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CHAPTER ONE
 INTRODUCTION
1.1 	BACKGROUND TO THE STUDY
Research has shown that unionized institutions are more productive than nonunionized firms are (Deery& Iverson, 2005; Pencavel, 2009; Griswold, 2010; Devinatz, 2011; Amah &Ahiauzu, 2013). They argued that this arises out of the fact that trade unions an upward pressure on salaries and wages. This prompts upward pressure on the cost of labor then prompts institutions‟. Manager to increase capitals intensity as well as the labor force quality which in turn, increases labor‟s productivity. However, it is not always that trade unions lead to increase in productivity. Deery and Iverson (2005) further argue that if the trade unions oppose adoption of new technologies by firms, institutional productivity reduces. Trade unions affect institutional productivity either positively or negatively, if they affect productivity positively it lead to increased employee productivity by successfully negotiating for better working conditions and remuneration. Packages (Deery& Iverson, 2005). These outcomes motivate institutional employees who are members of the trade unions to work more efficiently thereby increasing the company’s productivity.
Deery and Iverson (2005) argue that trade unions can also have a negative effect on the institutional productivity by causing employees to stop working or to engage in sabotage. This is done in cases where trade unions mobilize their members to go on strike where peaceful negotiations fail. Strikes, go slows and acts of sabotage decrease institutional productivity. This means that employers need to have a good working relationship with their employees through trade unions in order to improve productivity and avoid disruptions in workflow and business operations. The standard economic theory assumes that trade unions normally lead to increased wages which forces management of firms to increase capital intensity at the workplace. It also increases the work force quality and eventually productivity increases, while the Webbs, under the industrial democracy theory looked at trade unions as being an extension of democracy from politics to industry (Devinatz, 2011).
Trade unions have had some impacts on both government and private institutions the reason for their formation and development is to fight for the rights and welfare of workers in these two types of institutions. They have always pressurized governments to make worker-friendly laws concerning minimum wages and other trade laws (Griswold, 2010) in most case’s they have been at loggerheads with governments. In their history, trade unions have had their demands met through industrial actions; strikes have been the most favorable tool for the trade unions. These strikes have often led to work stoppages and discontinuity in the production process this in turn has led to loss of revenues whenever it occurs. However, such strikes have also had adverse effects on the individual union members whereby some end up losing their jobs. Firm managers sometimes take punitive measures against members of the trade unions by sacking them when the return-to-work formula does not safeguard the employees‟ job security, workers end up losing their jobs. Loss of jobs then affects the welfare of the workers since they cannot earn a living. It is also important to note that trade unions sometimes condone some form of discrimination at the workplace, they only represent, fight for and articulate the interests of registered members only. Those workers who are not members can suffer in the hands of employers. Yet, trade unions do nothing about it. This differential approach to helping employees is aimed at encouraging as many workers as possible to join trade unions. Whereas it is not clear why some workers choose not to belong to trade unions, many people fear paying union fees because it is seen as an extra tax on their salaries and wages.
1.2	STATEMENTS OF THE PROBLEM
	In any organization, be it public or private, the accomplishment of corporate objectives and goals depends on the relationship that exists between the workers and the management.
	However, there has been increasing work stoppages in organizations owing to the failure of the management and employees to employ collective agreement in Cadbury Plc cannot be overemphasized since the company is faced with the industrial problems of how to put check on any industrial action by its employees.
	However, this research work answers the following questions:
To what extent does the management and workers of the company under study interact in the determination of employment issues.
1. Which employment issues are determined by the civil service rules and organization administrative guidelines and orders?
2. What internal negotiation or consultative machinery exist in the Cadbury Plc?
3. What are those factors militating against effective and cordial labour relations in the Cadbury Plc.
1.3	RESEARCH QUESTIONS
	The main questions of interest to answer in the aspect of research work are listed below
i. To what extent does the management and workers of the institution under study interact in the determination of employment issues?
ii. Which employment issues are determined by the civil service rules and organization administration guidelines and orders
iii. What are those factors limitating against cordial labour relation in the institution?
iv. What internal negotiation or consultative machinery exist in the institution
v. Does the type of leadership practice by management of Cadbury Plc, Ilorin also affect productivity?
vi. To what extent can various types of motivation required by labour in Kwara State College of education Ilorin, be provided?
1.4	OBJECTIVES OF THE STUDY
	The study aims at conducting a research to find out how the impact of the trade union on organization and productivity in Cadbury Plc,Ilorin could be improved. So as to ensure the attachment of a high level of productivity. It is also concern with findings how management style affect the behavior and output of employee at work. Finally to know the historical background of Kwara State College of education Ilorin.
i. To establish the various activities of trade union within COED
ii. To establish the challenges of trade union with Cadbury Plc
iii. To determine the impact of trade unions on organizational productivity in the Cadbury Plc.   
1.5	RESEARCH HYPOTHESES 	
The following hypothesis is (null and Alternative) are presented for this study.
Ho: Effective trade union has no impact on the attainment of organization objectives of the Cadbury Plc.
Hi: Effective trade union has positive impact on the attainment of organization objectives in Cadbury Plc.     
1.6	SIGNIFICANCE OF THE STUDY 
	The significance of the study of the impact of trade unions on institutional productivity is for the management to know how to promote understanding and peaceful relation at work even though peaceful relation ensures the widest co-operation and mutual trust among all those who are involved in the production. It will find solution to problem affecting the employment conditions of workers as well as industrial efficiency.
1.7	SCOPE OF THE STUDY
	In this write up the area that is being focused is the impact of trade unions on institutional productivity that exist between the union relationship, trade union management which affects productivity in Kwara State College of education Ilorin. This study is critically with the aim to find out its level at present and the impact it has on output; including way of improving on its findings which general for all business organization, both the junior and senior will be involved in the project.   
1.8	DEFINITION OF KEY TERMS
LABOUR: It can be defined as any human efforts of body and mind which are directed towards achieving goals. It could be skilled and unskilled artistic.
LABOUR MANAGEMENT RELATIONS: This is the internal arrangement between employers and the trade unions in an organization with a view to regulating their relations affecting environment and its compensation.
	However, in the study, labour management relations and industrial relations are used interchangeably.
PRODUCTION ORGANIZATION: It the process whereby people come together to achieve a specific goals or idea and produce efficient effectiveness and performances of individual in the institution.
MANAGEMENT: For the purpose of this study, the term management refers to those professionals who establish the objectives and goals of their organization. It refers to senior personnel or staff in the institution who are responsible for planning organizing, directing, controlling, staffing and rewarding the human resources engaged in the institutions. 
TRADE UNION: Is a continuous of wage earners for the purpose of maintaining or improving the conditions of their working lives. Thus: it is a continuous association of a long life class of employees.
PRODUCTIVITY: It is a volume measure of output to a measure of input use. There are many measure capital productivity.
ORGANIZATION: As a system, having an established structure and conscious planning, in which people work and deal with one another in a co-ordinated and corporate manner for the accomplishment of recognized goals.
EMPLOYEE: Is an individual who provides labour to a company or another person. In one way to encourage your employee to work harder by giving them incentive.
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CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
A trade union is an association of employees, thus a trade union represents the employees' interests to the employers. Trade union has got various activities that assist unionized members. One of the activities is Collective bargaining with the management to settle terms and conditions which may include taking up the individual and collective grievances of the workers with the management of employment, According to Armstrong (2007) Collective bargaining arrangements are set up by agreements between managements, employers‟ associations, or joint employer negotiating bodies and trade unions to determine specified terms and conditions of employment for groups of employees. These processes are usually governed by procedural agreements and result in substantive agreements and agreed employee relations procedures. More specifically, trade unions negotiate for wages, work rules, complaint procedures, rules governing hiring, firing and promotion of workers, benefits, workplace safety and policies.
Trade unions, as indicated by Freeman and Medoff (1984) provide workers with a „collective voice‟ to make their wishes known to management and thus bring actual and desired conditions closer together. This applies not only to terms of employment such as pay, working hours and holidays, but also to the way in which individuals are treated in such aspects of employment as the redress of grievances, discipline and redundancy. According to Manda et al., (2005) trade unions lead employees in their negotiations and agreement with their employers on appropriate payment and work conditions. Beardwell and Claydon (2007) explain that a number of bargaining initiatives have emerged during the 1980s which have changed the level and structure of collective bargaining. The initiatives have facilitated the exercise of managerial prerogative in the bargaining relationship and further narrowed the scope of bargaining channels. Pencavel (2009) argues that elected leaders of trade unions negotiate with employers on behalf of ordinary members of the union for better working conditions. Once the parties agree, they sign contracts known as “collective bargaining agreements (CBA) and may include wages and salaries, hiring and firing procedures, promotion, demotion of workers, rules and regulations among others”
Trade unions also organize demonstrations, strikes, etc, to press demands of workers when negotiations have failed. They have had some impacts on both government and institutions. The reason for their formation and development is to fight for the rights and welfare of workers in both governmental and private institutions. They have always pressurized governments to make worker-friendly laws concerning minimum wages and other trade laws (Griswold, 2010). In most cases, they have been at loggerheads with governments. In their history, trade unions have had their demands met through industrial action. Strikes have been the most favorable tool for the trade unions. These strikes have often led to work stoppages and discontinuity in the production process. This, in turn, has led to loss of revenues whenever it occurs.
2.1	CONCEPTUAL FRAMEWORK
