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CHAPTER ONE
INTRODUCTION
1.1. BACKGROUND TO THE STUDY.
Research has shown that unionized institutions are more productive than non-unionized firm are (DEEN and WERSON, 2005; PERCAVEL, 2009 GRISWORLD, 2010; DEVINATZ, 2011; AMAH and AHIAUZU, 2013). They argued that this arises out of the fact that trade unions are upward pressure on salaries and wages. This prompts upward pressure on the cost of labour than prompts institution .Manager to increase capitals intensity as well as the labour force quality which in turn increases labours productivity. However , it is not only that trade unions lead to increase in productivity DEEY AND WERSON(2005)further argue that if the trade union oppose adoption of new technologies by firms, institutional productivity reduces. Trade union affects institutional productivity either positively or negatively. If they affect productivity positively it lead to increased employee productivity by successfully negotiating for better working conditions and remuneration packages (DEEY and WERSON, 2005). These outcomes motivate institutional employees who are members of the trade union to work more efficiently thereby increasing the company’s productivity.
DEEY and WERSON (2005) argue that trade unions can also have a negative effect on the institutional productivity by causing employees to stop working or to engage in sabotage. This is done in cases where trade union mobilizes their members to go on strike where peaceful negotiation fails.  Strikes, go slows and act of sabotage decrease institutional productivity. This means that employers need to have a good working relationship with their employees through trade union in order to improve productivity and avoid disruption in workflow and business operations. The standard economic theory assures that trade union normally lead to increased wages which forces management of firms to increase capital intensity at the work place. It also increases the work force quality and eventually productivity increases while the webs , under the industrial democracy theory looked at trade unions as being an extension of democracy from politics to industry (DEVINATZ,2011).
Trade union have had some impacts on both government and private institutions the reason for their formation and development is to fight for the rights and welfare of workers in these two types of institutions, they have always pressurized governments to make worker-friendly laws concerning minimum wages and other trade laws (GRISWORLD,2010) in most cases they have been at loggerheads with governments. In their history, trade unions have had their demands met through industrial actions; strikes have been the most favorable tools for the trade unions. These strikes have often led to work stoppages and discontinue discontinuity in the production process this in turn has led to loss of revenue whenever it occurs. 
However such strikes have also had adverse effects on the individual union members whereby some end up losing their jobs. Firm management sometimes take punitive measure against member of the trade union by sacking them when the return to work formula does not safe guard the employees job security, worker end up losing their jobs. Loss of jobs then affects the welfare of the workers since they cannot earn a living. It is also important to note that trade union sometimes condones some form of discrimination at the workplace, they only represent fight for and articulate the interests of registered members only. Those workers who are not members can suffer in the hands of employers yet, trade union do nothing about it. This differential approach to helping employees to aim at encouraging as many workers as possible to join trade unions. Whereas it is not clear why some workers chose not to belong to trade unions, many people fear paying union fees because it is seen as an extra tax on their salaries and wages.
1.2. STATEMENTS OF THE PROBLEMS
In any organization, be it public or private, the accomplishment of corporate objectives and goals depends on the relationship that exists between the workers and the management.
However, this research work answers the following questions:
To what extent does the management and workers of the company under study interact in the determination of employment issues?
1. Which employment issues are determined by the civil service rules and organization administrative guideline and orders?
2. What internal negotiation or consultative mordancy exists in the Kwara state college of education?
3. What are those factors militating against effective and cordial labour relations in Kwara state college of education
1.3. RESEARCH QUESTIONS
The main question of interest to answer in the aspect of research work is listed below

