ANALYZING THE IMPACTS OF COLLECTIVE BARGAINING ON EMPLOYEES’ RENUMERATION IN PUBLIC TERTIARY INSTITUTION

(A CASE STUDY OF KWARA STATE COLLEGE OF EDUCATION, ILORIN)

BY
ABDULAZEEZ TESLIM OLANREWAJU
ND/23/BAM/FT/0037


BEING A RESEARCH PROJECT SUBMITTED TO THE DEPARTMENT OF BUSINESS ADMINISTRATION AND MANAGEMENT, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES (IFMS), KWARA STATE POLYTECHNIC, ILORIN.

IN PARTIAL FULFILLMENT OF THE REQUIREMENT FOR
THE AWARD OF NATIONAL DIPLOMA (ND) IN BUSINESS ADMINISTRATION AND MANAGEMENT.

MAY, 2025


CERTIFICATION
This is to certify that this project was carried out by HND/23/BAM/FT/1295 and has been read and approved as meeting part of the requirement for the award of National Diploma in Business Administration and Management, Kwara State Polytechnic, Ilorin.

_______________________				_____________
MR. JIMOH S.M						        DATE
(Project Supervisor)						 

____________________					_____________
MR. BOLOGI UMAR						DATE
(Project Coordinator)												 

________________________				_____________
MR. ALAKOSO I.K					            DATE
(Head of Department)						 

________________________			             _____________
EXTERNAL EXAMINAR					  DATE


DEDICATION 
	This project work is dedicated to Almighty Allah for his blessings bestowed on me and my dearest parents.



















ACKNOWLEDGEMENT
Glory be to Almighty Allah the creator of all creatures, who gave me the strength, knowledge and wisdom to carry out this programme, may his name forever be glorified and peace by upon his noble prophet Muhammad (S.A.W) and his companions and household.
First and foremost this project will be incomplete without given my profound gratitude to my one and only parents, I appreciate your contribution, financially, morally and spiritually, for nursing me from my childhood, my primary school, secondary school and Higher Institutions may Almighty Allah grant you long life so that you can reap the fruit of your labour.
My regard goes to my noble supervisor MR. JIMOH S.M for his good supervising work, thanks so much and may ALMIGHTY ALLAH be with you and your family. I really appreciate the knowledge you impact on me may ALMIGHTY ALLAH bless you all.





TABLE OF CONTENT
Title page 									i
Certification 									ii
Dedication 									iii
Acknowledgement 								iv
Table of content 								vi
CHAPTER ONE									
1.1 	Background of the Study						1
1.2 	Statement of the Problem						4
1.3 	Research Question							5
1.4	 Objectives of the Study						6
1.5	 Research Hypotheses						6
1.6 	Significance of the Study						7
1.7 	Scope of the Study							8
1.8 	Definition of Terms							8
CHAPTER TWO									
Literature Review									
2.1	 Introduction								9
2.2 	Conceptual Frame Work  						9
2.3	 Theoretical Frame Work 						19
2.4	 Unitary Theory 							20
CHAPTER THREE								
Methodology 									
3.1 	Introduction 								27
3.2 	Research Design 							27
3.3 	Population of the Study 						28
3.4 	Sample and Sampling Techniques 				28
3.5 	Method of Data Collection 						28
3.6 	Instrument of Data Collection 					29
3.7 	Methods of Data Analysis 						31
3.8 	Historical Background of the Case Study				32
CHAPTER FOUR							
Data Presentation, Analysis, and Interpretation				
4.0	 Introduction								33
4.1	Presentation of Data							33
4.2 	Data Analysis and Interpretations					34
4.2.1 	Demographic Profile of the Respondents				34
4.3 	Perception of employees on collective bargaining		37
4.4 	Presentation and Analysis According to Key Questions		38
4.5 	Testing of Hypotheses						40
4.6	 Discussion of the Findings						48
CHAPTER FIVE									
Summary of Findings, Conclusion and Recommendations		
5.1 	Summary of Findings						50
5.2 	Conclusion								51
5.3 	Recommendations 							52
References 								            54
Questionnaire							            58


CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
The concept of industrial relations emerged during the industrial revolution of the 18th century, which marked the transition from small-scale cottage industries to large-scale industrial production. This transformation brought about the employment of large numbers of workers under single employers, leading to the need for structured labor relations. With rapid industrial expansion came poor working conditions, prompting government intervention through labor legislation (Yesufu, 1984). In Nigeria, industrial relations and labor laws were inherited from British colonial administration through legal frameworks such as the Labour Code, Factories Ordinance, Trade Union Ordinance, and the Workmen’s remuneration Ordinance.
Following Nigeria’s independence in 1960, these early legislations were revised to include the Trade Union Act of 1973, the Labour Act of 1974, the Trade Dispute Act of 1976, the Factories Act of 1987, and the Employees’ remuneration Act of 2010, among others. These legal instruments were developed to regulate labor relations, address workplace conflicts, and promote industrial harmony (Adebisi & Oni, 2012).
Industrial relations broadly refer to the complex relationships among employees, employers, and the government. Dunlop (1958) and Schregle (1982) conceptualized this relationship as "tripartism," where three primary actors—employers, employees (represented by trade unions), and the state—interact to regulate employment conditions. Farnham and Pimlott (1998) highlighted various mechanisms in industrial relations, including negotiation, grievance handling, conciliation, dispute resolution, and collective bargaining.
Among these mechanisms, collective bargaining stands out as a voluntary process of negotiation between employers and employee representatives (usually trade unions), aimed at establishing terms of employment such as wages, working hours, and other benefits (Thomason, 1988). It reduces the unilateral decision-making power of employers and fosters mutual respect and understanding in the workplace.
Uvieghara (2001) defined collective bargaining as a process by which wages and other conditions of employment are settled through agreement between employers or employer associations and workers' organizations. Ngu (1994) emphasized that collective bargaining is both a dynamic process and a method of industrial democracy and conflict resolution.
Despite its theoretical advantages, the effectiveness of collective bargaining in Nigeria’s public sector, particularly in public tertiary institutions, has been limited. Fashoyin (1999) and Onah (2008) observed that while the machinery for collective bargaining exists in the public sector, it has often been weakened by government’s reluctance to engage in genuine negotiations. Instead, unilateral wage determination through salary commissions has undermined industrial democracy.
Persistent disputes in Nigeria’s public tertiary institutions often revolve around inadequate and irregular salaries, allowances, and other Remunerations. As Elele (2008) and Onah (2008) noted, these challenges contribute to frequent strikes and industrial unrest, which disrupt academic activities and national development.
This study, therefore, seeks to examine the role of collective bargaining in shaping employee remuneration within Nigeria’s public tertiary institutions, using the Kwara State College of Education as a case study.
1.2 Statement of the Problem
Trade unions in Nigeria’s public tertiary institutions have historically been at the forefront of advocating for improved employee welfare. However, the extent to which collective bargaining has effectively influenced employee remuneration remains questionable. While unions have succeeded in drawing attention to poor remuneration and working conditions, the persistent irregularities in salary payments and inadequate remuneration packages suggest that the bargaining process may not be yielding the desired outcomes.
In many cases, the government's preference for unilateral wage-setting mechanisms over negotiated agreements has eroded trust and mutual respect between labor and management. This, in turn, has led to repeated labor unrest, including strikes and work stoppages, which affect the productivity of public institutions and the morale of employees.
Moreover, there is a perceived disparity in the treatment of public tertiary institution workers compared to political office holders, which further deepens discontent and undermines the legitimacy of the current remuneration structure.
As Mullings (2010) argued, high-performing organizations are those that foster rational exchanges based on trust and mutual respect. The failure of the government to recognize and effectively utilize collective bargaining has contributed to a climate of mistrust and adversarial relations in Nigeria’s public sector.
This study, therefore, investigates the effectiveness of collective bargaining in addressing remuneration-related challenges in public tertiary institutions, using Kwara State College of Education as a focal point.
1.3 Research Questions
This study aims to answer the following research questions:
i. What are the effects of collective bargaining on workers’ Remuneration in public tertiary institutions, particularly Kwara State College of Education?
ii. Is there a relationship between the outcome of collective bargaining and workers’ performance in public tertiary institutions?
iii. Does collective bargaining serve as an effective mechanism for resolving employee remuneration-related issues in public tertiary institutions?
1.4 Objectives of the Study
The broad objective of this study is to examine the role of collective bargaining in shaping employee remuneration in public tertiary institutions, with a focus on Kwara State College of Education.
Specific objectives include:
i. To examine the effects of collective bargaining on workers’ remuneration in public tertiary institutions.
ii. To examine the relationship between the outcomes of collective bargaining and workers’ performance.
iii. To evaluate the effectiveness of collective bargaining in resolving employee remuneration-related issues.
1.5    Research Hypotheses
The study is guided by the following null hypotheses:
H01: Collective bargaining has no significant effect on employee enumeration in public tertiary institutions.
H02: There is no significant relationship between the outcome of collective bargaining and workers’ performance in public tertiary institutions.
H03: Collective bargaining is not an effective means of resolving employee enumeration-related issues in public tertiary institutions.
1.6   Significance of the Study
This study will be of immense benefit to several stakeholders in the public sector:
· Policy Makers and Government Agencies: It will highlight the need for institutionalizing effective collective bargaining mechanisms to resolve labor disputes and improve employee welfare.
· Trade Unions and Labor Organizations: Findings from this research will provide insight into how collective bargaining strategies can be enhanced to secure better terms and conditions for members.
· Management of Public Tertiary Institutions: The study will serve as a guide to adopt more collaborative and participatory approaches in handling employee remuneration.
· Academic Researchers and Students: It contributes to the growing body of knowledge on industrial relations, labor laws, and human resource management in the public sector.
· The General Public: By promoting industrial harmony in educational institutions, the study indirectly contributes to national development and social stability.
1.7 Scope of the Study
This study focuses on assessing the impact of collective bargaining on employee remuneration in public tertiary institutions, with specific reference to Kwara State College of Education. It covers issues related to wages, allowances, employee performance, and dispute resolution through collective bargaining.
1.8 Definition of Terms
i. Collective Bargaining: A negotiation process between employers and employee representatives (usually trade unions) aimed at reaching agreements that regulate working conditions.
ii. Employees: Individuals who work under a formal or informal contract for wages or salary.
iii. Public Sector: Comprises government-owned institutions that provide public services.
iv. Renumeration: Includes both financial and non-financial rewards given to employees in exchange for their services.
v. Productivity: The efficiency with which inputs such as labor and capital are used to produce outputs.
vi. Trade Union: An organized group of workers formed to protect and promote their rights and interests.


CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter presents a comprehensive review of existing literature relevant to the study of collective bargaining and employee remuneration, particularly within the context of public tertiary institutions in Nigeria. The review is structured into four major sections: the conceptual framework, theoretical framework, empirical review, and identification of research gaps.
2.2 Conceptual Framework
2.2.1 Concept of Collective Bargaining
Collective bargaining is the process through which employers and employees (through their unions) negotiate contracts that govern working conditions. The ILO (1960) describes it as the voluntary negotiation between employers or their organizations and workers' organizations to determine terms and conditions of employment. It is a central institution in industrial relations, promoting mutual understanding and reducing conflict (Fajana, 2002).
In the context of public tertiary institutions, collective bargaining becomes particularly important as academic staff unions, such as the Academic Staff Union of Universities (ASUU) or Colleges of Education Academic Staff Union (COEASU), use it to influence remuneration, allowances, and welfare packages.
Collective bargaining not only establishes employment terms but also gives employees a collective voice in workplace governance, ensuring their concerns are heard and addressed (Rose, 2008). This aligns with the concept of industrial democracy, where workers participate in decision-making processes that affect their livelihood and professional development (Otobo, 2005).
2.2.2 Concept of Employee Remuneration
Employee remuneration refers to the total remuneration received by an employee in exchange for services rendered. It includes both monetary and non-monetary benefits, and plays a key role in job satisfaction and motivation (Milkovich & Newman, 2008).
Remuneration systems typically comprise:
· Basic salary: Regular monthly pay.
· Allowances: Such as housing, transport, and academic bonuses.
· Fringe benefits: Pensions, leave entitlements, sabbatical opportunities, etc.
· Performance-related pay: Incentives based on outputs or KPIs.
In public tertiary institutions, remuneration is often determined centrally through government wage policies, which sometimes neglect regional and institutional differences. This has made collective bargaining a vital tool in adjusting and contextualizing salary structures and welfare packages for staff.


