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Abstract
The outcome of the joint effort of the actors in industrial relation 
under voluntary mechanism of conict resolution called “Collective 
agreement” is purposely formulated to promote cordial 
relationship, peace and harmony between the employers and 
employees in the industrial sectors in Nigeria. This is obviously 
facing serious threat and challenges nowadays and it is technically 
weakening and undermining the usage of collective bargaining 
agreement. Prominent among these issues and challenges are: 
reluctance of the employer/management to engage the 
employees/union in roundtable negotiation, lackadaisical attitude in 
the bargaining process, trickling bargaining methods, insincerity, 
reneging to implement collective agreement to mention but few. 
These issues have created several negative impressions not only in 
the employees mind but also the society at large. This action/inaction 
however, have led to several industrial actions that have being 
interrupting and disturbing both the economic and social wellbeing 
of both the workers and entire citizens as a result of industrial unrest 
experiencing frequently. This paper therefore examines and criticise 
the effectiveness of collective agreement in Nigeria public sector.

Keywords: Collective bargaining, Collective agreement, Nigerian 
public sector
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Introduction 
Public sector could be described as those organisations or workplaces 
that are owned by the government either at federal, state or local 
level. It comprises of both public corporations and the civil service. 
Therefore, all workers either the public servants that is (those 
workers/employees that were employed by the board of directors of 
that corporation) or civil servants (those workers/employees that 
were employed by the civil service commission through open 
competition or interview) are all employees of the public sector. 
Unlike in the private sector which is basically established by private 
individuals or group of individuals for the purpose of making prot, 
public sector primarily concerned with the provision of essential 
services to the citizens at highly subsidised rate in order to comfort 
them. Sufce it to say that workers in the public sector are directly or 
indirectly working for government and they are being paid by 
government from tax payers and resources of the state. It is worth 
note that the employees/unions in this sector are mostly the victims 
concerned about the issue of collective bargaining agreements. 
Whenever there is issue related to the subject matter, the management 
don't show any serious commitment or meaningful interest in 
attending to the demands of the unions. This has been attributed 
mostly to incessant industrial actions pervading industrial relations 
scene in the public sector.     

Public organisations in Nigeria like any other developed 
countries of the world made provisions for managing and resolving 
conict(s) in industrial establishments since it is universally believed 
and accepted that conict is inevitable most especially where two or 
more people works and interact within themselves. In fact, conict 
has been perceived to be part of social life. Despite the fact that both 
the employer and employees differs in interest, goals and aspirations, 
yet there must be nexus in terms interaction, interrelation and 
interdependent between them. Conict do occur not only in industrial 
organisations but also occur between spouses, friends, family, 
religious houses, communities and even between nations, the most 
important thing whenever it happens is how to manage or proffer 
solution to such misunderstanding called conict.

According to Omole (2001) cited in Akinkunmi (2015) some 
causes of industrial conicts that leads to strike actions were 
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highlighted among these are; wage claims and fringe benets, hours 
of work and other working arrangements, discipline, redundancy and 
income policy, sympathy action (in case of lock-out of workers 
elsewhere), reinstatement of discharged and suspended employees, 
employment and personnel questions, allegation of victimisation of 
trade union ofcials, time-off-trade union activities, failure to honour 
collective agreements, statutory controls on trade union activities, 
poor communication between management and workers on one hand, 
and trade union on the other, growth of militant participating groups 
within trade unions, long-wound dispute procedures and ofcial 
delay in the processing disputes, settlement procedures, credibility 
gap between union membership and leadership, wage and salaries 
commissions and many more. However, every nation takes the 
process of resolving industrial crises very serious as the repercussion 
of industrial conict, if not appropriately handled is always disastrous 
to not only the stake holders but also the larger  society and the 
nation's economy generally.  Explaining workplace/industrial 
conict further, (Longe, 2015) posited that it  is an existence of clash 
of interests or objectives in worker-management relations.

