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Abstract:

The study examines the challenges of employment casualization and the responsiveness of labour
union to employment casualization in Nigeria’'s beverage sector. The mixed method research was
employed with 846 participants recruited from 5 selected beverage sector organisations in Lagos State,
and 10 executives of Food Beverage and Tabacco Senior Staff Association-FOBTOB interviewed. Data
were analyzed with descriptive statistics and NVivo (v.14) software. Unsafe working conditions, abysmal
dismissal, job insecurity, denial of work benefits, and the fundamental denial of the human right of casual
labourers were among the identified challenges. Casual workers were excluded from the National
Collective Bargaining. Industrial strikes and picketing were also not effective in curtailing casualization.
Education and training showed positives in terms of equipping the union with appropriate skills, yet no
evidence on taming casualization. The study recommends an overhaul and review of Nigeria’s Labour
Act of 1974 and Trade Union Act of 2005 as amended for clear interpretation of casual labour as seen

in other clime like Ghana’s Labour Act of 2003.
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Introduction

The universal intent of work is to advance improving and sustainable outlook of economic growth of any
nation (Di Ruggiero et al., 2015; Colfer et al., 2023), wherein working people can be guaranteed the
fulfilment of basic needs and the promotion of social progress at large (Egharevba, 2008; Haapanala,
2022). Specifically, in the case of Nigeria, the need to encourage sustained and fulfilling types of work
is not unconnected with the need to ensure a drastic reduction in poverty levels, diseases amongst the
citizenry, unemployment and other indicators capable of stunting her development. Given that the focus
on ensuring decent work is not entirely narrowed as being the remit of government, a significant measure
of authority is conferred on the trade union movements to evolve appropriate policies and strategies that
will promote decent and sustainable work. Consequently, the increasing disappointing roles of the trade
union movements in intervening in the upsurge of casual labour in Nigeria, has further exacerbated the
level of indecency in the workings of her labour market. The Nigerian trade union movements through
the central labour organizations (the Nigeria Labour Congress-NLC and the Trade Union Congress of
Nigeria-TUC) as a case in point, are frequently urged by the International Labour Organization (ILO) to

wake up and rescue her labour market from perpetual ruin by working towards giving meaning to work.

The concern of employment casualization borders on how the work conditions and social welfare of
workers are grossly ignored for profit accumulation. These work conditions include the denial of freedom
and autonomy in the workplace (MacGann, White & Moss, 2016; Radlinska & Gardziejewska, 2022);
deleterious work settings which are fundamental contributors to industrial accident and disease (Boswell
et al., 2014); and strenuous work requiring excessive physical and mental exertion (Kalejaiye, 2014).
Others include working in an unsafe environment without the provision of safety equipment (Odu, 2011),
job insecurity and denial of social benefits including pension, gratuity and other workplace benefits like
medical and transportation allowances (Fapohunda, 2012). Chief amongst them is the denial of the
fundamental right of the human person to join or form a trade union association, which violates sections
408 and 12(1)9 of the 1999 Constitution of the Federal Republic of Nigeria as amended in 2011 and the
Trade Union Act 2005 as amended in 2011 (Jawando & Adenugba, 2014; Canzio, et al., 2022).

There is no doubt a rarity of research on the leitmotif of employment casualization and trade union
survival strategies. For instance, previous studies have investigated trade union survival strategies in
the new employment climate of Mauritius (Betchoo, 2013; Mapira et al., 2023), trade union survival
strategies under globalization amongst the National Union of Metal Workers in South Africa (Tingo,
2002), and a close but nuanced study investigated trade union survival strategies towards atypical
workers (Cervino, 2000). Cervino’s (2000) study particularly investigates total inclusion, partial inclusion
and exclusion as reactionary strategies, a study reflective of a significant departure from the current

study. As a mark of distinction, the present study investigates the collective bargaining process, industrial
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strikes and protest action, and education and (re) training programmes as distinct strategies to

surmounting the threats of employment casualization.

The Nigerian Beverage sector is carefully chosen for this study, considering not just its strategic position
amongst other sectors of the economy, but more importantly based on its trade union strength and
formation compared to other sectors of the Nigerian economy (Chidi, 2014). The present study attempts
to unravel and understand the challenges of employment casualisation, and the responses of trade
union to atypical work arrangements through responses including collective bargaining, industrial strike
and education and training programs. After a careful operationalization of the concept of employment
casualization, the paper turned to explain the challenges of employment casualization. The paper then

shifts to reflects on trade union responses to employment casualization.

Literature Review

Employment Casualization: A Conceptualization

Casualisation is a nebulous concept lacking a precise and coherent definition, particularly within the
context of Nigeria’s labour legislation. Although there is a general definition of a ‘worker’ in selected
labour legislation such as the Trade Union Act (TUA), Nigeria Labour Act (NLA) and Employee
Compensation Act (ECA), there exists no definition of casualization or casual worker in any of the
legislation to date. In 2003, all known Ghana labour laws were merged into one consolidated Act called
the Labour Act. Unlike the case of Nigeria, the Ghana Labour Act of 2003 explicitly defines ‘workers’ and
‘casual worker’ respectively. However, aside from the absence of a clear definition in any of Nigeria’s
labour legislation, the concept of casualization seems somewhat difficult to define because of the varied
nomenclature attached to it and defining the concept is greatly a reflection of countries’ specific labour
laws. For instance, the travails to establish a definition in the context of Nigeria’'s labour law could seem

more troublesome than in the sphere of Ghana’s labour law.

