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Definitions

There are different textbook definitions provided
about the concept of collective bargaining, and
references have been drawn to some of them in
the body of this chapter. For simplicity and clarity
of understanding, the author has provided a first-
hand or stand-alone definition of the concept as
outlined below:

• Collective bargaining can be thought of as a
process, which involves negotiation between

an employer and representative groups of a
workforce.

The above definition demonstrates a compen-
dium of functioning activities that enable the exis-
tence of smooth operation to exist in the
workplace environment – the relevance of this
topical discourse, which is related to the SDG
agenda item of “Decent Work and Economic
Growth”will be very well received as the intensity
of the impact of Corona Virus 2019 (notably
referred to as “COVID-19”) unveil itself once
life begin to normalize.

Introduction: History, Theoretical
Underpinning, and Processes

The collective bargaining agreements terminol-
ogy as used nowadays was first coined in 1891
by BeatriceWebb – this is connected with the field
of industrial relations, which commenced in
Britain (Wilkinson et al. 2015). This has been
done to enhance welfare conditions for workers,
who during the rise of trade union activities in the
eighteenth century needed some level of protec-
tion to support issues pertaining to illegal dis-
missal, severance packages, decent pay level that
takes account of changed economic conditions
like demand and supply-side shocks, which nor-
mally result in inflationary pressures. With the rise
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of industrial revolution in the United States, the
enactment of the “National Labor Relations Act”
of 1935 then made it quite illegal for employers to
deny union rights to an employee (Pope 2006;
Atleson 1983). This was seen as wise move to
protect vulnerable employees from being
dismissed without much protection to defend
their rights while in employment.

Moving on at the international level, the “Uni-
versal Declaration of Human Rights,” which was
sanctions by the United Nations General Assem-
bly in 1948 (Nurser 2005; Feldman 1999), then
paved the way for a form of universal protection
for humanity, particularly in terms of voicing out
concerns while in paid employment. The
announcement of such a universal declaration
was seen as a way of recognizing the inherent
dignity and rights of everyone across the world,
and is also considered the engine of peace, free-
dom, justice, and tranquility when dealing with
negotiations on employee-employer matter.
These, to a greater extent, have been widely
expressed in the United Nations Peace, Justice
and Strong Institutions goal (related to SDG
agenda item number 16), which is hoped by
2030 will be received universally so as to bring
sustained peace and easy means of co-existence in
the universe.

There is a need to avoid the situation of
“bargaining impasse,” which seem to be quite
common prior to the announcement of the Uni-
versal declaration of human rights; such uneasy
action normally results in total loss to both
employees involved and the organization as well
– the unrecognized state of trade union groups
was mostly seen as the root cause of bargaining
impasse in dealing with employees’ concerns
within an organizational setting. As emphasized
in the preamble of the declaration of Human rights
charter, it is very essential that institutions of all
types (be it public or private sector) must seek to
avoid employees’ recourse to strike actions as a
last resort. Such decision involving strike actions
normally have devastating consequences to both
employers (whose productivity can almost be
seen in a state of wreckage, particularly with the
prolongment of trade union strike actions) and
also to employees, which include loss of earnings,

and ultimately deprivation of access to livelihoods
for families and communities at large.

The concept of collective bargaining agree-
ments is widely encompassing, but as emphasized
in Newland’s (1968) study, the central issue seems
to gravitate within two theoretically led catego-
ries, namely, “economic matter and rights and
obligations of the parties.” In a world where the
main reason for a person’s passion to engage in
employment is to address livelihood needs –
either in pursuit of the self or addressing family
needs – it means that the economic matter would
seem to take priority in negotiating better deal to
address economic well-being and prosperity. In
many situations, both union representatives and
employers would normally present a case that
maximizes their share of limited, but fixed
resources. In this vein, the fact that resources are
perceived to be limited meant that each party
would be very highly prepared to exercise their
power to maximize greater share of the negotia-
tion process.