However, it is obvious that most industrial conicts have 
economic and goal incompatibility in the absence of common values 
in work establishments. Industrial crisis is any form of work 
dissatisfaction which can surface in several ways such as 
absenteeism, go-slow, loss of man-hour, high labour turnover, and 
work to rule to mention just few of them. Most of them are tools in the 
hand of the employees while only few (lockout, suspension and 
issuance of query) are used by the employers for discipline and to 
serve as deterrent for others. Industrial crisis could also be dened as 
work stoppage on the part of the employees to force their demands on 
the employer(s) or to resist a particular demand/rule made by the 
employer. Kornhouser and Durbin (1985) dened the concept as the 
total range of behaviours and attitudes that express opposition and 
divergent orientation between individual owners and managers on 
one hand and the working people and their union on the other. Others 
have similar opinions that industrial crisis is a state of tension when 
one party perceives that its expectations are being undermined by 
another in the work relation (Ehigie, 1998).

 According to Fashoyin (1992) it is an enduring power 
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struggle between workers and employers. When workers get 
disenchanted about their service and the organisation can no longer 
boast of the quality of workers' performance, then there is the 
existence of emotional hazards in their interests. This situation ames 
industrial crisis because each party may tend to work to undo the 
other as against the traditional work relation of mutual benets. 
Industrial crisis could be internal; between a particular organisation 
and its unions or external; between the association of employers and 
the national bodies of the unions. It is worthy to note that for this 
study, industrial crisis, trade dispute and industrial conict are used 
interchangeably to capture the generality of unhealthy work relation 
that can eventually lead to industrial actions if not quickly and 
properly attended to.

Literature
Industrial Crisis and its causes 

Industrial crisis may surface at any time in industrial 
organisations whether in private or public sector irrespective of 
developed, developing or underdeveloped countries as a result of 
several variables. Since there is divergence in interest of the stake 
holders that is; management, trade union and even the regulatory 
agency, However, it is not mandatory that misunderstanding must 
have ensued before the parties concerned goes into agreement on any 
issue that they dim t to agree upon, in fact, agreement most often 
lead to conict between the parties. According to Fashina (2001) 
causes of industrial crisis can be attributed to the workplace policy 
inconsistencies and wrong placement in organisational priorities on 
the part of the management. When employers place higher premium 
on capital input far above the workers without appreciating that they 
(workers) are the one making the organisation to be productive, this 
will surely breed industrial rancour. 

This connotes that poor and low level of workers' motivations 
with respect to remuneration (both promptness and total package) has 
been a bone of contention between the workers and employers and 
may as well, be a strong cause of industrial crisis. It is quite obvious 
that a cheated partner cannot be happy and may likely to show 
grievance which may take several forms and will in turn become 
industrial crisis. Aremu (2006) afrmed that the wave of 
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globalisation that is; trade liberalisation amongst various economies 
of the world in global trade relations revealed that it have created 
inequality in bargaining power between corporations and workers. 

This may bring several undue competitions among the actors 
and may consequently end up in stronger responses from union by 
stimulating quest for information. This implies that, increasing 
international competition may arise as a result of increase in 
interdependence between different linking economies of the world 
and will denitely mount pressure that could increase labour market 
exibility and dampening labour protection. However, whenever 
there is crisis in any organisation, management and the union looks 
out for means to resolve it as conict should not and has never be 
permanent in industrial sectors hence, the need for the parties 
involved to come together willingly to negotiate the issue between 
themselves, this is called collective bargaining.

Collective Bargaining 
Collective b involves a process of consultation and argaining 

negotiation of terms and conditions of employm between ent 
emplo and work usually through th representatives.  yers ers, eir 
According to Abiodun (2005), it is the process by which wages and 
other conditions of employment are determined by negotiation 
between an employer or group of employers or an industry and the 
employees or their union ofcials, a federation of trade union or an 
industrial union.

