International Journal of Scientific Research in Social Sciences & Management Studies
p-ISSN: 2579-101X | e-ISSN: 2579-1928 | JSRSSMS
Volume 9, Number 1 May, 2026

The Effectiveness of the Ministry of Labour and
Employment in Managing Industrial Relations and
Employee Performance in Nigeria

'Bassey Ekpenyong Anam & “Inyang Okon Ita
'Institute of Public Policy and Administration, University of Calabar
’Department of Public Administration, University of Calabar, Calabar

Article DOI: 10.48028/1iprds/ijsrssms.v9.i1.22

Abstract

ndustrial relations play a significant role in promoting organisational

productivity, employee performance, and national economic development.

This study examines the effectiveness of the Ministry of Labour and
Employment in managing industrial relations and enhancing employee
performance in Nigeria. The Ministry serves as a regulatory institution responsible
for enforcing labour laws, resolving industrial disputes, promoting collective
bargaining, and maintaining harmonious relationships between employers and
employees. These functions are essential components of human resource
management, particularly in the areas of employee welfare, motivation, conflict
management, and workplace productivity. The study adopted a descriptive research
design relying on secondary data obtained from textbooks, academic journals,
government publications, and official reports. Findings revealed that although the
Ministry has established mechanisms such as mediation, arbitration, and collective
bargaining frameworks, its effectiveness is constrained by weak enforcement of
labour laws, political interference, inadequate institutional capacity, delays in
dispute resolution, and poor implementation of agreements. The study concludes
that effective industrial relations management enhances employee commitment, job
satisfaction, and organisational performance. It recommends stronger labour
policies, institutional independence, and improved collaboration between
employers and employees to promote industrial harmony and employee
productivity in Nigeria.
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Background to the Study

Industrial relations constitute a critical aspect of organizational management and national
economic development. They encompass the relationships and interactions among
employers, employees, trade unions, and government institutions within the workplace.
Effective industrial relations promote industrial harmony, employee satisfaction,
organizational productivity, and sustainable economic growth. The concept involves
collective bargaining, dispute resolution, labour administration, employee participation, and
the enforcement of labour laws designed to protect the interests of both employers and
employees. In modern organizations, industrial relations have become increasingly important
due to the growing complexity of employment relationships and the need to balance
organizational objectives with employee welfare. Sound industrial relations contribute
significantly to employee motivation, commitment, job satisfaction, and productivity.
Conversely, poor industrial relations often result in industrial disputes, strikes, lockouts,
absenteeism, low morale, and reduced organizational performance. Consequently,
governments across the world establish regulatory institutions to oversee labour-management
relations and ensure workplace stability.

In Nigeria, the Federal Ministry of Labour and Employment serves as the principal
government institution responsible for regulating industrial relations and promoting
harmonious relationships between employers and employees. The Ministry performs several
functions, including the enforcement of labour laws, registration and supervision of trade
unions, mediation and conciliation of industrial disputes, promotion of collective bargaining,
protection of workers' rights, and formulation of labour policies. Through these functions, the
Ministry seeks to create a conducive work environment that enhances employee performance
and organizational productivity. The significance of the Ministry's role has become more
pronounced in Nigeria due to the persistent occurrence of industrial conflicts across various
sectors of the economy. The education, healthcare, oil and gas, and public service sectors have
witnessed recurrent strikes and labour disputes arising from disagreements over wages,
working conditions, welfare packages, promotion policies, and the implementation of
collective agreements. Such disputes often disrupt organizational activities, reduce
productivity, and negatively affect national development. As a result, effective management of
industrial relations remains a major challenge for both government and private-sector
organizations.

Over the years, the Ministry of Labour and Employment has adopted various mechanisms for
managing industrial relations, including mediation, conciliation, arbitration, collective
bargaining frameworks, and labour inspection services. These mechanisms are intended to
facilitate peaceful resolution of disputes, strengthen employer-employee relationships, and
promote workplace cooperation. However, despite these efforts, industrial unrest continues to
occur frequently in Nigeria, raising concerns about the effectiveness of the Ministry in
achieving its statutory objectives.