Wandera (2013) conceptualized casualisation as the deviation from permanent and full-time
employment status to a temporary and casual work status occasioned by irregularities; insecurity and
low wages; inhumane working conditions; and the denial of unionization and collective bargaining. For
Bamidele (2010), casualization is conceived as a work arrangement possessing a high demand for
unskilled labour to last for a specific period. This conceptualization deviates from the recent practice of
casualization by most employers in Nigeria in particular, where skilled jobs are occasionally casualized.
For instance, managers and supervisors are not excluded from the lists of casual workers in most

Nigerian organizations.

Within the framework of the legal perspective, O’ Donnell (2004) added that, in principle, labour

casualization is a form of employment characterized with jobs that are not expected to exceed a given

Wohllebe & Ross Publishing, Germany — The Open Access Publisher.

More information and current publishing opportunities at wr-publishing.org


https://doi.org/10.51137/wrp.ijarbm.2025.saet.45707
https://www.wr-publishing.org/

International Journal of Applied Research in Business and Management (ISSN: 2700-8983)
an Open Access journal by Wohllebe & Ross Publishing, Germany.

Volume: 06 Issue: 01 Year: 2025

https://doi.org/10.51137/wrp.ijarbm.2025.saet.45707

period, usually 6 months in legal terms. Notwithstanding that it is enshrined in Nigeria’s Labour Act (see
7(1) of Nigeria’s Labour Act of 1974) that not more than 3 months after the commencement of work the
employer shall specify the terms of employment binding both parties, the contrary is at play as most
working people have spent a variegated number of years as casual workers without having their jobs
formalized. Therefore, in the context of this study, casualisation is religiously referred to as all forms of

work practices existing outside the traditional or standard work arrangement.
Challenges of Employment Casualization Work Practices

The world of work is now inundated by different work arrangements with debilitating challenges. Jobs
that fall outside the borders of standard and permanent employment relationship will no doubt be
encumbered with various work challenges. In fact, these challenges vary with respect to the nature of
industry the jobs are situated, and the way the individual worker respond to these challenges as well
differs by the type of jobs. Employment casualisation is conceived to allure many workplace challenges
to the individual worker. Scholars in this area of research explain that the deleterious challenge of
casualization has recently diminished the meaning of work (McGann, White & Moss, 2016; Mapira et
al., 2023).

The work conditions of casual workers are fundamental contributor to disease, industrial accident, and
many psychological problems. The non-interest of the organisations in both the development and well-
being of casual workers engenders several workplace problems. For example, Boswell et al., (2012)
study indicate that the perception of employment with casual status, predicts the expected behvaioural
disposition from employers and co-workers in permanent work alike. Further, the study reveals that the
upshots of behavioural and attitudinal problems are not only visible on the psychological wellness of the
individual worker; rather it could rouse unpleasant workplace problems capable of disrupting the entire
milieu of work (Boswell et al., 2012; Ogbe et al., 2022). Ashford, George and Baltt (2008) affirm that the
corollary of casual workers feeling of not been treated equally in the workplace can unearth undesirable

character towards the organization, demystifying a threat to sustained organisational growth.

Jawando and Adenugba (2014) and Zakari et al., (2022) seperate studies argued that the job
composition of casual workers is strenuous and requires investing more of both physical and mental
energy than the permanent workers require. Again, it was revealed that the consequence of excessive
work stress has an unpleasant effect on workers physical and mental balance, thereby affecting their
wellness conditions. This scenario explains the nature of challenges casual workers in the
manufacturing industry are confronted with, where their job description is not fixed and depends on the
need of the market. Similar position has earlier been demonstrated in McGann, White and Moss (2016)
study. Factory workers of this industry are classified as second-class employees with limited or non-

existing protection.
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Yan et al., (2013) argued that casualization empowers workers to become lax on their jobs, thereby
exposing the organization to the risk of transaction costs. The daunting mindsets of casual workers,
whose welfare are not the concerns of the organization ordinarily worsened the attachment and
commitment of workers to the organization. On the other hand, the practice of casualization has led to
increased neglect of worker’'s welfare by organizations in recent times, frequent job loss, reduced
performance and increased job exit (Kahouei et al., 2016; Mutumwa et al., 2024). Similarly, casualization
empowers the organization with the freedom of how to manage the affairs of casual workers. The bottom
line of this argument is that such freedom can convey negative or positive consequences for the
organization and the working population; in particular, the negative outcomes have been more

discernable on the working class.
Trade Union Reactions and Tactics to Employment Casualization

This section of the paper will discuss three trade union reactions to employment casualization including
collective bargaining, industrial strikes and education and training programmes. Collective agreement
connotes the acceptance of any collective bargaining. Issues collectively bargained on becomes a
binding rule on parties in an employment relationship, and equally guides in the discharge of individual
party obligations in the workplace. Aturu (2005) argues that collective bargaining explains the process
of joint discussion or consultation with a view to arriving at a collective agreement for the regulation of

employment terms and conditions.