1. Does the type of leadership practice by management of Kwara state college of education, Ilorin also affect productivity?
2. What internal negotiation or consultative machinery exists in the instruction?
3. To what extent can various types of motivation required by labor in Kwara state college of education Ilorin be provided?
1.4. OBJECTIVES OF STUDY
The study aims of conducting a research to find out how the impact of the trade union on organization and productivity in kwara state college of education, Ilorin could be improved so as to ensure the attachment of a high level of productivity. It is also concern with findings how management style affect the behavior and output of employee at work. Finally to know the historical background of Kwara state college of education, Ilorin.
i. To establish type of leadership practice by management of Kwara state college of education, Ilorin also affect productivity.
ii. To establish the internal negotiation or consultative machinery exists in the instruction
iii. To determine various types of motivation required by labor in Kwara state college of education Ilorin be provided.
1.5. RESEACRH HYPOTHESES
Hypothesis according to English dictionary is an unproved theory, proposition sent forth as an explanation of something, often as the basis for further 
investigation. Hypothesis is the guides for the investigators in the entire process of research endeavor and they keep the researcher on the main line of the study, on the impact of trade union on organization productivity.
This is tentative answers to research problems, hypothesis are tentative because their validity can be only ascertained after they have been evaluated.
Two types of hypothesis will be formulated in the cause of the research project Null Hypothesis(NH) effective trade union has no impact on the attainment of the organization objectives of the kwara state.
Alternative hypothesis (AH) effective trade union has positive impact on the attainment of organization objectives in Kwara State.
1.6. SIGNIFICANCE OF THE STUDY
The significance of the study of the impact of trade unions on institutional productivity is for the management to know how to promote understanding and peaceful relation ensures the widest co-operation and mutual trust among all those who are involved in the production. It will find solution to problem affecting the employment conditions of workers as well as industrial efficiency.
1.7. SCOPE OF THE STUDY
In this write up the area that is being focused is the impact of trade unions on institutional productivity that exist between the union relationship trade union management which affects productivity in Kwara State Ilorin. This study is critically with the aim to find out its level at present and the impact it has no output; including way of improving on its findings which general for all business organization, both the junior and senior will be involved in the project.
1.8. DEFINITION OF KEY TERMS
LABOUR: It can be defined as any human efforts of body and mind which are directed towards achieving goals, it could be skilled and unskilled artistic.
LABOR MANAGEMENT RELATIONS: This is the internal arrangement between employers and the trade union in an organization with a view to regulating their relations affecting environment and its compensation.
However, in the study, labor management relations and industrial relations are used interchangeably.
PRODUCTION ORGANIZATION: It is the process whereby people come together to achieve a specific goals or idea and produce efficient effectiveness and performance of individual in the institution.
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 or staff in the institution who are responsible for
Planning, organizing, directing, controlling, staffing and rewarding the human resources engaged in the institutions.
TRADE UNION: is a continuous of wage earners for the purpose of maintaining or improving the condition of their working lives thus it is continuous association of a long life class of employees.
PRODUCTIVITY: It is a volume measure of output to a measure of input use. There are many measure capital productivity.
ORGANISATION: As a system, having an established structure and conscious planning in which people work and deal with one another in a co-ordinate and corporate manner for the accomplishment of recognized goal.
EMPLOYEE: is an individual who provide labor to a company or another person in one way to encourage your employer to work harder by giving them incentive.












CHAPTER TWO
LITERATURE REVIEW
2.1.     INTRODUCTION
A trade union is an association of employees, thus a trade union represents the employees interests to the employers. Trade union has got various activities that assist unionized members; one of the activities is collective bargaining with the management to settle terms and conditions which may include taking up the individual and collective grievances of the workers with the management of employment, According to Armstrong (2007)
Collective bargaining arrangement are set up by agreement between management employers association, or joint employer negotiating bodies and trade union to determine specified terms and conditions of employment for groups of employees these processes are usually governed by procedure agreements and result in substantive agreement and agreed employee relations procedures more specifically, trade union negotiate for wages, work, rules, complaint procedures, rules governing hiring, firing and promotion of workers, benefits work place safety and policies.
Trade unions, as indicated by freeman and medoff (1984) provide workers with a collective voice to make their wishes known to management and thus bring actual and desired conditions together. This applies not only to terms of employment such as pay working hours and holidays,  but also to the way in which individual are treated in such aspect of employment as the redress of grievances, discipline and redundancy according to MANDA ET AL.(2005). Trade unions lead employees in their negotiations and agreement with their employers on appropriate payment and work conditions BEWARDED and CLAUDON(2007) explain that a number of barging intiatives have emerged during the 1980s which have changed the level and structure of collective bargaining. The initiatives have facilitated the exercise of managerial prerogative in the bargaining relationship and further narrowed the scope of bargaining channels PENCAVEL (2009) argues that elected leaders of trade unions negotiate with employers on behalf of ordinary members of the unions for better working conditions. Once the parties agrees they sign contract known as “collective bargaining agreement(CBA) and may include wages and salaries, hiring and firing procedures, promotion, demotion of workers, rules and regulations among others.
Trade union also organizes demonstration strikes, etc. to press demands of workers when negotiating have failed. They have had some impacts on both government and institution, the reason for their formation and development is to fight for the rights and welfare of workers in both government and private institutions. They have always pressurized governments to make worker-friendly laws concerning minimum wages and other trade laws (GRISWORLD, 2010). In most cases they have been at loggerheads with governments. In their history, trade unions have had their demands met through industrial actions. Strikes have been the most favorable tool for the trade unions. These strikes have often led to work stoppages and discontinuity in the production process. This, in turn, has led of loss of revenues whenever it occurs.