Sidney Webb and Beatrice Webb, who were British reformers of the socialist wing, developed the industrial democracy theory of trade unions. The theory was developed towards the end of the 19th century around 1897. The Webbs looked at trade unions as being an extension of democracy from politics to industry (Devinatz, 2011). Trade unions are therefore considered vehicles through which employees exercise their self-determination in terms of gaining good remuneration, good working conditions and better labor contracts. Employees collectively elect their representatives who undertake collective bargaining on their behalf. Looked through democracy lenses, trade unions are categorized under pressure groups whose methods of interest articulation is based on democratic practices. These include collective bargaining and engaging in strikes all of which are allowed in democratic societies. The Webbs argued that the process of collective bargaining is one way of strengthening the labor force. Devinatz (2011) argues that trade unions provide avenues through which labor engages capital in constructive working negotiations for mutual benefit of both parties. In democratic societies, one person based on his or her whims does not make decisions. Instead, good decisions are made after wide consultations with all the concerned stakeholders in order to ensure that the resultant policies or decisions benefit as many people as possible. Trade unions, therefore, provide avenues through which employees engage in dialogue, discussions, and negotiations with their employers in order to secure beneficial deals. Trade unions are considered important structures through which employees can press for good corporate governance including creation of a good working environment and also through which the workers common good can be achieved negotiations and agreement with their employers on appropriate payment and work conditions (Manda et al., 2005). It is much easier for workers to push for salary increments unlike an individual employee. Thus, by joining a trade union, an employer may be able to enjoy the advantages of collective bargaining about better salaries and wages among other remuneration packages. Secondly, trade unions represent workers and protect them from any possible exploitation by employers. Whenever employees have concerns relating to the workplace, trade unions take up those concerns and discuss them with employers. These concerns include health and safety standards, more holidays and working hours. This means that if employees join trade unions, they are able to have these concerns discussed without delays, fear or intimidation.
Trade unions are also beneficial to institutions because through them, employers can strike productivity deals with their employees (Cote, 2013). In these productivity deals, employers and union leaders agree on output targets whereby the unions undertake to mobilize their members to achieve the set targets whereas employers promise to increase the rewards to employees. These kinds of agreement ensure mutual benefits for both workers and institution. At the end of the day, no party feels that it has suffered a loss. Another important function of trade unions is that they enable their members to access education facilities as well as a number of consumer benefits like discounted insurance. This kind of education facilities ensure that employees get training to acquire new skills which can in turn make them work more productively for the benefit of the institution. It also ensures that they keep up with the ever-changing technology and as a result, they remain relevant in their institution. In addition, trade unions provide moral and legal advice to the members who could be facing disciplinary action. Union officials accompany the affected workers to disciplinary meetings and even speak up for them. In legal suits, unions may offer free legal services to the members and even represent them in courts.
Economic activities of trade unions are no doubt the dominant activities played by trade unions in most countries. Collective bargaining trade unions negotiate wages and salaries, helping to distribute the value added in the business firm and increasing the spending power of their members in the economy (Armstrong, 2007).While maximizing benefits to their members, trade unions are always conscious of the possible impact of their bargaining on inflation and employment. Globalization has made most countries to operate in as open economies, dependent on trade for survival. In many instances, inflation is determined by the cost of goods and services which are imported. There is not much evidence to suggest that trade unions are responsible for cost-push inflationary tendencies in the region (Beardwell& Claydon 2007). Nevertheless, unions direct their efforts at protecting their workers against the ravages of inflation, and trying to improve living standards which have been depressed for historical reasons. 
Although, trade unions are beneficial to employees and employers, they also have some challenges or disadvantages. Cote (2013) argues that because trade unions drive up wages, they inadvertently cause unemployment especially if the wages rise above the equilibrium. This means that trade unions have a challenge of ensuring that employees are paid high wages without leading to unemployment, this is not easy to attain due to lack of sufficient information and expertise that trade unions need in order to negotiate for equilibrium wages. Secondly, trade unions do not represent workers who are not registered as members of the union. In case a worker who is not registered has problems with the company or at a personal level, unions usually ignore such workers. Here, the challenge is to fight perceptions that the unions are discriminatory. Unions must work hard to ensure that all the workers see the benefits of union membership so that they can be members and union can serve all the workers without perceptions of discrimination. In addition, trade unions can easily lead to inflation since when wages rise above inflation rate, general inflation sets in. When general wages are increased due to trade union campaigns, workers end up having more disposable income and their purchasing power increases. Because of availability of cash in the hands of workers, commodity prices may rise significantly. The challenge that trade unions face in this regard is therefore to ensure that workers get reasonable pay without such pay increments leading to inflation.
It is also noteworthy that strikes caused by trade unions lead to work stoppages thus leading to loss of productivity Marindany, (2012). 
Trade union institutional productivity can be conceived as the capacity of a firm or company or any corporation to realize the intended outcomes by use of minimum energy and in the shortest time possible using the least amount of money, manpower and other inputs. It refers to the performance of the institution and is mainly improved through efficiency in certain areas such as in procurement, finance or even in project management. Productivity in business institutions is usually pegged on their profitability, this means that by cutting down on the costs of production, a business institution is able to increase its productivity (Schulz et al., 2015). However, cutting down operational costs in most cases involves maintaining low wages and salaries. This in turn leads to demands for wage increases by employees through trade unions. Where the business gives in to union pressure and increases the wages, it must recover by demanding more output from the employees.
Institutional productivity does not occur on its own or in a vacuum, in fact, there can never be institutional productivity without people. Seen through this lens, institutional productivity can therefore be considered the cumulative productivity of the individual members of that institution (Amah &Ahiauzu, 2014). of particular importance is the role that the top institutional leadership plays in leading the rank and file in productivity. Top managers must give direction and guidance on how the institution can attain its aims more efficiently. Members in an institution work collaboratively to achieve the goals of the institution, this means that human capital play a primary role in institutional productivity (Schulz et al., 2014). If the personnel in the firm do not work productively, the general productivity of the institution will be affected negatively. On the other hand, if the members of the institution are motivated and work productively, the general productivity of the institution will improve.
Factors that affect Institutional Productivity
A number of factors affect institutional productivity. According to Williams, (2014), these factors fall into four broad categories; environmental factors, institutional structure, fiscal and human factors and employee attitudes. Each of these factors has an important bearing on the efficiency of the firm. Whereas companies have some level of control on the fiscal and human factors, it is not possible for them to control the environment within which they operate. Environmental factors include aspects such as the physical location of the business, the political and economic environments. 
Indicators of Institutional Productivity
As already defined, productivity is a volume measure of output to a measure of input use. There are many measures of productivity such as labor productivity and capital productivity. In this study, focus is on labor productivity since the study is concerned with trade unions. It is important to measure labor productivity because it helps in explaining the major economic underpinnings that are needed for economic growth as well as social development indicators. The volume measure of output and the volume measure of input is a reflection of the goods or services that are produced by the labor force. This measure is given in terms of the value of all the service produced in the institution depending on the level of analysis. 
It is important to understand theories of trade unions in order to be able to explain why they exist. Although there are many theories of trade unionism, no single one accounts for the structure and functions of trade unions. Different scholars have advanced different theories of trade unionism and the general labor movement. This study is guided by two major theoretical views of trade unions. These two are the standard economic theory and the industrial democracy theory. These theories provide important basis for understanding the roles and functions of trade unions at the work place.
The Standard economic theory is also known as the expected utility theory. The earliest proponents of this theory were the early eighteenth economists Gabriel Cramer (1728) and Daniel Bernoulli (1738). Two centuries later, John von Neumann and OskerMorgnestern (1944) expounded on this theory. Basically, the theory holds that human beings are self-centered and they prefer certain services or goods over others they also seek to pleasure and avoid pain by keeping off risks. According to this theory, trade unions exist to fight for the welfare of employees particularly for better remuneration packages and good working conditions (Hafford, &Koops, 2009). This means that trade unions push salaries and wages to go up hence increase the cost of production.
Henry Simons expounded this theory in 1944 whereby he considered trade unions to be organized monopolies that are dangerous. Simons thought that trade unions limit the productivity of organizations and raised production costs. This arises out of the fact that trade unions enjoy a lot of freedom and are able to resort to violence and sabotage in order to achieve their ends. This theory makes a number of assumptions regarding to how human beings seek to attain their benefits.
Trade unions and organizational productivity
The question of trade unions and organizational productivity has received considerable debate on how the later affects the former. Trade unions have an impact of organizational productivity since they affect profitability and labor. Scholars in industrial relations argue that trade unions distort the labor market through a number of methods such as the push for higher wages, employment restrictions, and defense against layoffs. As already indicated, trade unions have the potentials to cause unemployment. This means that organizational productivity can be affected by such unemployment since unemployment causes output losses. However it is not exactly clear how trade unions affect organizational productivity. In any case, there is a lot of controversy concerning the effects of trade unions on organizational productivity.
Deery and Iverson (2005) argue that trade unions can also have a negative effect on the organizational productivity by causing employees to stop working or to engage in sabotage. This is done in case where trade unions mobilize their members to go on strike where peaceful negotiations fail strikes, go slows and acts of sabotage decrease organizational productivity.
Thompson (2011) this means that businesses need to have a good working relationship with their employees through trade unions in order to improve productivity and avoid disruption. In workflow and business operations. Most specifically, managers must do all that is possible to preempt any strikes that trade unions may cause. They should be open to dialogue and constructive negotiations that can guarantee the interest of both parties.