It involves a situation where the workers union or 
representatives meet with the employer or representatives of the 
employer  in an atmosphere of mutual co-operation and respect, to ,
deliberate and reach agr on the demands of workers eement 
concerning certain improvements in the terms and onditions of c
employment ( ). Collective bargaining is thus a very Okene, 2009
important mechanism for attaining a cordial relationship between 
workers nd their employers since it provides an effectiv forum for a e 
the settlement of employment issues. Collective bargaining was rst 
used in 1891 by Beatrice in a book titled Co-operative Movement in 
Great Britain and became acceptable and popular after the couple 
(Sydney and Beatrice Webbs) published the book called Industrial 
Democracy. It is a kind of human endeavour to achieve unique and 

Nigerian Journal of Industrial Education and Labour Relations Vol. 5. No. 1 & 2, 2021

100



consensus agreement. It inuences and permeates both economic and 
social existence which can best be regarded as a form of industrial 
democracy. It is the negotiations relating to terms of employment and 
condition of work between an employer, a group of employers, better 
still, an employers' organisation on the other hand and representative 
of workers' organisation on the other hand, with mindset to reach an 
acceptable conclusion called collective agreement. 

Generally, the aim of collective bargaining is basically to 
settle grievances (individual or collective), determine wages and 
salary scales, accept other terms of employment and working 
conditions as well as settle industrial disputes (Abiodun, 2005). The 
rst legislation which made provision for the settlement of trade 
dispute in Nigeria was the trade dispute (Arbitration and Inquiry) 
Ordinance, no. 3 of 1941. This ordinance made provisions for 
conciliation and arbitration as well as institution of enquiries into 
trade disputes; moreover, its invocation largely depended on the 
initiative and voluntary support by the trade unions and employers of 
labour.

This was in tandem with the British traditional standards of 
freedom of association, that is, collective bargaining and settlement 
of disputes. Some amendments occurred during the Nigeria Civil War 
when the Trade Dispute (Emergency Provisions) Decree no. 21 of 
1968 was enacted and subsequently amended by the Trade Disputes 
(Emergency Provisions) (No. 2) Decree No. 53 of 1969, and this was 
the beginning of Industrial Arbitration Tribunal for the purpose of 
compulsory arbitration in Nigeria (Yesufu 1984).

Collective bargaining is recognised as a right in International 
Law, there are several sources for this right. Two international 
instruments which specically provide for the right to collective 
bargaining are the European Social Charter and the ILO Conventions.       
The right of workers to collective bargaining can also be inferred 
from other instruments which generally deal with freedom of 
association and the protection of workers and trade union rights. ILO 
1985, the right of workers to freedom of association is guaranteed and 
protected under the Universal Declaration of Human Rights, the 
International Covenant on Civil and Political Rights," the 
International Covenant of Economic, Social and Cultural Rights,' the 
European Convention on Human Rights" and the American 
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Convention on Human Rights."This was documented and expatiated 
in Article 6(1)-(3) of the European Social Chart 1964 Article 3(4) er 2, 
andArticle 22(1). 

According to Okene (2009), these guarantees include the 
right of workers to join and form trade unions for the protection of 
their economic and social interests  means by . However, a major
which workers can protect their economic and social interests is 
through collective bargaining. To deny workers the right to collective 
bargaining will therefore mean denying their right to freedom of 
association. The African Charter of Human and Peoples Rights  
(ACHPR) 1981 does not specically provide for the right to 
collective bargaining or for trade union rights for that matter, 
however, it is submitted that a conjoint reading of Articles 5, 10, and 
15 of the Charter provides support and basis for collective 
bargaining. Article 5 states that “every individual shall have the right 
to the respect of the dignity inherent in a human being and to the 
recognition of his legal status moreover, Article 10 provides that 
“Every individual shall have the right to associate provided he abides 
by the law” All forms of exploitation and degradation of man . 
particularly slavery, slave trade, torture, cruel, inhuman or degrading 
punishment and treatment shall be prohibited.” And by Article 15, 
“every individual shall have the right to work under equitable and 
satisfactory conditions and shall receive equal pay for equal work”.