2.2. 	CONCEPTUAL FRAMEWORK
SIDNEY WEBB and BEATRICE WEBB, who were British reformers of the socialist wing, developed the industrial democracy theory of trade unions. The theory was developed towards the end of the 19th century around 1897. The Webbs look at trade unions as being an extension of democracy from politics to industry (DEUINATZ, 2011). Trade unions are therefore considered vehicles through which employees exercise their self-determination in terms of gaining good remuneration good working conditions and better labor contracts. Employee collectively elect their representatives who undertake collective bargaining on their behalf looked through democracy lenses, Trade unions are categorized under pressure groups whose methods of interest articulation is based on democratic practices. These include collective bargaining and engaging in strikes all of which are all wed in democratic societies.
 The Webb argued that the process of collective bargaining is one way of strengthen the labor force DEVINATZ (2011) argues that trade unions provide avenues through which labor engages capital in constructive working negotiations for mutual benefit for both parties. In democratic societies. One person based on his or her whims does not make decisions instead; good decisions are made after wide consultation, with all the concerned stakeholders in order to ensure that the resultant policies or decisions benefit as many people as possible. Trade union, therefore provide avenues through which employees can press for good corporate governance including creation of a good working environment and also through which the workers common good can be achieved, negotiations and agreement with their employers on appropriate payment and work conditions (MANDSA ET AL , 2005). It is much easier for workers to push for salary increments unlike an individual employee. Thus, by joining a trade union, an employer may be able to enjoy the advantages of collective bargaining about better salaries and wages among other remuneration packages. Secondly, trade unions represent workers and protect them from any possible exploitation by employers whenever employees have concerns relating to the workplace, trade unions take up those concerns and discuss them with employers. These concerns include health and safety standards, more holidays and working hours. This means that if employees join trade unions they are able to have these concerns discussed without delays, fear and intimidation. Trade unions are also beneficial to institutions because through them, employers can strike productivity deals with their employees (COTE, 2013). In these productivity deals, employers and union leaders agree on output target whereby the unions undertake to mobilize their members to achieve the set targets whereas employers promise to increase rewards to employees. This kind of agreement ensures mutual benefits for both workers and institutions.
 At the end of the day, no party feels that it suffer a loss. Another important function of trade union is that they enable their members to access education facilities as well as a number of consumer benefits like discounted insurance. This kind of education facilities ensure that employees get training to acquire new skills which can in turn make them work more productively for benefit of the institution. It also ensures that they keep up with the ever-changing technology and as a result; they remain relevant in their institution. In addition, trade unions provide moral and legal advice to the members who could be facing disciplinary action. Trade union officials accompany the affected workers to disciplinary meetings and even speak up for them. In legal suits, unions may offer free legal services to the members and even represent them in court.
Economic activities of trade union are no doubt the dominant activities played by trade unions in most countries. Collective bargaining Trade unions negotiate wages and salaries, helping to distribute the value added in the business firm and increasing the spending power of their members in the economy (ARMSTRONG, 2007). While maximizing benefits to their members, trade unions are always conscious of the possible impact of their bargaining on inflation and employment. Globalization has made most countries to operate in as open economics, dependent on trade for survival. In many instances, inflation is determined by the cost of goods and services which are imported. There is not much evidence to suggest that trade unions are responsible for cost-push inflationary tendencies in the region (BEARDWELL and CLAYDON, 2007). Nevertheless, union directs their efforts at protecting their workers against the ravages of inflation and trying to improve living standards which have been depressed for historical reasons. 
Although, Trade unions are beneficial to employers, they also have some challenges or disadvantages.COTE (2013) argues that because trade unions drive up wages, they inadvertently cause unemployment especially if the wages rise above the equilibrium. This means that trade union have challenges of ensuring that employees are paid high wages without leading to unemployment especially if the wages rise above, this is not easy to attain due to lack of sufficient information and expertise that trade unions need in order to negotiate for equilibrium wages. Secondly,Trade unions do not represent workers who are not registered as member of the union. In case a worker who is not registered has problem with the company or at a personal level. Unions usually ignore such workers. Here, the challenge is to fight perception that the unions are discriminatory. Unions must work hard to ensure that all the workers see the benefits of union membership so they can be members and union can save all the workers without perceptions of discrimination. In addition, trade union can easily lead to inflation since when wages rise above inflation rate, general inflation can set in, when general wages are increased due to trade union campaign, workers end up having more disposable income and their purchasing power increase. Because of availability of cash in the hands of workers, commodity price may increase significantly. The challenges that trade union faces in this regards is therefore to ensure workers get reasonable pay without such pay increments leading to inflation.  It is also note worthy that strikes caused by trade union lead to work stoppages thus leading to loss of productivity MARINDANY (2012).
Trade union institutional productivity can be conceived as the capacity of a firm or company or any corporation to realize the intended outcomes by the use of minimum energy and in the shortest time possible using the least amount of money, manpower and other inputs. It refers to the performance of the institution and is mainly improved by the efficiency in certain areas such as procurement, finance or even in project management. Productivity in business institution is usually pegged on their profitability, this means that by cutting down business institution on the cost of production, a business institution is able to increase it productivity(SCHULZ ET AL.,2015). However, cutting down operational cost in most cases involve maintaining low wages and salaries. This in turn leads to demands for wages increases by employees through trade unions. Where the business gives into union pressure and increases wages, it must recover by demanding more output from employees.			
Institutional productivity does not occur on its own or in a vacuum, in  fact, there can never be institution productivity without people seen through this lens, institutional productivity can therefore be considered the cumulative productivity of the individual members of that institution(AMAH and AHIAUZU,2014), of particular importance is the role that the top institution leadership play in leading the rank and file in productivity. Top managers must give direction and guidance on how the institution can attain its aim more efficiently. Members in the institution works collaboratively to achieve the goals of the institution, thus if the personnel in the firm do not work productively, the general productivity of the institution will be affected negatively. On the other hand, if the members of the institution are motivated and work more productively, the general productivity of the institution will be improved.
FACTORS THAT AFFECT INSTITUTIONAL PRODUCTIVITY			A number of factors affect institutional productivity. According to Williams (2014) these factors fall into four categories; environmental factors, institutional factors, fiscal and human factors and employees attitude. Each of these factors has an important bearing on the efficiency of the firm whereas companies have some level of control on the fiscal and human factors. It is still not possible for them to control the environment within which they operate. Environmental factors include aspects such as the physical location of the business, the political and economic environment.