The roles of trade union on organizational productivity. 
Trade union plays many roles in promoting the welfare of its members. For instance, trade unions play the role of bargaining power, minimize discrimination of any kind, sense of participation of the members, platform of self-expression, betterment of employee relationship (Employee and employee relationship, employee management, trade unions and other stakeholders of the organization) and sense of job security of its members. 
Functions Of Trade Unions On Organization Productivity
According to Salman (2013); These function are fall into four categories: Economic function, social and education function, political function and methods for achieving their objective. In economic function, it perform several functions such as adequate wages in term of work, clear method of pay, periodicity of pay, the adequate sources of wages and income security. They also fight the imposition of unnecessary fines and ensure guaranteed incomes in terms of sickness, old age and unemployment. The ensure salaries upgrading in terms of promotion, training and retaining. They also ensure increased employment opportunities and promote higher level of productivity among members. In social and education functions. They provide opportunities for assistance and co-operation in communal and national support system. They arrange local and national conferences and annual district meeting which provide opportunities to learn about the conditions in other organizations and secure as a meeting forum for the rank and file of the members. They organize general education classes for the members, publish news, letters and bulletin designed to keep members a breast of events.
In political function, the state intervention and labour legislation by the government calls for interest among labour unions in Nigeria. Thus leaders of unions often participates in parliamentary and local elections through join consultations or collective bargaining. In methods for achieving their objective trade union objective are achieved through organization of the work force and the degree of representation they are claim. They encouraged membership at local and national levels. They also encourage education and training of members. The tools of collective bargaining, conciliators and arbitrators are used to settled disputes and also to meet their objectives.
The problems of Trade Unions on Organization Productivity
The trade unions like any other body or association are not without their teething problems. Many as to do with the organization of unions and person holding some position. These can be fall into seven board categories. Lack of organization, leadership piracy, lack of purpose, foreign interference, employer’s opposition and poor finance and polarization.
In lack of organization the trade unions are “splits” along several lines, reflecting weaknesses in their organization, since they are small in size and often organized as plant union. They also have divergent ideological commitment problem of mal-administration, misappropriation of union funds irreconcilable conflicts of interests poor education and inability to sustain membership. All the above mentioned problems did not allow for unit and progress of the unions. In leadership piracy there is lack of good leadership and this transcends to the present day, the leadership are without drive, organization skill and commitment to union activities. Often a times they are occupied with leadership rivalry, mis-management of resources and lack of preparation by leader in collective bargaining. The leaders rely heavily on foreign associations and missions for financial aids. They project their image instead of the unions image and sell out workers right having been bribed, enriched or promised with promotions on financial rewards. In lack of purpose. The objective of unions are not well documented. Also they are lack clear objectives in dealing with government and or employers as they also declare strike actions under flimsy excuses and run between poles when they meet with government or employers during negotiations as a result of ill-preparedness. 
In employer’s opposition some employers believe in the philosophy of own “capital” and “gain labour” they therefore see trade unions as challenges to their own wealth. Thus agitations and demands by labour is like asking for too much and what does not belong to them. In poor finance the unions especially the central unions depend largely on government subventions for the reparations and survival many members do not pay fees and affiliate unions also refuse to remit deduction to the central purse. Thus leaving the union to seek and source for fund from anywhere. This polarization the Nigerian workers have been seriously divided along sentiments, tribal, religious and social inclinations. This has invariably eroded the confidence that the members have on their union and leaders. The recent incessant political and economic rises have rendered the union ineffective.
Effects of union organization productivity collective
Effect of union organization productivity collective voice coupled with an appropriate institutional response from management union, its argued, lower turnover and established more efficient governance structures in work place characterized by public goods complementaries in production and long term contractual relations. 
Although recent literature continues as before to investigate production differentials, increasing attention is being given to an examination of union effects on profitability, investment and growth. The newer literature examine union effect on profitability is next analyzed. Issues yet to be resolved in this area include the magnitude of the union protect effect, the constituency of union productivity and profitability estimates and the sources from which unions capture profits. Finally we turn to what may be the most interesting aspect of the literature namely, the dynamic effect of unions on productivity growth, investment activity and long run performance. It is concluded that the debate over what union do will focus increasingly on the long term consequences of union rents seeking.            
2.2	THEORETICAL FRAMEWORK
	In the course of this research work, the researcher will make use of the following theories; Unitarist theory, Pluralist theory, system theory and Marxist theory.
Unitarist Theory
The unitarist theory is a basis of the relationship between management and trade unions in particular or employees in general as stated/originated from (Fox’s, 1966). According to Armstrong (2006) the unitary view is typically held by management who saw their function as that of directing and controlling the workforce to achieve economic and growth objectives. To this end, management believed that it is the rule making authority. Management tended to view the enterprise as a unitary system with one source of authority itself and one focus of loyalty to the organization. It extolled the virtue of teamwork, where everyone strives jointly to a common objective, everyone pulls their weight to the best of their ability, and everyone accepted their place and function gladly, following the leadership of the appointed manager or supervisor.
To a unitarist, an organization is an integrated, friendly and collaborative whole.   They believe that loyalty to such an organization would detract from employee loyalty to a company (disrupting the bond between employer and employees). The Unitary Model is without doubt the least sympathetic to the presence of trade unions or collective bargaining in the workplace, which are regarded as interference in the efficient performance of the managerial functions and unnecessary for the protection of employee interests (Farnham, 2000). It embodies a central concern of HRM, that an organization's people, whether managers or lower-level employees, should share the same objectives and work together harmoniously. From this perspective, conflicting objectives are seen as negative and dysfunctional. Consequently, trade unions activities are deemed as unnecessary since the loyalty is between the industry.
Salamon, (2000) states that the unitary perspective assumes the organization is or should be an integrated group of people with a single authority/loyalty structure and a set of common values, interest and objectives shared by all members of the organization. Management prerogative is regarded as legitimate, natural and accepted and any opposition to it formal or informal, internal or external is seen as irrational. Consequently, trade unions are deemed unnecessary and conflict is perceived as disruptive and pathological.
According to Cooper et al. (2011), the unitary perspective views the organization as pointing towards a single or unified authority and loyalty structure. Emphasis under the unitary perspective is placed on common values, interest and objectives. Those subscribing to this view see all organizational participants as a team or family thereby implicitly emphasizing on shared values, shared goals and common destiny.   Unitarism in essence implies the absence of factionalism within the enterprise (Fajana, 2000). Conflict is viewed as irrational and the sacking of striking workers is preferred to consultation or negotiation. Conflict is regarded as pathological or evil or bad. Trade unionism is outlawed and suppressed as it is viewed as an illegitimate intrusion or encroachment on management’s right to manage. According to Rose (2008), under the unitary perspective, trade unions are regarded as an intrusion into the organization from outside, competing with management for the loyalty of employees. The unitary theory tends towards authoritarianism and paternalism. It is pro- management biased and emphasizes consensus and industrial peace. The underlying assumption of this view is that the organization exists in perfect harmony and all conflict is unnecessary (Rose, 2008).
Unitarism appears to be associated with higher levels of political development, but the relationship is not robust across all dependent variables and specifications. Unitarists start from a set of assumptions and values that hold workplace conflict is not an inevitable characteristic of relations between managers and employees. Conflict in the workplace may periodically emerge between the two, but such occurrences are believed to be aberrations in a relationship that is inherently prone to be cooperative. Those holding this perspective see managers and employees as having a common interest in the survival of their organizations, such that when conflicts occur it is unlikely to manifest itself to a point that will render the firm insolvent (Cooper et al., 2011).
A major strength of the unitary theory is that it primarily wants to integrate employer and employee interests in order to enhance employee commitment and loyalty (Guest and Peccei, 2001). Unitary theory can be used as a basis for stakeholder management, wherein employees are seen as important stakeholders of the organization, and so their well-being is carefully considered in ensuring the welfare of the organization (Ackers and Payne, 1998). In line with the above theory, it is clear that employee welfare, collective bargaining and code of regulation is well supported.
Pluralist Theory
Pluralist theory as it originated from Fox’s (1966) states that trade unions activities have an important role to play in representing those interests by regulating both market and managerial relations. This approach does not deny the common long term objective of employers and workers for the survival of business which unitary approach advocates, but it emphasizes inevitable and inherent conflict between employers and workers. The employers are more concerned about their profit and investment, whereas workers are concerned about their wages and standard of living. These different kinds of interests lead to traditional conflict between employers and workers. It emphasizes on the representative function of management and trade unions, and it reinforces the value (and legitimacy) of collective bargaining. Pluralists recognize organizations within management and within unions as legitimate. They believe that management's primary function is to coordinate, communicate and persuade, rather than control or demand (Kessler and Purcell 2003).