Article 5 of the Charter recognises the r to fr of ight eedom 
association which enables worke to org and one of the aims of  rs anise, 
organising is to be able to have a common forum to pursue one of the  
most outstanding purpose of trade unions that is, mprovement of s , i
terms and conditions of employment Thus it m be argued th. ay at 
trade union rights ar overed under fr of association e c eedom 
pro of the Ch This will th guar the right to form visions arter en antee . 
and join unions and allow trade un perform th l  ions eir egitimate
a which include representin thei memb in collective ctivities g r ers 
bargaining.

The problems of collective bargaining as an instrument of 
wages and other conditions of employment determination in Nigeria 
in terms of its restricted nature and the relatively large number of 
workers outside its coverage emanate from the developments in the 
national polity (Nigeria Labour Congress, 2008). Ubeku (1986) was 
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of the opinions that while the employers and the unions may establish 
their procedural and substantive rules through the collective 
bargaining process in Nigeria, that exercise must be subjected to the 
control of government. Kester and Ayantunji (2002) also afrmed 
that conditions of employment of civil servants in Nigeria are 
practically determined outside free negotiation. The bargaining 
concept as known in the Private Sector and the right to strike can only 
work and be applied after subjecting it to necessary modication. 
Omole (1987) also submitted that if collective bargaining in the 
Private Sector could be regarded as a system of rule making and wage 
determination in Nigeria, it can hardly be considered the same in the 
Public Sector since it is being control by the government that most 
times determined the wages and other conditions of service without 
necessarily consulting or seeking the views of the trade unions. 

More so, according to Nigeria Labour Congress (2008), a 
large number of unionised workers particularly in the Public Sector 
are not covered by formal and well structured bargaining machinery 
which often lead to ad-hoc negotiations occasioned by industrial 
crisis. Most government parastatals with few exceptions have no 
collective bargaining machinery, nor do unions negotiate with their 
managements. Yet, the legislation which established these 
Parastatals empowered their Board or Management to independently 
review the conditions of service. In the case of the civil service, the 
age-long negotiation machinery became dormant in the 1990's and 
was only resorted to during severe crisis (Nigeria Labour Congress, 
2008; 2009). It has been also observed that it is different in the 
Nigeria context as collective bargaining is seen as a form of direct 
intervention. 

The Government has been directly appointing Wage 
Commissions for the determination of wages and salaries of public 
sector employees. At the same time, Commissions awards restricted 
to the Public Sector usually result in high incidence of trade disputes 
in all sectors of the Nigeria economy. Consequently, Wage 
Commissions serve to weaken the collective bargaining system in 
Nigeria hence, the need to revisit the composition of this commission 
to be independent and from all encumbrances.
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Collective Agreement 
Generally, collective agreement is the outcome of joint 

negotiation between the conicting parties. It is an extracted 
conclusion that the group involved in collective bargaining endorse 
as the acceptable and satisfactory facts at that particular point. 
However, it is not mere agreement rather, it must have a particular 
purpose that warranted resolution only within the parties concerned 
and not necessarily comprise of outsider except the witness to the 
signatory of such agreement. It is expected to be the best means of 
proffering solution to any misunderstanding that occur between the 
employer or group of employers and employees or their unions since 
the parties involve will have the opportunity to sit with each other on 
a round-table, express their feelings, listen to the view others with 
mutual respect and understanding of the phenomenon. 

It is trite knowledge that conict has been universally 
accepted as inevitable within human relations, although mere hearing 
of conict, the mind goes straight to its negative impact, but it is not 
always destructive rather is a means of building up a platform of 
mutual respect and understanding. It has become an integral part of 
social and organisational growth, development and/or challenges. 
The concept of collective agreement is the next stage and the most 
desperately needed arrival point from collective bargaining which 
has started at different times in different countries of the world. Its 
practice was and is not universal both in form and substance. 

