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Abstract: This study examines the impact of collective bargaining on organizational performance in the formal sector, using Guinness 
Nigeria Plc as a case study. The research adopts the Efficiency, Equity, and Voice (EEV) Framework as its theoretical foundation. A 
quantitative research design was employed, with data collected through structured questionnaires distributed to 40 employees across 
different organizational levels. The study found that 65% of respondents acknowledged that collective bargaining significantly enhances 
organizational performance, while 72.5% perceived it as favorable. Pearson correlation analysis indicated a positive and statistically 
significant relationship between collective bargaining and organizational performance (r = 0.312, p = 0.047). These findings align with 
previous studies, highlighting that structured labor negotiations improve workplace motivation, job satisfaction, and productivity. The 
study concludes that collective bargaining is an essential tool for industrial harmony and workforce efficiency, recommending that 
organizations adopt inclusive bargaining strategies to sustain long-term growth and employee well-being. 

Keywords: Collective Bargaining, Organizational Performance, Industrial Relations, Employee Motivation, Workforce Efficiency, 
Labor Negotiations, Industrial Harmony, Job Satisfaction, Efficiency Equity and Voice (EEV) Framework, Formal Sector. 
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1. Introduction 

Collective bargaining stands as a pivotal mechanism in industrial relations, facilitating negotiations between employers and 
employees to establish mutually agreeable terms of employment. This process is instrumental in promoting industrial harmony 
and enhancing organizational performance. Recent studies have underscored the significance of collective bargaining in various 
sectors, including the food and beverage industry in Nigeria. For instance, Ajatolamba and Nnabuife (2024) highlighted that 
effective collective bargaining practices are positively correlated with employee performance in food and beverage organizations 
in Anambra State. Similarly, Okafor and Abdullahi (2023) discussed the challenges and prospects of collective bargaining in 
Nigeria, emphasizing its role in fostering workplace harmony. Furthermore, Nwuzor and Udoikah (2024) examined collective 
bargaining and conflict management in public organizations, providing insights into its application in the Nigerian context. In the 
realm of academia, Taiwo et al. (2024) investigated the impact of collective bargaining on academic staff welfare in federal 
universities in South West Nigeria, shedding light on its implications for employee well-being. Additionally, Igbokwe (2024) 
explored how collective bargaining acts as a catalyst for industrial harmony in Nigeria's public service, particularly in the South-
East region. These studies collectively underscore the multifaceted role of collective bargaining in enhancing organizational 
performance across various sectors in Nigeria. 

In the context of the formal sector, collective bargaining serves as a structured platform for addressing employee grievances and 
negotiating employment terms. Okafor and Abdullahi (2023) noted that collective bargaining empowers employees to influence 
their wages and working conditions, thereby promoting industrial democracy. Similarly, Ajatolamba and Nnabuife (2024) found 
that accommodation and reconciliation, as components of collective bargaining, are significantly associated with employee 
retention and job satisfaction in the food and beverage industry. Moreover, Taiwo et al. (2024) observed that effective collective 
bargaining mechanisms are crucial for enhancing academic staff welfare in Nigerian federal universities. These findings highlight 
the critical role of collective bargaining in fostering a conducive work environment and enhancing organizational performance. 

Guinness Nigeria Plc, a prominent entity in the Nigerian beverage industry, presents a compelling case for examining the impact 
of collective bargaining on organizational performance. The company's longstanding history of unionized labor offers a rich 
context for exploring how collective bargaining agreements influence various performance metrics. Studies such as those by 
Ajatolamba and Nnabuife (2024) have demonstrated that effective collective bargaining practices can lead to improved employee 
performance in similar industries. Additionally, Okafor and Abdullahi (2023) emphasized that collective bargaining serves as a 
mechanism for crafting working conditions and wages, which are critical components of organizational performance. Furthermore, 
Nwuzor and Udoikah (2024) highlighted the role of collective bargaining in conflict management within public organizations, 
suggesting its potential applicability in the private sector as well. These insights provide a foundation for investigating the specific 
dynamics of collective bargaining within Guinness Nigeria Plc and its impact on the company's performance. 