In pluralism, the organization is perceived as being made up of powerful and divergent sub- groups, each with its own legitimate loyalties and with their own set of objectives and leaders. In particular, the two predominant sub-groups in the pluralist perspective are the management and trade unions. Consequently, the role of management would lean less towards enforcing and controlling and more toward persuasion and co-ordination. Trade unions are deemed as legitimate representatives of employees, conflict is dealt by collective bargaining and is viewed not necessarily as a bad thing and, if managed, could in fact be channeled towards evolution and positive change (Giles 1989). The employers want to maximize profit at the expenses of the employee and employee want to enjoy social benefits inform of increased in wages, conducive environment. Therefore, conflict is inevitable and the need for trade union to protect the interest of both parties. Also, there is dual authority/loyalty in this approach. Therefore, employees are loyal to the management as well as their labour leaders (Gennard & Judge 2002).
This perspective views society as being post capitalist. That is a relatively widespread distribution of authority and power within the society, a separation of ownership from management and a separation, acceptance and institutionalization of a political and industrial conflict (Salamon, 2000) noted that this perspective assumes that the organization is composed of individuals who organize themselves into a variety of district sectional groups, each with its own interests, objectives and leadership. The organization is thus multi- structural and competitive in terms of leaderships, authority and loyalty within the groups consequently there is a complex of tension and competing claims, which is managed in the interest of maintaining a viable collaborative structure. Conflicts that often result represent total range of behaviours and attitudes that express opposition and divergent orientation. In a nutshell, there is recognition of divergent interests, trade unions and conflict is functional (Oginni & Faseyiku, 2012).
According to Armstrong (2007), collective bargaining became a specialized process for resolving conflict between labour and management but, according to Commons, there is bargaining involved in all social relationships, such as those between buyers and sellers, landlords and tenants, money lenders and borrowers. These and other pressure groups help the government and market processes to ensure voluntary accommodation, freedom and stability in the society. Implicit in this pluralist arrangement of the society is a notion that groups pursue their goals within limits, and with proper checks and balances there emerges a safeguard against abuse of power. "Though such a theory need not imply a roughly equal balance of power between interest groups (though this has been a common presumption) Pluralism does tend to deny the existence of a small group of dominant interest groups with broadly common interests which tend to form a stable coalition.
Management and employees constitute two such groups, who, because of the very nature of the factory system, are seen as invariably subscribing to different values and objectives (Kessler & Purcell 2003). From this frame of reference it is also assumed that there will be different sources of authority within an organization. In this regard, it is argued to not only provide management with the most efficient means for institutionalizing employment rules and minimizing the level of workplace conflict, but to also encourage fairer outcomes by enabling employees to organize and counter-balance the power of managers when negotiating workplace contracts. It is on the basis of these conceptions that pluralists generally accept the legitimate right of employees to bargain collectively and trade unions to act in this capacity on their behalf.
Systems Theory
Originally, this theory came up from (Bertalanffy1968). The most famous theory drawing on a pluralist frame of reference is Dunlop’s, (1993) systems theory, which argues that industrial relations are best regarded as a sub-system of the wider social system. The theory holds work to be governed by a wide range of formal and informal rules and regulations, which cover everything from recruitment, holidays, performance, wages, hours, and a myriad of other details of employment. It asserts that these rules are what industrial actors try to determine, that their establishment is influenced by the wider environmental context in which the actors operate, and that the actors themselves share an interest in maintaining the processes of negotiation and conflict resolution (Leighninger, 2013).
According to Manfred Drack and Gregor Schwarz (2010), on the back of these assertions four elements are held to make up the system of industrial relations rule-making. The first is industrial actors, which consists of employers and their representatives (i.e., employer associations), employees and their representatives (i.e., trade unions), and external agencies with an interest in industrial relations (i.e., government departments and labour courts). The second is the environmental context, which was made up of prevailing economic and technological conditions, as well as the distribution of power in wider society, each of which is thought to influence or constrain the actions of actors engaged in industrial relations. The third is a so-called ‘web of rules’ that governs the employment relationship and is held to be the outcome of interactions between the actors. The last is a ‘binding ideology’, which is a set of common beliefs and understandings that serve to encourage compromises on the part of each actor for the sake of making the system operable (Gulyaev & Stonyer, 2002).
According to Leighninger (2013), an important aspect of this framework conceives the industrial relations system as self-adjusting towards equilibrium. In so far as change in one element had repercussions for the other elements, they are held to set in motion a range of processes that invariably restores a sense of order on the system. This is important to this study in that order (code of regulation) is maintained hence a good working environment.
Marxist Theory
Marxism is a general theory of society and of social change with implications for the analysis of industrial relations within capitalist societies and does not strictly explain the theory of industrial relations as per the main authors Marx & Engels (1926). The Marxist theory of industrial relations claims that capitalism breeds corruption and greed, leaving the employee to suffer while corporations rake in profits (Farnham, 2000). Marxists claim that institutions would be far better employers if run as state organizations, while compensation would be standardized to promote a co-operative, non-competitive work environment
Hyman (1995) defines industrial relations as the study of the processes of control over work relation processes, especially those involving collective worker organization and he also argues that unceasing power struggle for control is a central feature of industrial relations as it is in the nature and characteristics of a capitalist society to struggle for control. He offers a summary of the major characteristics of capitalism as the ownership and or control of the means of production by a small minority, the domination of profit as the fundamental determinant of economic activities, and the obligation on most of society to sell their productive abilities on the market as a commodity.
Neither the notion labor relations nor the term industrial relations belongs to the vocabulary of Karl Marx. The reason is simply that regulation of the class struggle via institutionalized channels of conflict resolution, the very subject matter of industrial relations was still unknown. On the other hand, the core institutions underlying industrial relations-free labor markets and the factory system were main components of analysis of industrial capitalism, and efforts to build trade unions. But the analytical focus was less on the role as agencies of collective regulation of wage and labor conditions than on their historical mission as organizers of workers' resistance against exploitation, estrangement, and impoverishment, leading to the eventual overthrow of the capitalist wage system (Marx, 1982).
It contends that in capitalist societies, the state is always on the side of the employers in an effort to protect the interest of those who own other means of production except labour. This perspective sees the processes of the institution of joint regulation as enhancement rather than reduction in management position, that at best, they give only limited and short-term accommodation of the inherent and fundamental division within the capitalist based work and social structures (Salamon, 2000). Therefore, the growth of trade union is seen as an inevitable employee’s response to capitalism. That trade union not only enhances collective industrial power by reducing competition between individual workers but provide a focus for the expression and protection of the interests of the working classes. Conflict is thus a permanent feature of industrial relations (Oginni & Faseyiku, 2012).
Conflict is viewed as a disorder precursor to change and to resolve conflict means to change the imbalance and inequalities in society in terms of power and wealth. Code of discipline and code of regulation is observed as per the Marxist theory hence improving employees performance.
2.3	EMPIRICAL REVIEW
Godfrey et al., (2007) did a study on collective bargaining which meant that CB is central to any industrial relations system since it is a tool through which regulated flexibility achieved. A number of studies showed that where workers had their terms and conditions of employment determined through collective bargaining and where management supported unions, there was an improved industrial relations environment (Edwards, 2002; Beardwell et al., 2004). Adewole et al. (2010) asserted that frequent eruption of industrial conflicts between employers and employees in general could be effectively managed through collective negotiation and consultation with the workers’ representatives. Collective bargaining was noted to help promote cooperation and mutual understanding between workers and management by providing a framework for dealing with industrial relations issues without resort to strike and lockouts. Therefore, fair and legal process would result in successful collective bargaining, hence maintenance of industrial discipline and peace and vice-versa (Gomez et al., 2003).