Several factors have been identified as constraints to effective industrial relations management
in Nigeria. These include weak enforcement of labour laws, political interference in labour
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matters, inadequate institutional capacity, shortage of skilled personnel, delays in dispute
resolution processes, and poor implementation of agreements reached between employers
and labour unions. These challenges often undermine the Ministry's ability to effectively
regulate labour relations and maintain industrial harmony.

From a human resource management perspective, effective industrial relations are essential
for improving employee performance and organizational effectiveness. When employees
perceive fairness in workplace policies, enjoy adequate welfare provisions, and participate in
decision-making processes through collective bargaining, they are more likely to exhibit
higher levels of commitment, motivation, and productivity. Therefore, the effectiveness of the
Ministry of Labour and Employment in managing industrial relations has direct implications
for employee performance, organizational success, and national economic development. This
study examines the effectiveness of the Ministry of Labour and Employment in managing
industrial relations and employee performance in Nigeria. Specifically, the study evaluates the
roles and responsibilities of the Ministry, analyses the mechanisms employed in resolving
industrial disputes, assesses the contributions of employees and trade unions to industrial
relations, identifies challenges affecting industrial relations management, and proposes
measures for improving industrial harmony and employee productivity in Nigeria.

Conceptual literature

>i) Ministry of Labour and Employment

The Federal Ministry of Labour and Employment is the government institution responsible
for formulating and implementing labour policies, regulating employment relations, and
promoting industrial peace in Nigeria. According to the Federal Ministry of Labour and
Employment (2023), the Ministry is mandated to promote decent work, ensure fair labour
practices, facilitate collective bargaining, and mediate industrial disputes between employers
and employees. The Ministry performs several key functions, including labour inspection,
enforcement of labour laws, registration of trade unions, promotion of occupational safety
and health, and resolution of workplace disputes through conciliation and mediation. Its
effectiveness is typically assessed by its ability to reduce industrial conflicts, ensure
compliance with labour legislation, and maintain harmonious labour relations.

(ii) Industrial Relations

Industrial relations refer to the system of relationships among employers, employees, trade
unions, and government institutions in regulating employment conditions. According to
Fajana (2006), industrial relations involve the interaction between management and labour
concerning wages, working conditions, and employment policies within a legally regulated
framework. Similarly, Dunlop (1993) conceptualized industrial relations as a system
composed of actors (employers, employees, and government), contexts (economic and
technological environment), and rules that govern workplace behaviour.

(iii) Employee Performance

Employee performance refers to the extent to which employees carry out assigned tasks
effectively in line with organizational goals. According to Armstrong (2023), employee
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performance includes task performance, behavioral performance, and contributions that
support organizational effectiveness. Employee performance is commonly measured through
productivity, efficiency, quality of output, attendance, commitment, and achievement of
targets. High performance is influenced by factors such as motivation, training, leadership,
compensation, and the quality of industrial relations within the organization.

(iv)  Industrial Relations Management

Industrial relations management involves policies, strategies, and institutional frameworks
used to regulate workplace relationships and prevent or resolve conflicts. It includes collective
bargaining, grievance handling, employee participation, and compliance with labour laws. In
Nigeria, the Ministry of Labour and Employment plays a central role in managing industrial
relations by facilitating dialogue between employers and employees, ensuring fair labour
practices, and intervening in disputes to maintain industrial peace.

v) Labour Dispute Resolution Mechanisms

Labour dispute resolution refers to the formal processes used to settle disagreements between
employers and employees. The Ministry of Labour and Employment employs several
mechanisms such as mediation, conciliation, and arbitration to resolve conflicts before they
escalate into strikes or lockouts. Unresolved disputes may be referred to the National
Industrial Court of Nigeria for adjudication. These mechanisms are essential for maintaining
industrial harmony and ensuring uninterrupted economic activities. Industrial relations and
employee performance are closely connected. Positive industrial relations characterized by
trust, fairness, and cooperation lead to higher employee morale, motivation, and productivity.
Conversely, poor industrial relations often result in strikes, absenteeism, low morale, and
reduced performance. When the Ministry effectively manages labour relations and ensures
compliance with labour laws, it creates a stable work environment that enhances employee
performance and organizational productivity.

