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Abstract- Minimum wage policy remains one of the most 

contested labour issues in Nigeria's industrial relations 

system. Despite the existence of national legislation 

governing minimum wage implementation, many state 

governments face challenges in complying with the policy 

due to legal, economic, and political constraints. This study 

examines the relationship between legal frameworks and 

collective bargaining in the implementation of minimum 

wage in the Rivers State Civil Service between 2015 and 

2022. The study adopted the Marxian Conflict Theory as 

its theoretical framework and employed a descriptive 

survey research design. The population consisted of 42,018 

civil servants in the Rivers State Civil Service, from which 

a sample size of 396 respondents was drawn using the Taro 

Yamane formula. Data were collected through structured 

questionnaires and analysed using descriptive statistics 

and Pearson Product Moment Correlation. Findings 

revealed that legal ambiguities, weak enforcement 

mechanisms, and inadequate sanctions for non-

compliance negatively affect collective bargaining 

processes in the state civil service. The study concludes that 

the existing legal framework governing minimum wage 

implementation is insufficient to ensure compliance and 

protect workers' welfare. It recommends strengthening 

labour laws, improving institutional enforcement 

mechanisms, and enhancing the bargaining capacity of 

labour unions. 
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I. INTRODUCTION 

 

One of the fundamental responsibilities of government 

is the promotion of the welfare and socio-economic 

well-being of its citizens. This obligation is clearly 

articulated in Section 14(2)(b) of the 1999 

Constitution of the Federal Republic of Nigeria, which 

states that the security and welfare of the people shall 

be the primary purpose of government. Civil servants 

play a critical role in achieving this constitutional 

mandate because they constitute the administrative 

machinery responsible for implementing government 

policies and programmes. 

In modern industrial relations systems, collective 

bargaining has emerged as one of the most important 

mechanisms for determining wages, salaries, and 

working conditions of employees. Through collective 

bargaining, workers’ representatives negotiate with 

employers to secure fair wages and improved working 

conditions. In Nigeria, labour unions such as the 

Nigeria Labour Congress (NLC) and the Trade Union 

Congress (TUC) have historically played a significant 

role in advocating for improved wages and better 

working conditions for workers. 

Despite these efforts, the implementation of minimum 

wage policies has remained problematic in Nigeria. 

Several state governments have struggled to comply 

with national minimum wage legislation due to 

financial constraints, administrative inefficiencies, 

and political considerations. These challenges have 

often resulted in delays in salary payments, labour 

disputes, and industrial unrest across different states of 

the federation. 

In Rivers State, the issue of minimum wage 

implementation has generated considerable 

controversy and tension between government 

authorities and organised labour. Civil servants have 

repeatedly expressed dissatisfaction with the delays 

and inconsistencies in wage implementation, arguing 

that such practices undermine their welfare and 

productivity. In many cases, collective bargaining 

agreements reached between labour unions and 

government authorities have not been fully 

implemented, thereby weakening trust between the 

two parties. 
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The implementation of minimum wage policies is not 

merely an economic issue but also a legal and 

institutional one. The legal framework governing 

labour relations plays a crucial role in determining 

how collective bargaining agreements are negotiated 

and implemented. Weak labour laws, legal 

ambiguities, and inadequate enforcement mechanisms 

can undermine the effectiveness of collective 

bargaining processes. 

This study therefore examines the relationship 

between the legal framework governing minimum 

wage and the effectiveness of collective bargaining in 

the Rivers State Civil Service between 2015 and 2022. 

II. LITERATURE REVIEW 

Concept of Collective Bargaining 

Collective bargaining refers to the process through 

which representatives of workers negotiate with 

employers regarding wages, working conditions, and 

other terms of employment. It is a central feature of 

modern industrial relations systems and serves as a 

mechanism for resolving conflicts between employers 

and employees. 

Scholars have defined collective bargaining in various 

ways. According to Freeman and Medoff, collective 

bargaining is a system through which workers 

collectively negotiate with employers to improve 

wages and working conditions. It provides workers 

with a platform to express their interests and influence 

workplace decisions. 

In the Nigerian context, collective bargaining has 

historically played a significant role in determining 

public sector wages. Labour unions often engage 

government authorities in negotiations aimed at 

improving workers’ welfare. However, the 

effectiveness of these negotiations depends largely on 

the legal and institutional framework within which 

they operate. 

Minimum Wage Policy in Nigeria 

Minimum wage refers to the lowest wage that 

employers are legally required to pay workers. The 

policy is designed to protect workers from exploitation 

and ensure a minimum standard of living. 

Nigeria has experienced several minimum wage 

adjustments since independence. The National 

Minimum Wage Act provides the legal framework for 

determining and implementing minimum wage in the 

country. However, the implementation of this policy 

has often been inconsistent, particularly at the state 

level. 

Many state governments argue that their financial 

resources are insufficient to meet the wage obligations 

imposed by federal legislation. This has resulted in 

frequent disputes between labour unions and 

government authorities over wage implementation. 