Cole (2002) did a study on collective bargaining process which begins with the union claim which is followed by an initial counter offer from management. Once management’s initial response had been made, then negotiation could commence in earnest. Cole further pointed out that in most cases, a settlement would be reached without undue delay and acrimony, and the agreed terms of the settlement published, implemented and subsequently monitored. Each side had therefore to decide its overall objectives or strategy, asses its relative bargaining strength, and, in the light of that assessment, decide on the tactics to be employed to achieve an optimum result. Thus, evidence suggested that unions made an effort to find out members' demands, but the procedure used to decide the negotiation teams on both sides were generally top-down. Gomez et al. (2003), explained that parties are said to be showing good faith in bargaining when; they were willing to meet and confer with each other at a reasonable time and place; they are willing to negotiate over wages, hour and conditions of employment; they sign a written contract that formalizes their agreement and binds them to it; and each party gives the other adequate notice of termination or modification of the labour agreement before it expired. Similarly, there should also be genuine willingness on the part of the parties to ‘give and take’ at the bargaining table, cooperation and consideration of fairness under the process.
Education sector in an economy remained one of the most powerful engines for economic growth. It acted as a catalyst to transform the economic structure of countries from simple, slow growing and low value activities to more vibrant and productive economies. Education was recognized as a principal contributory factor to boost productivity of workers by generating skills that raised their working capacity, leading to economic growth (Hill Kent, 2005; Bloom et al, 2006; Galiani et al, 2008). Onguso, Wario & Romanus (2016), did a study on universities all over the world which are considered as centres of excellence and immensely contribute to national development. From theory and practice, it was evident that higher education was critical to political, social, economic, and technological growth of a country. The absence of good industrial relations environment could therefore seriously affect the stability and training programs in universities and hence the overall national development. There has therefore been a great deal of attention surrounding stability of public universities in recent times following the introduction of collective bargaining. A detailed examination of how collective bargaining process impacts on industrial relations environment in public universities in Kenya was lacking.
Kahn’s model (2011) described employee welfare schemes as those measures that aimed at promoting physical, psychological and general well-being of the working class. The basic aim of welfare schemes in an industry was to improve the living and working conditions of the employee and their families because the employee's well-being could be achieved in isolation of the employee from his family. Maslach (2012) stated that welfare schemes included some or all of the amenities provided in or near the organization and related to the working and living conditions. These facilities include canteens and nourishment facilities, transport arrangements, recreational services, housing schemes, education and training of employees, pension, bonus, medical facilities, childcare facilities, personal counseling etc. Rari & Raja (2016) explored on how many organizations used the concept of employee welfare programmes as a strategy of improving productivity of employees since work related problems could lead to poor quality of life for employees and a decline in organizational performance. Welfare activities promoted economic development by increasing efficiency and productivity with the underlying principle being making workers give their loyal services ungrudgingly in genuine spirit of co-operation.
Abarirajan, Meharajan & Arun, (2016) carried out a study on the contribution of a government in a country. It was therefore clear that government in any country, being the largest employer was always looked upon to provide comprehensive welfare services to its servants. Economic handicaps impaired the productivity of a civil servant. Efficiency and effectiveness of a good public administration depended on how best the persons manning the administrative machinery were looked after. With a view to keeping employees’ capacity to effectively functioning on the job and in constant repair, the Government had to devise measures, which met their economic and social needs as adequately as possible. It was neither always possible nor advisable for the Government to keep on increasing the salary scale at frequent intervals that always served as a contributory factor for further rise in the cost of living. The solution to these problems lied in developing services, which would enhance the ‘real income’ of the civil servants within their existing salary structures.
Muruu, Were & Abok, (2016) did a study on the success of the employees’ welfare programs depending on the approach in which the organization had taken into account. An organization should have had a policy that guided provision of such welfare programs to employees which included medical facilities, sanitary, accommodation of workers, amenities and industrial social security measures, training and education facilities, HIV and AIDS risk reduction and counseling (Harika, 2012). Park (2015) argued that work environment comprised of issues such as working hours, employment policy, workers’ health and welfare, workplace design and the general conduct of workers at the workplace.
Organizations provided welfare facilities to their employees to keep their motivation levels high. The employees welfare schemes could be classified into two categories namely statutory and non-statutory welfare schemes. The statutory schemes were those schemes that were compulsory to provide by an organization as compliance to the laws governing employee health and safety. The non-statutory schemes differed from organization to organization and from industry to industry (Tiwari, 2014). Employee welfare activities in both developed and developing society had an impact not only on the workforce but also on the facets of human resources (Manju & Mishra, 2007). These services were provided by the government, trade unions and non-governmental agencies (Ankita, 2010).
Achieng & Makori (2015) explored that discipline is the attitude, behavior and deeds in accordance with the rules of the company both written or that is unwritten. He further argued that discipline is one of the requirements of employees to meet the standards of performance and behavior, including maintaining the presence of employees according to predefined time standards. Conflict between managers and employees was inevitable in many organization, whether public or private. often, the source of the conflict was employee non-compliance. Managers were responsible for disciplining those employees whose performance or conduct was sub-standard or inappropriate. However, the ability to effectively address employee non- compliance was a challenge to many managers or supervisors as they positively influenced employee performance hence organizational performance.
Mullins (2005) asserted that, progressive discipline was a process for dealing with job related behavior that did not meet expected and communicated performance standards. The primary purpose for progressive discipline was to assist the employees to understand that a performance problem or opportunity for improvement exists. The process featured increasingly formal efforts to provide feedback to the employee so that he or she could correct the problem. The goal of progressive discipline was to 
Whitford (2006) explored that codes of ethics are written to guide behavior. Any final analysis of the impact of a code must have included how well it affected behavior. Prucell, (2003) for those working with developing public service communities the more important questions were on what blend of the general and specific were most likely to affect behaviors that a society needed from its civil servants and its political leaders. Contemporary social psychological research also strongly suggested that codes could guide or induce behaviors in developing countries that were critical to a functioning public service (Crane, 2007). Codes were not designed for bad people, but for the persons who wanted to act ethically. The bad person would seldomly follow a code, while most people – especially public servants welcomed ethical guidance in difficult or unclear situations. The average person was not grossly immoral but often tempted, and sometimes confused, by what appears to be a virtuous path.
Martha, (2005) asserted that no code, no matter how severely enforced would make truly bad people good. However, ethics codes could have a demonstrable impact on the behavior of bad people in organizations. When everyone clearly knew the ethical standards of an organization, they were more likely to recognize wrongdoing; and do something about it (Andrew, 2006). Second, miscreants were often hesitant to commit an unethical act if they believed that everyone else around them knew it is wrong. And, finally corrupt individuals believed that they were more likely to get caught in environments that emphasize ethical behavior (Armstrong, 2011).   Discipline could be positively related to performance. It was the bridge between goals and accomplishments (Crane, 2007).
Alexander (2000) did a study on the development of a new approach to diagnosing and dealing with performance problems and discipline which required a ‘paradigm shift’ on the part of management and labour. In order to be successful in making this change, the parties had to be prepared to give up established beliefs and entrenched ideas. In many instances, there was a legacy of bitterness and anger running deep through the relationship that acted as a barrier to a successful transition. Management and labour unions had shown themselves to be willing and able to change and work together in improving safety, training, business survival, and viability (Appelbaum & Blatt 1994; Cohen- Rosenthan & Burton 1993; Kochan, Katz, & McKersie 1994; Kochan and Osterman 1994). Working together to effectively manage employee and organizational performance and disciplinary problems represents a further way in which they could find responsible solutions and win/win outcomes for their mutual benefit.
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CHAPTER THREE
[bookmark: _Hlk143638561] METHODOLOGY
3.1 	INTRODUCTION
	The research method is conditioned by the nature of the study itself. The study focuses essentially on the impact of trade unions on organizational productivity in an organization and its effect on management using the institution of Kwara State College of education Ilorin as the case study.
3.2	RESEARCH DESIGN
The study adopted survey research design because of the nature of institutions under study where they hold information with high degree of confidentiality. This design is appropriate in gathering information from a cross section of respondents for profiling, defining, segmentation, estimating, predicting, and examining associative relationships
3.3	POPULATION OF THE STUDY 
The target population for this study were the academic and non-academic staff in Kwara State College of education Ilorin under ASUU & NASUU totaling 217 employees in different departments of the colleges. 
3.4	SAMPLING TECHNIQUES AND SAMPLE SIZE
	Purposive sampling was employed to select trade union officials of Kwara State College of education Ilorin. This is because these groups of respondents have information about perceived influence of trade union in KWCOED Ilorin. Simple random sampling will be used to select the employees. Simple random sampling assisted in selecting appropriate sample sizes without any biasness. Stratified Random Sampling was equally employed because the population of interest was not homogeneous. Therefore, stratification was based on the union officials, the teaching and non-teaching staff who are unionized.
Table 3.4.1: Population and sample size used in the present study
	Categories
	Population
	Sample Size
	Sampling Technique