In some jurisdictions, the phenomenon is regulated by 
common law while in some others; it is governed by statutory law. 
Also, in others, it is both the practice of statutory and common laws 
that regulate collective agreement. However, this practice is, 
unarguably, not seamless. However, it was observed that statutory-
law-regulated collective agreement came majorly to ameliorate 
identied shortcomings in the common law regime on collective 
agreement with regards to hitherto deplorable physical conditions of 
work, terms and conditions of employment of workers.

Base on the above legal provisions, it appeared that any 
misunderstanding between employer and employees or management 
and labour union should be rstly, resolved internally on round table 
negotiation. It is only if the effort to resolve internally failed that the 
statutory means can be applied. However, whenever the rst 
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approach to conict resolution is used, any agreement emanating 
from such negotiation between the parties concerned, is recorded and 
jointly signed and is binding on the employers and workers to whom 
the terms relate or affect.

Employer's unwillingness to implement collective bargaining 
agreement

There are empirical evidences that employers particularly in 
the public sector fell reluctant and unwilling to honour collective 
agreement that have jointly signed and sealed with union, among 
these is the ndings of Onabanjo (2013) who revealed that many 
reasons have been adduced for government's unwillingness to use 
collective bargaining and its agreement for issues like wage 
determination, terms and conditions of employment and so on. One 
of such reasons is the right to strike action which is effective in the 
private sector but order wise in the public sector. This right to strike 
has to be amended to take care of essential services in the public 
sector also. Moreover, the issue became more complicated by the 
absurdity in declaring the whole of the sector as essential services. 
Government as an employer has the right to lock-out, query or 
dismiss its employees but it does not want the employees to withdraw 
their services when the need arises hence, the countervailing force is 
denied. Another complication is that in Nigeria, the government is 
both an employer of labour as well as intermediary between the 
managements and the labour unions, also set standards and regulate 
the system. 

Damachi and Fashoyin (1986) pointed out another reason 
which is the dilemma arising from conict of interest in civil service 
labour relations which has to do with the fact that management in the 
civil service is, in fact, the employee and concessions to the latter are 
often applicable to management as well. It is not far-fetched that the 
prot motive in the private sector is not real in the public sector where 
the services are utilitarian hence, government ght shy of any wage 
determination machinery that may increase cost and collective 
bargaining is likely to lead to such agreement that will increase cost 
which the government dislike.

Curiously looking at Anwoluorah (2005) one can without 
difculty appreciate and understand the differences, difculties and 
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limitations of collective bargaining and its agreement in the public 
sector. It should therefore, appear clearer that sometimes collective 
bargaining agreement in the public sector has been criticised as 
ineffective, in fact, sometimes downright inefcient. Three major 
hurdles are constantly confronting employees under the government 
in their moves to effective collective bargaining. Firstly, they may 
face the hurdle of belonging to the political party that is not in power 
and then things may be complicated due to the fact that it has been 
stipulated in the statutes that it may be illegal for them to participate 
actively in political affairs. The normal system of separation of 
powers in a democratic formation may bring about the 
decentralisation of authority and thereby may cut the workers' 
possibility of negotiation from his location. The economic 
consequences of the demands for increase in wages on the tax payer 
with the implied possible political consequences for the government, 
sets limit to the negotiating power of employees under the 
government. Moreover, in a system of democracy with three tiers of 
government, the power of decision may not depend only on one level 
alone. 

Again, this factor stems from the fact that all attempts by 
government to raise enough nance to meet the demands in terms of 
increased salaries and wages will mean increased taxation. The 
government, because of evident political implications, may not like 
to oblige.        This has a kind of moral overtone, limits the 
bargaining power of the workers in the public sector. The 
government as it was already said, is tied up by being the largest 
employer of labour, regulates industrial policies and again, has the 
responsibility of distributing essential services, often highly 
subsidised, to reach the totality of the citizens.