Effectiveness of Trade Unions in Promoting Workers' Welfare and Productivity in Nigeria
Trade unions have remained a significant component of industrial relations in Nigeria,
serving as representatives of employees in negotiations with employers and government
agencies. Their primary objective is to improve workers' welfare through better wages,
improved working conditions, job security, and protection of workers' rights. Empirical
studies have examined the extent to which trade unions have achieved these objectives and
their impact on organizational productivity.

Trade Unions and Workers' Welfare

Several studies have established a positive relationship between trade union activities and
workers' welfare in Nigeria. Adebayo (2019) examined the role of trade unions in public sector
organizations and found that collective bargaining significantly contributed to wage increases,
improved working conditions, and enhanced employee satisfaction. The study concluded that
trade unions have been instrumental in securing better welfare packages for workers,
particularly in government establishments.
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Similarly, Okafor and Aniche (2020) investigated the influence of trade unionism on
employee welfare in selected manufacturing firms in Nigeria. Their findings revealed that
unionized workers enjoyed better remuneration, healthcare benefits, and job security
compared to non-unionized employees. The researchers argued that effective collective
bargaining strengthened workers' negotiating power and improved overall welfare outcomes.
In another study, Nwokocha (2018) observed that trade unions played a crucial role in
advocating for pension reforms, occupational safety measures, and improved retirement
benefits. The study noted that workers represented by active unions were more likely to enjoy
enhanced social protection and employment benefits than their counterparts in non-
unionized organizations.

Trade Unions and Employee Productivity

Beyond workers' welfare, trade unions also influence organizational productivity.
Productivity refers to the efficiency with which employees convert input into output within an
organization. Studies have shown that improved welfare conditions often translate into higher
employee commitment and productivity. A study by Ojo and Akinwale (2021) examined the
relationship between trade union activities and employee productivity in selected Nigerian
manufacturing companies. The findings indicated that employees who perceived their unions
as effective demonstrated higher levels of job commitment, motivation, and productivity. The
study concluded that improved welfare conditions negotiated by trade unions positively
affected employee performance.

Similarly, Ezeani and Oladele (2019) found that cooperative industrial relations between
management and trade unions enhanced organizational productivity. Their study revealed
that when workers felt adequately represented and protected, workplace conflicts reduced
significantly, leading to improved productivity and organizational stability. Furthermore,
Ubeku (2020) argued that trade unions contribute to productivity through employee
participation in decision-making processes. The study found that organizations that
encouraged union involvement in workplace decisions experienced lower labour turnover,
reduced absenteeism, and higher employee morale.

Collective Bargaining and Industrial Harmony

Collective bargaining remains one of the most significant mechanisms through which trade
unions safeguard workers' interests while promoting organizational efficiency and stability. It
is a structured process of negotiation between employers and employees' representatives,
usually trade unions, aimed at determining terms and conditions of employment such as
wages, working hours, benefits, workplace safety, and dispute-resolution procedures. Beyond
improving employees' welfare, collective bargaining plays a crucial role in fostering industrial
harmony, which is essential for sustainable productivity and economic growth. Industrial
harmony refers to the existence of peaceful and cooperative relationships between employers
and employees within an organization. When workers and management maintain mutual
trust, understanding, and respect, the likelihood of workplace conflicts, strikes, lockouts, and
other forms of industrial unrest is significantly reduced. Collective bargaining contributes to
this harmony by providing a formal platform through which both parties can express
concerns, negotiate differences, and reach mutually acceptable agreements.
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According to Akinwale (2017), collective bargaining practices in Nigeria's public sector have
demonstrated the importance of effective negotiations in reducing industrial disputes and
promoting harmonious labour-management relations. The study revealed that organizations
where management and unions engage in constructive dialogue experience fewer workplace
conflicts and enjoy greater organizational stability. Akinwale further argued that industrial
harmony creates a conducive environment for employee commitment, increased productivity,
and organizational growth because workers are more likely to perform effectively when they
feel their interests are adequately represented and protected.