	
	
	
	

	Chairmenof ASUU,
	03
	03
	Purposive

	
	
	
	

	College Management
	06
	06
	Purposive

	
	
	
	

	ASUU Members
	67
	12
	Simple

	
	
	
	Stratified Sampling

	
	
	
	

	NASUU Members
	116
	54
	Simple

	
	
	
	Stratified Sampling

	
	
	
	

	Representative of State Government
	25
	15
	Simple

	
	
	
	Stratified Sampling

	
	
	
	

	Total
	217
	90
	

	
	
	
	

	Source: KWACOED University Personnel records, 2025
	



3.5	METHOD OF DATA COLLECTION
	The study used primary source of data collection which was obtained through structured questionnaires with closed-ended questions (see appendix I) using 5-pointslikert scale to collect the data. 
3.6	INSTRUMENT OF DATA COLLECTION
The questionnaire was used because the researcher believed that it would afford the researcher from the opportunity to obtained facts from a large number of people which could facilitate analysis. The questionnaire was divided into three sections. Section one was centered on the general information about respondents. Section two contained questions on the trade union activities on the welfare and general performance of employees and section three contained questions on job security and labour productivity. The questionnaire was administered through drop and pick.
3.6	METHOD OF DATA ANALYSIS
	The data was thoroughly examined and checked for completeness and comprehensibility. The data was then summarized, coded, tabulated and analyzed using both descriptive and inferential statistics. Descriptive statistics included the mean, standard deviation, frequency distribution and percentages. Presentation of results was done by use of frequencies and tables. The influence of trade unions on activities of terms and conditions of service and between trade unions and job security and organizational productivity was analyzed using Pearson product moment correlation, and regression analysis statistics
3.8	HISTORICAL BACKGROUND OF THE CASE STUDY
Kwara State College of Education, Ilorin, which has as its motto: “EDUCATION FOR EXCELLENCE” was established in September, 1974. It was then christened School of Education, and administered by the Kwara State College of Technology, Ilorin. The School started with only thirteen academic staff. Some of the staff of the School of Basic Studies of the College were drawn to teach the academic subject contents, while those of the School of Education taught other pedagogical aspects of the Nigeria Certificate in Education (NCE) courses. Such a method of training NCE teachers later proved unsatisfactory. Consequently, the school was later changed to Advanced Teachers’ College, in order to reflect the true purpose for which it was established. It was also given an advisory body. By 1976, the College was completely detached from its parent body, Kwara State College of Technology, Ilorin, with its own Edict and Governing Council. In 1978, its name was changed to Cadbury Plc to be sited in Oro, and its Edict was accordingly amended. It was also affiliated to the Ahmadu Bello University, Zaria, for the purpose of moderation of Examinations and Certification.
The College was later moved to a temporary site along Ilorin–Lagos Road where it occupied the former Federal Government College premises pending the time its permanent structures would be erected as its permanent site in Oro. However, the then Governor of Kwara State, Alhaji Adamu Attah declared, in his Convocation address to the College in 1980, that the College would remain in Ilorin, while another one was to be established in Oro. It was that year that the College was re-affiliated to the University of Ilorin.
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CHAPTER FOUR
DATA ANALYSIS, RESULTS AND DISCUSSION
4.1 INTRODUCTION
This chapter presents data analyses and results of the present study. It illustrates the demographic characteristics of respondents as well as an in-depth analysis of trade unions’ influence within Kwara State College of education Ilorin. The unions’ contribution to employee job security and organizational productivity are also presented. Results of the present study are put into perspective in-light of a detailed comparative discussion with similar studies

4.2 Data Analysis and Results
4.2.1 Demographic characteristics of respondents.
	Question
	Response
	Frequency
	Percentage (%)

	Gender
	Male
Female
Total
	53
32
85
	62.4%
37.6%
100.0%

	Age
	<30 years
31-35 years
36-45 years
46-55 years
56 years above
Total 
	5
12
55
10
3
85
	5.9%
14.1%
64.7%
11.8%
3.5%
100.0%

	Marital status
	Single
Married
Total 
	20
65
85
	23.5%
76.5%
100.0%

	Educational qualification
	ND/NCE
BSC/HND
MSC/MBA
PHD
Total
	6
10
45
24
85
	7.1%
11.8%
52.9%
28.2%
100.0%

	Working experience
	Below 1 years
1-3 years
4-6 years
6years above
Total
	10
22
25
28
85
	11.8%
25.9%
29.4%
32.9%
100.0%


Source: Author’s computation, 2025
Table 4.2.1 indicates that the male respondents dominated with 62.40% as regards gender classification of the respondents. As regards age classification, respondents between the ages 36 to 45 years dominated the sample with 64.7% of the age distribution. This directly implies that the respondents are mature and should be capable of providing objective responses. The population of the respondents is also dominated by married people representing 76.5% of the total respondents. The population is equally dominated by well-educated and enlightened respondents with MSC/MBA Certificates representing 52.9% of the total population. The population is equally made up of well experienced individuals ranging from 4 to 6 years and above with a cumulative response rate of 62.3%. The implication of the above analysis is that there is high possibility of obtaining objective responses from the respondents due to their level of maturity, experience and educational standards. This is justifiable basically due to the respondents’ educational background as well as experience of the larger respondents which depicts their relative exposure to the importance of this research study to organizational effectiveness simply put, the educational qualifications of the respondents will enable them appreciate the relevance of this research to their organization and thus made them provide unbiased responses to the questions contained in the questionnaires.
Table 4.2.2: Sample Size Returned
	Questionnaire 
	Frequency 
	Percentage

	Returned
	85
	94.4%

	Unreturned
	5
	5.6%

	Total 
	90
	100%


Source: Author’s computation, 2025
Table 4.2.2 show that out of the 90 copies of questionnaire administered at the selected tertiary institution only 85 that is 94.4% were returned as duly completed and used for further statistical analysis.


