economic development of Nigeria nation. It is against this background that the study examines the impact of collective bargaining on employee compensation in public tertiary institution Kwara State Polytechnic Ilorin.

1.2	Statement of the Problem
The efforts of unions in Nigeria have gone beyond improving the job security and economic well-being of their members. With strength of unionization in the Nigeria public tertiary institutions, one might ask how effective labour organizations (unions) have been in pursuits of their fundamental objectives in the area of higher education.
The evidence concerning economic benefits is much less clear: however, part of the problem with assessing the economic impact of collective bargaining is insensitivity on the part of employers or their management representatives on employees’ compensation (wages structure) in the Nigeria public sector and by extension the employees’ living conditions are low. Salaries are not only poor, but the payments are usually irregular. When this is view against the extravagant and ostentations living among political office holders, political leader/ elites and public office holders of the public sector, conflict becomes inevitable because of compensation inequality especially in situations where collective bargaining machinery and process are not given firm footing or recognition. According to Mullings (2010) high- performing organizations are those that create and nurture rational exchanges that are based on trust, mutuality, care and respect. The usual agitation in the public establishments in Nigeria especially the public tertiary institutions is that their employers (Government) is not given adequate attention, respect and care to employees and lack of mutual trust has led to frequent conflicts, between the state and the labour.
Therefore, to achieve improved working conditions and relations in the public sector, it is ultimately necessary to employ effective and firm footing collective bargaining machinery and process to address challenges relating to employee’s compensation between management and labour in the Nigeria public sector, specifically the public tertiary institutions.
The main research problem to be investigated in this study is to examine the impact of collective bargaining on employees’ compensation in public tertiary institution Kwara State Polytechnic Ilorin.
1.3	Research Questions
Based on the problems identified, the study seeks to address the following research questions.
1. What is the effect of collective bargaining on workers’ compensation? 
2. Is there any relationship between the outcome of collective bargaining and workers’ performance in public tertiary institutions?
1.4	Objectives of the Study
The main objective of this study is to examine the collective bargaining on employees’ compensation. Another specific objective includes to:
1. Examine the effect of collective bargaining on employees’ compensation. 
2. Determine the relationship between the outcome of collective bargaining and employees’ performance in public tertiary institution.
1.5	Research Hypotheses
The following hypotheses are formulated in null form to guide the study.
H01: collective bargaining has no significant effect on employee’s compensation.
H02: There is no significant relationship between the outcome of collective bargaining and employees’ performance.
1.6	Significance of the Study
This study would significantly beneficial to: public establishment especially the public tertiary institutions, be informed on the need for adoption of collective bargaining as a means of resolving labor/management disputes and conflicts in order to create peaceful and harmonious relationship between them. Also, Government, agencies, union organization, and employer organization among others would be better informed on the importance of proper formulation and implementation of effective collective bargaining mechanisms that can address industrial conflicts related to wages, salaries and other non-financial compensation issues. To serve as awareness and sensitize stake holders on the impact of effective compensation policies on employees’ performance in all sectors, specifically public tertiary institutions and the efficacy of collective bargaining to achieve improvement on terms and conditions of employment.
The study provides vital information and data on the need for collective bargaining, in formulation and implementation of policies and strategies on employees’ compensation that are useful for both public establishment and private sectors. The result of this study and its finding would stimulate thoughts in carrying out further studies on research in areas concerning collective bargaining and employees’ compensation.
1.7	Scope of the Study
The main focus of this study is to examine the impact of collective bargaining on employees’ compensation in public tertiary institution (Kwara State Polytechnic Ilorin).
1.8	Definition of Terms
1. Collective Bargaining: collective bargaining is the processes by which employers and groups of employees seek to reconcile their conflicting goals through mutual accommodation thereby reaching a collective agreement that regulate terms and conditions of employment.
2. Employees: An individual who works part-time or full-time under a contract of employment, whether oral or written, express or implied, and has recognized rights and duties.
3. Public sector: The public sector is usually comprised of organizations that are owned and operated by the government and exist to provide services for its citizens.
4. Compensation: compensation refers to all forms of financial and non financial returns and benefits employees receive as part of employment reward.
5. Productivity: it is an economic measure of output per unit of input. Inputs include labor and capital, while output is typically measured in revenues and other gross domestic product (GDP).
6. Trade Union: Trade unions are organizations formed by workers from related fields that work for the common interest of its members. They help workers in issues like fairness of pay, good working environment, hour of work and benefits.