INDICATORS OF INSTITUTIONAL PRODUCTIVITY			
As already defined, productivity is a volume measure of output to measure of input use. There are many measures of productivity such as labor productivity and capital productivity. In this study, focus is on labor productivity since the study is concerned with trade unions. It is important to measure labor productivity because it helps in planning the major economic underpinning that needed for economic growth as well as social development indicators. The volume measure of output and the volume measure of input is a reflection of the goods and services produced by the labor force. This measure is given in terms of the value of all the services produced in the institution depending on the level of analysis.
2.3. 	THEORETICAL FRAMEWORK						It is important to understand the theories of trade unions in order to explain why they exist. Although there are many theories of trade unions, no single one account for the structure and functions of trade unions. Different scholars have advanced different theories of trade unionism and general labor movement. This study is guided by two major theoretical views of trade unions. These two are the standard economic theory and the industrial democracy theory, these theories provide important basis for understanding the roles and functions of trade unions at work place.
The standard economic theory is also known as the expected utility theory the earliest proponents of this theory were the early eighteenth economist GABRIEL CRAMER(1728) and DANIEL BERNOULLIT(1738). Two centuries later JOHN VON NEUMAN and OSKER MORGNESTERN CEUTERED and they prefer certain services or goods over others they also seek to pleasure and avoid pain by keeping off risk. According to this theory, trade unions exist to fight welfare of employees particularly for better remuneration packages and good working conditions (HAFFORD and KOOPS, 2009). This means that trade unions push salaries and wages to go up hence increase the cost of production.	
HENRY SIMONS expounded this theory in 1944 whereby he considered trade unions to be organized monopolies that are dangerous. Simons thought that trade unions limit the productivity of organization and raised productions costs. This arises out of the fact that trade unions enjoy a lot of freedom and are able to resort to violence and sabotage in order to achieve their ends. This theory makes a number of assumptions regarding to how human beings seeks to attain their benefits.
TRADE UNIONS AND ORGANISATIONS PRODUCTIVITY.		
The question of unions and organizational productivity has received considerable debate on how the later affects the former. Trade unions have an impact of organizational productivity. Since they affect profitability and labor. Scholars in industrial relations argue that trade unions distort the labor market through a number of methods such as the push for higher wages, employment restrictions and defense against layoffs. As already indicated trade unions have the potential to cause unemployment. This means that organizational productivity can be affected by such unemployment since unemployment causes output losses. However it is only exactly clear how trade unions affect organizational productivity. In any case, there is a lot of controversy concerning the effect of trade union on organizational productivity.				
DEERY and IVERSON (2005)argue that trade unions can also have a negative effect on the organization productivity by causing employees to stop working or to engage in sabotage. This is done in cases where trade union mobilize their employee to go on strikes, go slows and act of sabotage decrease organizational productivity. 
THOMPSON (2011) this means that business need to have a good working relationship with their employees through trade unions in order to improve productivity and avoid disruption in work flow and business operations most especially, managers must do all that is possible to prevent any strikes that trade unions may cause. They should be Opening to dialogue and constructive negotiations that can guarantee the interest of both parties.
THE ROLES OF TRADE UNION ON ORGANISATIONAL PRODUCTIVITY.
Trade union play many roles in promoting the welfare of it's members. For instance, trade unions play the role of bargaining power, minimize discrimination of any kind, sense of participation of the members platform of self expression, betterment of employee relationship (Employer and Employee relationship, Employee management, trade unions and other stakeholders of the organization) and sense of job security of its members.
FUNCTIONS OF TRADE UNIONS ON ORGANISATION PRODUCTIVITY.
According to salman (2013); These functions fall into four categories: Economic functions, Social and Educational function. It performs several functions such as adequate sources of wages and income security. They also fight the imposition of unnecessary fines and ensure guaranteed incomes in terms of sickness, old age and unemployment. They ensure salaries upgrade in terms of promotion, training and retaining. They also ensure increased employment opportunities and promote higher level of productivity among members. In social and Educational functions they provide opportunities for assistance and co-operation in communal and national support system. They arrange local and national conferences and annual district meeting which provides opportunities to learn about the conditions in other organizations and secure as a meeting forum for the rank and file of the members. They organize general Educational classes for the members, publish news, letters and bulletin designed to keep members abreast of events.
In political function, the state intervention and labour legislation by the government calls for interest among labour unions in Nigeria. Thus leaders of unions often participate in parliamentary and local elections through join consultation or collective bargaining. In methods for achieving their objective trade, union objective are achieved through organization of the work force and the degree of representation they claim. They encourage membership at local and national levels. They also encourage education and training of members. The tools of collective bargaining, conciliators and arbitrations are used to settle disputes and also to meet their objectives.
THE PROBLEMS OF TRADE UNIONS ON ORGANISATIONS PRODUCTIVITY.
The trade unions like any other body or association are not without their teething problems. Many as to do with the organization of unions and person holding some position. These can fall into Seven board categories. Lack organization, leadership piracy, lack of purpose, foreign interference, employer's opposition and poor finance and polarization.
In lack of organization the trade union are "splits" along several lines, reflecting weakness in their organization since they are small in size and often organized plant union. They also have divergent ideological commitment problem of mal-administrations, misappropriation of union funds irreconcilable conflicts of interest poor education and inability to sustain membership. All the above mentioned problems did not allow for unity and progress of the Unions in leadership piracy there is lack of good leadership and this transcends to the present day, the leadership is without drive, organization skills and commitment to union activities. Often times they are occupied with leadership rivalry, mismanagement of resources and lack of preparation by leader in collective bargaining. The leaders rely heavily on foreign association and mission or financial aid. They project their image instead of the Union image and sell out worker's right having been bribed, enriched or promised with promotions or financial rewards. In lack of purpose. The objectives of Unions are not well documented. Also they lack clear objectives in dealing with the government and or employers as they also declare strike actions under flimsy excuses and run between poles when they meet with government or employers during negotiations as a result of un-preparedness.
In employer's opposition some employers believe in the philosophy of own capital agitations and demands by labour like asking for too much and what does not belong to them. In poor finance the union especially the central Unions depend largely on government subsections for the reparations and survival many members do not pay fees and affiliate Unions also refers to remit deduction to the central purse. Thus leaving the union to seek and source for fund from anywhere. Thus polarization the Nigerian workers have been seriously divided along sentiments, tribal, religions and social inclinations. The has invariably corded the confidence that the members have on their union and leaders. The recent increment political and economic rises have rendered the union ineffective.