	4.3. What are the various perceived impact of trade union activities on member’s welfares in Cadbury Plc?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Salary & Allowance
	30
	35.3
	35.3
	35.3

	
	Staff promotion
	20
	23.5
	23.5
	58.8

	
	Education & training
	25
	29.4
	29.4
	88.2

	
	Staff medical benefits
	10
	11.8
	11.8
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: SPSS Computation, 2025
The responses in the table above shows that a large respondents 30(35.3%) were of the opinion that perceived impact of trade union were able to resolve salary & allowance issues, 20(23.5%) indicates the union were able to resolve staff promotion, 29.4% indicates the activities of the union improved education &re-training among workers and about 11.8% indicate that trade union improved Staff medical benefits.
	Q1: Does trade union activities improved welfares and other conditions of employment?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	22
	25.9
	25.9
	25.9

	
	Agree
	37
	43.5
	43.5
	69.4

	
	Undecided
	8
	9.4
	9.4
	78.8

	
	Disagree
	10
	11.8
	11.8
	90.6

	
	Strongly Disagree
	8
	9.4
	9.4
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: SPSS Computation, 2025
Q1 was sought to investigate the rate at which activities of the trade union affect welfares and conditions of employment. 69.4% of respondents agreed on significant improvement on welfares, 9.4% of respondents neither agree nor disagree while 21.2% of respondents disagree with the statement. This directly implies that more than two-thirds majorities concede in the opinion that activities of trade union improved welfares and performance in the sampled institution.

	Q2: Does trade union activities promote job security?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	27
	31.8
	31.8
	31.8

	
	Agree
	28
	32.9
	32.9
	64.7

	
	Undecided
	5
	5.9
	5.9
	70.6

	
	Disagree
	14
	16.5
	16.5
	87.1

	
	Strongly Disagree
	11
	12.9
	12.9
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: SPSS Computation, 2025
Q2 was sought to investigate the rate at which activities of the trade union promote job security. 64.7% of respondents agreed on significant improvement on security, 5.9% of respondents neither agree nor disagree while 29.4% of respondents disagree with the statement. This directly implies that more than 60% majorities concede in the opinion that activities of trade union improved job security in the sampled institution.




	Q3: To what extent does the union contributes to labour productivity?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	10
	11.8
	11.8
	11.8

	
	Agree
	57
	67.1
	67.1
	78.8

	
	Undecided
	10
	11.8
	11.8
	90.6

	
	Disagree
	6
	7.1
	7.1
	97.6

	
	Strongly Disagree
	2
	2.4
	2.4
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: SPSS Computation, 2025

In rating the extent of trade union activities on labour productivity, Q3 was ranked in antecedent. 78.8% of respondents agreed that trade union increase labour productivity. 11.8% of respondents were neither agree nor disagree while 9.5% of respondents disagree on the statement. This means that virtually all respondents agreed that activities of trade union significantly improved labour productivity.

4.4 Hypotheses Testing at 5% level of Significant
Hypothesis 1: there is no significant impact of trade union on membership welfares and performance

	4.4.1 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.848a
	.719
	.716
	.48851

	a. Predictors: (Constant), trade union activities


To assess the level of relationship between trade union activities and welfares, the table above indicates a direct positive correlation (0.848) between the two variables. This means that as the perceived trade union activities is strong the members’ welfares is enhance, and the R-square (0.719) depicts that the term of service increases by 71.9% as the trade union activities increases by 1. The value of adjusted-R square reflect the fitness of the model as the value is so close to R-square (i.e about 0.03% variance if truly the predictor is derived from the population rather than the sample)
	
4.4.2: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	50.781
	1
	50.781
	212.785
	.000b

	
	Residual
	19.808
	83
	.239
	
	

	
	Total
	70.588
	84
	
	
	

	a. Dependent Variable: members’ welfares

	b. Predictors: (Constant), trade union activities


The P-value in the Anova test above is 0.000<0.05, meaning that there is significant relationship between trade union activities on term and condition of services in KWACOED Ilorin 
	4.4.3 Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.066
	.181
	
	.367
	.714

	
	Trade union
	1.171
	.080
	.848
	14.587
	.000

	a. Dependent Variable: members’ welfares



The beta coefficient in table above indicates the beta value of the constant is 0.066 whereas, the beta value for the activities of trade union is 1.171.The t- value of 14.587 and the significance level of .000 shows the model is significant at p<0.05 and infers that trade union activities as predictor variable had significantly explained the 84.8% of the variance in the term and condition of service. Thus, the Beta= .848, characterizes the level of condition of service increase by 84.8 % as the trade union activities increases by one.

Hypothesis 2: there is no significant impact of trade union on job security

	4.4.4 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.910a
	.828
	.826
	.36816

	a. Predictors: (Constant), trade union



From the regression analysis result in hypothesis 2, it was found that in the model summary table, the value of R is 0.910, R square (0.828) adjusted R square (0.826) and the standard error of estimate is 0.36816. The large value R indicates a stronger relationship between the observed and predicted value. Hence, the R-square value depicts that trade union activities accounted for 82.8% impact on job security. The value R-square (82.8%) indicated that the model is properly fit. More so, the value of adjusted R (82.6%) showed that the value of R-square closely reflected the goodness of fit of the model in the population.

	4.4.5 ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	54.044
	1
	54.044
	398.725
	.000b

	
	Residual
	11.250
	83
	.136
	
	

	
	Total
	65.294
	84
	
	
	

	a. Dependent Variable: job security

	b. Predictors: (Constant), trade union



The analysis of variance table (Anova) showed regression sum of square value of (54.044) which is higher than the residual sum of square value of (11.250). This implies that the model accounted for most of the variations in the dependent variable. More so, the F calculated value of (398.725) is greater than the tabulated value of (1.96) indicating a significant relationship. In addition, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (Trade Union) is positively related with the dependent variable (Job security). Hence, posited that there is significant relationship between trade union activities and Job security in KWCOED at 5% level.
	4.4.6 Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.500
	.120
	
	4.158
	.000

	
	Trade union
	.875
	.044
	.910
	19.968
	.000

	a. Dependent Variable: job security



The table above reveals the model coefficient (that is, the intercept=0.500 and the slope=0.875). From the table, the results show that trade union is significant at the 5% level. Hence, there is significant impact of trade union activities on Organizational Productivity in KWCOED Ilorin.

Hypothesis 3: there is no significant effect of trade union on labour productivity

	4.4.7 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.846a
	.715
	.712
	.36324

	a. Predictors: (Constant), trade union



To assess the level of relationship between Trade Union activities and labour Productivity, simple regression analysis was carried out. The result of the regression model in the table shows the value of the regression coefficient R= .846, R- square = .715 and adjusted R- square = .712. From this result the extent of relationship between trade union and Organization productivity is clarified by the value of the R square. The R- square value denotes 71.2% of labour productivity is accounted definitely by Trade Union activities in KWCOED.
	4.4.8 ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	27.472
	1
	27.472
	208.211
	.000b

	
	Residual
	10.951
	83
	.132
	
	

	
	Total
	38.424
	84
	
	
	

	a. Dependent Variable: Labour Productivity

	b. Predictors: (Constant), Trade union



The analysis of variance table (Anova) showed regression sum of square value of (27.472) which is higher than the residual sum of square value of (10.951). This implies that the model accounted for most of the variations in the dependent variable. More so, the F calculated value of (208.211) is greater than the tabulated value of (1.96) indicating a significant relationship. In addition, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (Trade Union) is positively associated with the dependent variable (Labour Productivity). Hence, posited that there is significant relationship between trade union activities and Labour productivity in KWCOED at 5% level.