Similarly, Fashoyin (2018) observed that collective bargaining serves as an important conflict-
management and grievance-resolution mechanism. Through collective bargaining,
workplace grievances can be addressed at an early stage before they escalate into strikes,
protests, or prolonged industrial actions. The study found that organizations with well-
established bargaining structures experienced fewer disruptions to production activities and
maintained more stable employer-employee relationships. This stability enables
organizations to focus on achieving strategic goals rather than expending resources on
managing recurring labour disputes. Furthermore, collective bargaining promotes
transparency and communication within organizations. Regular negotiations encourage
continuous interaction between management and workers' representatives, thereby reducing
misunderstandings and building mutual trust. Employees gain confidence that their concerns
will be heard through institutionalized channels, while employers benefit from improved
employee morale and cooperation. Such positive relationships contribute significantly to
industrial peace and organizational effectiveness.

In addition, collective bargaining enhances employee satisfaction by ensuring fairness in
employment practices. When workers perceive that wages, benefits, and working conditions
are determined through a fair and participatory process, they are more likely to exhibit higher
levels of motivation, loyalty, and job commitment. Increased job satisfaction often translates
into lower labour turnover, reduced absenteeism, and improved productivity, all of which
contribute to organizational success. The findings of Akinwale (2017) and Fashoyin (2018)
suggest that collective bargaining is not merely a tool for negotiating employment conditions
but also a strategic instrument for maintaining industrial harmony. By reducing workplace
conflicts, facilitating grievance resolution, improving communication, and promoting mutual
trust, collective bargaining creates an environment that supports both employee welfare and
organizational performance. The comparative evidence demonstrates that while Akinwale
(2017) emphasizes the role of collective bargaining in strengthening labour-management
relationships, Fashoyin (2018) highlights its effectiveness in resolving workplace grievances
and preventing industrial conflicts. Together, both studies confirm that collective bargaining is
a critical instrument for achieving industrial harmony, enhancing employee welfare, and
improving organizational productivity.

Challenges affecting Trade Union Effectiveness in Nigeria

Although trade unions have played a significant role in promoting workers' welfare, protecting
employees' rights, and maintaining industrial harmony, several challenges continue to limit
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their effectiveness in Nigeria. These challenges affect the ability of unions to negotiate
favorable employment conditions, enforce agreements, and adequately represent workers'
interests. The major challenges identified in the literature are discussed below.

1. PoorImplementation of Collective Agreements

One of the most persistent challenges facing trade unions in Nigeria is the poor
implementation of collective agreements reached between employers and labour unions.
Collective agreements are expected to serve as binding commitments that guide employment
relations and improve workers' conditions. However, in many cases, employers or government
agencies fail to fully implement agreed provisions or delay their execution. According to
Adewumi (2020), many agreements negotiated between trade unions and employers are
either partially implemented or not implemented within the agreed timeframe. Such delays
create frustration among workers and weaken their confidence in both union leadership and
the collective bargaining process. When employees perceive that negotiated agreements do
not produce tangible benefits, they may become less willing to participate in union activities.
Consequently, the credibility and effectiveness of trade unions are undermined.

Effects
1. Lossof workers' trust in unions.
2. Increased industrial disputes and strikes.
3. Reduced effectiveness of collective bargaining.
4. Loweremployee morale and job satisfaction.

2. Political Interference in Trade Union Activities

Political interference constitutes another major obstacle to effective trade unionism in Nigeria.
Ideally, trade unions should operate independently to represent workers' interests without
external influence. However, government involvement in labour matters often affects union
autonomy and decision-making processes. According to Otobo (2018), excessive government
intervention weakens union independence and reduces their bargaining power. Political
influence may be manifested through regulatory controls, restrictions on industrial actions, or
attempts to influence union leadership and policies. Such interference can compromise
unions' ability to negotiate effectively on behalf of workers and may result in decisions that
prioritize political interests over workers' welfare.