2.2.3 Concept of Industrial Democracy
Industrial democracy refers to the participation of employees in the decision-making processes of an organization. It is a system where workers’ rights to contribute to discussions on employment conditions are institutionalized through mechanisms such as collective bargaining, workers’ councils, or joint committees (Onah, 2008).
In public institutions where bureaucratic decision-making dominates, collective bargaining functions as a counterbalance by giving organized labour a formal voice in salary negotiations, funding allocations for staff welfare, and workload assessments. It empowers staff unions to protect their members from unilateral decisions by government authorities or institutional management.
2.2.4 Concept of Employee Voice
Employee voice refers to the ways and means by which employees communicate their views to employers. According to Freeman and Medoff (1984), voice mechanisms are vital for resolving conflicts, improving morale, and increasing productivity. In tertiary institutions, unions act as intermediaries that amplify the voice of employees, particularly in issues relating to delayed salaries, poor infrastructure, or hazardous working conditions.
Collective bargaining institutionalizes this voice, making it difficult for employers or government representatives to ignore employee grievances. Employee voice also serves as a conflict-prevention mechanism, as it channels dissatisfaction through constructive dialogue rather than strikes or protests.


2.2.5 Labour Relations in Public Tertiary Institutions
Labour relations in public tertiary institutions are shaped by the interactions between academic unions, management, and government. These relations are often strained due to funding challenges, inconsistent policies, and poor communication. Trade unions such as ASUU and COEASU have historically relied on collective bargaining, strikes, and lobbying to negotiate better remuneration and working conditions.
Unlike the private sector where employer-employee dialogue can be more flexible, the public sector is bureaucratically rigid. This limits the effectiveness of collective bargaining and often leads to industrial unrest. Yet, when properly utilized, collective bargaining remains the most effective means of influencing labour policies in education (Kester, 2006).
2.2.6 Concept of Fair Wage and Equity
The principle of fair wage entails that employees receive remuneration that reflects their qualifications, job responsibilities, and economic conditions. Equity in remuneration fosters morale, loyalty, and institutional efficiency (Armstrong, 2008).
In public tertiary institutions, there are frequent complaints about salary inequities between federal and state institutions, or between academic and non-academic staff. Collective bargaining helps address these disparities by pushing for nationally recognized standards, salary harmonization, and periodic wage reviews.
2.2.7 Concept of Trade Unionism
Trade unionism is the organization of workers into associations for the purpose of securing improvements in pay, benefits, and working conditions through collective action. In the context of public tertiary institutions, trade unions serve as pressure groups that challenge unfavourable policies and negotiate on behalf of their members (Fashoyin, 1999).
Trade unions also educate members on their rights, lobby for legislative reforms, and monitor the implementation of negotiated agreements. Their existence is integral to effective collective bargaining.
2.3 Theoretical Framework
A sound theoretical framework guides the understanding of how collective bargaining influences employee remuneration in public tertiary institutions. This study draws on several key theories:
2.3.1 Dunlop’s Industrial Relations System Theory
Dunlop (1958) posits that the industrial relations system comprises three key actors: employers, employees (and their representatives), and government. These actors interact within a set of rules and under a given environmental context. In public tertiary institutions, collective bargaining serves as the rule-making process through which staff unions (employees), management (employers), and government negotiate terms of employment such as salaries and benefits.
2.3.2 Pluralist Theory of Industrial Relations
This theory views organizations as composed of different groups with distinct interests. Conflict is considered natural, and resolution is achieved through institutionalized mechanisms such as collective bargaining (Fox, 1966). In Nigerian public tertiary institutions, unions represent employees’ interests, negotiating wages and conditions that reflect their needs. This theory supports the legitimacy and necessity of collective bargaining as a conflict resolution tool.
2.3.3 Equity Theory
Developed by Adams (1963), equity theory suggests that employees compare their input–output ratio (effort vs. reward) with others. Perceived inequities result in dissatisfaction and lower productivity. When public tertiary workers perceive salary disparities between institutions or sectors, it creates tension. Collective bargaining is a means through which these perceived inequities are addressed, aiming for a sense of fairness in remuneration.
2.3.4 Voice Theory
Freeman and Medoff (1984) propose that unionized employees are more likely to express grievances through formal channels (voice) rather than through turnover or strikes. In public tertiary institutions, unions such as COEASU provide a platform for this voice. Collective bargaining is the process that institutionalizes such voice, ensuring employees’ concerns are heard and acted upon.
2.3.5 Theory of Industrial Democracy
This theory emphasizes workers' rights to participate in decision-making processes, especially on matters affecting their welfare and income. Through collective bargaining, staff unions influence policies related to remuneration, workloads, and welfare, thus promoting shared governance in the education sector (Otobo, 2005).