CHAPTER TWO
LITERATURE REVIEW
2.1	Introduction
This chapter review is divided into four sections which are; Conceptual frame work, Theoretical frame work, Empirical frame work and Research gap.
2.1 	Conceptual Frame Work  
2.1.1	Concept of collective bargaining
Collective bargaining is generally recognized as a central feature of industrial relations systems. It is the most desirable and normal means of regulating contracts of employment in order to realize industrial democracy and harmonious work relationship between the employer(s) and worker(s). it is essential to adopt a method or process of conducting negotiations about wages and working conditions and other terms of employment between employer or group of employers, or employer’s association and representatives of workers and their organizations. Collective bargaining therefore, serves as a mechanism for integrating, peaceful co-existence and industrial harmony, thus enhancing the overall performance of any workplace and failure to adopt effective collective bargaining can create difficulties on management and labor relationship such as; frequent strike actions, industrial disharmony, redundancy etc. 
Collective bargaining is the process by which employers and groups of employees seek to reconcile their conflicting goals through mutual accommodation thereby reaching a collective agreement that regulates terms and conditions of employment. In the views of Fajana, (2002); Henry, (2004); Onah, (2008), industrial conflict can be minimized through collective bargaining mechanism, which is used to determine the working conditions and terms of employment between the employer(s) and workers representatives.
In order word, collective bargaining plays major role of resolving industrial disputes or conflicts by permitting decisions on salaries and working conditions to be made jointly between the employers and employee’s representatives through collective agreement.
Onabanjo (2013), opined that collective bargaining is a form of industrial jurisprudence and industrial democracy because it is used to resolve workplace conflict between labor and management and allows worker to participate in the decision-making process of the organizations. Chamberlain and Kuhn (1965), opined that collective bargaining performs three functions means of contracting for sale of labor (market concept) form of industrial government (government theory) and method of management (industrial management concept). They explained further that collective bargaining is a means of buying labor in the labor market with the use of employment contract, having the rule making process that governs trade unions and management relationship especially in the area of reaching decision on matters of interest to all social partners.
Otobo (2005), viewed that collective bargaining as a term was used by Sidney and Beatrice Webb to cover negotiation between workers group and employees as against individual bargaining. It is on this note that; Lemay (2002), Okpanachi (2003), and Bamiduro (2008), viewed collective bargaining as the mechanism that enable union for protecting the workers’ interests as opposed to individual worker representing himself or herself. Thus, collectivism negotiation between employers and their employees. 
The international labour organization “ILO” (1960), defines collective bargaining as “voluntary negotiation between employer or employers’ organization and workers organization with the view of regulating terms and conditions of employment or regulating relations between employers or their organization is concerned, collective bargaining can be said to be the core value that links to the freedom of association and the right to strike. Rose (2008), contends that in collective bargaining process the representatives of employers and employees must jointly determine and regulate decisions pertaining to both substantive matters and procedural matters within the employment relationship through collective agreement.
Expatiating on the rule making process of collective bargaining; Cole (2005), progressed by classifying agreement into procedural and substantive. Procedural Agreements “are formal, written procedures that act as a voluntary code of conduct for the parties concerned; The parties concerned are managers and employees together with their union representatives. In order word, procedural rules deal with such matter as the method to be used and the stages to be followed in the settlement of disputes as well as resolving conflicts.
Substantive agreements “are formal, written agreements containing the terms under which, for the time being, employees are to be employed; such agreements run for limited or specified period of time. It contains substances of agreement such as; terms and conditions of employment, promotion, welfare packages, compensations e.t.c. Fashoyin (1999), referred to substantive agreements as collective agreements which deal with “wages and working hours or to other job terms and conditions in the segment of employment covered by the agreement.
Otobo (2005) opined that, substantive rule refers to actual details of agreements that regulate jobs and it contain both economic and political factors; economic to the extent that they spell out benefits and political to the extent that they specify costs and consequences of all sides.
2.1.2	Concept of employees’ productivity 
Employee productivity was examined as a measure of the efficiency of individuals or groups of employees (Hanaysha, 2016). It is defined as the rate and effectiveness with which raw materials are transformed into finished products, considering factors such as quality, time, and resources invested to achieve organizational goals and increase sales volume (Sutrisno&Sunarsi, 2019). Productivity refers to the rate and amount of output produced relative to the time, money, and effort invested (Hornby, 2010). To enhance productivity, workers need to perceive themselves as more than just employees but as integral members of the organization (Skare et al., 2013). Assessing employee productivity typically involves comparing the output of workers in similar roles (Azotani et al., 2020). The productivity of employees is crucial 
Productivity is a relationship between outputs and inputs. It rises when an increase in output occurs with a less than proportionate increase in inputs, or when the same output is produced with fewer inputs (International Labour Organization, 2019). 
Kamau (2013) defined productivity as the monetary terms and that if the price received for an output rises with no increase in the cost of inputs, this is seen as an increase in productivity. The productivity of individuals may be reflected in employment rates, wage rates, stability of employment, job satisfaction or employability across jobs or industries. Productivity of enterprises, in addition to output per worker, may be measure in terms of market share and export performance (Kamau, 2013).
 According to Mathis and John (2003), productivity is a measure of the quantity and quality of work done, considering the cost of the resources used. The more productive an organization, the better its competitive advantage, because the costs to produce its goods and services are lower. Better productivity does not necessarily mean more is produce; perhaps fewer people (or less money or time) was used to produce the same amount. 
McNamara (2013) further stated that, results are usually the final and specific outputs desired from the employee. One approach to increase productivity is by providing workers with stock options and incentives, motivating them to work harder and generate better outcomes (Delmas & Pekovic, 2018; Jafari & Memarzade-Tehran, 2017). Additionally, maintaining mutual respect between managers and employees in their professional interactions contributes to increased productivity (Alam et al., 2020). Customer satisfaction plays a significant role in driving productivity, so prioritizing employee, customer, and management satisfaction is essential (Adzovie et al., 2017; Gosnell et al., 2020). Leveraging human resource capabilities also enhances productivity by fostering employee well-being and satisfaction (Mwanza, 2017). Workplace productivity is a key focus for business success (Gubler et al., 2018).
Employee productivity is influenced by both the physical presence and the level of mental engagement during work hours (Iqbal et al., 2019). Addressing these factors is crucial for maintaining high worker productivity (Pickson et al., 2017). The assessment of productivity involves considering the time employees actively spend on tasks aligned with their job descriptions and achieving desired outcomes (Tavitiyaman et al., 2021). Previous research has highlighted the benefits of employee productivity for organizational success (Prasetyo et al., 2021). Improved productivity leads to economic development, increased profitability, and social progress (Ajayi, 2020). Employees can attain higher compensation, improved working conditions, and more career opportunities through increased productivity (Aithal et al., 2018). Furthermore, productivity improvements contribute to gaining a competitive advantage by reducing costs and enhancing output quality (Delmas & Pekovic, 2018). Overall, employee productivity plays a vital role in determining an organization's profitability and success (Gubler et al., 2018).
Since its introduction more than 200 years ago, the idea of productivity—generally referred to as the relationship between output and input—has been used in a wide range of contexts and at different levels of economic system aggregation. Productivity is thought to be one of the fundamental factors influencing economic production activities, if not the most crucial one (Singh, 2000). The relationship between output (i.e., produced goods) and input (i.e., resources used) in the manufacturing transformation process is known as productivity in the field of industrial engineering. So, on the one hand, the utilization and accessibility of resources is intimately related to productivity. This basically means that if a company's resources are misused or are insufficient, productivity will suffer.
However, value creation and productivity are closely related. As a result, high productivity is attained when resources and activities used in the manufacturing transformation process give value to the final product (Tangen, 2002), How content employees are can also have an impact on their productivity. Employee productivity must be extremely high for a company to expand.
Employee productivity denotes a balance between all production parameters that will result in the most output with the least amount of work. Productivity is a state of mind. It's a way of thinking that emphasizes expansion and ongoing improvement of what already exists. (Peter, 2021). For many organizations, increasing employee productivity has been one of their top priorities. This is so that a business and its employees can benefit from better levels of employee productivity. Higher productivity, for instance, results in favorable economic growth, significant profitability, and improved social advancement (Sharma & Sharma, 2014). The desire to increase employee productivity is one of the major difficulties that the majority of firms are currently facing. Employee productivity measures a worker's or a group of workers' effectiveness. In reality, productivity is a factor that has a direct impact on the revenue of the business (Gummesson, 1998; Sels et al., 2006). An employee's output during a given time can be used to measure productivity. A worker's productivity will often be judged in comparison to the average output of workers performing similar tasks. It can also be measured in terms of how many units of a good or service an employee uses in a certain period of time (Piana, 2001). Employee productivity has become a key goal for corporations because employee productivity is mostly what determines an organization's success (Cato & Gordon, 2009; Gummesson, 1998; Sharma & Sharma, 2014).
Ferreira and Du Plessis (2009) indicated that productivity can be evaluated in terms of the time spent by an employee actively executing the job he or she was hired to do, to produce the desired outcomes expected from an employee’s job description.
2.2	Theoretical Frame Work 
Under this section the theories related to both collective bargaining and compensation were reviewed. The theories are; unilateral theory pluralist theory, system theory and equality theory. Pluralist and equate theory were considered most suitable to the study. 
Unitary Theory 
The essence of unitary theory of industrial relations, held by Halford Reddish (1996), and Barret, Rhodes and Beishom (1975), establish that every work organization is an integrated and harmonized existing for a common purpose, this dimples that there is no conflict of interest between employers and employees. By definition, the owners of capital and labour are joint pertness to the common aims of efficient production high profits, and good part in which everyone in the organization has a stake. The unitary theory emerges from the belief that work enterprises, whether privately or publicly owned, are very much like a football team; “Term Spirit” and undivided management an authority co-exists to the benefit of all (Fox, 1996).
The unitary theory is based on mutual co-operation and harmony of interest between management and labour within the organization, unitarts also viewed trade unionism as illegitimate intrusion into unified and cooperative structure of workplace and also denied the validate of conflicts of work whether between employers and employees or between management and unions. Crouch (1982), noted that conflict is seem as rather unnecessary and brings about poor communication or misunderstanding and mischief. In other words, it is pathological. Thus, collective bargaining and trade unions are principles to be anti-managerial mechanism. 
Those holding this perspective see managers and employees as having or common interest in the survival of their organizations, and to ensure such division does not warrant the “natural order” of things”. It is thought that the national management team must part careful attention to removing the sources or potential conflict. 
To this end, it must ensure that recruitment and promotion processes are fair and paintable. It must also ensure that communication systems are in place to alerts employees of where their interest and those individuals who are ‘difficult’ or prone to personalities conflicts are either suppressed or dismissed. It must finally ensure that the organization is promoted amongst the work force as the single source of authority, and that any alternative sources of authority, such as shop stewards and trade unions, are administered from the work place (Fox, 1996 & Fielder, 1961). 
Pluralism Theory 
Pluralists differ from unitarists in that they start 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 this is in line with the view of Hyman (1978), that conflicts is inevitable and natural. (Legg (1979), one of the leading pluralists opined that pluralism is concerned with great stability and adaptability to industrial relations by collective bargaining. According to pluralist the central feature of industrial relationship is that potential conflict existing between management and unions, between employer and employees within the workplace. However, trade unionism is acceptable having both representative functions and as an important part in regulating conflicts, rather than causing conflicts. The trade unions are also viewed as the legitimate representative of employees’ interests at work and the right to challenge the management. 
Similarity, collective bargaining is recognized as being the institutional means by which conflict between employer and employees over the wage-work bargains, and its adaption is regularized and resolved. Industrial conflict, therefore, is accepted by pluralists not only as being inevitable but also as requiring containments within the social mechanism of collective bargaining, conciliation and arbitration.
Those holding this perspective tens to regard conflict as necessary for healthy enterprises as it serve to bring grievance shield by workers to the surface in order to solve conflicts. It is also viewed that the potential for conflict provides a spur to management and tend to regard conflicts as necessary for a healthy enterprise to produce its best results.   
Acknowledging the existence of competing sources of authority, most in the form of shop stewards or trade unions, is held by pluralists to offer benefits by allowing organizational to deal with industrial relations issues on a collective basis. In this regard it is also to provide management with the most efficient means for institutionalizing employment rules and minimizing the level of workplace conflicts and encourage fairer outcomes by enabling employees to organize and counter-balance the power of managers when negotiating workplace contracts. It is on the basis of these conceptions that pluralists generally accept the legitimate right of employees to bargain collective and trade unions to get in this capacity on their behalf (Clegg, 1975). 
System Theory 
The theory was articulated by John Dunlop (1958), systems theory, argues that industrial relations are best regarded as a sub-system of the wider social system. The theory holds that workplace and informal rules and regulations, which cover everything from recruitment, holidays, performance, wages, hours and other details of employment, and to provide both analytical tools and theoretical basis to gain understanding of widest possible range of industrial relations and practice. (Dunlop 1958), asserts that these rules are what industrial actors try to determine, that heir establishment is influenced by the wider environmental context in which the actors operate, and that the actors themselves share an interest and conflict resolution. These assertions held four to make up the system industrial relations rule-making.
The first of the theory is that of industrial actors. This consist of employers and their representatives (i.e. employer association), employees and their representative (i.e. trade unions), and external agencies with an interest in industrial relatives (i.e. government department and labour courts). The second is the environmental context, which was made up of prevailing economic and technological conditions, as well as the distribution of power I wider society, each of which is thought to influence or constrain the actions of actors engaged in industrial relations. The third is called ‘web of rules’ that govern the employment relationship and is held to be the outcome of interactions between the actors. The last is a ‘binding ideology’ which is a spy of common beliefs and understandings that serve to encourage compromise on the part for the sake of making the system operable. An important aspect of this framework conceives the industrial relations system as self-adjusting towards equilibrium and change in one element had repercussions on its other elements. They are held to set in motion a range of processes that invariable restores a sense of output on the system.
Equity Theory
Equity theory focuses on employees’ perceptions of how failure they are treated by their employer compared with others. the theory is developed by J. Stancy Adams (1965) to determining whether the distribution of resources is fair to both relational partners. The theory proposes that individuals who perceive themselves as either under rewards or over-rewarded will experience distress, and that this distress leads to efforts to restore equity within the relationship. Equity is measured by comparing the ratios of contributions and benefits of each person within the relationship. 
But  Chison (2013), opined that if people perceive their compensation as what other receive for similar contributions, they will believe that they are treated fairly and equitable, partners do not have to receive panel benefits (such as receiving the same amount of love, care and financial security) or make panel contributions (such as investing the same amount of effort, time and financial resources) as long as the ratio between these benefits and contribution, such as Maslow’s hierarchy of needs, equity theory acknowledge that subtle and variable individual fact relationship with their relational partners (Guerrero, Anderson & Afifi, 2007).
According to Adams (1965), anger is induced by un-department inequity and guilt is induced with over apartment equity. Spector (2008), opined that inequity occurs when the input-to outcome ratios are out of balance. Robbins and Coulters (2013); and Daft, (2010), observed that, apartment whether journey wage or salaries is the main concern and the cause of equity or inequity in most cases. In any position, an employee wants to feel that their contributions and work performance are being then it will result in the employee feeling hostile towards to the organization and perhaps their co-workers, and resulting to employees’ low performance. It is the subtle variables that also plat on important role I the feeling or equity just the idea of recognition for the job performance and the mere act of thanking the employee will cause a feeling of satisfaction and therefore help the employees feel worthwhile and here better outcomes. 
Theories Adopted for the Study 
For the purpose of this study, pluralist and equity theories were adopted for the study. The pluralist theory is based on assumptions and values their workplace conflict is evitable and natural. Thus, the potential conflict that exist between employer and employees within the workplace can resolve and regulate the conflict of interests or each party and collective bargaining is recognized as being the mechanism by which conflict between employer and employees over wage-bargaining is regularized and resolved. This perspective tends to regard conflict as necessary for healthy enterprise. It also encourages fairer outcomes by enabling employees to organized and counter-balance the power of managers when negotiating workplace contracts. 
Equity theory on the other hand is based on assumption that anger is induced by underpayment inequity and guilt is induced with overpayment. Thus, the under-lining principles of equity theory is that s employees perceive their compensation as what others receive for similar contributions, they will believe that they are treated fairly and equitably as this can enhance industrial harmony and peaceful co-existence which tend to increase the performance outcome tie, because it encourages and promotes mutual work relations. This equitable compensation and reward system also contribute greatly to good industrial relationship. Therefore, enable employers to adopt compensations system that tie are wards rent closely to performance. Employers also need to ensure that the compensation and rewards provided are well designed and fairly structured so that the compensation will commensurate to employees’ efforts. 