According to Akintayo (2005), a lot of special problems 
come together when collective bargaining agreements cover a large 
number of undertakings and are industry-wide in the scope. Few 
among these are:

Payment ability: There are often considerable differences 
between one rm and another. The best managed, most prosperous 
rms in an industry may be able to pay agreed rates higher than those 
which the least prosperous can afford. In bargaining under the new 
industrial relations systems, the trade unions must therefore always 
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keep in mind the effects of any given level of wages and conditions of 
employment on the smaller rms. The rates xed in collective 
agreement must be closely related to ability to pay.

Size discomture: the sheer size involved in multi-employer 
bargaining is not without some disadvantages. Gains through 
industry-wide bargaining may be inationary although government 
may have a specic policy on this. Multi-employer bargaining could 
lead to industry-wide work-stoppage which could lead to public 
discomfort. In the process of bargaining both sides must recognise 
that the employer's ability to obtain improved working conditions for 
their members will, to a large degree, depend on the general level of 
business activity. 

Periods of slumps: slump or recession era must receive equal 
recognition with the periods of boom and protability. There is the 
need to take proper account of the economy and national interests in 
collective bargaining. While in the period of economic stability and 
buoyance, organisations are well capable the reverse may be the case 
during recession period which may smell bad odours to the 
employees.

Public sector
This could be described as those organisations or workplaces 

that are owned by the government either at federal, state or local level. 
It comprises of both public corporations and the civil service. 
Therefore, all workers either the public servants that is (those 
workers/employees that were employed by the board of directors of 
that corporation) or civil servants (those workers/employees that 
were employed by the civil service commission through open 
competition or interview) are all employees of the public sector.

Unlike in the private sector which is basically established by 
private individuals or group of individuals for the purpose of making 
prot, public sector primarily concerned with the provision of 
essential services to the citizens at highly subsidised rate in order to 
comfort them. Sufce it to say that workers in the public sector are 
directly or indirectly working for government and they are being paid 
by government from tax payers and resources of the state. It is worth 
note that the employees/unions in this sector are mostly the victims 
concerned about the issue of collective bargaining agreements. 
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Whenever there is issue related to the subject matter, the management 
don't show any serious commitment or meaningful interest in 
attending to the demands of the unions. This has been attributed 
mostly to incessant industrial actions pervading industrial relations 
scene in the public sector.     

Critics of the effectiveness of collective agreement in the public 
sector

It is obvious that collective agreement is capable of proffering 
solution to the lingering issues in industrial sector, however, the fact 
that the employers of labour in the public sector believed that they are 
stronger than the employees and as such free to bend the rule at any 
point in time without due consideration of the union is rendering 
collective agreement useless, ineffective, incapable and unsuitable 
for its initial purpose of its establishment. Thus, in Nigeria context, it 
can be concluded that engaging the employers in the public sector in 
collective bargaining is just mere waste of time, energy as well as risk 
of life.

Extant literature have revealed the trends of public sector 
employers' attitude towards implementation of collective agreements 
as unimpressive and uncourageous as feeling reluctant to enter into 
bargaining with the union representatives coupled with lackadaisical 
attitude during the process of bargaining, trickish and unfaithful 
bargaining methods, reneging to honour and implements the 
agreement collectively reached, agreed and signed among other 
things. Already, public sector employers always have it at the back of 
their mind that engaging labour unions in bargaining is just mere 
deceit and formality. 

The government see no reason for them to honour and respect 
collective agreements since they can pre-empt the consequences of 
the action thereafter. Employers take the opportunity that the subject 
matter is unenforceable in the court of law and have no legal 
implication, labour unions can only nag, brag and nally embarks on 
industrial action which has a long process to undergo hence, and 
collective agreements can be turned down and disrespected thereby 
subjecting the labour to undeserved hardship and sufferings. 