EFFECTS OF UNION ORGANIZATION PRODUCTIVITY COLLECTIVE					
 Effect of union organization productivity collective voice coupled with appropriate institutional response from management union. It’s argued, lower turnover and established more efficient governance structure in work place characterized by public goods complimentary in production and long term contractual relations.
 Although recent literature continues as before to investigate production differentials, increasing attention is being given to an examination of unions, effect on profitability is next analyzed. Issue yet to be resolved in this area includes the magnitude of the union protect effect, the constituency of union productivity and profitability estimates and the sources from which union capture profits. Finally we turn to what may be the most interesting aspect of the literature namely; the dynamic effect of unions on productivity growth, investment activity and long run performance. It is concluded that the debate over what union do will focus increasingly on the long term consequences of union rents seeking.






CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION 
This chapter deals exclusively with the methods, procedures and system which the researcher employed in the collection of the necessary data and information for the research work
	Every stage of research process focuses on some kind of sampling. This is so because it becomes apparently impossible to include the entire variable, which might provide useful information or to use all the data gathered in the final report.
3.2	RESEARCH DESIGN
	This study was basically a survey research and therefore, required the use of survey method of investigation in this survey research, questionnaires is designed together information relevant to this project topic. 
3.3	POPULATION OF THE STUDY
	The population of the study comprises the key staff and functional heads of the branch of the bank selected for the study that. Kwara state college of education Ilorin. There were total of 70 personnel’s in the various departments, whose views and knowledge can derive the study
3.4	SAMPLE SIZE ND SAMPLE TECHNIQUES
	It is important to note that it is not possible to study the entire population as a result of time constant and limited resources available for effectives handling of the study. Therefore, only a portion of the population I studied. The opinions and views sampled (A part of population which study focused) from the staff of the organization. To ensure the determination derived by Taro Yamane (1964) was employed.
The formula state thus:-

When n = sample size
N = population of the study which is 70
E = margic of error and in this case e = 5%
	(chosen by the researcher)
I = constant
Therefore:-










    = 60



3.5	METHODS OF DATA COLLECTION
This is the technique used by the researcher to obtain data for analysis. The researcher used questionnaire, interview and personal observation. Formulated questions relevant to the subject matter were used and printed with instruction to guide the respondent and enable them express their opinion. The personal observation was made by the researcher as she listened to the respondent thereby drawings conclusion
3.6	INSTRUMENTS FOR DATA COLLECTION
	The research made use of the following instrument in obtaining the needed information
· Questionnaire
· Personal interview
· Surveys
· Library research
Through the help of these instruments, it was possible for research to get the necessary information from the respondents.
PRIMARY SOURCES
	Primary data are original or first nature. The advantage of this types of data is that the exact information wanted and obtained the primary sources of data were obtained from oral interview with top management staff questionnaires were also drafted and administered to enable the research obtain wide range of information which were not possible using oral interview due to lack of time and opportunity.
	SECONDARY SOURCES
	The secondary sources of data involve information gotten from already conducted research work that related to the study. This include textbooks, journals magazines, internet language to avoid ambiguity in understanding of the questions, the reliability of the instrument is based on the accounting theorist. 
3.7.    METHODS OF DATA ANALYSIS
The research was carried out by using the primary and chi-square method in other to achieve the set objectives of the study. The main instrument used for the collection of primary data is questionnaire while others were suggestion, observation and as well as personal interview from various personal in and outside the kwara state college of education COED Ilorin.
3.8.    HISTORICAL BACKGROUND OF THE CASE STUDY 
Kwara state college of education, Ilorin, which has as its motto EDUCATION FOR EXCELLENCE was established in September, 1974. It was then christened school of education, and administered by the kwara state college of Technology, Ilorin. The school started with only thirteen academic staff. Some of the staff of the school of Basic studies of the college were drawn to teach the academic subject contents, while those of the school of education taught other pedagogical aspects of the Nigeria certificate in education (NCE) courses. Such method of training NCE teachers late proved unsatisfactory. Consequently, the school was later change to Advanced Teacher's college, in other to reflect the true purpose purpose for which it was established. It was also given an advisory body. By 1876, the college was completely detached from its parent body, kwara state college of Technology, Ilorin with its own edict and governing council. In 1978, its name was changed to kwara state college of education to be sited in Oro, and its edict was accordingly amended. It was also afflicted to the Ahmadu Bello University, Zaria, for the purpose of moderation of examination and certification.\
The college was later moved to a temporary site along Ilorin lagos Road where it occupied the former federal government college premises pending the time its permanent structures would be erected at its permanent site in Oro. However, the then Governor of kwara state, Alhaji Adamu Attah declared, in his convocation address to the college in 1980, that the college would remain in Ilorin, while another one was to be established in Oro. It was that year that the college was re-affiliated to the University of Ilorin.