CHAPTER THREE
METHODOLOGY
3.1 	Introduction 
This chapter focuses on the methodology employed in the study i.e. how research was conducted. The methodology includes research design, target population and sampling techniques, data collection, measuring instruments, methods of data collection, pilot study, and data analysis. It outlines the research procedures and the development of tools for gathering and analyzing data, while and reliability. Quantitative analysis of data was carried out using statistical tools that are applicable and suitable. This section also presents the research method used in the study, including details of sample, method of data collection, method of data analysis, extraction of variables and the statistical techniques employed for data analysis.
3.2	Research Design 
Considering the nature of the research problem and the study research questions, the study adopted a descriptive survey research design by collecting and gathering data through a well-structure questionnaire and was complemented with an in-depth interview. The survey was carried out in Federal Polytechnic, Ilorin, conducting research enable the researcher to answer the research questions and objectives, so as to achieve validity, reliability and objectives of the researcher findings. Essentially, a research design indicates the type of the study under-taken and provides acceptable answers to the research problem. Adequately planned and implemented efforts to rely on observations and draw conclusion (Martin; 2007;61). 
3.3	Population of the Study 
The population of the institution Kwara State Polytechnic Ilorin. which consist of 31 academic Staff and 744 non-academic staff total 1105.
	Name of the institution 
	Academic staff
	Non-academic staff 
	Total 