Effective collective bargaining processes contribute to industrial harmony by establishing clear guidelines for resolving disputes. 
Igbokwe (2024) observed that adherence to collective bargaining agreements is essential for maintaining industrial peace in 
Nigeria's public service. Similarly, Okafor and Abdullahi (2023) highlighted that collective bargaining transforms discord into 
concord through structured negotiations, thereby fostering workplace harmony. In the context of Guinness Nigeria Plc, effective 
collective bargaining could lead to improved employee relations and enhanced organizational performance. These perspectives 
underscore the importance of collective bargaining in promoting a stable and productive work environment. 

Collective bargaining also plays a crucial role in enhancing employee commitment and motivation. Taiwo et al. (2024) found that 
effective collective bargaining mechanisms are associated with improved academic staff welfare, which in turn enhances 
commitment and productivity. Similarly, Ajatolamba and Nnabuife (2024) demonstrated that reconciliation efforts within 
collective bargaining processes lead to higher job satisfaction among employees in the food and beverage industry. In the case of 
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Guinness Nigeria Plc, fostering employee commitment through effective collective bargaining could result in higher productivity 
and organizational growth. These findings highlight the potential of collective bargaining to align employee interests with 
organizational goals, thereby enhancing overall performance. 

The role of collective bargaining in conflict resolution is particularly significant in maintaining organizational performance. 
Nwuzor and Udoikah (2024) emphasized that collective bargaining serves as a major technique for settling industrial disputes, 
thereby preventing conflicts that could disrupt organizational activities. Similarly, Igbokwe (2024) noted that adherence to 
collective bargaining agreements is crucial for sustaining industrial peace in Nigeria's public service. For Guinness Nigeria Plc, 
effective conflict resolution through collective bargaining could ensure uninterrupted operations and sustained performance. 
These insights underscore the importance of collective bargaining in mitigating conflicts and promoting a harmonious work 
environment. 

Furthermore, collective bargaining contributes to employee retention by addressing issues related to job satisfaction and working 
conditions. Ajatolamba and Nnabuife (2024) found a strong correlation between accommodation efforts in collective bargaining 
and employee retention in the food and beverage industry. Similarly, Taiwo et al. (2024) observed that effective collective 
bargaining mechanisms are associated with improved welfare of academic staff, leading to higher retention rates. In the context of 
Guinness Nigeria Plc, addressing employee concerns through collective bargaining could enhance retention and reduce turnover 
costs, thereby positively impacting organizational performance. These findings highlight the role of collective bargaining in 
creating a stable and committed workforce. 

In addition to improving employee welfare, collective bargaining also influences organizational policies and practices. Okafor and 
Abdullahi (2023) noted that collective bargaining serves as a mechanism for crafting employment conditions and terms, thereby 
shaping organizational policies. Similarly, Igbokwe (2024) emphasized that adherence to collective bargaining agreements leads 
to industrial harmony, which is essential for effective policy implementation. For Guinness Nigeria Plc, engaging in collective 
bargaining could lead to the development of policies that align with employee expectations and organizational objectives, thereby 
enhancing performance. These perspectives underscore the strategic importance of collective bargaining in organizational 
governance. 

The impact of collective bargaining extends beyond individual organizations to influence industry standards and labor relations at 
a broader level. 

Research Questions  

i. To what extent has collective bargaining bring about organizational performance?  

ii. To what extent does management and unions perceived collective bargaining?  

Hypothesis  

H01: There is no significant relationship between collective bargaining and organizational performance. 
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2. Theoretical Framwork 

The Efficiency, Equity, and Voice (EEV) Framework 

The Efficiency, Equity, and Voice (EEV) Framework, developed by Budd (2004), serves as a comprehensive model for analyzing 
labor relations, including the role of collective bargaining in organizational performance. This framework suggests that a well-
functioning labor system must balance three key elements: efficiency, which relates to productivity and economic performance; 
equity, which ensures fairness in wages, working conditions, and treatment of employees; and voice, which provides employees 
with a means to express their concerns and participate in workplace decision-making. By applying this framework to collective 
bargaining within Guinness Nigeria Plc, we can understand how labor agreements shape organizational outcomes, employee 
satisfaction, and industrial harmony. 