CHAPTER FOUR 	
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION										The researcher distributed questionnaire to both primary and secondary source which the staff and trade union members Of Kwara State College Of Education. The answer supplied by the respondent in the questionnaire will be used to analyze and interpret the data presented. Hypothesis will be tested with the chi-square (X2) statistical tool. As stated in chapter three, a sample size of one hundred and forty six were statistically drawn from a sample size of two hundred and thirty staff of kwara state college of education. A total of one hundred and fifty questionnaires were returned as completed.
4.2 	PRESENTATION AND ANALYSIS						Those questions analyzed are drawn from the questionnaires which are induced at the appendix of this work. The questions analyzed are those relevant and more related to the purpose of the research study.		
A total number of one hundred and questionnaires was distributed to the population sample size and ninety were duly completed and returned upon the completion of the exercise.
Table 4.1
	QUESTIONNAIRE
	FREQUENCY
	PERCENTAGES

	Returned
	90
	60%

	Not Returned
	60
	40%

	TOTAL
	150
	100%


SOURCE: FIELD SURVEY, 2025										
Table 1 show that out of the 150 copies of questionnaires administer at COED only 90 that is 60% were returned as duly completed.
Table 4.2 AGE DISTRIBUTION COED
	AGE GROUP
	FREQUENCY
	PERCENTAGES

	20-30
	15
	16.7%

	31-40
	40
	44.4%

	41 and ABOVE
	35
	38.8%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025							TABLE 4.2 shows that 16.7% at the staff are the age bracket of 31 to 40 years while 38.8% are between the age of 41 years and above.
Table 4.3 GENDER DISTRIBUTION COED
	GENDER
	FREQUENCY
	PERCENTAGES

	MALE
	62
	68.8%

	FEMALES
	28
	31.1%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025							Table 4.3 shows that the distribution of gender in the institution is not equal. There are more males than females in the staff composition. The reason for the high numbers of males to females is due to the nature of job carried out in the institutions.
TABLE 4.4 JOB STATUSES
	STATUS ALTERNATIVES
	FREQUENCY
	PERCENTAGES

	JUNIOR STAFF
	36
	40%

	SENIOR STAFF
	50
	55.5%

	MANAGEMENT
	4
	4.4%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025			

							
TABLE 4.4 Shows that the number of join staff is 40% which is low while the number of senior staff is high.
TABLE 4.5 LENGTH OF SERVICE
	ALTERNATIVE
	FREQUENCY
	PERCENTAGES

	BELOW ONE YEAR
	3
	3.5%

	1-10 YEARS
	42
	46.6%

	11-20 YEARS
	38
	42.2%

	21 AND ABOVE
	7
	7.8%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025						
Table 4.5 shows that 3.5% staff are below one year in their length of service, 46.6% are in the year bracket of 1-10 years , 42.2% are in the year bracket of 11-20yearswhile 7.8% are in the year bracket of 21 years and above.
QUESTION 1: Do you consider all the presence of trade union in Kwara State College of Education as important?					
TABLE 4.6
	ALTERNATIVE
	NO. OF RESPODENT
	PERCENTAGES

	YES
	70
	77.8%

	NO
	20
	22.2%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025							77.8% of the staff considered the presence of trade union as important while 22.2% don’t consider the union presence.
QUESTION 2; TABLE 4.7 Do you think that trade union influence the policy making and implementation in your institution?
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	YES
	55
	61.1%

	NO
	35
	38.9%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025									
It shows that 61.1% of the respondents affirm to alternative yes i.e. the Trade union influences policy making and implement while 38.8% of the respondents are not accepting in policy making.
QUESTION 3: TABLE 4.8. How often does the management consult with the union on issue of staffs to improve working conditions of workers and improve? 	
	ALTERNATIVE RATING
	NO. OF RESPONDENT
	PERCENTAGES