	Kwara state polytechnic Ilorin. 
	361
	744
	1105



3.4	Sample and Sampling Techniques 
The population of the study was 1105 comprises of academic staff and non-academic staff of Kwara State Polytechnic Ilorin. 
The Taro Yamane techniques were adopted for the research work. 
Thus; n = N1+N (e)2
Where; 	N= Population of the study
		n = Sampling size 
		(e) = Level of significance 
		1 = Unit (constant)
		Note (e) = 0.05
n = 11051+1105 (0.05)2
n = 11051+1105 (0.0025)
n = 11051+12.7625
n = 11053.765
n = 11053.77
Population size = 293
3.5	Method of Data Collection 
Data were collects through primary and secondary sources to meet the objectives of this study. Primary data were sources and collected from the employees in the Kwara State Polytechnic Ilorin. through a structured questionnaire. The questionnaire was divided into two (2) sections; 
Section A: this section comprises of demographic information of the target respondents. This elicits information from the respondents on such like: Name of the institution, Staff Category, Department/Unit, Age, Educational Qualification, Sex, Years of Experience and Marital Status. 
Section B: the section collects information’s on respondent’s perception on the collective bargaining and employee’s compensations. The secondary data were sourced from relevant textbooks, administrative records, articles, newspapers, online materials etc. 
3.6	Instrument of Data Collection 
The research instrument used to collect primary data was through a structure questionnaire and complemented with the interview method in other to elicit information that could not be accessed using the questionnaire. To assure the reliability the validity of the instruments used, the researcher adopted scandalized instrument from four previous studies by Uwa (2014), Owoseni (2014), Jide (2013) & Smith (2002), which all of these studies had reported an acceptable reliability and validity instrument.
	The questionnaire designed consists of four main parts; 
Section A is aimed of collecting data on demographic variable.
Section B – Part A is designed to collect data on independent variable i.e. collective bargaining. 
Section B – Part B is designed to collect data on dependent variables. i.e. employee’s compensation. 
Section C is aimed at collecting data on dependent variable. i.e. employee’s performance.
Section D is aimed at collecting data on effective indicators of collective bargaining. 
In the section A of the question, 6 items with different table are included and they are dealing with different demographic characteristics of the respondents such as staff card, gender, age, marital status, level of education and working experience. 
The section B, C, and D parts of the questionnaire consist of question statement aimed at measuring the variables of the study using five-point Likert scale (1 = Strongest disagree, 2 = Disagree, 3 = neutral, 4 = agree and 5 = Strongly Agree). Thus, the respondents were requested select their own choice of the five point like scale alternative in order to specify their level of agreement or disagreement on each statement. Specifically, the section B part of the questionnaire includes 17 closed-ended questions aimed to measure the employees’ perception or collective bargaining on employee’s compensation. Finally, the section C part of the questionnaire includes closed-ended questions aimed to measure the relationship between collective bargaining and employee’s performance. In order determine the effects of collective bargaining on employees’ performance. Section D parts of the questionnaire include 17 questions aimed of measuring the effectiveness of collective bargaining in solving employees’ compensation disputes, considering the mediating factors. Therefore, the instrument includes a total of 50 items. 
3.7	Methods of Data Analysis 
Data collected were analyzed using both inferential and descriptive statistical techniques that are correlation and regression with the aid of statistical package for social sciences (SPSS 16.0 Version), to test the hypotheses formulated for the study. 
The rationale for using completion and multiple regression analysis was because it is a statistical tool that explorers the relationship between two or more variables (depended and independent variables) and also indicates direction of the findings result in terms of the degree of variability changes in the level of dependent variable. Analysis of variance (ANOVA) was further used to test for the overall significance of the estimated regression. That is to know perhaps whether or not the proportion of the total variation in the dependent variable as explained by the whole model is significant. 
The multiple regression models are given below as: 
Y = a + β1X1 + β2X2 + β3X3 + β4X4 + еo ………… (1) 
Where: 
Y = employee’s compensation 
a = constant/ the intercept point of the regression line and the Y-axis 
β = the slope/gradient of the regression line 
X1 = problem solving attitude 
X2 = political & Social culture 
X3 = strong trade Union 
X4 = data analysis 
еo = stochastic error 
Generally, multiple regressions are usually used to explore relationship with more than two variables (one which comprises of one dependent variable and two or more independent variables) as it is in this case and it is represented as: Y = a + β1X1 + β2X2 + β3X3 + β4X4 + еo where Y is dependent variables and X1 X2 X3 X4 are the independent variables. Hence the following functional form of a model was specified: EMPC = f (CBV), which can be written in equation form as: EMPC = a + B1PSC + B2PSC + B3STU + B4DI + еo: where EMPC is employee’s compensation and CBV is collective bargaining variables. The employees’ compensation was measured through financially and non-financial benefits while problem solving attitude, political and so GU climate, strong trade union and data integrate were used to measure the collective bargaining. Hence, employees’ compensation (EMPC) = a + B1PSC + B2PSC + B3STU + B4DI + еo ……. Equation (2) where; PSA is problem solving attitude/approach PSC is political & Social Climate STU is strong trade union, DI is data integrity and Po= error term or stochastic variable that took care of other factors not explained in the model, ao and a are the intercepts and B1, B2, B3, and B4 are parameters measured. 





