Efficiency, the first component of the framework, refers to the ability of an organization to maximize productivity, optimize 
resource allocation, and maintain financial sustainability (Budd, 2004). In the context of Guinness Nigeria Plc, efficiency in labor 
relations means that collective bargaining agreements should facilitate smooth operations by preventing labor disruptions and 
ensuring a motivated workforce. As supported by recent studies, companies that engage in effective collective bargaining often 
experience lower absenteeism, reduced turnover, and higher employee performance (Ogunyemi & Salami, 2023; Nwachukwu et 
al., 2024). This implies that when collective bargaining is structured effectively, it enhances operational efficiency by aligning 
employer and employee interests. 

Equity, the second pillar of the framework, focuses on fairness in employment relationships, ensuring that workers receive just 
compensation, job security, and safe working conditions (Budd, 2004). Equity is a crucial factor in labor relations, as employees 
who perceive fairness in wages and working conditions are more likely to be committed to their jobs (Okafor & Olaniyan, 2023). 
Within Guinness Nigeria Plc, collective bargaining can ensure that employees receive competitive salaries, fair workload 
distribution, and protection against arbitrary dismissals. Research by Adebayo and Johnson (2024) highlights that organizations 
that integrate equity into their labor policies through collective bargaining tend to have higher levels of job satisfaction and 
workforce stability. 

The third element, voice, is fundamental in modern labor relations, as it allows employees to express concerns, participate in 
decision-making, and negotiate work conditions through their representatives (Budd, 2004). Voice in labor relations enhances 
industrial democracy and prevents grievances from escalating into conflicts. In the case of Guinness Nigeria Plc, a strong voice 
mechanism through collective bargaining ensures that employees feel heard and valued, leading to increased engagement and 
loyalty (Chukwuemeka & Usman, 2024). Recent studies suggest that firms that actively involve employees in negotiations 
experience fewer strikes and improved morale, leading to a more cohesive workforce (Adewumi et al., 2023). 

The interplay between efficiency, equity, and voice in labor relations is crucial for achieving a balance between organizational 
goals and employee welfare. Organizations that emphasize efficiency without considering equity and voice may face labor 
disputes, while those that focus too much on equity without efficiency may struggle with financial sustainability (Budd & Bhave, 
2022). For Guinness Nigeria Plc, a well-balanced collective bargaining process ensures that the company remains profitable while 
maintaining employee satisfaction, a necessary condition for long-term success. 

One of the key strengths of the EEV framework is its ability to explain how collective bargaining contributes to industrial 
harmony. Research by Ibekwe and Adeyemo (2024) indicates that firms that prioritize equity and voice in their collective 
bargaining processes report fewer cases of industrial unrest and litigation. This is particularly important for Guinness Nigeria Plc, 
where maintaining smooth labor relations is critical for continuous production and market competitiveness. By institutionalizing a 
collective bargaining system that emphasizes dialogue and fairness, the company can mitigate the risk of strikes and workforce 
dissatisfaction. 

Furthermore, the EEV framework provides a useful perspective on how collective bargaining influences organizational culture. A 
corporate culture that values efficiency, equity, and voice fosters trust between employers and employees (Olowu & Igbokwe, 
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2024). In Guinness Nigeria Plc, embedding these principles into labor relations can enhance teamwork, reduce workplace 
conflicts, and encourage a cooperative work environment. Studies by Akinwumi and Osagie (2023) found that organizations that 
promote employee participation through collective bargaining witness stronger organizational commitment and reduced employee 
grievances. 

Additionally, the EEV framework highlights the role of employee motivation in achieving organizational performance. 
Employees are more likely to be productive and engaged when they perceive that their contributions are valued and their concerns 
are addressed (Obafemi & Yusuf, 2023). Within Guinness Nigeria Plc, collective bargaining agreements that incorporate fair 
wages, job security, and workplace representation foster higher motivation, translating into improved efficiency and profitability. 
Empirical evidence from labor-intensive industries suggests that firms that align employee incentives with business objectives 
experience better financial outcomes and reduced labor turnover (Ogundipe et al., 2024). 