Rusike and Chitambara (2012) confirmed that the scope of bargaining at the National Economic Council
(NEC) covers all workers inclusive of casual workers. Hence, the collective agreement is expressly
binding on all workers without segregation. This development depicts a different scenario in Nigeria,
where collective bargaining for example, takes place mostly at the company and industry level, and
workers outside the purview of standard employment are often exempted from the outcome of collective
agreements. McDonald, Bradley and Brown'’s (2009) study show that even with the efficacy of collective
bargaining, Australian public sector casual workers still encounter unpalatable work conditions, including
unhealthy workplaces, excessive workloads and a lack of opportunities for promotion. Schurman and
Eaton’s (2012) comparative study of German and Austrian trade unions, highlight that the trade union
movement of both countries was successful in the defense for organizing casual workers through
collective bargaining strategy, and the unions were subsequently successful in ensuring that collective

agreement terms and conditions apply to both the permanent and causal workers respectively.

Industrial strikes entail the interruption of the existing employment relationship, owing to the inability of
parties to fulfill their respective obligations within the conditions of the relationship. The utility of industrial
strikes becomes desirable when other existing means of resolving industrial disputes no longer yields

results. Danesi (2011) contends that the strategy of strike picketing has not yielded success stories in
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curtailing the unending trend of employment casualization in many Nigerian organizations. Rather, it has
only roused the consciousness of many about the spread and growth of casualization. Atilola (2014) on
protecting the right of casual workers in Nigeria depicts that, despite the many strikes protest embarked
upon by the Nigerian trade union movement, the upsurge of employment casualization continues to
flourish in major organizations in Nigeria. For the author, this assertion is linked to the high rate of
unemployment forcing many unemployed to desire casual labour voluntarily (Atilola, 2014; Reljic et al.,
2023).

On a global scale, Lee (2009) and Calvo et al., (2022) reveal that casual workers in the Zambian mining
industry embarked on an industrial strike action without the approval of the central trade union for the
overall improvement of their work conditions. In his findings, this struggle chronicled one of the most
effective strategies to curb employment casualization even without the approval of a trade union (Lee,
2009; Fabian et al., 2024). In Germany, Ferreira (2016) reveals that the need to embark on strike action,
by the labour union as a means of attracting casual workers into permanent employment seems no
longer fashionable. The author comments that, rather than relying on the militant approach of industrial
strikes, trade unions should endeavor to lobby the government for favourable legislation wherein social

protection can be extended to workers in the non-standard work arrangement.

Labour education and training colleges saddled with education and (re) training of trade union members
are sparse in Nigeria. Although, the Michael Imodu Institute of Labour Studies (MIILDS), an initiative of
the Federal Government of Nigeria has been occasionally training trade union leaders, yet the task
assigned to this institute has reduced its effectiveness as the only labour college in the country.
Notwithstanding this, the labour movement has been organizing training programmes to stimulate and
arouse workers towards increased labour market flexibility that has engendered varied forms of work
arrangements (Fayankinnu, 2015; Akhimien et al., 2023). Fayankinnu (2015) argued that trade union
officers have gained broad development in terms of capacity building capable of withstanding anti-labour

policies in recent times.

Methods and Data

Philosophical Assumptions and Research Design

The pragmatism research assumption is employed to understand trade union responses to the
employment casualization challenges through a mixed method research approach. The study being
utilized self-designed questionnaire as the quantitative instrument, and a semi-structured interview as
the qualitative research instrument. Two components of research designs were employed including the
survey and case study research designs. First, the survey research designs were employed to allow for

the selection of representative sample from the population of employees in the Nigeria beverage sector
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(Yin, 2016). For clarity, employees from five (5) organizations in the Nigeria’s beverage sector were
sampled as representative samples of the entire beverage sector in Lagos State, Nigeria. This is justified
since the entire population of the beverage sector cannot be sampled; hence a representative sample
becomes appropriate through survey sampling (Sekaran & Bougie, 2016). Second, the case study
research- a component of the qualitative research approach is justified to enable an in-depth
understanding of trade union responses to employment casualization challenges through a single case

of the beverage sector.
Population, Sample and Sampling Techniques

The population of study comprised of employees in selected five (5) beverage organizations with
operational headquarters in Lagos State, Nigeria. This selection of these organizations is justified with
a strong evidence of trade union presence and activities, and adequate staff strength that can
appropriately strengthen the response rate of the study. The characteristics of the population in mid-
management, lower-level management and contract employees. The total population of study is

depicted in the Table 1 below.