	VERY OFTEN
	30
	33.3%

	OFTEN
	40
	44.4%

	NEVER
	20
	22.2%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025								From the data obtained in table 4.8, 44.4% of the staff are of the opinion that management consist often with the union on the issue of the condition of worker and implementation of operation while 33.3% argue that this consultation as very often and 22.2% are of the opinion that management does not consult with the union on issues. The percentage that says that management consult often with trade union on  these is 77.7% while 22.2% are the opinion that management does not consult with the union on such issue.
QUESTION 4: How would you describe the union management relationship in your institution union management relationship has helped both parties achieve their aims and objectives effectively thereby bringing about a win-win situation.
	ALTERNATIVE RATING
	NO. OF RESPONDENTS
	PERCENTAGES

	VERY GOOD
	40
	33.3%

	GOOD
	30
	55.6%

	POOR
	20
	11.1%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025		
TABLE 4.9 shows that 33.3% of the respondents response behave that management union relationship is very good, 55.6% behave that the relationship is good and 11.1% behave that the relationship is poor.
QUESTION 5: Do you think the objective of trade union will be achieved in your institution there is cordial relationship between union and management as partners in progress				
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	YES
	80
	88.9%

	NO
	3
	3.3%

	DON’T KNOW
	7
	7.8%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025							The table provides that 88.9% of the respondent responded to the alternative yes, i.e. the union’s objective can be achieved if the union and the management are in cordial relationship as partners in progress while 3.3% of the respondent and 7.8% respondents choose no and don’t as their response.
QUESTION 6: Do you think that the activities of trade union will enhance efficiency of workers in your organization.
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	YES
	70
	77.8%

	NO
	10
	11.1%

	DON’T KNOW
	10
	11.1%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025							
	77.8% of the staffs are of the opinion that the trade union activities enhance workers efficiency in the institution.


QUESTION 7: How often trade union makes impact in an organization by training employees. 			
	ALTERNATIVE
	NO. OF RESPONDENTS
	PERCENTAGES

	VERY OFTEN
	30
	33.3%

	OFTEN
	40
	44.4%

	NEVER
	20
	22.2%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025								From the data obtained in table 4.13, 44.4% of the staff are of the option or opinion that management consist often with the union on the issue of the impact of workers while 33.3% argue that  his constitution are very often and 22.2% are opinion that management does not consult with the union on the issue.
QUESTION 8
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	YES
	70
	77.8%

	NO
	10
	11.1%

	DON’T KNOW
	10
	11.1%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025								77.8% of the staff are of the opinion that the trade union improve profitability in the institution. Interaction with some staff helps to ascertain that union activities especially those that working efficiency tend to improve their profitability




QUESTION 9: Trade union identifies the need for a corporation on unionized and non-unionized workers in the fast moving consumer goods sectors.
	ALTERNATIVE
	NO. OF RESPONDENTS
	PERCENTAGES

	AGREED
	80
	88.9%

	DISAGREED
	3
	3.3%

	DON’T KNOW
	7
	7.8%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025							The trade identifies that 88.9% of the respondent responded to the alternative “agreed” i.e. the union can provides the need identified by the management.
QUESTION 10: Does trade union play important role in the work life of their member?	
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	AGREED
	40
	33.3%

	DISAGREED
	30
	56.5%

	DON’T KNOW
	20
	11.1%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025								From Table 4.16 shows that 33.3% of the respondents respond to the alternative “agreed” i.e. the trade union play an important role in the work life of their members.
QUESTION 11
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE

	EMPLOYMENT
	50
	56.5%

	EDUCATION
	30
	33.3%

	ALL OF THE ABOVE
	10
	11.1%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025										
From table 4.17 shows that 56.5% are of the opinion that trade union construct or employed workers more in the institution to enhance their productivity.
QUESTION 14: Does trade union has benefits to its member 			
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	YES
	70
	77.8%

	NO
	10
	11.1%

	DON’T KNOW
	10
	11.1%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025								77.8% of the staff are of the opinion that the trade union have benefits to its members in the institution interaction with some staff helps to ascertain that union activities especially those that work diligently. Interaction with some staff helps to ascertain that union activities especially those that tend to raise the wage or salary of workers increase their efficiency.
QUESTION 7: What measure foes the union employ to settle grievance and dispute between workers and management?
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	SEEK CONSTRUCTIVE DIALOGUE WITH MANGEMENT
	78
	86.7%

	APPEAL TO AN INDIVIDUAL COURT
	3
	3.3%

	ALL OF THE ABOVE
	9
	10%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025							Table 4.11 shows that 86.7% are of the opinion that trade union use constructive dialogue with management in order to settle dispute and grievance between worker and the management since 86.7% is the highest percentage in  the measure used by the union to settle grievance and dispute between workers and management it shown that collective bargaining instrument in the institution is very open and functional.
QUESTION 8: To what extent does the management and workers of the institution under study interact in the distribution of employment issue?
	ALTERNATIVE
	NO. OF RESPONDENT
	PERCENTAGES