Effects
1. Weakening of union autonomy.
2. Reducedbargaining strength during negotiations.
3. Limited ability to advocate effectively for workers.
4. Erosion of members' confidence in union leadership.

3. Economic Instability and Unfavourable Economic Conditions

Economic instability remains a significant challenge affecting trade union effectiveness in
Nigeria. Factors such as inflation, unemployment, exchange rate fluctuations, and economic
recessions create a difficult environment for both employers and employees. Nwosu (2021)
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reported that adverse economic conditions often reduce employers' financial capacity to
satisfy union demands regarding wage increases, allowances, and improved working
conditions. During periods of economic hardship, organizations may prioritize cost-cutting
measures, workforce reductions, or wage freezes. As a result, negotiations between employers
and unions become more difficult, frequently leading to prolonged disputes and industrial
unrest.

Effects
1. Difficulty in achieving wage improvements.
2. Increasedlabour-management conflicts.
3. Prolonged industrial disputes.
4. Reduced effectiveness of union negotiations.

4. Declining Union Membership

Trade unions derive much of their strength from the number of workers they represent.
However, declining membership has become a growing concern, particularly in Nigeria's
private sector. According to Yusuf and Salau (2020), fewer workers are participating in union
activities, thereby reducing unions' collective influence. Low membership weakens the
legitimacy of unions and diminishes their ability to mobilize workers during negotiations and
industrial actions. Employers may also be less inclined to take union demands seriously when
union representation is limited.

Effects
1. Reducedbargaining power.
2. Lower financial resources through membership dues.
3. Decreased influence in workplace negotiations.
4. Difficulty mobilizing workers for collective action.

5. Casualization of Labour

The increasing use of casual, temporary, and contract workers has emerged as a significant
challenge for trade unions. Many organizations employ workers on non-permanent contracts
to reduce labour costs and increase flexibility. Yusuf and Salau (2020) observed that casual
employees are often excluded from union membership or may be reluctant to join unions due
to fears of job insecurity. Since casual workers constitute a growing segment of the workforce,
their exclusion reduces the overall membership base and bargaining strength of trade unions.

Effects
1. Reductionin union density.
2. Weakening of collective bargaining power.
3. Increasedjob insecurity among workers.
4. Difficulty protecting vulnerable employees.

6. Growth of the Informal Employment Sector
The rapid expansion of informal employment in Nigeria has also affected trade union
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effectiveness. Workers in the informal sector often operate outside formal labour regulations
and may not have access to union representation. As noted by Yusuf and Salau (2020), many
informal sector workers are not unionized, limiting the reach and influence of trade unions.
Since a substantial proportion of Nigeria's workforce is engaged in informal employment,
unions face difficulties extending their protective and advocacy roles to these workers.

Effects
1. Reducedunion coverage.
2. Limited representation of informal workers.
3. Weakening of labour solidarity.
4. Reduced overall influence of trade unions.

Strategies for Managing Industrial Relations and Employee Performance in Nigeria
Effective management of industrial relations and employee performance is essential for
organizational success in Nigeria's dynamic and competitive business environment. Industrial
relations involve interactions among employers, employees, trade unions, and government
institutions in regulating workplace relationships. Employee performance, on the other hand,
refers to the extent to which employees effectively achieve organizational goals and objectives.
Sound industrial relations promote workplace harmony, employee satisfaction, and
productivity, while poor labour relations often result in conflicts, low morale, and reduced
organizational performance. Therefore, organizations must adopt appropriate strategies that
simultaneously strengthen industrial relations and improve employee performance.

1. Promoting Effective Communication

Open and transparent communication is one of the most important strategies for managing
industrial relations and enhancing employee performance. Effective communication ensures
that employees are adequately informed about organizational policies, goals, expectations,
and decisions that affect their work.