CHAPTER FOUR
DATA PRESENTATION, ANALYSIS, AND INTERPRETATION
4.0	Introduction
This chapter is concerned with the presentation, analysis, and interpretation of data collected from the responses of the administered questionnaires. It also includes an empirical testing of hypothesis made about this study and each of their interpretations. It should be noted that Statistical Package for Social Science (SPSS) version 23.0 was used for analyzing frequencies and testing research hypothesis. 
4.1	Presentation of Data
The research questionnaire was administered to two hundred and ninety-three (293) employees of Kwara State Polytechnic Ilorin. which is the sample size drawn from the study population of one thousand one-hundred and five (1105) obtained from the establishment department by using Taro Yamane (1964) method of selecting sample size. The table below shows the details of the distribution at a glance.
Table 4.1.1 Analysis of Response Rate
	Questionnaire 
	Respondents 
	Percentage (%)

	Returned
	293
	100

	Not returned 
	0
	0.0

	Total distributed 
	293
	100



Table 4.1.1 shows that out of the 293 copies of questionnaire administered at the selected tertiary institution all that is 100% were returned as duly completed and used for further statistical analysis and by implication the responses rate was good to enhance the accuracy of the findings.
Table 4.1.2: Responses Distribution According to Employee’s cadre
	Job cadre
	Staff in number
	Staff (%)
	Total sample size n=293
	Final sampling units from each job cadre/stratum

	Academic 
	361
	0.3267
	0.3267 x 293
	96

	Non-academic
	744
	0.6733
	0.6733 x 293
	197

	Total 
	1105
	1.0000
	
	293


Source: Author’s computation, 2024
To ensure that biasness is removed or is minimized and a fair representation is obtained, the population of the study was stratified into two major target group based on the employment cadre structure (Academic & non-academic staff) of the selected tertiary institutions. As indicated in table 4.1.2, two categories of job cadre namely Academic and Non-academic were considered to be strata for the study. The size of the sample in each stratum was determined in proportion to the size of the stratum termed as proportional allocation (Academic 96, Non-academic 197). Finally, using the staff database of the selected tertiary institution, the final sampling units (293 staff) were selected following a simple random sample. Stratification was employed due to administrative convenience and a gain in precision in the estimate of the total population over the simple random sampling technique.





4.2 	Data Analysis and Interpretations
4.2.1 	Demographic Profile of the Respondents
Table 4.2.1.1 Distribution of Respondents by Gender 
	Gender 
	Frequency
	Percent 
	Valid percent 
	cumulative percent

	Valid male 
	233
	79.5 
	79.5
	79.5

	Female 
	60
	20.5
	20.5
	100.0

	Total 
	293
	100.0
	100.0
	


Source: SPSS Computation, 2024
Table 4.2.1.1 classifies respondents by sex. It shows that the questionnaires were filled by 60 females (20.5%) and 233 males (79.5%) and therefore, there were more male respondents than female respondents in this survey.
TABLE 4.2.1.2 Distribution of respondents by Age
	Age
	Frequency
	Percent 
	Valid percent 
	Cumulative percent

	Valid 25-30 years 
	73
	24.7
	24.8
	24.9

	31-40 years 
	105
	35.8
	35.8
	60.7

	51-60 years 
	60
	20.5
	20.5
	100.0

	Total 
	293
	100.0
	100.0
	


Source: Field Survey 2024
Table 4.2.1.2 classifies the respondents by age group. The table shows that 73 (24.9%) of the respondents were within the age group of 25-30. The vast majority of respondents fell between the age group of 31-40 representing 105 (35.8%) of the population. 55 (18.8%) were within the age bracket of 41-50, and 60 (20.5%) respondents fell between the ages of 51years and above.



Table 4.2.1.3 Distribution of Respondents by Marital Status
	Marital 
	Frequency
	Percent 
	Valid percent 
	cumulative percent

	Valid single 
	87 
	29.7
	29.7
	29.7

	Married 
	206
	70.3
	70.3
	100.0

	Total 
	293
	100.0
	100.0
	


Source: Field Survey 2024
Table 4.2.1.3 classifies the respondents by marital status the table shows that 87 of the respondents are single (29.7%). it also shows that 206 of the respondents are married (70.3%). Therefore, married people dominated as major participants in this survey.
Table 4.2.1.4: Distribution of Respondents by Educational Qualification
	
	Frequency 
	Percentage 
	Valid percentage
	Cumulative percent

	Valid ND/NCE
	41
	14.0
	14.0
	14.0

	BSc/HND
	102
	34.8
	34.8
	48.8

	MSc/MBA
	126
	43.0
	43.0
	91.8

	PhD & Others
	24
	8.2
	8.2
	100

	Total
	293
	100
	100
	



Table 4.2.1.4 classifies respondents by their highest educational qualification. According to the table, majority of the respondents are MSc/MBA holders 126 with a percentage of (43.0%), while 102 (34.8%) are BSc/HND holders, 41 (14.0%) are ND/NCE holders and 24 (8.2%) hold other forms of educational qualifications. This goes to show that majority of respondents were at least university graduates.