Company Staff population Sample size
Cadbury Nigeria Plc 270 159
Guinness Nigeria Plc 500 217
Nigeria Breweries Plc 550 226
Seven-Up Bottling Company 605 234
Nigeria Bottling Company 1031 370
Total 2956 1206

Table 1: Study population (Source: Food, Beverage and Tabacco Senior Staff Association, 2019)
Sample size determined using Krejcie and Morga (1970) sample size table)

For the qualitative, a total of 10 executives’ members of the Food, Beverage and Tobacco Senior Staff
Association (FOBTOB) were selected for interview. This sample size is justified in line with the tradition
of the qualitative research where emphasis is on sample size for in-depth exploration of the research
problem (Saunders, Lewis & Thornhill, 2009). The recruitments of respondents followed with two variant
of strategies including simple random and purposive recruitment strategies respectively. First, the
sample for the quantitative phase of the study were recruited through simple random where all
population were given equal opportunities of being selected as an element of the sample. Only Eight-
Hundred and Forty-Six (846) questionnaires were found usable at the end of the survey, representing
70 % of the total sample size. Second, the executives of FOBTOB were recruited based on their position

and understanding of the nature and pattern of trade union responses to employment challenges.
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Description of Research Instruments

The study utilized a self-designed questionnaire and semi-structured interview as the data collection
tools. The questionnaire was employed to elicit quantitative data (Kumar, 2012). The five Likert scale of
measurement was employed to format and design the questionnaire with issues ranging from the
challenges of employment and trade union strategic responses to employment casualization (collective
bargaining, industrial strike and labour education and training) on the one hand. On the other hand, the
semi-structured interview was employed to complement the questionnaire by unravelling FOBTOB
members opinion, perceptions and experiences. The semi-structured interview is justified with its
advantaged to unravel supplementary questions provide clarity to questions and responses in the

instance that there are observed ambiguity (Creswell, 2014).

An interview guide with the list of questions was employed to guide the drift of questions and responses
during the interview. It is important to mention that the intent of the interview guide was not to constrict
the trend of questions and responses in any way, but to allow for uniformity in the flow of questions that
were being enquired from the respondents. The duration of each interview was between 25-35 minutes
and all interviews were conducted within the FOBTOB premises in Lagos State Nigeria. The interview
guestions cover a broad spectrum of questions and issues emanating from the objectives. In addition to
the researcher who engages in note taking during the interview, two research assistance were recruited
in the data collection exercise. To overcome the challenges common with interview, the English
Language was preferred as a means of communication in this study, and it was also ensured that the
structure of the questions reduces any possible misinterpretation in the questions enquired and the

responses.
Data Quality and Assurances

The reliability and validity of the questionnaire were appropriately pursued to ensure that the items or
construct are in tandem with the research objectives and problems raised in this study. The Cronbach’s
alpha test was conducted with 30 pilot study before the actual commencement of the survey. The
reliability co-efficient of the Cronbach’s alpha for the different constructs are presented in Table 2 below.
According to Pallant (2011) and Konting (1998) co-efficient from 0.6 is reliable and considered
appropriate. Thus, the reliability of the constructs measured in this study are stable, dependable and
represent consistency if measured over repeated times. The reliability and validity of the interview were
assured with Trochim and Donnelly’s (2007) four steps including credibility, transferability, dependability
and confirmability. The credibility of the data was pursued by creating a confluence between the
qualitative data and the perceptions and submissions of the respondents. For transferability, it was
ensured that the qualitative data are transferable to another research context if replicated. The

dependability of data was ensured by strictly complain with all ethical procedures in the conduct and
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reporting of the study findings. Lastly, confirmability was strictly ensured by making sure there is a

relationship between the data reported and the results of the study.

Variables Cronbach’s Alpha Items
Employment casualisation challenges 0.763 7
Collective bargaining process 0..869 7
Industrial strike 0.812 7
Trade union education and training 0.870 6
Total items: 27

Table 2: Reliability of the research instrument (Source: Survey 2019)
Ethical Consideration and Analysis

The conduct of this followed strict ethical consideration of the University of KwaZulu-Natal with reference
number HSS/0809/017D. This study was part of a doctoral thesis awarded in 2019 by the University of
KwaZulu-Natal, South Africa. A gate-keeper letter was sought and obtained from FOBTOB signaling
perfection to survey selected beverage sector in Lagos, Nigeria. In addition, the consent of all
respondents was adequately sought with the voluntary filling of the consent forms. All respondents were
adequately briefed about their voluntary participation and were also advised of the freedom to decide
not to participate or exit even as the study progresses. The anonymity of all respondents was fully
sustained with the use of pseudonyms and all information retrieved from were kept confidential. As a
caution of sustaining the psychological safety of all respondents, questions that could trigger any form

of emotional distress were filtered out.

The quantitative data were analysed with the Statistical Package for Social Sciences (SPSS).
Descriptive statistics such as frequency and percentage distributions were employed. For the qualitative
data, the Content Qualitative Analytical tool was used to make sense of the qualitative data. The
application of the Content Qualitative Analysis follows with three procedural steps. First, the audio-
recorded interview was carefully transcribed into text. In what follow was the reduction and re-
arrangement of the data with the intent of identifying relevant themes and sub-themes. This was done
by repeatedly staring at the transcribe data to locate themes and patterns. Second, the compressed and
reduced data was thereafter carefully arranged and presented in a concise manner. Lastly, conclusions
and meaning were then inferred from the identified themes and sub-themes by carefully understanding

the implications of each theme and sub-themes on the research aim and problem.
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Results

Quantitative Results

Table 3 shows that 74.9% argued that many casual workers have worked for long years without
considering them for permanent employment status. This explains the challenge of working so long a
time on casual work without the hope of conversion to permanent employment status in many of
Nigeria’s industrial sectors (Jawando, and Adenugba; 2014: Fapohunda, 2012; Danesi, 2011). 63.9%
also confirmed that casual workers right are grossly infringed upon by employers. The denial of casual
workers’ rights to either join or form a trade union association contradicts section 40 of the 1999
Constitution of the Federal Republic of Nigeria as amended that every person has the right to assemble
freely and associate with other persons, and may form or belong to any political party, trade union or

any other association for the protection of his/her interests.