The composition or establishment of collective bargaining as 
voluntary means of settling industrial dispute is obviously faulty right 
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from outset in that the same government that control the public sector 
is the one that set standards, formulate, regulate and implement 
industrial policies and also the third arm (intermediary) between 
management and the labour unions, in addition, the highest employer 
of labour in Nigeria, nally, the government owns the agencies 
involved in labour/industrial matters. Who should be favoured in this 
context?

Effectiveness of public policies and collective agreement is 
subjected to the willingness of the power holders/the leader, already 
third arm of government (Judiciary) has been weakened, judgement 
favours the stronger, it is no longer the hope of the oppressed, 
industrial courts are not sufcient, there is long delay of judgement 
whereas, a judgement delay is a judgement denied, even if the 
judgement favours the weaker, it can be ignored or jettisoned without 
punishment.

Labour have lost the strength embedded in the unity of labour 
in the public sector, there is lack of internal harmony among union 
members, there are factions, leadership tussle, ideological 
differences, nancial misappropriation, acrimony and chameleonic 
attitudes to mention but few have weakened the unionism and giving 
rise to over bearing inuence of the employers in the public sector. 
Selsh interest of the union leaders is increasing on daily basis; many 
of the so called union leaders are ready to trade off their union 
forgetting that they are to protect the interest of the union members. 
All these and more are depressing the effectiveness of collective 
agreements in the public sector in Nigeria and are seriously calling for 
modication in order to make a better society.

Conclusion 
Collective bargaining, contrary to how the employer of labour 

in the public sector in Nigeria has perceived it, is an instrument 
capable of resolving industrial matters to a reasonable point. It is 
therefore left for the stakeholders in industrial relation system to 
understand and key into core values attached to peaceful resolution 
and cordial relationship in the public organisations in Nigeria. 
Dishonouring collective bargaining agreement made with the trade 
union is a problem on its own that cannot be used to resolve industrial 
issues and has been identied as a major source of industrial unrest 
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romancing our industrial relation system nowadays hence, the need 
for the concerned party to have a rethink and turn a new leaf by 
bargaining in good faith, entrust the agreement reached and honour 
the agreements with utmost sincerity. If collective bargaining that 
breeds collective agreement can work to the extent of regarding it as a 
unique system of rule making in the private sector then, it can as well 
performs wonder in the public sector by replicating the trust, respect 
and good mind of the private organisation employers in the public 
settings.      

Suggestions
The following suggestions were made based on the 

supportive literature used in this study:
The employers of labour in the public sector should desist 

from showing the trade unions that all useful state instruments are in 
the domain of the employers and so they can do as they like since they 
are stronger that the unions. Bending the rules to favour the 
employers, disrespecting collective agreement, inuencing and 
inltrating the judicial system should be stopped so that engaging the 
trade unions in collective bargaining will cease to be mere waste of 
time and energy

Collective bargaining agreement should be strengthened, 
courageous and impressive, employers should desist from bargaining 
with the unions just to wipe away time, lackadaisical and trickish 
attitude should be avoided and bargaining should not be just for 
bargaining sake and formality. Employers of labour in Nigeria public 
sector should change the narrative by changing their perception and 
orientation about the workers in the public organisations

The legal stance on enforcement of collective agreement 
should be clear and rm so that whoever that default can be 
appropriately prosecuted without the fear of inuence and 
manipulations. Industrial court judgement should be regarded by not 
only the private organisations, individuals but by the employers of 
labour in the public establishments. Collective bargaining and 
agreement should be categorically made enforceable under the law so 
that there will be fair treatment and equity in the system

Trade unions should repackage and restore the strength 
embedded in the unity of labour in the public settings. Divided we fall 
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and united we stand, acrimonies, backbiting, unreasonable rivalry, 
insincerity of the union leaders among other things that can cause 
factions and disunity among the labour unions should be completely 
abolished if the union actually wish themselves well. Divide and rule 
can never pave way for trade unions to progress and achieve the set 
goals of the union.       
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