Legal Framework Governing Labour Relations 

The legal framework governing labour relations plays 

a critical role in shaping the dynamics of collective 

bargaining. Labour laws define the rights and 

responsibilities of both employers and employees and 

establish the institutional mechanisms for resolving 

industrial disputes. 

However, research has shown that the Nigerian labour 

law system contains several weaknesses and loopholes 

that undermine its effectiveness. Scholars have 

observed that legal ambiguities, weak enforcement 

mechanisms, and inadequate sanctions for non-

compliance often discourage employers from 

implementing collective bargaining agreements. 

These challenges are particularly evident in the public 

sector, where political and administrative 

considerations often influence wage policies. 

III. THEORETICAL FRAMEWORK 

This study is anchored on the Marxian Conflict 

Theory. The theory, originally developed by Karl 

Marx, emphasises the existence of inherent conflicts 

between different social classes in society. 

According to the theory, economic relations in society 

are characterised by power struggles between those 

who control economic resources and those who 

depend on wages for survival. In the context of labour 

relations, this conflict manifests in the struggle 

between workers and employers over wages, working 

conditions, and distribution of economic benefits. 
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The Marxian perspective argues that workers are often 

exploited within capitalist systems because employers 

seek to maximise profits by minimising labour costs. 

As a result, labour unions and collective bargaining 

emerge as mechanisms through which workers 

attempt to protect their interests and negotiate better 

conditions of employment. 

The theory also suggests that wage policies are often 

influenced by political and economic elites who design 

policies in ways that favour their interests. 

Consequently, the implementation of minimum wage 

policies may be shaped by political considerations 

rather than purely economic factors. 

This theoretical perspective provides a useful 

framework for analysing the relationship between 

collective bargaining, legal frameworks, and wage 

policy implementation in the Rivers State Civil 

Service. 

IV. METHODOLOGY 

This study adopted a descriptive survey research 

design. The design was considered appropriate 

because it enables researchers to collect and analyse 

data from respondents in their natural settings without 

manipulating variables. 

The population of the study consisted of all civil 

servants in the Rivers State Civil Service. According 

to records from the Rivers State Civil Service 

Commission, the workforce stood at 42,018 

employees as of December 2021. 

Using the Taro Yamane formula, a sample size of 396 

respondents was selected for the study. The formula is 

expressed as: 

n = N / (1 + N(e²)) 

Where: 

n = sample size 

N = population 

e = margin of error 

Data were collected through structured questionnaires 

administered to civil servants in selected ministries, 

departments, and agencies. 

The data collected were analysed using descriptive 

statistics such as mean and standard deviation, while 

Pearson Product Moment Correlation was used to test 

the study’s hypothesis. 

V. RESULTS AND DISCUSSION 

The findings of the study reveal that the legal 

framework governing minimum wage implementation 

significantly influences the effectiveness of collective 

bargaining in the Rivers State Civil Service. 

Respondents indicated that several aspects of the legal 

framework negatively affect collective bargaining 

processes. These include legal ambiguities, weak 

enforcement provisions, and inadequate sanctions for 

non-compliance with wage agreements. 

The study also found that employers often exploit 

loopholes within existing labour laws to delay or avoid 

implementing agreed wage adjustments. This situation 

creates tension between labour unions and government 

authorities and undermines trust in collective 

bargaining mechanisms. 

Furthermore, statistical analysis revealed a significant 

relationship between collective bargaining and the 

politics of minimum wage implementation in the 

Rivers State Civil Service. The Pearson correlation 

coefficient showed a positive but weak relationship (r 

= 0.141) with a significance level of p = 0.005. 

This result indicates that although collective 

bargaining plays a role in shaping wage policy, its 

influence is limited by political and institutional 

factors. 

VI. CONCLUSION 

This study examined the relationship between the legal 

framework governing minimum wage and the 

effectiveness of collective bargaining in the Rivers 

State Civil Service. 

The findings indicate that legal ambiguities, weak 

enforcement mechanisms, and inadequate sanctions 

for non-compliance significantly undermine the 

effectiveness of collective bargaining processes. As a 

result, many collective agreements reached between 

labour unions and government authorities are either 

delayed or partially implemented. 
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The study concludes that strengthening the legal 

framework governing labour relations is essential for 

improving the effectiveness of collective bargaining 

and ensuring the successful implementation of 

minimum wage policies. 

VII. RECOMMENDATIONS 

Based on the findings of the study, the following 

recommendations are proposed: 

The Nigerian government should review existing 

labour laws to eliminate ambiguities and strengthen 

enforcement provisions. 

Institutional mechanisms for monitoring and enforcing 

collective bargaining agreements should be 

strengthened. 

Labour unions should improve their negotiation 

capacity to enhance their effectiveness during 

bargaining processes. 

Government authorities should prioritise the welfare 

of civil servants by ensuring timely implementation of 

wage agreements. 
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