Table 3 also that 46% confirm that casual workers enjoy work-related aids. This distribution shows a of
rather shocking evidence as many casual workers are ordinarily secluded from work benefits such as
pension, gratuity, medical and leave allowances (Anugwom, 2007; Barrientos, et al., 2011). Similarly,
60.1% agreed that employment casualisation practices has increased job insecurity disagreed. Most
often, employers disengaged abruptly without compensation. In a similar trend, 55% confirm the
inappropriate dismissal of casual workers. Thus, it is established that casual work is highly insecure with
an unprecedented rate of unjustifiable dismissal. With 42.6% confirming the unsafe work environment
for casual workers, the factory compositions and settings in Nigeria support this result with frequent
industrial accidents resulting in the lost their limb or fingers of many casual workers (Odu, 2011). In
terms of flexibility of work, 48.8% argued that the job description of casual workers is not flexible. It is
not unusual that most casual workers work in negation of the constitutionally allowed 8 hours in Nigeria

(8 am to 4 pm), as their work time is unregulated (Odu, 2011).

Talking trade union response to employment casualistaion, 57.8% agreed that Collective Bargaining
Agreement (CBA) covers employees on casual work arrangement. This result is in contrast with the
prevailing themes in the literature that casual workers are predominantly excluded from the benefits of
CBA. However, 57.8% argued that although the National Bargaining Agreement (NBA) is not expressly
applied to casual workers, the company sometimes uses whatever agreement they had with the union
as a measure of how they are to improve the conditions of casual workers. Table 3. also show that
52.2% support that trade union often bargain on behalf of casual worker’s interest. Similarly, 46.4%
argued that trade union religiously relies on CBA to enhance casual worker’s welfare. 49.8% admit that

impasse always ensues from the inability of management to bargain with the trade union in the interest
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of casual workers. A little above average (53.6%) debunks that collective bargaining is binding on all

workers.

The result shows that industrial strikes have been effective for achieving the demands of casual
representing 39.1%. From this distribution, it is obvious that much has not been achieved in terms of
improved working life for casual workers, even with the recent protests and picketing embarked upon
by the NLC. On an account of fair wage, 46.4% refuted that they have been a record of industrial strikes
to halt the unfair wage system of casual work. The enormous number of respondents that disproved this
statement should not come as surprise; rather, this can most probably be explained by the nature and
composition of the Nigeria labour market, with increasing job seekers who prefer rather to prefer the
meager casual work pay than having nothing. Similarly, the trade union of the Nigerian Beverage sector
does not always embrace the need for strikes, particularly on behalf of casual workers of the sector.

This was supported by 41.9%.

To ascertain whether management often utilized lock-out strategies in refuting trade union entreaty,
35% acknowledge that trade unions have always encounter lock-out as a way of preventing them to
present their demands to management. However, the respondents clearly remarked that trade union
has been rather docile in presenting the need for organizing and demand for improved working lives for
casual workers as supported by the distribution that they often experience lock-out from management
whenever their request is presented. 36.1% agreed that there are internal disputes regarding the non-
recognition of casual workers. Many of the internal wrangling between the trade union are not in the

interest of casual workers.

Trade union response of training and education to employment casualization as shown in Table 3 reveal
that 45.7% confirm the prompt sensitization of trade union members through workshops and seminars
to acquaints workers with the evolving workplace changes. On the question of training and (re) training
of trade union members to withstand anti-management policies, 42.9% approved that trade union
members do receive robust training to guide against unfair management policies in the workplace. With
reference to this distribution, the confirmation that trade union members are trained and re-trains for
challenging exploitative inclinations of management still have not transmuted the world of work as

management exploitation and abuse of the working people continues unceasingly.

The existence of a strong culture of educating trade union members was upheld by 39.5%. This position
neatly contradicts the earlier claim that some members of the union are often arranged for training and
(re)training programs. Table 3 also reveals a slightly above average of 52% indicating that they have
profited from the literacy programmes of the trade union as a member of the organisation. This finding
is a marker that much of the workforce has benefited from the available training opportunities either

through on-the-job training or off-the-job training. The right question to ask from these findings is what
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has ensued from these benefits? Sadly, the answer is apparent as the workplace has not witnessed the

desired change needed to awaken the latent unionism for confronting management immoderations.

In terms of evaluating how education and (re) training programmes have been effective for plunging
challenge of employment casualisation, 30.5% agreed that education and (re) training programs have
contributed to addressing the tide of employment casualisation. In connection with this, the need to
enhance workers’ knowledge have not been given the appreciable education training programs. For
instance, only 34.5% agreed that education and (re) training programs have improved organisational
members’ knowledge. To interpret this appropriately, although it was established that majority of the
respondents indicated they have benefited from the training programs of the union as earlier, yet the
conundrum as subsequently seen revealed that such benefits have not been transmitted to the

acquisition of enhanced knowledge.