On a more theoretical standpoint, collective
bargaining agreements can be linked into
three levels of classification: “mandatory, permis-
sive and illegal” – the concept which Saylordotorg
(Online) also defined as “the process of negotia-
tions between the company and representatives of
the union.” In the case of mandatory bargaining,
one would consider it to fall within topical con-
cerns like wages, health and safety at work, man-
agement rights, work conditions, and benefits. On
most occasions, permissive discussions are not
something that seen to be categorized, but can be
discussed, and these may include concerns around
drugs testing or resources like access to cellular
phones that would normally require employees to
perform specific task(s), but for which there are no
legally enforcing requirements. Illegal topics are
normally viewed as discriminatory to employee-
employer collective bargaining negotiating pro-
cesses, and hence are treated cautiously, except
where trivial issues are said to dominate the
dynamics of collaborative bargaining discourses.

In view of the aforementioned discussion
about collective bargaining agreements, the entire
process of engagement would typically involve
five steps as outlined below.
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Figure 1 presents a case of the five different
stages of collective bargaining processes as would
be expected during negotiation between employer
and employees, normally represented through
selection of trusted union members, who would
be expected to speak on behalf of staff issues or
concerns. The first stage basically involves prep-
aration of union representatives – they are usually
expected to present staff concerns to an employer.
It is therefore essential that union members
selected are very well au fait with the organiza-
tional structure, particularly staff concerns pre-
sented to an employer. Despite not expected to
be fully trained in negotiation, those represented
should be able to demonstrate such quality, given
the trust placed upon them to speak on behalf of
staff concerns, which in most cases will gravitate
around welfare and pay conditions in view of
price dynamics or inflation trend. Equally, the
employer would normally be prepared to receive
staff concerns/demands and, ultimately,
prepare for amicable compromises on items pre-
sented by union representatives.

Step two addresses timeline for which negoti-
ation is expected to conclude – there is an expec-
tation of ground rules to be set upon, which means
that points raised by union members can be nego-
tiated in a manner that is expected to address
staff concerns. Despite union members are not
expected to make decision(s) about the
employer’s offer, there is an anticipation for

them to present a firm case that is capable of
addressing employees’ concerns in a bid to
avoid delay and the possibility of a call to
bargaining impasse. Lack of amicable negotiation
can give rise to series of economic strike action,
which is more common in institutions given the
situation of staff disgruntlement about deplorable
welfare conditions during their employment in an
organization. There are ramifications, which can
result from economic strike as staff, with support
from national union consultation, will be inclined
to organize series of sit-down strike actions.
Instead of attending to work duties, union repre-
sentatives can request a situation where staff
members are instructed through majority vote to
take no action on operational activities until
proper negotiation is actioned between the
employer and union representatives.

In step three, detailed proposals are presented
on the table for discussion by both parties. This
normally involves an opening statement, with a
view that both parties will be prepared to display
rationality in a bid to allowing things to work in
the best interest of an organizational goal. This is
not a point where parties are expected to accept
offers made, but an opportunity to scrutinize
offers, with a view of scheduling further meeting
(s), which in this case will give rise to Step four.

In Step four, proper consultation will be
expected to convene in the best interest of both
parties, bearing in mind that an employer will only

Step 1
Preparatiton of 

objectives - Union 
negotiation team 

selected

Step 2
Timeline for 

negotiations and 
setting ground 

rules

Step 3
Each party 

presents proposals

Step 4
Proposals 

presented and 
discussed, with 

possibility for new 
meetings taking 

place.

Step 5
Details settled, 

contract written 
and voted on by 
union members

Collective Bargaining Agreements: A Global Discourse on Decent Sustainable Living, Fig. 1 Steps in collective
bargaining agreements. (Source: Adapted from Saylordotorg Online)
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present a confirmed offer with consideration given
to resource limitation. It is therefore expected
details of such situation should be tabled for dis-
cussion, which will enable union representatives
develop rational understanding about the reality
of what the employer is really capable of offering,
given prevailing circumstances of resource con-
straints, particularly for competitively private sec-
tor organizations.