2.3.5 Stakeholder Theory
This theory proposes that an organization should consider the interests of all stakeholders, including employees, in its decisions (Freeman, 1984).

In public tertiary institutions, employees (lecturers, administrative staff) are key stakeholders whose remuneration and welfare should be determined through inclusive processes like collective bargaining.
2.4 Empirical Framework
The empirical review of literature explores studies and findings related to collective bargaining and employee remuneration in public tertiary institutions, with a focus on Nigeria and other relevant international contexts. The reviewed studies provide insights into how collective bargaining affects employees' wages, working conditions, and overall job satisfaction in public sector organizations, particularly in the education sector.
Adebayo (2013) examined the role of collective bargaining in promoting industrial peace in Nigerian universities. The study concluded that institutions with strong collective bargaining systems experience fewer strikes and higher staff retention rates. The research further demonstrated that effective collective bargaining helps address staff grievances related to remuneration, thereby fostering a peaceful and productive work environment. This aligns with the concept that collective bargaining is essential in minimizing industrial conflicts and achieving harmonious relationships in the workplace.
Okene (2015) highlighted the challenges faced by public sector unions in Nigeria, specifically in the context of collective bargaining. The study noted that while there are established frameworks for collective bargaining, they are often undermined by government decisions and delayed implementation of negotiated agreements. This weakness in the collective bargaining process leads to dissatisfaction among employees, which may manifest in frequent strikes and protests. Okene’s findings emphasize the importance of effective implementation and adherence to collective agreements, particularly in determining fair and timely remuneration for public sector workers.
Chukwuemeka and Aroh (2017) focused on labour union activities in Nigeria’s Colleges of Education, exploring the relationship between union strength and employee remuneration. The study found that where unions were well-organized and proactive, employees enjoyed better welfare packages and improved remuneration. However, in institutions where unions lacked strength or were less active, employees faced challenges in securing fair remuneration and benefits. This underscores the role of strong unions in shaping employee remuneration through collective bargaining, particularly in the public tertiary sector.
Oginni and Fajana (2016) explored the impact of trade unionism on employee remuneration in Nigerian public universities. The study revealed a positive correlation between active trade unionism and improved salary structures. However, it also noted that prolonged strikes, while highlighting the importance of collective bargaining, often led to the erosion of the gains made through negotiations. This finding underscores the dual role of collective bargaining: while it is instrumental in securing better pay and working conditions, the instability caused by industrial action can diminish the benefits over time.
Uzochukwu (2020) conducted a study in polytechnic institutions, examining the effect of collective bargaining on employee morale. The study found that employees who believed in the power of their unions to negotiate for better terms reported higher levels of job satisfaction and morale. This study reinforces the importance of collective bargaining not only in terms of securing financial remuneration but also in enhancing the overall well-being and motivation of employees. It further suggests that effective collective bargaining can lead to a more engaged and satisfied workforce, which in turn improves organizational performance.


CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter presents the methodology used in this study, outlining the procedures for data collection, analysis, and the development of tools for gathering information. The section includes the research design, target population, sampling techniques, data collection methods, measuring instruments, pilot study, and methods of data analysis. This research employs a quantitative approach, analyzing the data with appropriate statistical tools to ensure validity and reliability. Additionally, the chapter provides a detailed explanation of the research methods, the selection of the sample, the techniques for data collection and analysis, the extraction of variables, and the statistical procedures used.
3.2 Research Design
Given the nature of the research problem and the study's objectives, a descriptive survey research design was adopted. Data was collected using a well-structured questionnaire, complemented by in-depth interviews. This design was chosen as it allows for a comprehensive analysis of the role of collective bargaining in shaping employee remuneration in Kwara State College of Education. The survey method provides the researcher with a systematic means of addressing the research questions and objectives, while ensuring that the findings are both valid and reliable. A research design offers a blueprint for conducting the study, ensuring that data collected addresses the research problem effectively (Martin, 2007).