Management should establish regular communication channels such as staff meetings,
newsletters, feedback sessions, and digital communication platforms. Employees should also
be encouraged to express their concerns, opinions, and suggestions without fear of
victimization. When communication flows freely between management and employees,
misunderstandings are minimized, trustis strengthened, and workplace conflicts are reduced.

2. Strengthening Collective Bargaining and Social Dialogue

Collective bargaining remains a critical tool for maintaining healthy industrial relations.
Organizations should encourage constructive negotiations between management and
employee representatives or trade unions. Regular dialogue allows both parties to discuss
issues relating to wages, working conditions, welfare benefits, and organizational changes.
Through collective bargaining, disputes can be resolved amicably before they escalate into
strikes or industrial actions. Effective social dialogue also promotes fairness, cooperation, and
mutual respect in the workplace.
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3. Implementing Fair and Equitable Human Resource Policies

Organizations should develop and implement fair human resource policies that promote
equal treatment of employees. Policies regarding recruitment, promotion, compensation,
discipline, and performance evaluation should be transparent and consistently applied.
Employees are more likely to remain motivated and productive when they perceive
organizational procedures as fair and unbiased. Equity in human resource management also
reduces grievance and strengthens industrial harmony.

4. Establishing Effective Grievance Handling Mechanisms

An effective grievance management system is essential for resolving employee complaints
before they develop into major conflicts. Organizations should create formal procedures that
allow employees to report workplace concerns and receive timely responses. Management
should investigate complaints objectively and ensure that resolutions are fair and transparent.
A responsive grievance system demonstrates management's commitment to employee welfare
and promotes trust in organizational leadership.

5. Providing Competitive Compensation and Employee Welfare Programs

Employee welfare and compensation significantly influence both industrial relations and
performance. Organizations should offer fair wages, allowances, healthcare benefits, pension
schemes, insurance coverage, and other welfare packages that meet employees' needs.
Competitive compensation helps attract and retain talented employees while reducing
dissatisfaction and labour turnover. Welfare programs also contribute to employee well-being,
motivation, and productivity.

6. Investing in Training and Development

Continuous employee training and development improve workforce competence and
organizational performance. Organizations should provide opportunities for skill acquisition,
professional development, leadership training, and career advancement. Employees who
receive adequate training are better equipped to perform their duties efficiently and adapt to
changing workplace demands. Development programs also demonstrate management's
investment in employees' future growth.

7. Adopting Effective Performance Management Systems

Performance management systems help organizations monitor, evaluate, and improve
employee performance. Such systems should include clear performance standards,
measurable targets, regular appraisals, and constructive feedback mechanisms. Employees
should understand how their performance contributes to organizational goals. Performance
evaluations should focus on both accountability and development rather than punishment.

8. Encouraging Employee Participation in Decision-Making

Employee involvement in organizational decision-making promotes a sense of ownership and
commitment. Organizations should provide opportunities for employees to contribute ideas
and participate in discussions on matters affecting their work. Participatory management
strengthens trust, improves problem-solving, and reduces resistance to organizational
changes. Employees are more likely to support decisions in which they have been involved.
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9. Maintaining Compliance with Labour Laws and Regulations

Organizations must comply with Nigerian labour laws, employment regulations, and
workplace safety standards. Compliance protects employees' rights and minimizes legal
disputes. Management should remain informed about changes in labour legislation and
ensure that workplace policies align with statutory requirements. Respect for labour laws
contributes to industrial harmony and organizational credibility.

10. Building a Positive Organizational Culture

A positive organizational culture promotes respect, teamwork, integrity, accountability, and
professionalism. Management should foster a work environment where employees feel valued
and appreciated. Recognition programs, teamwork initiatives, and ethical leadership
contribute to a healthy workplace culture. Employees who work in supportive environments
are generally more motivated and productive.

Managing industrial relations and employee performance in Nigeria requires a balanced
approach that combines employee welfare, effective communication, fair labour practices,
and strategic human resource management. Organizations that promote constructive labour-
management relations, invest in employee development, ensure fairness, and maintain open
communication are more likely to achieve industrial harmony and high levels of employee
performance. These strategies not only minimize workplace conflicts but also enhance
productivity, organizational effectiveness, and long-term sustainability.