In the event an agreement is arrived at by all
parties concerned as mentioned in stage four,
there is the possibility that a new contract can be
drawn, setting out details of issues discussed and
settlements agreed upon by both the employer and
union representatives. At stage five, written con-
tracts are then drawn. At this point, it is incumbent
on union representatives to explain details of an
employer’s offer to staff – this can be done
through an open meeting or at departmental level
so as to allay staff worries about their concerns
and well-being. With reference to ILO (2015a),
the concept of Collective Bargaining is construed
as a process “incorporating all agreements in writ-
ing regarding working conditions and terms of
employment concluded between an employer, a
group of employers or one or more employers’
organisations, on the one hand, and one or more
representative workers’ organisations, or, in the
absence of such organisations, the representatives
of the workers duly elected and athorised by them
in accordance with national laws and regulations,
on the other.” It is believed that a written collec-
tive bargaining agreement should take cognisance
of the following:

• Binding signatories of those on whose behalf
the agreement was or is to be conducted.

• The undertakings should be applicable to all
classes of employees’ concerns, except in a
situation where the agreement specifically pro-
vide for the contrary.

• Signed agreement(s) should take precedence
over individual contracts of employment,
while also recognizing stipulations in individ-
ual contracts that are more favorable to
employees.

Economic Rationality for Collective
Bargaining

There is a need for collective bargaining agree-
ments to be made an integral part of society’s
endeavors in a bid to enhance welfare conditions
for the benefit of those in employment. Across the
global community, living conditions seem to be
taking a dynamic trajectory given cost-push
pressure on production of goods and services,
and more recent is the case with COVID-19.
Invariably, there is a direct pass-through effect of
such cost-push pressure from producers to con-
sumers or economic agents, which normally
comes in the form of high prices paid for the
consumption of services and goods consumed.
Equally and most importantly, with the rapid
change in prices of goods and services purchased
by consumers, it is almost impossible for people
to afford the means to meet decent living, more so
the sustainability of addressing basic welfare
needs associated with housing and other essential
items.

When one looks at the objective focus of insti-
tutions like central banks across the world, which
are geared toward utilizing professional expertise
to explore economic realities like forecast out-
comes (using a range of macroeconomic vari-
ables) in assessing price dynamics, it is but
certain for efforts to be explored by union repre-
sentatives in setting up collaborative bargaining
agreements that support decent and sustained liv-
ing conditions for humanity (see Jackson et al
2018; Jackson 2018; Jackson and Tamuke 2018;
Tamuke et al. 2018; Jackson et al. 2019). The
essence of collective bargaining as rooted from
the SDG 2030 agendas is to address concerns
bothering around improved working conditions,
in a bid to maximize the most favorable returns to
both employers and employees.

The rationality for decent economic well-being
needs to be given high priority in the under-devel-
oped economies, where very little seem to be done
in protecting employees’ sustained welfare. Lag
effects in addressing the reality of economic well-
being in these economies is somehow understand-
able, if one is to take the driving seat of becoming
an employer – considering the pressure of fluctu-
ations in global outlook of core economic
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indicators. This in reality would reveal itself
through series of supply-side shocks, which nor-
mally emanate from the global community, for
example, exchange rate issues, seen as the key
driver of frequent price fluctuations in weak econ-
omies, despite policy measures set in place to
stabilize prices (See Jackson et al. 2020; Jackson
and Jabbie 2020a; Bangura et al. 2012).

Decent welfare for people is an essential part of
life and, most importantly, the need for people to
develop motivation in support of organizational
objectives. Sustainable living is an essential ele-
ment of the UN SDGs; it is seen as the core of
decent living and prospect for growth in the global
economy. This situation is very hard to achieve in
developing economies, particularly weak econo-
mies in the Sub-Saharan African (SSA) region,
because of their susceptibility to shocks – such
situations can be blamed on the overreliance on
import of essential and basic commodities to sus-
tain lives, instead of efforts being devoted to
improve the productive sector, otherwise referred
to as the “real sector” in economics. Due to the
prevalence of the aforementioned structural weak-
nesses, it is seen for many of these economies that,
even with the use of considered policy measures
actioned by policy-led institutions like central
banks, it is still a hard thing to realize economic
stability in the short run, which is considered an
essential ingredient for decent livelihood sustain-
ability as addressed in the SDG8 charter. In many
of the SSA economies for example, it may be seen
that policy measures are more or less undermined
given myriad of structural problems faced by
many of the region’s weak economies – for exam-
ple, unproductive and weak real sector as seen
more lately in post war-torn countries like Sierra
Leone and Liberia (Jackson 2019; Jackson and
Jabbie 2020a).