Employment casualisation challenges SA | A U D SD
Most casual workers have worked for many years without | 35.7 | 39.2 | 10.0 | 6.9 | 8.2
permanent status
The right of workers under casualisation are usually infringed upon | 20.3 | 43.6 | 14.1 | 13.1 | 8.9
by employers

Casual workers enjoy work benefits in the beverage industry 16.8 | 29.2 | 141 | 24.4 | 151
Casualisation has increased workers job insecurity 244 | 35.7 | 131 [ 17.5] 9.3
Casual workers are dismissed inappropriately without notice 23.0132.0]16.8 20379
Casual workers normally work under unsafe work environment 16.5 | 26.1 | 19.2 | 27.8 | 10.3
The job description of a casual worker is not flexible 1411347 182|275 |55
Trade union response through collective bargaining

Collective bargaining procedures covers casual workers 27.7 1 351 112.0]20.3 | 10.0

Collective agreement benefits extends to workers on casual work | 20.3 | 31.6 | 12.7 | 241 | 11.3
arrangement
Trade union usually bargain on behalf of casual employees in the | 21.6 | 30.6 | 11.7 | 23.7 | 124
beverage sector
Trade union relies on collective bargaining to increase casual | 17.9 | 28.5 | 18.6 | 24.1 | 11.0
workers welfare
Employers often consent to bargain for casual workers welfare 17.2 1 29.6 | 21.0 | 22.0 | 10.3
Impasse always arose from the failure of management to bargain | 22.3 | 27.5 | 244 | 182 | 7.6

with trade union in the interest of casual workers
Collective bargaining is binding on all workers 15113851234 213 |17
Trade union response through industrial strike
Strike has been effective for realizing the demands of casual | 17.5 | 21.6 | 11.3 | 34.7 | 14.8
workers
There have been records of industrial strike as a result the | 17.5 | 23.0 | 13.1 | 31.3 | 15.1
unfavourable wage system for casual employees
Trade union do not always support the need to strike on behalf of | 16.2 | 25.1 | 16.8 | 29.2 | 12.7
casual workers
Trade union usually picket organisations to increasing adoption of | 13.7 | 18.9 | 24.4 | 29.6 | 13.4
casual work
Management usually embarks on lock-out to avert trade union | 154 | 19.6 | 18.9 | 34.4 | 11.7
request
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Industrial disputes always occur for non-recognition of casual | 13.1 | 23.0 | 16.8 | 32.0 | 15.1
workers by management
Implementation of industrial strike outcomes are not binding on | 13.4 | 23.7 | 27.1 | 26.8 | 8.9
casual worker

Trade union response through education and training
programs

Workers are often sensitized through workshops and seminars | 19.2 | 26.5 | 12.0 | 27.8 | 144
about the changes in the world of work
Trade union members are trained and retrained to withstand anti- | 17.2 | 25.4 | 14.4 | 27.8 | 15.1
labour policies
The trade union has a strong culture of educating its members and | 14.4 | 25.1 | 18.2 | 31.3 | 11.0
others
| have benefitted from the literacy programs of the trade union as | 10.7 | 21.0 | 21.0 | 31.3 | 16.2
a casual permanent/worker
Education and training programs of the trade union have been | 26.0 | 21.6 | 27.5 | 32.0 | 10.0
effective in ameliorating the consequence of casualisation.
The education and training programs of the trade union have | 16.5 | 21.3 | 27.8 | 23.0 | 11.3
enhanced workers knowledge

Table 3: Quantitative analyses

Qualitative Analyses

Employment Casualisation Conundrums

The disparity between casual and permanent work is obvious such that the latter is not considered as
being part of the organisation growth and are treated as such. The sense of feeling and belongingness
as a worker is greatly cramped by employers with the description of casual workers as second-class
workers who have no voice to air any of their grievances. However, if they make exertions to address
their working conditions, they are dismissed unfairly. It was reported that the dreadful conditions of work
for casual workers are not in any way improving as effort to organize these categories of workers have
become more problematic as many would rather decide to take whatever comes out of the casual work
than agitate for improved work conditions and be dismissed. One of the respondents, a senior staff of
FOBTOB expresses his concern as regards the enormous challenges confronting casual workers, and

in particular how people are now used as slaves in their fatherland in the disguise of working for a living:

What else should one expect from people that are being treated like slaves in their own fatherland?
They lack good working conditions and do not have any health or medical allowance in case they fall ill.
So, it is terrible. How can someone be working, and the employer cannot provide medical or health
facilities to take care of them when they are sick? To make matter worst, even the take home they pay
casual workers cannot take them home not to talk of putting food on their table for them and their family.

There is one common slang among casual workers, we call it ‘come as you go’.

In terms of liability, the Employee Compensation Act of 2010 (ECA-see section 73) expressly stipulates

that every worker shall enjoy compensation for the injury sustained while executing the employer's job.
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Another respondent recalls among other challenges an ordeal where casual workers are not enlisted for
compensation in an instance where they lost either their limb or leg while executing the job of their

employers. For this respondent, this is nothing short of dehumanization of the human person:

As a casual worker, you have nothing. You cannot boast of any benefits... so whatever they tell you is
what you do. So if you make any move say okay this is how I'm supposed to get this, you will be shown
the way out or maybe you are working in a factory now as casual worker and something happens to you
maybe machine cut off your hand or accident in the workplace, no compensation, nothing because there
is nobody to fight for you, so you cannot fight for yourself. You see casual workers are going through a

lot of things in this our industry that | know of.