Conclusion

This study examined the role of trade unions in promoting workers' welfare and productivity
in Nigeria, with particular emphasis on collective bargaining, industrial harmony, and the
challenges affecting trade union effectiveness. The review of empirical literature revealed that
trade unions remain vital institutions in the Nigerian industrial relations system, serving as
representatives of workers' interests and contributing significantly to improved working
conditions, fair wages, job security, and employee welfare.

The study established that collective bargaining is one of the most effective instruments
through which trade unions achieve their objectives. Through negotiations with employers,
trade unions facilitate the resolution of workplace grievances, reduce industrial conflicts, and
promote harmonious labour-management relations. The literature further indicates that
organizations that maintain effective collective bargaining structures tend to experience
greater industrial peace, improved employee satisfaction, and higher levels of productivity.
Despite these contributions, the study identified several challenges that hinder the
effectiveness of trade unions in Nigeria. These include poor implementation of collective
agreements, political interference in union activities, economic instability, declining union
membership, casualization of labour, and the growing informalization of employment. These
factors weaken the bargaining power of trade unions and limit their ability to adequately
protect workers' interests and contribute to organizational development.
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The study also highlighted the importance of effective industrial relations management in
enhancing employee performance. Strategies such as open communication, fair human
resource policies, employee participation, effective grievance-handling mechanisms, training
and development, and compliance with labour laws were identified as critical factors for
achieving industrial harmony and improved organizational performance. The study
concludes that trade unions remain indispensable to the promotion of workers' welfare and
productivity in Nigeria. However, their effectiveness depends largely on the level of
cooperation among employers, employees, unions, and government institutions.
Strengthening trade union activities and improving industrial relations practices will
contribute significantly to employee well-being, organizational productivity, and national
economic development.

Recommendations
Based on the findings of this study, the following recommendations are proposed:

1. Ensure Full Implementation of Collective Agreements

Employers and government agencies should ensure that collective agreements reached
through negotiations are implemented fully and within agreed timelines. Effective
implementation will enhance workers' confidence in trade unions and strengthen the
collective bargaining process.

2. Strengthen the Independence of Trade Unions

Government should minimize unnecessary interference in trade union activities and allow
unions to operate independently within the framework of existing labour laws. Union
autonomy will enhance their credibility, bargaining strength, and ability to effectively
represent workers' interests.

3. Promote Constructive Labour-Management Relations

Organizations should encourage regular dialogue and cooperation between management and
trade unions. Establishing consultative committees and periodic meetings can help address
workplace issues before they develop into industrial disputes.

4. Improve Employee Welfare Packages

Employers should provide competitive salaries, allowances, health insurance, pension
schemes, and other welfare benefits that improve employees' quality of life. Enhanced welfare
programs will increase job satisfaction, motivation, and productivity.

5. Develop Effective Grievance-Handling Mechanisms

Organizations should establish transparent and accessible grievance procedures that allow
employees to express concerns and seek redress promptly. Early resolution of grievances can
prevent workplace conflicts and maintain industrial harmony.

6. Address Casualization and Insecure Employment Practices
Government and employers should develop policies that reduce excessive reliance on casual
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and contract labour. Providing more stable employment opportunities will improve job
security and encourage greater participation in trade union activities.

7. Expand Union Membership and Awareness Programs

Trade unions should intensify awareness campaigns to educate workers on the benefits of
union membership. Efforts should also be made to organize workers in emerging sectors and
among vulnerable categories of employees to strengthen union representation.

8. Invest in Employee Training and Capacity Development

Organizations should provide regular training and development opportunities to enhance
employees' knowledge, skills, and competencies. A skilled workforce is more productive and
better equipped to contribute to organizational goals.

9. Strengthen Compliance with Labour Laws

Regulatory agencies should monitor and enforce compliance with labour legislation to protect
workers' rights and ensure fair employment practices. Strict enforcement of labour laws will
enhance industrial justice and reduce workplace exploitation.
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