Collective Bargaining and Its Linkages
with the UN SDGs

On reflection of the concept of collective
bargaining agreements as linked with the
United Nations 17 proposed Sustainable Devel-
opment Goals [SDGs], efforts should be stepped

up to address inequality of welfare conditions
faced by people in the global community. Given
the experience of open democracy as practiced in
developed economies like the UK and the USA,
the voices of pressure groups in championing
collective bargaining agreements seem to be
working, particularly with the emergence of diver-
sified range of pressure groups like feminist
actions, who have also witnessed a new wave of
critical concept around issue like intersectionality
(see Jackson and Jabbie 2020b; Jackson and Jack-
son 2020), senior citizens, and many more. On the
contrary, such economies seem not to have gotten
firm grip of the essence of collective bargaining
agreement; this is partly due to low level of edu-
cation that is lacking among citizens, and in many
cases, selfishness on the part of those in authority
to judiciously invest in human development, con-
sidered an essential tool for sustainable growth
and development (Jackson et al. 2020; Jackson
2015, 2018a, b).

On dissection of the 17 agendas for SDGs,
which are expected to be in full operation by the
year 2030, it seems very clear that at least seven of
these are directly associated with the concept of
collective bargaining agreement as elucidated
below:

• SDG1 – this goal is the first of the proposed
agendas; it emphasizes on the need to eradicate
poverty for all in the given time set for the
SDGs to be completely rolled out. This to
some extent may seem to be a difficult thing
to achieve, but with concerted efforts, particu-
larly those in global economic governance, it
can be achieved. The word poverty has differ-
ent connotation if one is to dissect deeply into
it. Researchers across the world have attested
to poverty being a global issue, as opposed to
what is perceived of its high prevalence in the
underdeveloped economies (Le Blanc 2015;
Kumi et al. 2014). Poverty here can be mea-
sured on various dimension, which in this case
would include the capacity for people to be
able to afford basic amenities like housing
and subsistence to maintain life for a given
period of time, notably within a month until
the next wage or salary is to be received. Due to
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the disentangling nature of unions’ voices in
developing economies, it is very hard for those
assigned the responsibility of negotiating to
achieve the goal of pursuing an agreement
that will meet the concerns of those in the
workforce. While it is understandable that the
fractured nature of economies in the under-
developed world is unstable to firm up agree-
ments with employers on a trend that is con-
sistent with inflationary pressures, it is but vital
that the basic needs of humanity is given seri-
ous consideration.

• SDG3 – collective bargaining agreements in all
cases is done with the ulterior motive of ensur-
ing negotiations are done in the best interest of
promoting “Good health and Well-being” for
those whose voices cannot easily be heard. In
this regard, the move to embrace SDG3 must
endeavor to address concerns that embrace
wider remit on collective bargaining arrange-
ments. This should take into consideration
aspects on employee-employer relations that
incorporate activities like human resource
development to capacitate employee’s pros-
pect of growth in the workplace (see, Jackson
et al. 2020; Jackson 2015).

• SDG8 – in the pursuit of promoting economic
growth in an economy, there should also be a
focus on ensuring workers avail decent living
and working conditions that is commensurate
with the prevailing economic condition as dic-
tated by individual economies across the
world. Most of the time, living standard con-
dition is always on a divergent path with
employee conditions of service. On a honest
note, it would seem very unreasonable for the
blame to be directed at employers, particularly
those in the public service sector, more so in
the developing economies where the forces of
political hegemony is making it hard for
employers to listen to the deplorable conditions
endured by employees. On a normal note,
human conscience would tend to be skewed
toward giving in to concerns raised by
employees, but the reality and level of eco-
nomic stagnation (in most cases recession) as
seen in developing economies around Africa
may even result in a situation where employers