Table 4.2.1.5 Distribution of Respondents by Working Experience 
	Working Experience 
	Frequency
	Percent 
	Valid percent 
	Cumulative percent

	Valid1-5 years 
	36
	12.3
	12.3
	12.3

	6-10 years 
	69
	23.5
	23.5
	35.8

	11-15 years
	131
	44.7
	44.7
	80.5

	16-years above 
	57
	19.5
	19.5
	100.0

	Total 
	293
	100.0
	100.0
	


Source: Field Survey 2024
Table 4.2.1.5 classifies the respondents by their work experience. The table shows that most of the respondents were above the work experience bracket of 6-10 years. 69(23.5%) of respondents are between 6-10 years working experience and 131 (44.7%) of the respondents between the working experience of 11-15 years. However, 36 (12.3%) were within the work bracket of 1-5 years, 57 (19.5%) were within the working bracket of 16 years and above.
Implications on Demographic Analysis: The demographic analysis above shows the possibility of obtaining objective responses from the respondents due to their level of maturity, experience and educational standards. This is justifiable basically due to the educational background as well as their working experience which depicts their relative exposure to the importance of this research study to organizational effectiveness and thus made them provide unbiased responses to the questions contained in the questionnaires.



4.3 	Perception of employees on collective bargaining
Table 4.3.1: The institution where I work adopt other means of negotiation other than collective bargaining
	Alternative 
	No of respondents
	Percentage (%)

	Yes 
	77
	26.3%

	No
	216
	73.7%

	Total 
	293
	100%


Source: Author’s computation 2024
The result of table 4.3.1 above indicate that 77(26.3%) disagree on the use of collective bargaining while 216(73.7%) signify that the institution does not adopt other means of negotiation other than collective bargaining. This implies collective bargaining is an effective weapon of negotiations adopt by the selected institution in dispute related issue.
Table 4.3.2 collective bargaining exerts influence in improving employees’ well-being
	Alternative 
	No of respondents
	Percentage (%)

	Yes 
	195
	66.5%

	No
	98
	33.5%

	Total 
	293
	100%


Source: Author’s computation 2024
The result of table 4.3.2 reveals that 195(66.5%) agree that collective bargaining exerts influence employee’s wellbeing while 98(33.5%) disagree no influence of collective bargaining on welfares of the members. Hence with the proportion of agreement, it implies collective bargaining is an effective instrument used in the selected tertiary institution.
Table 4.3.3: Collective bargaining reduces high level of industrial disorder, lockout, strike action, labour turnover and absenteeism
	Alternative 
	No of respondents
	Percentage (%)

	Yes 
	253
	86.4%

	No
	40
	13.6%

	Total 
	293
	100%


Source: Author’s computation 2024
The result of table 4.3.3 indicates that 253(86.4%) agree that the use of collective bargaining reduces disputes related matter while 40(13.6%) signify that the institution use of collective bargaining has no impact on disputes related matter. This implies with high number of agreements; collective bargaining is an effective weapon of negotiations adopt by the selected institution in dispute related issue.
4.4 	Presentation and Analysis According to Key Questions
Research Question 1: What is the effect of collective bargaining on workers’ compensation in Kwara State Polytechnic Ilorin.
Table 4.4.1: The institution where I work adopt collective bargaining as means of negotiation on employee compensation
	Alternative 
	No of respondents
	Percentage (%)

	Yes 
	197
	67.2%

	No
	96
	32.8%

	Total 
	293
	100%


Source: Author’s computation 2024
The responses in the table above shows that 67.2% were of the opinion that collective bargaining has positive effect on workers’ compensation while only 32.8% disagreed with this claim. The result shows no fewer than 197 respondents in support of this claim as against 96 in thematic questions.
Research Question 2: Is there relationship between collective bargaining and workers performance?
4.4.2 Harmonious environment created by collective bargaining enhances workers performance
	Alternative
	No of respondents
	Percentage (%)

	Yes
	203
	69.3%

	No
	90
	30.7%

	Total
	293
	100%


Source: Author’s computation, 2024
69.3% of the respondents expressed their view that harmonious environment created through collective bargaining is sound enough to end dispute and increase workers performance in the institution while 30.7% disagreed with this claim. This will be verifiable in the re-statement of hypotheses in this chapter.
Research Question 3: Does collective bargaining serve as effective means of resolving employees’ compensation
Problem solving approach/Attitude is an effective means of resolving dispute in Kwara State Polytechnic Ilorin.
	Alternative
	No of respondents
	Percentage (%)

	Yes
	185
	63.1%

	No
	108
	36.9%

	Total 
	293
	100.0%


Source: Author’s computation, 2024
63% respondents fully agreed that problem solving approach and fair attitude in responding to employees’ problems is effective enough in resolving employees’ wages related disputes while 36.9% disagree with this claim.
4.5 	Testing of Hypotheses:
HO1: Collective bargaining has no significant effect on employee’s compensation in Kwara State Polytechnic Ilorin.
	Table 4.5.1Model Summary

	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	.891a
	.794
	.793
	.29371

	Source: Author’s computation, 2024
Predictors: (constant), collective bargaining


To assess the extent of impact of collective bargaining on workers’ compensation simple regression analysis was carried out. The result of the regression model shown in table above indicates the value of the correlation coefficient R= .891 and the adjusted R- square = .793 give us some idea of how well our model generalizes and ideally, we would like its value to be the same, or close to the value of R-square. In the above summary, the difference for the final model is a fair bit (0.794-0.793=0.001 or 0.1%). This shrinkage means that if the model were derived from the population rather than a sample it would account for approximately 0.1% less variance in the outcome. Thus, the aggregated effect of employees’ perception of collective bargaining process on worker’ compensation is explained by the value of the R square, which indicates that 79.4% of workers’ compensation in the sampled tertiary institution is accounted specifically by their collective bargain.
	Table 4.5.2: ANOVA

	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	87.402
	1
	87.402
	1120.539
	.000a

	Residual
	22.688
	291
	.078
	
	

	Total
	110.091
	292
	
	
	

	Source: SPSS 2024
a. dependent variable: employees’ compensation
b. predictor: constant, collective bargaining
	
	
	
	
	