3.3 Population of the Study
The study population comprises the academic and non-academic staff of Kwara State College of Education, Ilorin. The total population includes 31 academic staff members and 744 non-academic staff, bringing the total to 1,105 employees. This population provides a broad and representative sample for investigating the role of collective bargaining in employee remuneration within the institution.
	Name of the institution 
	Academic staff
	Non-academic staff 
	Total 

	Kwara State College of Education 
	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 College of Education Ilorin. 
The Taro Yamane techniques was adopted for the research work. 
Thus; n = 
Where; 	N= Population of the study
		n = Sampling size 
		(e) = Level of significance 
		1 = Unit (constant)
		Note (e) = 0.05
n = 
n = 
n = 
n = 
n = 
Sample size = 293
3.5 Methods of Data Collection
Data for this study were collected through both primary and secondary sources to address the objectives of the research. Primary data were gathered from employees of Kwara State College of Education using a structured questionnaire. The questionnaire was divided into two sections:
· Section A: This section gathers demographic information from the respondents. It includes questions about the institution's name, staff category, department/unit, age, educational qualification, gender, years of experience, and marital status.
· Section B: This section focuses on the respondents' perceptions of collective bargaining and its impact on employee Renumeration. It aims to gather insights into how employees view the relationship between collective bargaining and their remuneration.
· Secondary data were sourced from relevant textbooks, administrative records, articles, newspapers, and online materials. These secondary sources provided contextual information and theoretical perspectives relevant to the study.
3.6 Instruments of Data Collection
The primary instrument used for data collection was a structured questionnaire, which was supplemented with interviews to obtain additional insights not captured by the questionnaire. The interviews were used to explore more nuanced perspectives that could not be fully addressed through the closed-ended questions in the survey.

To ensure the reliability and validity of the instruments, the researcher adopted standardized instruments from previous studies, including those by Uwa (2014), Owoseni (2014), Jide (2013), and Smith (2002), all of which reported acceptable reliability and validity.
The questionnaire was designed in four sections:
· Section A: Collects data on the demographic variables of the respondents.
· Section B - Part A: Gathers data on the independent variable, collective bargaining.
· Section B - Part B: Collects data on the dependent variable, employee Renumeration.
· Section C: Collects data on employee performance, another dependent variable.
· Section D: Collects data on the effectiveness of collective bargaining in addressing employee Renumeration disputes.
In Section A, six items are included to capture various demographic characteristics of the respondents, such as staff category, gender, age, marital status, education level, and years of experience.
Sections B, C, and D of the questionnaire consist of question statements aimed at measuring the key variables of the study using a five-point Likert scale. The scale is as follows: (1) Strongly Disagree, (2) Disagree, (3) Neutral, (4) Agree, (5) Strongly Agree. Respondents were asked to select the option that best represented their level of agreement or disagreement with each statement.

Specifically:
· Section B includes 17 closed-ended questions aimed at assessing employees' perceptions of collective bargaining and its influence on remuneration.
· Section C contains closed-ended questions that explore the relationship between collective bargaining and employee performance, focusing on how bargaining affects performance outcomes.
· Section D includes 17 questions designed to evaluate the effectiveness of collective bargaining in resolving remuneration disputes, considering mediating factors such as negotiation processes, management responsiveness, and union involvement.
In total, the instrument consists of 50 items designed to comprehensively assess the variables of interest in this study.
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 is given below as: 
Y = a + β1X1 +  β2X2 + β3X3 + β4X4 + еo ………… (1) 
Where: 
Y = employee’s Renumeration 
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 is 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 remuneration and CBV is collective bargaining variables. The employees’ remuneration 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’ remuneration (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. 
3.8	Historical Background of the Case Study
Kwara State College of Education, Ilorin, was established in 1974 as a teacher training institution in response to the growing need for qualified teachers in the educational sector of Kwara State. Initially, the college aimed to provide quality teacher education and produce highly skilled and competent teachers for the primary and secondary schools in the region.
Over the years, the college has evolved into one of the premier institutions for teacher education in Nigeria. It offers a range of programs, including National Certificate in Education (NCE) and other related educational courses. The college has played a crucial role in promoting education within Kwara State and beyond by producing well-trained educators who have gone on to contribute significantly to the development of the Nigerian education system.
The institution's commitment to academic excellence, discipline, and its ability to adapt to the changing educational needs of the country has earned it a reputation as a leading teacher training institution in the region. Today, Kwara State College of Education, Ilorin, continues to build on its legacy, providing quality education to aspiring teachers and contributing to the improvement of the Nigerian education system.