may feel inhibited to adhere to serious con-
cerns raised by employees. In reality, the
continued deteriorating state of human welfare,
especially those purportedly seen to be in
employment, is a cause for serious action in a
bid to address decent working conditions as
emphasized in the SDG 8 agenda. In this
case, employers would need to manifest hon-
esty in their dealings with union representa-
tives when negotiating conditions that are
pertinent to enhancing welfare – a supposedly
vital element in sustaining employees’motiva-
tion to develop high standard of culture in the
workplace. While it is believed that employees
can endure a deplorable state of employment
conditions because of risks attached in finding
comparable decent work, research have also
shown that most people would prefer to oper-
ate in the underground world of work, which in
this case is referred to as “Informal Employ-
ment” (Jackson 2020). This then results in a
situation whereby government would be the
overall looser, with huge cost outlay on job
seekers allowances being paid and also, infor-
mal uptake of work, for which no proceed of
revenue is expected to be generated by the
government.

• SDG10 (Reducing Inequality) – This is an area
of pertinent concern to staff during their time of
employment within an organization. The
SDG10 agenda is spelt out in a way that
stresses the importance of reducing inequality.
In this case, employers may need to take heed
in listening to staff concerns as opposed to
downplaying the reality of their concerns,
which on most occasions would end up in
dispute and prolonged grievances bottled up
by employees. It is therefore essential that
SDG10 agenda is clearly promoted to all insti-
tutions, whether a public or private establish-
ment, to address sufficiently the possibility of
exploring ways in which issues or concerns can
be possibly dealt with through collective
bargaining agreements. In this vein, a focus
on the mandate of SDG10 agenda should be a
sufficient way through which issues pertaining
to inequality can be addressed – this is cur-
rently being manifested through such
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operations like gender inequality and nepo-
tism, which are very common in developing
economies in the SSA region (Jackson and
Jackson 2020). In this regard, the unnoticed
facts about gender pay gap should also be
made an integral part of the remit of discussion
in collective bargaining agreements between
employees and employers in a bid to creating
semblance of fairness in the workplace
environment.

• SDG11 (Sustainable Cities and Communities)
– This is very critical to collective bargaining
agreement, given the high cost placed on
employees who normally take up employment
in large cities. Statistics and various research
evidence have shown that increase population
sizes in large cities is also posing serious threat
to standard of living in the foreseeable future,
given the fact that more people are inclined to
relocate into inner cities in pursuit of greener
pastures (Charlton 2016; Cobbinah et al.
2015). This also has its ramifications, where
rural environments are left in a state of squal-
idness, thereby increasing the risk of a reduced
focus on food security, more so in many of the
underdeveloped economies around the world.
In this regard, high priority needs to be devoted
to segment living cost allowances, which are
normally negotiated in employees packages –
this will help address the reality of insurmount-
able costs placed on those who live and travel
to work in large cities, where costs are consid-
erably higher – this is a real attestation through-
out the global economy and it includes things
like housing, transportation, and other accessi-
ble amenities like car parking, etc.

• Peace, Justice and Strong Institutions – This
requires strengthening of the rule of law that
seeks to promote equality of justice for all in
the workplace. In this regard, the use of agenda
item 16 must be utilized effectively to promote
laws that embraces employers’ good relation in
improving working standards for employees,
regardless of position or responsibilities in the
workplace environment. Issues pertaining to
unfair dismissal must be addressed under the
remit of Peace, Justice and Strong Institutions
agenda item, particularly with focus on

developing economies where employees are
used as slaves to work for almost nothing,
while employers, particularly those in the cor-
porate environment, are made to package huge
profits at the expense of communities’
downfall.

• SDG17 (Partnership for the Goals) – In a bid to
promote collaborative bargaining agreements
cohesively, it is vital that this agenda is utilized
effectively to embrace relevant SDG agendas.
This will make it possible for humanity to live
decent life, while in their active working age.

The above are thought of as essential tools in
driving the way forward in addressing human
sustained welfare, given the failure of those in
governance to disregard concerns raised by
union representative, particularly in the work-
place environment to negotiate decent living
conditions.