Another significant implication of the EEV framework is its application in dispute resolution. Collective bargaining, when 
structured around efficiency, equity, and voice, serves as a proactive tool for addressing labor conflicts before they escalate (Eze 
& Bello, 2023). For Guinness Nigeria Plc, having well-defined negotiation mechanisms ensures that disputes are resolved 
amicably, reducing the likelihood of work stoppages that could affect production and revenue. Recent studies indicate that firms 
with strong bargaining structures witness lower rates of labor-related litigation and higher trust levels between employees and 
management (Okeke & Afolabi, 2024). 

The framework also sheds light on the economic benefits of collective bargaining for both employees and employers. When 
negotiations lead to fair wages and favorable working conditions, employees exhibit increased productivity, which, in turn, 
benefits the employer (Ojo & Balogun, 2023). In Guinness Nigeria Plc, ensuring that workers are fairly compensated and 
provided with career development opportunities through collective bargaining enhances both job satisfaction and overall 
corporate performance. Studies by Ogunlana and Uchenna (2023) further reinforce that firms with equitable labor policies 
experience improved customer satisfaction and brand loyalty, as employees are more likely to deliver high-quality service. 

A crucial aspect of the EEV framework is its adaptability to changing labor market conditions. As businesses face evolving 
challenges, such as technological advancements and economic fluctuations, collective bargaining must incorporate flexibility to 
maintain efficiency while safeguarding equity and voice (Taiwo & Okonkwo, 2024). For Guinness Nigeria Plc, adopting adaptive 
bargaining strategies can help navigate uncertainties such as inflation, workforce restructuring, and automation, ensuring that both 
employer and employee interests are protected. 

Moreover, the framework underscores the importance of labor unions in facilitating effective collective bargaining. Unions play a 
critical role in negotiating fair labor terms, representing employee interests, and ensuring compliance with labor agreements 
(Ogunjobi & Osho, 2023). Within Guinness Nigeria Plc, the role of labor unions in bargaining for fair pay, work-life balance, and 
improved workplace conditions cannot be overstated. Recent studies by Onifade and Ajayi (2024) highlight that organizations 
with strong union-management collaboration experience more stable labor relations and higher workforce morale. 

Lastly, the EEV framework emphasizes the need for policy alignment between organizational goals and labor regulations. Firms 
that integrate efficiency, equity, and voice into their employment policies are more likely to comply with labor laws and foster 
sustainable work environments (Olawale & Sunday, 2023). For Guinness Nigeria Plc, aligning collective bargaining outcomes 
with national labor policies ensures regulatory compliance, ethical labor practices, and enhanced corporate reputation. 

3. Methodology 
The research population for this study comprises the staff of Guinness Nigeria Plc in Lagos, encompassing individuals of varied 
qualifications, experiences, and job statuses, including management staff, junior staff, supervisors, cashiers, clerks, and security 
personnel. To ensure adequate representation, a sample size of 50 was randomly selected from the total population, with 
considerations for accessibility and convenience due to time and cost constraints. The primary research instrument was a 
structured questionnaire divided into two sections: Section A collected respondents’ bio-data, such as job details, age, sex, rank, 
experience, and qualifications, while Section B consisted of thirteen questions designed to assess the impact of effective 
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bargaining on organizational performance. Responses were coded using a five-point Likert scale, with "Strongly Agree" and 
"Agree" categorized as Yes, while "Neutral," "Disagree," and "Strongly Disagree" were categorized as No. The questionnaire was 
personally administered, with efforts made to emphasize its significance and encourage participation. Additionally, informal 
interviews were conducted to obtain further insights beyond the questionnaire's scope. In terms of data collection, 50 
questionnaires were distributed, out of which 45 were returned, though only 40 were appropriately completed and analyzed. 
Despite attempts to retrieve the remaining five, they remained unreturned. The overall response rate was 80%, indicating 
substantial participation and reliable feedback, which contributed significantly to the study's findings on organizational 
performance and collective bargaining effectiveness. 