	4.4.9: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.124
	.130
	
	.954
	.343

	
	Labour productivity
	.649
	.045
	.846
	14.430
	.000

	a. Dependent Variable: Labour Productivity



The beta coefficient in table above indicates the beta value of the constant is 0.124 whereas, the beta value for the activities of trade union is 0.649.The t- value of 14.430 and the significance level of .000 shows the model is significant at p<0.05 and infers that trade union activities as predictor variable had significantly explained 84.8% of the variance in Labour Productivity. Thus, the Beta= .846, characterizes the level of Labours productivity increase by 84.6% as the trade union activities is strong.
4.5 Discussion of Results
Although the interviewed staff were male dominated (62.4%) neither gender accounted for more than two thirds. These observation gives an indication of gender mainstreaming at the college which is line with the current constitution that advocates affirmative action to ensure no person is discriminated to hold public office based on gender; be it family, society and culture shapes who we are, the roles we play the responsibilities we have. Gender shapes life expectations, all of which change from generation to generation and vary from place to place within ethnicity and regional status. Despite variations there is persistent inequality between women and men. The fact that this is not the case at Cadbury Plc may be a result of deliberate efforts by the boards to do gender mainstreaming as well the oversight role of trade unions. Most of the respondents (76.5%) were married. The age structure shows a reproductive with most responds being 36 to 45 years old. 
All those that were interviewed belong to members of ASSU and NASSU. This in itself show a recognition by the employees the important roles played by trade unions to oversee the service function; a representation function; a regulatory function; a government function; and a public administration function in improving the performance of employees in the selected institution.
[bookmark: page53]The study currently explores the respondents’ views on the performance of trade union in several aspects broadly categorized as (1) Union influence on welfares, (2) Their contribution to employee job security and (3) the trade union contribution to labour productivity. Results show among other functions of trade union that trade unions show significant improvement in welfares and other term and condition of service which include salary & allowance, staff promotion, education & training, medical benefits and others. More than 67% rated this as the most important role of their unions. It should come as no surprise that unions raise condition of services, since this has always been one of the main goals of trade unions and a major reason that workers seek collective bargaining. How most unions raise wages, for whom, and the consequences of unionization for workers, firms, and the economy have been studied by economists and other researchers for over a century (Pierce,1999). The research literature generally reinforce that unionized workers’ earnings/pay exceed those of comparable nonunion workers by about 15%, a phenomenon known as the “union wage premium.” 
The study further established that unions contribute greatly to improved job security at Kwara State College of education Ilorin. This is an acknowledgement of the critical role unions play in safeguarding job security of its members while navigating through the analysis table in hypothesis 2. The result shows that safeguarding the right of employees through job security is the top priority of the management of KWCOED (getting over 64% opinion of respondents). Hence, finding show that trade union are the principal means for workers to organize and protect their rights on the job. The union achieved this by speaking in one voice and provide a means to gain a measure of security and dignity on the job done and pursue strategies and activities that serve the interests of their members. These include representing members and negotiating with employers, recruiting new members and engaging in political action when necessary to support policies that improve job security for all workers (Mitchell, 2001). 
Finally, respondent also agreed that trade unions help in promoting labour productivity as reveals in the regression analysis in hypothesis 3; (p=0.000<0.05). The trade union activities as a predictor variable had significantly explained 84.8% of the variance in labour Productivity. The Beta-value= .846, characterizes the level of labour productivity increase by 84.6% as the trade union activities change by 1%. Therefore, labour productivity change significantly as  trade union improved the activities of their respective members in the sampled institution.
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CHAPTER FIVE

SUMMARY CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings
The study indicate that unions are represent people at workplace. Their purpose is to protect member’s welfares, improve labour productivity, pay and other terms and conditions of employment. This study has shown that unions exist because an individual worker has very little power to influence decisions that are made about his or her job and labour productivity. By joining together with other workers, there is more chance of having collective voice to influence general job security, welfares and labour productivity.
5.2 Conclusion
The current study was set to assess the role played by trade unions with specific reference to the union activities in Kwara State College of education Ilorin Chapter, in improving welfares, job security and labour productivity of employees at Kwara State College of education Ilorin. The study was conducted amongst the unions’ officials and unionized employees. Data was collected from 90 respondents using structured questionnaires with closed and open-ended questions. The questionnaire was divided into three sections. Section one was concerned with the general information about respondents. Section two contained questions on the terms of union’s activities of service and roles on productivity and section three had questions on job security. Data were analyzed using descriptive statistics with subsequent results presented using frequencies and tables. The influence of trade unions on welfares and between trade unions, job security and labour productivity was weighted on a 5 point Likert scale. The unions were rated to score highly to improve and influence on the term and condition of service and the trade union contribution to safeguarding the right of employees by securing their job due to unfair dismissal. Finally, the trade union activities also show significant impact on labour productivity at 5% level of significant.
5.3 Recommendations
The recommendation of the study reiterate the critical findings of the study according to the stipulated objectives as itemized below:
I. Employees in tertiary institutions should embark on trade union to address issues relating employment in order to gain maximum benefits and maintain peace and harmonious working relation with employers.
II. The trade union should uphold collective bargaining mechanisms by speaking  in one voice to protect the job security of their members.
III. The representatives of government should periodically communicate in union tones without showing siding the government on issues affecting overall welfares and performance of the institution
IV. The government should formulate industrial policy that will maintain balance between the employers and employees in tertiary institution to improve general performance. 
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Appendix I: Introduction Letter

No……………

Dear Sir/ Madam,
I am a Undergraduate student at the Kwara State Polytechnic-In partial fulfilment of the requirements for the conferment of the Higher National Diploma in Business Administration,  I am conducting a research titled “IMPACT OF TRADE UNIONS ON ORGANIZATIONAL PERFORMANCE AT KWARA STATE COLLEGE OF EDUATION ILORIN CHAPTER”.
I wish to request you to kindly assist in providing the required information, by filling in the questionnaire provided below, as your views are considered important to this study.

Please note that any information given will be treated with utmost confidentiality and will only be used for the purposes of this study.

Thank you.

Yours faithfully,






APPENDIX II: Research Questionnaires

The following represent your general information and background. Please indicate a tick in the blank spaces.

The Union Membership Questionnaire
No……………

Part A: General Information
1. What is your gender

	a.)
	Male
	[
	]

	b.)
	Female
	[
	]



2. What is your marital status

	a.)
	Single
	[
	]
	b.)
	Married
	[
	]

	c.)
	Widowed
	[
	]
	d.)
	Separated
	[
	]



3. Please indicate your age bracket from the choices below


	a.) Below 30 years
	
	[
	]

	a.)
	31-35 years
	
	[
	]

	b.)
	36-45 years
	
	[
	]

	c.)
	46-5 years
	
	[
	]

	d.)
	56-65 years
	
	[
	]

	e.)
	66-70 years
	
	[
	]

	4.  What is your highest academic qualification
	

	a.) Certificate
	[
	]
	

	
	
	
	
	



	[bookmark: page63]b.) Diploma
	[
	]

	c.) Under Graduate degree
	[
	]

	d.) Masters degree
	[
	]

	e.) Diploma/Postgraduate Diploma
	[
	]

	f.) Doctoral degree
	[
	]

	g.) Any other (Specify)……………………………..



6. How long have you served as a staff in the organization?

	a.)
	Below 1 year
	[
	]

	b.)
	1 year to 3 years
	[
	]

	c.)
	4 years to 6 years
	[
	]

	d.)
	Above 6 years
	[
	]

	7. What are your current terms of service?
	
	

	a) Contract
	[
	]

	b) Permanent and pensionable
	[
	]

	c) Permanent with service gratuity
	[
	]

	d) Temporary
	[
	]





	[bookmark: page64]8.
	 How long have you been a member of your Union?

	
	a.) Below 1 year
	[
	]

	
	b.) 1 year to 3 years
	[
	]

	
	c.) 4 years to 6 years
	[
	]

	
	d.) Above 6 years
	[
	]



PART B: How would you rate the influence of your trade union on terms and conditions of service?
in the areas as specified in the table below?Please indicate a tick in the blank spaces.
	Strongly agree [5]   Agree [4]
	Neutral [3] Disagree [2]
	Strongly Disagree [1]


	Role of trade union on Welfares
	SA
	A
	U
	D
	SD

	1. Improvement in salary and allowances
	
	
	
	
	

	2. Staff promotion.
	
	
	
	
	

	3. Education and Training of staff members
	
	
	
	
	

	4. Staff medical benefits
	
	
	
	
	

	5. Recognition  and  merit  awards  on  staff  who  are deserving.
	
	
	
	
	



PART C: To what extent does your union contribute to improved job security? Pleaseindicate whether you agree with the statements represented below;
	Strongly agree [5]   Agree [4]
	Neutral [3] Disagree [2]
	Strongly Disagree [1]


	Role played by trade unions in the Promotion of job security.

	SA
	A
	U
	D
	SD

	6. Safeguarding the right of employees to fair hearing during appeals after unfair dismissal.
	
	
	
	
	

	7. Ensuring that staffs are confirmed immediately after the probation period, in accordance to the (Employment Act 2007).
	
	
	
	
	

	8. Encouraging staff members to join retirement benefit scheme.
	
	
	
	
	

	9. Negotiating with management in terms of redundancy using the formula of last in first out.

	
	
	
	
	




PART D: To what extent does trade union contribute to labour productivity? Pleaseindicate whether you agree with the statements represented below;
	Strongly agree [5]   Agree [4]
	Neutral [3] Disagree [2]
	Strongly Disagree [1]


	Role of trade union on labour productivity
	SA
	A
	U
	D
	SD

	1. Improved job satisfaction
	
	
	
	
	

	2. Decrease labour turnover
	
	
	
	
	

	3. Increase workloads performance
	
	
	
	
	

	4. Increase job loyalty
	
	
	
	
	

	5. Increase organizational commitments
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