Policy Approach to Reaching
Agreements in Collective Bargaining

In a bid to promoting good relationship in collec-
tive bargaining agreements, it is but necessary that
governments across the globe make it a manda-
tory call through the national labor ministry to
protect employee-employer relationships.
Employees are normally placed in a vulnerable
state, particularly in developing economies
where employers in the informal sector are seen
to be taking advantage of workers’ vulnerability
due to the deprived state of these economies
(Jackson 2020). In this regard, employment laws
should be directly linked in ensuring industrial
relations is made an integral part of the
workforce, and most importantly a situation
where employees’ rights are treated seriously.
This should take account of wider areas of con-
cerns pertaining to wage/salary, linked to infla-
tionary pressures, which means that workers will
be better placed in the event of an economy not
performing well, where prices of goods and ser-
vices moving at an escalated rate, to the disadvan-
tage of welfare loss to those in low income level
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employment. As addressed in the SDG1 and 3
agendas, governments in the global economy
and more so developing countries around the
SSA region should be made aware about the
essence of life, which is to ensure that purpose
of people engaging in work is to alleviate living
conditions, and ultimately, reducing the chances
of being in poverty.

In this regard, there should be an effort made
by governments and international partners like
the International Labour Organisation and the
United Nations to emphasize the interconnected-
ness of the various SDGs that embodies improve-
ment in welfare conditions for people in the 2030
charter. In this regard, reference should always be
linked to the “Manual on Collective Bargaining
and Dispute Resolution,”more so for those work-
ing in the Public Services (ILO 2015b) so as to
reinforce evidence of good practices in preventing
disputes between employees and employers gen-
erally in the workplace environment. Such
approach is also in line with the Articles 7 and
8 of the ILO Convention, which is done as a way
of addressing dispute issues and resolution on
labor relations in the Public Services – such arti-
cles can also be made universally accepted even
for those in the private sector that feel very unpro-
tected when it comes to dealing with fair treatment
on issues pertaining to collective bargaining
agreements (also part of the SDG8 charter on
Decent Work and Economic Growth).

Conclusion and Recommended Points

In a bid to promoting decent work, which also
accounts for prospect for economic growth and
prosperity in the global community, it has been
made clear from the onset of this chapter that
favorable collective bargaining agreement is
essentially vital to promote sustainable living for
those in employment. In this regard, there is a
need for collective efforts to be made, whereby
all the relevant SDG agendas should be made
interconnected to address a situation of cohesive-
ness between those representing employees’ inter-
ests (in this case union representatives) and the
employers or their legal representatives.

There is plethora of gains to be made when
efforts are effectively championed to improve
cooperation in the area of employment relations,
more so for the good of economic prosperity in a
nation. In this regard, economies are sure to ben-
efit through high level of productivity when
employee and employer relations are well coordi-
nated in situations of dispute of issues dealing
with employees’ dissatisfaction. The most impor-
tant and highly publicized issues that seem to be
promoted in the media about employee-employer
bargaining agreements are to do with pay/wage
condition. This is quite important, given the fact
that the main reason for people taking up work is
to address livelihood concerns, and the way such
transaction can be demonstrated is through mon-
etary exchange, which require transfer of money
(physically or through electronic means as seen in
modern time).

In the world of uncertainty, which is highly
dictated by shocks that come in the form of unex-
pected events within an economy or in the global
community as seen in the case with oil price
changes, it is obvious that weak economies are
left in a vulnerable state to sail through impacts of
shocking events. Such impacts would normally be
seen through supply-side shock, revealing itself
through exchange rate dynamics. For weak econ-
omies (more so those in the SSA region) that are
highly dependent on the importation of essential
items to sustain lives, the pass-through effect will
be clearly seen through high prices for basic com-
modities and services consumed. Given the expe-
rience of aftermath supply shocks in the 1970s,
researchers have developed keen interests in the
weaknesses of collective bargaining agreements,
without much consideration given to macroeco-
nomic adjustments, which can impact on liveli-
hood sustainability (Flagan 1999; Christofides
and Oswald 1992). In situations where employees
are inclined to request for adjustment in pay/wage
conditions on account of a drop in standard of
living, it is vital that employers display maturity
and understanding to the reality of things happen-
ing, while also coming clean about the reality of
resource limitation at their disposal.