CHAPTER FOUR
DATA PRESENTATION, ANALYSIS, AND INTERPRETATION
4.1	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.
4.2	Presentation of Data
The research questionnaire was administered to two hundred and ninety-three (293) employees of Kwara State College of Education 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


Source: Author’s computation, 2025
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, 2025
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, 2025
Table 4.2.1.1 classifies respondents by gender. 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.
TABLE4.2.1.2 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 2025
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 2025
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
	


Source: Field Survey, 2025
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, 2025

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 and131 (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 2025
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 do 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 2025
The result of table 4.3.2 reveals that 195(66.5%) agree that collective bargaining exerts influence employee’s well-being 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 2025
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 agreement, 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’ remuneration in KWACOED?
Table 4.4.1: The institution where I work adopt collective bargaining as means of negotiation on employee remuneration
	Alternative 
	No of respondents
	Percentage (%)

	Yes 
	197
	67.2%

	No
	96
	32.8%

	Total 
	293
	100%


Source: Author’s computation 2025
The responses in the table above shows that 67.2% were of the opinion that collective bargaining has positive effect on workers’ remuneration while only 32.8% disagreed with this claims. 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, 2025
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’ remuneration
Problem solving approach/Attitude is an effective means of resolving dispute in KWACOED
	Alternative
	No of respondents
	Percentage (%)

	Yes
	185
	63.1%

	No
	108
	36.9%

	Total 
	293
	100.0%


Source: Author’s computation, 2025
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 remuneration in Kwara State College of Education 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, 2025
Predictors: (constant), collective bargaining


To assess the extent of impact of collective bargaining on workers’ remuneration 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’ remuneration is explained by the value of the R square, which indicates that 79.4% of workers’ remuneration in the sampled tertiary institution is accounted specifically by their collective bargain.
	Table 4.5.2: ANOVAAVANOVA

	
	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:SPSS205
a. dependent variable: employees’ remuneration
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 sum 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’ remuneration). Hence, it is posited that there is significant relationship between collective bargaining and employees’ remuneration.
	   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, 2025
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’ remuneration 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 College of Education 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, 2025


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, 2025
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’ remuneration). 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, 2025
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’ remuneration related disputes   in Kwara State College of Education 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, 2025
Predictor : constant, Problem Solving Approach/Attitude



The model analysis includes the independent variables (Problem Solving Approach/Attitude) of collective bargaining and dependent variable (employees’ remuneration). 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’ remuneration, 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 2025
a. Dependent variable: employees’ remuneration
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’ remuneration). Hence, it is posited that there is significant relationship between the two mediating variables jointly explained the efficacy of collective bargaining and employees’ remuneration 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 2025
Dependent Variable: Collective bargaining


Simple regression was employed to predict whether the mediating factor (Problem solving Approach/Attitude) is effective in resolving employees’ remuneration 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’ remuneration 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’ remuneration increases. The constant in the above equation shows that, as the problem solving attitude/approaches rated zero, employees’ remuneration 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 remuneration demand to be 60.1% higher in favour 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’ remuneration 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’ remuneration related issues issue. 
4.6 Discussion of the Findings
This study provides valuable insights into the role of collective bargaining in shaping employee remuneration within public tertiary institutions, using Kwara State College of Education, Ilorin as a case study. The findings offer strong empirical support for the assertion that collective bargaining exerts a positive and statistically significant impact on employee remuneration-related issues in such institutions.
The data analysis revealed that the adoption of effective collective bargaining mechanisms can significantly contribute to the resolution of disputes related to employee remuneration. Specifically, the findings from Hypothesis 3 align with the pluralist theory, which recognizes that workplace conflict is natural and inevitable, particularly in employer-employee relations. The theory emphasizes that such conflicts can be effectively managed through structured negotiation and bargaining processes. This reinforces the view that collective bargaining serves as a vital tool for managing industrial relations and mitigating conflicts over remuneration in public tertiary institutions.
The review of relevant literature also highlighted the necessary conditions for effective collective bargaining in Nigeria. These include a cooperative problem-solving approach, trust between negotiating parties, and institutional support. Consistent with these insights, empirical evidence from Hypotheses 1 and 2 indicates that collective bargaining has a statistically significant influence on both employee remuneration and overall performance. In particular, the data showed that a problem-solving attitude plays a critical role in navigating the complexities of the bargaining process, with a strong statistical significance (t = 15.677).
Further analysis using ANOVA confirmed a significant relationship between collective bargaining and employee performance at the 5% level of significance (p < 0.05), as shown in Table 5. This suggests that collective bargaining not only affects remuneration structures but also influences broader aspects of employee morale and productivity.
The results from Hypothesis 1 further support the systems theory, which posits that organizational components such as policies, processes, and human relations are interconnected. In this context, the study demonstrates that well-defined and effectively implemented remuneration policies—driven by collective bargaining—can lead to improved remuneration outcomes. The simple regression analysis of Hypothesis 1 revealed a beta coefficient of 0.891, indicating that a unit increase in the effectiveness of the collective bargaining process could lead to an 89.1% increase in employee remuneration levels. This underscores the potency of collective bargaining as a mechanism for achieving equitable and improved remuneration.
These findings corroborate the assertions of scholars such as Smith (2002) and Attah (1999), who emphasized that the success of collective bargaining depends on the availability of the necessary institutional tools, mutual goodwill, and commitment to the bargaining process. Ultimately, this study reinforces the importance of collective bargaining as a strategic approach to shaping employee remuneration and enhancing industrial harmony in public tertiary institutions in Nigeria.


CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings
This study set out to examine the role of collective bargaining in shaping employee remuneration in public tertiary institutions, using a selected institution in Kwara State as a case study.
The analysis of the first objective revealed that collective bargaining has a significantly positive effect on employee remuneration in the selected institutions. The regression analysis indicated a beta coefficient of β = 0.891, implying that a unit increase in collective bargaining activities leads to an 89.1% increase in employee remuneration. Furthermore, the ANOVA result confirmed a statistically significant relationship between collective bargaining and employee remuneration at the 5% significance level.
Additionally, the regression model found a strong relationship between collective bargaining and employee performance. The regression coefficient of R = 0.724 suggests a high degree of positive association. The ANOVA further validated this relationship as statistically significant, underscoring the importance of effective collective bargaining practices on the performance of staff in public tertiary institutions.
Moreover, the correlation analysis revealed a substantial relationship between collective bargaining and remuneration through the mediating factor of Problem-Solving Attitude (PSA), with a correlation coefficient of R = 0.905. The regression model for this relationship (F = 331.162, df = 1, 292, p < 0.05, R² = 0.820) indicates that PSA significantly enhances the effectiveness of collective bargaining in resolving employee enumeration issues.
In summary, the findings demonstrate that collective bargaining is an effective tool for addressing enumeration-related concerns and improving employee performance when implemented with problem-solving attitudes and a collaborative approach between management and employee representatives.
5.2 Conclusion
Based on the findings, the following conclusions are drawn:
· Collective bargaining significantly impacts employee enumeration in public tertiary institutions in Kwara State. For it to be effective, the agreements reached must be implemented in good faith, supported by regular consultations, mutual trust, and collaboration between management and employee representatives.
· There exists a positive and significant relationship between collective bargaining and employee performance. Well-structured and effectively implemented enumeration policies resulting from collective bargaining contribute to improved staff performance.
· Collective bargaining serves as a reliable mechanism for resolving employee remuneration issues in public tertiary institutions. This effectiveness is enhanced through a problem-solving approach, which remains central to the success of collective bargaining practices.
5.3 Recommendations
In light of the conclusions, the following recommendations are proposed:
· Management of public tertiary institutions should institutionalize collaborative strategies that support effective collective bargaining. This includes actively involving both academic and non-academic staff representatives in decision-making processes that affect remuneration and general working conditions.
· A problem-solving attitude should be adopted by all parties involved in collective bargaining. This approach can foster a proactive resolution of enumeration disputes, promote industrial harmony, and enhance employee morale and productivity.
· Open and credible communication channels should be established and maintained to discuss industrial issues transparently. Regular feedback should be provided to employees on the status of collective bargaining agreements and other related matters.
· The timing of collective bargaining negotiations should align with institutional budgeting cycles, ensuring that agreed terms can be adequately accommodated in annual budgets. This will enhance the feasibility and sustainability of negotiated agreements.
· Collective agreements must be honored and implemented in good faith. Doing so will strengthen trust between management and staff unions, improve workplace relations, and support long-term institutional goals.
· Collective bargaining should be recognized as a strategic tool in determining wages, benefits, and overall employee welfare in public tertiary institutions. As such, it should be given prominence in human resource planning and management policies.
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