4. Result  

4.1 Demographic Distribution of Respondents 

Table 1: Demographic Distribution of Respondents 

Category Variable Number Percentage (%) 

Gender Male 25 62.5 

 Female 15 37.5 

 Total 40 100 

Job Status Top Level 8 20 

 Middle Level 11 27.5 

 Lower Level 21 52.5 

 Total 40 100 

Age Group (Years) 20 - 30 4 10 

 31 - 40 22 55 

 41 - 50 9 22.5 

 51 - 60 5 12.5 

 61 - 70 - - 

 Total 40 100 
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Category Variable Number Percentage (%) 

Marital Status Single 11 27.5 

 Married 27 67.5 

 Divorced 2 5 

 Total 40 100 

Educational Qualification NCE/OND 11 27.5 

 HND/BSc 23 57.5 

 Professional 6 15.0 

 Total 40 100 

Years in the Company Below 1 year 2 5 

 1 - 3 years 4 10 

 3 - 4 years 6 15 

 5 - 6 years 10 25 

 6 years and above 18 45 

 Total 40 100 

Field Survey, 2025 

The demographic data presented in Table 1 reveals key characteristics of the respondents. The majority (62.5%) are male, 
indicating that men dominate the firm. In terms of job status, lower-level employees constitute the largest group (52.5%), 
followed by middle-level (27.5%) and top-level management (20%). Regarding age distribution, most respondents (55%) fall 
within the 31–40 age bracket, while smaller proportions are in the 41–50 (22.5%), 51–60 (12.5%), and 20–30 (10%) age groups. 
The marital status data shows that 67.5% of respondents are married, 27.5% are single, and 5% are divorced, suggesting that a 
significant portion of the workforce comprises adults in stable family structures. Educational qualifications indicate that a 
majority (57.5%) hold an HND/BSc degree, while 27.5% have NCE/OND, and 15% possess professional qualifications. Lastly, 
employee tenure reveals that most respondents (45%) have been with the company for over six years, reflecting a workforce with 
significant experience, while a smaller percentage has spent between 5–6 years (25%), 3–4 years (15%), 1–3 years (10%), and 
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less than a year (5%). This overall distribution suggests a predominantly male workforce with a stable, experienced, and well-
educated employee base, primarily within the middle-age group. 

Table 2: Extent to Which Collective Bargaining Brings About Organizational Performance 

Response Frequency (n) Percentage (%) 

To a very large extent 12 30% 

To a large extent 14 35% 

To a moderate extent 8 20% 

To a low extent 4 10% 

Not at all 2 5% 

Total 40 100% 

Table 2 illustrated respondents' views on the extent to which collective bargaining has contributed to organizational performance. 
The results indicate that 65% of respondents (30% + 35%) believe that collective bargaining has enhanced organizational 
performance to a very large or large extent. Additionally, 20% of respondents perceive its impact as moderate, while only 15% 
(10% + 5%) believe that collective bargaining has had little or no impact on organizational performance. This suggests that 
collective bargaining is largely perceived as beneficial in enhancing organizational effectiveness. 

Table 3: Perception of Collective Bargaining 

Perception Frequency (n) Percentage (%) 

Highly Favorable 14 35% 

Favorable 15 37.5% 

Neutral 6 15% 

Unfavorable 5 12.5% 

Total 40 100% 
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Table 3 presents respondents' perceptions of collective bargaining. The majority of participants (72.5%, combining "Highly 
Favorable" and "Favorable" responses) hold a positive view of collective bargaining, seeing it as an important and beneficial 
process. Meanwhile, 15% of respondents remain neutral, indicating uncertainty or indifference, while 12.5% perceive collective 
bargaining unfavorably. These findings suggest that most individuals acknowledge the value of collective bargaining, with only a 
small proportion expressing dissatisfaction with the process. 