The next part of the output contains an analysis of variance (Anova table 4.5.2) that test whether the model is significantly better at predicting the outcome than using the mean as a ‘best guess’. Specifically, the F-ratio represents the ratio of the improvement in prediction that the results from fitting the model (labeled ‘Regression’ in the table), relative to the inaccuracy that still exists in the model (labeled ‘Residual’ in the table).  Regression sums of square value of (87.402) shows the improvement due to fitting the regression model is much greater than the inaccuracy within the model (Residual sum of square = 22.688). This implies that the model accounted for most of the variations in the dependent variable. More so, the F calculated value of (112.539) is greater than the tabulated value of (3.84) which is very unlikely to have happen by chance (p<0.05); indicating a significant relationship, and the fact that the final model is significantly improving the ability to predict the outcome variable. In addition, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (collective bargaining) is positively associated with the dependent variable (employees’ compensation). Hence, it is posited that there is significant relationship between collective bargaining and employees’ compensation.
	   4.5.3 Regression Coefficients

	
	Un-standardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	Collective bargaining
	.941
	.030
	.891
	31.830
	.000

	(Constant)
	2.641
	1.289
	
	2.048
	.042


Source: Author’s computation, 2024
Predictor: constant, collective bargaining
The beta coefficient of the model in table above indicates the beta value of the constant is 2.641 whereas; the beta value for the predictor variable (collective bargaining) is 0.941. The t-value of 31.830 and the p-value of .000 indicates the model is significant at p<0.05. Therefore, the beta coefficient (Beta= 0.941) implies the level of employees’ compensation is increase by 94.1% as the collective bargaining process increases by one.





Ho2: There is no significant relationship between collective bargaining and workers’ performance in KWARA STATE POLYTECHNIC ILORIN.
	Table 4.5.4   Model Summary

	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	.724
	.524
	.522
	.44659

	Source: Author’s computation, 2024


To assess the level of relationship between collective bargaining and workers’ performance (in the form of affective commitment), simple regression analysis was carried out. The result of the regression model in the table shows the value of the regression coefficient R= .724, R- square = .524 and adjusted R- square = .522. From this result the extent of relationship between collective bargaining and employees' performance is clarified by the value of the R square. The R- square value denotes 52.4 % of employees’ performance is accounted definitely by their perception of collective bargaining process.
	Table 4.5.5 ANOVA

	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	57.638
	1
	57.638
	320.211
	.000a

	Residual
	52.453
	291
	.180
	
	

	Total
	110.091
	292
	
	
	


Source: Author’s computation, 2024
The analysis of variance table (Anova) showed regression sum of square value of (57.638) which is higher than the residual sum of square value of (52.453). This implies that the model accounted for most of the variations in the dependent variable. More so, the F calculated value of (320.211) is greater than the tabulated value of (3.84) indicating a significant relationship. In addition, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (collective bargaining) is positively related with the dependent variable (employees’ compensation). Hence, it is posited that there is significant relationship between collective bargaining and employees’ performance at 95% confidence level.
	Table 4.5.6 Regression Coefficients

	
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	Collective bargaining
	.769
	.045
	.724
	17.000
	.000

	(Constant)
	10.132
	1.973
	
	5.135
	.000


Source: Author’s computation, 2024
Predictor: constant, collective bargaining
The beta coefficient in table above indicates the beta value of the constant is 10.132 whereas, the beta value for the collective bargaining is 769.The t- value of 17.000 and the significance level of .000 shows the model is significant at p<0.05 and infers that collective bargaining process as predictor variables had significantly explained the 52.4% of the variance in employees’ performance. Thus, the Beta= .769, characterizes the level of workers’ performance increase by 76.9% % as the collective bargaining instrument increases by one.
	HO3: Collective bargaining is not an effective means of resolving 
employees’ compensation related disputes   in KWARA STATE POLYTECHNIC ILORIN.
4.5.7   Model Summary

	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	.905a
	.820
	.817
	.26167

	Source: Author’s computation, 2023
Predictor: constant, Problem-Solving Approach/Attitude


The model analysis includes the independent variables (Problem Solving Approach/Attitude) of collective bargaining and dependent variable (employees’ compensation). As indicated in the above model summary and below ANOVA table, the linear combination of the independent variables was significantly related to the dependent variable R=0.905, the adjusted R-square=0.817 is very close to the R-square=0.820. The difference in the final model is a fair bit (0.820-0.817=0.003 or 0.3%), this shrinkage means that if the model were derived from the population rather than a sample it would account for approximately 0.3% less variance in the outcome. Conclusively, estimated 82.0% of total variation in the dependent variable, employees’ compensation, is jointly explained by the predictors, Approach/Attitude problem solving whereas 18.0% explained by the other factors.
	Table 4.5.8   ANOVA

	
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Equation 1
	Regression
	80.938
	1
	20.234
	331.162
	.000a

	
	Residual
	17.802
	291
	.0611
	
	

	
	Total
	98.740
	292
	
	
	


Source: Author’s computation 2023
a. Dependent variable: employees’ compensation
b. Predictors: constant, Problem-Solving approach/attitude
The analysis of variance table (Anova) showed regression sum of square value of (80.938) which is higher than the residual sum of square value of (17.802). The value of F will be greater than 1 and the SPSS calculates the exact probability of obtaining the value of F by chance. The F-ratio = 295.528, which is very unlikely to have happen by chance (p<0.05). in addition, the F calculated value of (331.162) which is greater than the tabulated value of (1.96) indicating a significant relationship and the fact that the significant value of P (0.000) is smaller than (0.05) meaning that the independent variable (collective bargaining variables) to a high extent accounted for the variations in the dependent variable (employees’ compensation). Hence, it is posited that there is significant relationship between the two mediating variables jointly explained the efficacy of collective bargaining and employees’ compensation related issues.