Equally, employers will also be faced with
serious level of constraints, particularly in the
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public sector, where expenditures for service
delivery would have been determined, without
much consideration given to unexpected shock
outcome. In the event of such a situation occur-
ring, it is very important that collaborative efforts
(between employers and employees) are devoted
to ensuring that each side of the negotiating table
manifests understanding about the reality on
ground; in this case, ensuring there is calmness
in working practices, despite the impact on liveli-
hoods, seem to manifest itself through high price
adjustments of goods and services. Employers
would need to demonstrate skillfulness in their
approach to dealing with such trivial matters,
while also expressing their understanding of the
reality, with regard to the adjusted high cost of
living.

In a bid to moving forward, the worse situation
of bargaining impasse should be avoided during
collective bargaining agreements. No matter how
difficult a situation is, both employees and
employers should at all time seek to demonstrate
high level of restrain in minimizing problems that
will result in economic strike actions being voted
upon by employees. There is plethora of ramifi-
cations to be faced when a strike action is used as
the ultimate means of addressing problems and to
name a few, “loss of earnings to businesses, par-
ticularly in the case of profit making institutions,
loss of livelihoods to individuals or households,
economic loss to productivity for both the state
and businesses, and where such action is to
recourse to violence, this may result in economic
loss to a state, etc.”

In conclusion, and as a way of moving forward
with collective bargaining agreements, it is neces-
sary that the following points are considered
seriously:

• Promoting continuous dialogue or discourse
on work welfare between employers and
employees. This will help both parties to
address issues that are pertinent to the going
forward state of employees’ satisfaction and
also areas that an employer would need to
factor in building cohesiveness in the work-
place environment.

• The establishment of employee union or orga-
nization should always be fostered and, where
necessary, made an integral part of employer-
employee relationship in ensuring issues are
dealt with, particularly in situations where
changes proposed by an employer may result
in devastating impact on employees’ condi-
tions of service. In this vein, and as stressed
out in the UN Peace, Justice and Strong Insti-
tutions agenda item (SDG16), government leg-
islative policies must ensure that actions taken
by employers on employees’ state of employ-
ment must be dealt with through legal means,
and most importantly, in consultation with
union representation. Where it is absolutely
necessary that changes suggested by an
employer would lead to the sustainability of
an organization’s existence, it will be necessary
for collective bargaining arrangement to be
organized with presentations made to explain
concerns to union members.
– Collective bargaining agreements must

always seek to explore wider means of oper-
ational support that builds on employees’
capacity to grow and also empower the
self (Jabbie et al. 2020), as opposed to just
the normal focus on adjustment in wages
and salaries, which seem to have revealed
itself in the wake of COVID-19. During the
down period of COVID-19 intensity, the
world economy witnessed a situation
where employers had to become very
much flexible with employees with regard
to adopting flexible hours of work, and in
some cases, opening up negotiation for
employees to consider reduce their hours
of work in order to ease the adverse impact
of redundancy. Such a situation as
witnessed recently has made it more rele-
vant for Newland’s (1968) definition (which
emphasize the relationship between man-
agement and the representative of
organised employees) to become very rele-
vant in terms of the role of management in
supporting employees’ plea about condi-
tions of services.

• The situation must foster equality of opportu-
nity (irrespective of gender or sexuality), with
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the ulterior motive of encouraging innovation
that builds on an organization’s capacity to
grow as emphasized in the UN SDG5, 8 and
9 charters.

On a final note, progress in developing
sustained collective bargaining agreements will
require collaboration and the ability to be inclu-
sive in decision making. In this case, both
employees and employers must ensure systems
are continuously reviewed, with the scope
of ensuring both parties are at the benefit of con-
tributing to society’s long-term scope for devel-
opment and growth through cooperation.

Cross-References

▶Corporate Social Responsibility and the Sus-
tainable Development Goals (SDGs)

▶Ethical and Sustainable Sourcing: Towards
Strategic and Holistic Sustainable Supply
Chain Management

▶ International Labour Organization (ILO)

Disclaimer Views expressed in this chapter are those of
the author and do not reflect any of the named institutions
for which he is associated.
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