	SEEK CONSTRUCTIVE DIALOGUE WITH MANEGEMENT
	76
	84.7%

	APPEAL TO AN INDUSTRIAL COUNT
	5
	5.5%

	ALL OF THE ABOVE
	9
	10%

	TOTAL
	90
	100%


SOURCE: FIELD SURVEY, 2025










CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	 SUMMARY OF FINDINGS
The first objective of the study was to establish the various activities of trade union within the kwara state college of education, Ilorin in Nigeria.
The findings of this study revealed that there are various activities of trade union within the kwara state college of education, Ilorin in Nigeria. This includes negotiations for better wages, better working conditions, mobilizing employees for collective action when negotiations fail, facilitation of education opportunities for members, organizing strikes when negotiations fail, these has been used as a primary tool, they regulate relations between employer and employee. They also represent employees during disciplinary hearings. However, it was noted from the findings that activities such as the trade union representing the non-unionized members were out of question.
The second objective of the study was to establish the challenges of trade unions activities in the High institution in kwara state in Nigeria. The findings of the study revealed that Trade unions have gotten challenges just as Cote (2013) argues that because trade unions drive up wages, they inadvertently cause unemployment especially if the wages rise above the equilibrium. This means that Trade unions have the challenges of ensuring that employees are paid high wages without leading unemployment, this is not easy to attain due to lack of sufficient information and expertise that Trade unions need in order to negotiate for equilibrium wages. In the findings it was noted that the respondents agreed that the trade unions negotiate pay raise on behalf of its members.
Overall, trade unions increase organizational productivity when all other factors are kept constant. Looking at the objectives of this study from the onset, it can be concluded that the study has endeavored to achieve them. The activity of trade union, for instance, has been extensively discussed giving a glimpse that Trade unions provide a lot to it's members with a Keen eye on their welfare. It is these activities that form the basis for organizational productivity. However, not all the activities outlined in the questionnaires received a positive outlook from the respondents for others were rejected outright. This notwithstanding, it suffices to say that the study was a success as far as it's objective were concerned, research methodology and analysis tools, and presentation of findings and their interpretation. Operation of trade unions within organizations has some impacts on organizational productivity. Because they ensure that employees get good remuneration packages and good working conditions, trade unions can boost employee morale and this can then motivate them to be more productive in their work.
5.2 	 CONCLUSION
In conclusion, this study set out to determine the effect that Trade unions have on a firm's using productivity using high institution in kwara state within the Nigeria County as a case study.
The reason being that it has always been said by trade unionists that their existence is good for the organization's workers in particular and the whole firm in general. Indeed, the unions have architecture a number of activities to it's members that ensure their well-being at the places of work.
This, however, does not mean that every company trade unions do not represent workers who are not registered as members of the unions and also those who are disabled thus it is biased to its members only thus leading to perception that the union  are discriminatory yet it is very difficult to convince otherwise. It was also found that trade union may fail to agree with management on the way forward during negotiation and as a result trade union mobilizes its members to go on strike. In cases where such strikes take long periods, high institution end up losing revenues due to discontinuity in production.  Therefore, the challenge of trade unions in this regards is to fight for workers and pressurize company managers to improve employee welfare without jeopardizing the company interests.			
The third objectives of the study were to determine the effect of trade unions on organizational productivity in the kwara state college of education, Ilorin in Nigeria. The findings revealed that trade union has an effect on organizational productivity this is because through their activities such as negotiations for better wages, better working conditions and facilitation of education opportunities for members these members tend to be motivated and even work harder in performance thus leading to high productivity at an individual level which then translate to the entire organization. They also shield their members from inflation, attain the balance of power between employers and employees, representing employees during disciplinary hearings and inducing labor policies and laws in favor of employees thus help to increase productivity. It also clear that trade unions decrease organizational productivity through strikes whenever the negotiations fail. However a trade union has many employers, particularly small and medium size high institution loath trade unions in most cases, they attempt to suppress their formation. The research problem of this study was based on the insufficiency of literature that addresses the connection between workers membership to trade unions and organizational productivity.				
With this knowledge gaps in the previous related studies, this study attempted to answer the question, what is the effect of trade unions on organizational productivity in the high institution in kwara state in Nigeria? “The objectives of the study therefore included to establish the various activities of trade unions within kwara state college of education, Ilorin in Nigeria; to establish challenges of trade union activities in the high institution in these objectives kwara state; and to determine the effect of trade unions on the organizational productivity and all these objectives were covered successfully. The researcher satisfactory answered the research questions previously outlined, thus achieving a substantial part of research objectives. The activities of the trade unions were exhaustively discussed following their endorsement by a majority of respondents. This was basically converting the activities into a positive or negative role in the organization. Ultimately, it emerged that the existence of trade unions in a high institution in kwara state enhances organizational productivity.
5.3.	RECOMMENDATIONS									Based on the findings of this study, a number of recommendations were made. Firstly, higher institutions should try to encourage the growth of trade unions since they are associated with increases in organizational productivity. Secondly ,higher institution should try to create a positive working relationship with trade unions and the negotiation environment should be friendly enough to avoid stalemates that turn into strikes since strike disrupt productivity. Thirdly, high institutions that do not have trade unions should consider encouraging their employees to join or form them for the high institutions own benefits. Lastly, high institutions should consider encouraging trade union to participate in corporate social responsibility initiatives instead of focusing only on their narrow employee representation.
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