TABLE 4.5.9 REGRESSION COEFFICIENTS
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.601
	.050
	
	7.720
	.000

	
	Problem Solving Approach/Attitude
	.972
	.062
	.905
	15.677
	.000

	Source: Author’s computation 2024
Dependent Variable: Collective bargaining


Simple regression was employed to predict whether the mediating factor (Problem solving Approach/Attitude) is effective in resolving employees’ compensation related issues. The result of the findings on independent variable (problem solving approach/attitude) is shown in the table above. The model takes the form of an equation, EMPC = -0.601 + 0.972(Problem Solving Approach) + e0; that contains a coefficient (beta) for each predictor. The first part of the table gives the estimates for the beta-values and these values indicate the individual contribution of each predictor to the model. The beta-values tell us about the relationship between the employees’ compensation and Problem-Solving Approach/Attitude of collective bargaining instrument. The value is positive indicating that there is a positive relationship between the predictor and the outcome. So, as problem solving attitude/approaches increases, employees’ compensation increases. The constant in the above equation shows that, as the problem-solving attitude/approaches rated zero, employees’ compensation rating would be 0.601. The implication of this was that if the industrial dispute was so tense and there is no effective instrument to curb or resolving it, there is a possibility for compensation demand to be 60.1% higher in favor of employees. However, each of the beta-value has an associated standard error indicating to what extent these values would vary across different samples, and this standard error is used to determine whether or not the beta-value differs significantly from zero, using the t-statistic. Therefore, the t-test associated with the beta-value is significant (the value in the column labeled sig. is less than 0.05) and then problem-solving attitude/approaches is making significant contribution to the model. The computed t-values (15.677) is statistically significant at 5% level. From the magnitude of the t-statistics it is posited that Problem solving attitude/approaches (PSA) is positively contributed in resolving employees’ wages related disputes.
The overall model fit for regression equation was determined by F-statistics. The model reveals positive and statistically significant relationship (F=331.162, P<0.05). The independent variable accounted for 90.5% of variance in the dependent variable of employees’ compensation related issue. 
From the analysis table above, it can be learnt that the estimated parameter measuring the efficacy of collective bargaining show positive impact on employees’ compensation related issues issue. 
4.6	Discussion of the Findings
This study contributes to the understanding of impact of collective bargaining on employees' compensation in public tertiary institutions in Kwara State Polytechnic Ilorin. The research offered strong empirical support for the existence of positive and statistically significant effect of collective bargaining on employees' compensation related issues. Concrete evidence abounds in the analysis shows that if our public tertiary institutions adopt effective collective bargaining, employees' compensation related disputes will be resolved. To a very large extent, the findings in hypothesis 3 concur with the pluralism theory that workplace conflict is inevitable and natural and thus conflicts that exist between employers and employees can be resolve through collective bargaining. Review of literature identified diverse conditions for effective collective bargaining in assessing its viability in Nigeria as problem solving approach/attitude is instrumental to resolving differences in the workplace. As such, empirical findings from hypotheses 1 and 2 confirm that collective bargaining has significant effect on employee’s compensation and performance, respectively. Furthermore, the study has shown that problem solving approach /attitude is the vital instrument used to manage the intricacies of bargaining process with t=15.677. 
The ANOVA result shows that there is significant relationship between collective bargaining and employees' performance at 5% level of significant as shown in table 5 (p<0.05). Finally, the results of hypothesis 1 give credence to system theory that definite and effective compensation policies thus results in spates of collective bargaining. Empirical evidence from this present study has shown a positive link between collective bargaining and employees' compensation. The simple regression analysis of hypothesis 1 indicated that relationship when posited beta=0.891 implies the level of employee’s compensation increase by 89.1% if collective bargaining process increases by one. Thus, the findings corroborated with the assertions of Smith (2002) and Attah (1999) that necessary tools must be met for collective bargaining to produce achievable results and objectives.








CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1   Summary of Findings
The analysis of the first objective as revealed indicates that collective bargaining has positive significant effect on employees’ compensation of the selected tertiary institution in Kwara State. The result of regression analysis finalized the findings that the regression coefficient beta = 0 .891, implies that the level of employees’ compensation is increase by 89.1% as the collective bargaining increase by 1. Also, the ANOVA result indicated that there is significant relationship between collective bargaining and employees’ compensation at 5% level.
However, from the result of regression model, it was found that there is exists an effective relationship between collective bargaining and employees’ performance. The result of regression coefficient of R=0.724, indicated that there is high significant level of relationship between collective bargaining and employees’ performance. Also, the analysis of variance (ANOVA) result established a significant relationship between collective bargaining and employees’ performance of the selected tertiary institution in Kwara State.
The correlation analysis also established a significant relationship between mediating factors of collective bargaining on employees’ compensation as specified by R = 0.905, the objective is to examine whether the independent variable “collective bargaining” is an effective means of resolving employees’ compensation. The result from testing for the efficacy of collective bargaining on employees’ compensation done on the mediating roles of PSA; Problem Solving Attitude (Overall model; F =331.162, DF = 1,292 P < 0.05, R2 = 0.820) are statistically significant at 5% level. Therefore, the model proved support that collective bargaining serves as an effective means of resolving employees’ compensation related issues in selected tertiary institution in Kwara State.   
 5.2   Conclusion
On the basis of the above findings, the following conclusions are made:
1. In determining the effect of collective bargaining on employees’ compensation of selected public tertiary institutions in Kwara state, the implementation and execution of collective agreements reached must be given utmost priority and exercise in good faith, also regular consultations and collaborative strategies between management and employees among other factors enhance collective bargaining on employees’ compensation.
2. Collective bargaining has positive significant relationship with employees’ performance of the selected public tertiary institutions in Kwara state, employees’ performance is enhanced through effective collective bargaining and well-structured and proper implementation of employees’ compensation policies.
3. Collective bargaining serves as effective means of resolving employees’ compensation related issues of the selected public tertiary institutions in Kwara state, the efficacy of collective bargaining on employees’ compensation is achieved through mediating factor of Problem-solving approach/ attitude. Thus, the problem-solving approach/attitude is a common factor of collective bargaining effectiveness used in resolving employees’ compensation. 
 5.3    Recommendations 
The following recommendations have been found necessary: Management in the workplace of the selected public tertiary institutions should adopt collaborative strategies to ensuring effective collective bargaining and at the same time should involve employers and employees’ representatives in decision making that might affect both academic and non-academic workforce. Both the management and employees should resolve to work together amicably by formulating potent strategies and sustaining acceptable policies as effective machinery for managing collective bargaining on continuous basis and to adopt problem solving attitude so as to proactively discuss and resolve compensation issues in order to promote industrial harmony and improve productivity.
 Credible channels of communication and open discussions of industrial disputes in work relations should be encouraged. Management and unions should periodically give detail feedback on issues discussed and agreements reached to employees in order to enhance industrial peace and harmony, thus create awareness and information about their workplace and to enable them to be proactive in achieving organizational goals and work objectives.
The timing of negotiation for collective agreement should be taken into consideration to ensure that scheduled negotiations and agreements are considered in the annual budget and collective bargaining should be a prominence in the determination of wages/salaries, other compensation packages and employment conditions in the public tertiary institutions.
Collective agreements reached should be given utmost priority and the implementation and execution of such agreements should be adopted in good faith between employers and employees, thereby can foster good management/union relations and improve workplace relationship.
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