A similar sentiment expressed by another respondent regarding the denial of the right to belong or form
an association. Majority of the respondents attest that although the constitution and other labour
legislation did not expressly deny any person from forming or belonging to any association, casual

workers are denied this fundamental right.

Casual workers do not have a voice and not entitled to join a trade union. They work in a dangerous
work zone without appropriate benefits. Though on paper it is expected that they should join the union,
in practice, it is a different ball game in Nigeria. You know the Federal Ministry of Labour licensed the
outsourcing company to carry out their assignment. So, it is regrettable they do not follow the rule and
so the policy to be followed to get the desired result is not there because basically there are being

supervised by the Ministry of Labour.
Trade Union Strategic Response to Employment Casualisation

Agreements reached between workers’ representatives and employers’ representatives from any
negotiation are deliberately excluded from casual workers as they are not classified among the cohort
of workers by management. One of the respondents commented that the collective bargaining
agreement is solely for those employees who have representatives to bargain on their behalf and not
casual workers who are without representation. It was posed that since there is no clear definition of
casual work in Nigeria’s labour legislation, and the definition of a ‘worker’ contained in Section 54 of the
Nigeria Trade Union Act 2005 as amended explicitly captures all strand of workers either permanent or
contract, any collective bargaining agreement reached between parties in employment relations should

equally be engrossed on all workers whether permanent or casual.

Although, many of the respondents attest that in as much as casual workers are not the direct beneficiary
of the collective agreement reached between parties, they nevertheless enjoy fair benefit as some
employers in the Beverage industry extract from whatever was agreed in a negotiation to improve casual

workers’ conditions of service. One of the respondents equally disprove the insinuation that what
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qualifies someone as a worker is supported by Section 54 of the Trade Union Act of 2005. For instance,
it was argued that a more appropriate claim is a proof of employment letter which casual workers are
not entitled. Thus, the claim that both casual workers and permanent workers should enjoy similar

collective agreement benefits remains contentious.

Collective bargaining will help casual workers if they are able to be represented. The whole essence of
entering a CBA is that you can represent. So how do you have a CBA on their behalf? So, it is only when
they have a framework and come under the union by having representation that collective bargaining

agreement can be applied to them. So, we do not give CBA to people who are not been represented.

Majority of the trade union officials admit that the efforts of the central labour body in ensuring workers
in the non-standard work arrangement enjoy befitting work conditions across the board are yet to yield
positive outcomes. Particularly, they contend that the trade union movement needs to invest more on its
strike and picketing strategy; otherwise, the incessant utilization of casual workers in Nigeria industrial
and services sector will continue to erode the relevance of trade unionism in Nigeria. The recent
picketing and protest exercise embarked upon by the central labour movement has been described as

politically motivated for cheap political points.

Those days the NLC will come and lock up the companies maybe after some time few people will be
migrated from casual to permanent staff. But the situation has not been the same, so it has not helped.
All the picketing by the NLC has not yielded any fruits. In terms of quantifying the success rate, | will say
10 percent, so it has not really benefited the casual workers. They do not even have the right to strike.
Whenever they have this plan it just a matter of informing the security to lock the gate and not allow

them to come in....and they will obviously lose their jobs.

Respondents acknowledge that education and continuous training programs have improved their skills
and understanding to surmount both present and future workplace struggle. One of the respondents
submits that the continuous education and training programs routinely organized by the trade union
movement of the Nigeria Beverage sector have greatly s enhanced his organizing skills. It was confirmed
that the Beverage sector specifically has a budget set aside for the education and training of its members
so they could be updated with trends and best practices in the global labour movement as reported by

one of the respondents.

We normally set up 10% for our training and education yearly. You see we always argued that the
struggle continues. The struggle has not ended because we are catching up with management because
of advances in the training and education of our members. | was in a training this year and it was very
useful. The training has to do with organizing because these days, organizing is not easy. Unlike those

days when you hear of union and people are readily interested to associate. So, there was a lot of eye-
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opener in the training | went for and the skills | acquired has become useful for me in my organizing

efforts and how to penetrate and address some of the issues you have been raising.
Discussion

Globally, the trends of employment casualisation reflect that casual workers are perpetually placed on
casual work without possible transition to permanent work status. These dilemmas have consistently
broadened the level of inequalities in terms of income between the working people. The unlikely
conversion of casual employees to permanent status in the Nigerian Beverage sector was upheld in this
study. This result negates the provision of section 7(1) of the Nigeria Labour Act of 1974 that “no later
than three months after the beginning of a worker’s period of employment, the employer shall give to
the worker, a written statement in the form of an employment letter specifying the terms and conditions

of contract between parties”.