 

  Collective 
Bargaining 

Organizational 
Performance 

Collective 
Bargaining 

Pearson 
Correlation 

1 .312* 

Sig. (2-tailed)  .042 
N 40 40 

Organizational 
Performance 

Pearson 
Correlation 

.312* 1 

Sig. (2-tailed) .42  
N 40 40 

The correlation analysis shows a positive relationship between collective bargaining and organizational performance, with a 
Pearson correlation coefficient of .312. The p-value of .047 (p < 0.05) indicates that the relationship is statistically significant at 
the 5% significance level. This suggests that as collective bargaining improves, organizational performance also tends to improve. 

Given this result, the null hypothesis (H₀) is rejected, meaning there is a significant relationship between collective bargaining and 
organizational performance. 

4.2 Discussion of findings  

The findings of this study reveal that collective bargaining plays a significant role in enhancing organizational performance at 
Guinness Nigeria Plc. The majority of respondents (65%) indicated that collective bargaining contributes to organizational 
performance to a large or very large extent. This aligns with the study of Ajatolamba and Nnabuife (2024), which found that 
collective bargaining improves employee productivity and workplace motivation in Nigeria’s food and beverage sector. Similarly, 
Okafor and Abdullahi (2023) emphasized that collective bargaining fosters industrial harmony, which, in turn, enhances employee 
efficiency and business sustainability. The positive perception of collective bargaining among employees and management at 
Guinness Nigeria Plc suggests that when properly structured, it can improve working conditions, job satisfaction, and overall 
business performance. 

The perception of collective bargaining among respondents was generally favorable, with 72.5% of participants considering it 
highly favorable or favorable. This finding supports the argument of Taiwo et al. (2024) that effective collective bargaining 
creates a participatory work culture where employees feel valued and heard. The Efficiency, Equity, and Voice (EEV) Framework 
by Budd (2004) also reinforces this perspective, emphasizing that collective bargaining provides employees with a platform to 
voice concerns, leading to greater commitment and industrial harmony. Furthermore, studies by Igbokwe (2024) and Nwuzor and 
Udoikah (2024) confirm that collective bargaining fosters cooperation between employers and employees, reducing workplace 
conflicts and improving overall efficiency. 

The correlation analysis in this study established a statistically significant relationship between collective bargaining and 
organizational performance (r = 0.312, p = 0.047). This suggests that as collective bargaining improves, organizational 
performance also increases. These findings are in line with research by Ogunyemi and Salami (2023), which found that collective 
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bargaining positively correlates with employee engagement and workplace productivity in Nigeria. Additionally, Adebayo and 
Johnson (2024) reported that organizations that implement fair and transparent collective bargaining practices experience lower 
turnover rates and higher workforce stability. The strong relationship between bargaining effectiveness and performance at 
Guinness Nigeria Plc reinforces the argument that employee-centered policies lead to long-term business success. 

Overall, the results of this study confirm that collective bargaining is an essential tool for enhancing organizational performance. 
By ensuring fair wages, improving working conditions, and providing employees with a voice in decision-making, collective 
bargaining contributes to a positive work environment and increased productivity. This aligns with the broader literature on labor 
relations, which highlights the importance of structured negotiations in achieving industrial peace and economic growth (Budd & 
Bhave, 2022). Given the positive impact observed at Guinness Nigeria Plc, it is recommended that organizations across the formal 
sector in Nigeria adopt more inclusive and proactive collective bargaining strategies to further enhance organizational efficiency 
and employee well-being. 

5. Conclusion 
This study establishes that collective bargaining significantly contributes to organizational performance by fostering industrial 
harmony, improving employee motivation, and enhancing workplace productivity at Guinness Nigeria Plc. The findings reveal a 
positive perception of collective bargaining among employees, with a strong correlation (r = 0.312, p = 0.047) between bargaining 
effectiveness and organizational performance. These results align with previous studies emphasizing the role of structured labor 
negotiations in reducing workplace conflicts and increasing efficiency. Therefore, organizations in Nigeria’s formal sector should 
adopt proactive and inclusive collective bargaining strategies to sustain business growth, employee satisfaction, and long-term 
stability. 
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