The findings appositely showed the waned importance of Nigeria’s labour law as a framework for the
realization of ILO’s decent work agenda. Existing studies from Nigeria and Germany have reported the
engagement of casual workers for a range of six and ten years without possible conversion (Adewusi,
2013; Wolf, 2014). Wolf (2014) argues that temporary employees once in employment for ten years
going forward, would remain perpetually in temporary employment. This explains why commentators
have to construe temporary employment as a dead-end zone employment type (Sapka, 2016; Meijis,
Lammers and Ratiliff, 2015; Akbari, Zandieh and Dorri, 2012). Casual workers are restricted from
enjoying the same health benefits with permanent workers such as access to company clinics. These
constraints signposted the poor treatment of casual workers. However, the contention should be why
casual workers are exempted from relishing same workplace benefits when no statutory recognized
labour laws in Nigeria has clearly established the dichotomy between casual and permanent
employment. Evidently, this result is a pointer to Nigeria’s departure from international best practices,
regarding the implementation of appropriate legislation guarding the principles of non-standard work

practices.

The findings showed the need for the inclusion of casual workers in the National Bargaining Agreement
(NBA) as a way of representing their interests. This result is further buttressed by the fact contained in
section 54 of the Trade Union Act of 2005 as amended in its definition of a worker. However, there are
evidence of contravention of labour law provisions on the part of employers of labour. The nub is for the
labour movement to effectively utilize collective bargaining as a reactionary strategy to lessen the
challenges of casualisation on workers. This result, however, contradict similar studies (Rusike &
Chitambara, 2012; Schurman & Eaton, 2012). The results also confirmed that the trade unions of the
Nigeria Beverage sector seldom utilize industrial strikes/picketing as a reactionary strategy to

employment casualisation. This was further corroborated that the Nigeria trade union movement, and in
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particular, the Beverage sector labour union has invested little or no efforts to advance her industrial
strike strategy against employment casualization challenges. This, however, has grave repercussions
for trade union movement in terms of agitating for the wellbeing of the working people in general. Similar

studies support the position of this result (Danesi, 2011; Atitola, 2014; Ferreira, 2016).

The findings also support the evidence that trade union members are trained and (re)trained to resist
capitalists’ anti-labour policies. This result confirms the possible submission that the Nigerian Beverage
sector has a culture of education and training programs for trade union members. However, one
pertinent question that come to mind is, what has these organizing skills transmuted into, especially as
it is still evident from preceding results that employment casualisation and all its challenges still abounds
(Stroud & Fairbrother, 2008).

Conclusion

The study concludes that, while the horrendous consequences of employment casualisation still
continue to linger on the working people with little or no effort to curtailing it, there are serious
consequences for trade union relevance. The study reasoned for a more vociferous trade union struggle
as the only viable means of limiting the unceasing spread of employment casualisation. This conviction
suggests that the trade union movements is valued and robustly considered, as a tool for safeguarding
the interests of the working people. On this note, the study suggests varying conclusions, on the
question of the role and remits fulfillment on the part of the labour union as an institution saddled with
achieving decent work agenda for all. While this role is statutorily pursued, the study anticipates

improving conditions of work in for decent work realization.

The study recommends an overhaul and review of Nigerian labour laws, in particular, the Labour Act of
1974 and Trade Union Act of 2005 as amended as no provision in these legislation gives recognition to
contract and outsource employment. The study also recommended that the Nigeria Ministry of
Employment and Labour should robustly identify with her responsibilities of monitoring the activities of
not only outsourcing firms, but activities and trends of employment practices in Nigeria labour market.
This recommendation become highly imperative given the indecent and horrendous work practices
striving in the Nigeria labour market. Lastly, the study recommends that the establishment of more
institutions of labour studies and allied employment issues across Nigeria's six geopolitical zones,
wherein effective trade union training and capacity building can be established for rank-and-file trade

union members.
Practical Implications

The study engenders insights into the prevalence of inhumane work arrangements in the Nigeria’s

beverage sector, highlighting the decadence of exploitation and consistent infringement of the
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fundamental human rights of the working person. The study established the effectiveness of the labour
union as a response to the escalating challenges of employment casualization, although the potency of
industrial strike was ineffective to taming employment casualization. This suggest that the long industrial
strike instrument of the labour union has remain inadequate to changing the narratives of the working
people under casual labour arrangements. The identification of education and training as a potent labour
union responsive to employment casualization add a nuance narrative to the employment casualization
and labour union response literature. For instance, the conventional labour union response to changing
working conditions had been industrial strike, adding the potency education and training programs has
offer a new response strategy for labour union continuous agitation for improved working conditions,
especially those in non-standard work arrangements. Conclusively, this study being one of the few
studies conducted in the arena of labour union responsiveness to employment casualization in Nigeria,

contributes to the global interrogation of decent work agenda through trade union responses.
Limitation of the Findings

The study only focused on 5 organizations in the beverage sector, Lagos, Nigeria. This to an extent limit
the possibility of generalization to the entire beverage organizations in Nigeria. In essence, further
studies can increase the number of sample organizations beyond Lagos State. The qualitative
component of the study only relied on 10 interviews; future studies might extend the number of

respondents to capture a variety of experiences of the labour union.
Future Research

The focus of this study is clearly on the Nigerian beverage sector. Future research can examine the
relationship between employment casualisation and trade union responses in other sectors of the
Nigerian economy, or a comparative analysis of the Nigerian beverage sector and the Oil and Gas sector
where non-standard employment is equally having a strong grasp. The results of this analysis would
exude a fuller understanding of trade union responsiveness to temporary employment practices within

the fabric of Nigeria labour market.
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