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ABSTRACT  

This study investigates the effects of industrial relations on employee productivity in 

Kenya, using Bidco Africa as a case study. The problem is that, despite the existence of 

industrial relations systems such as collective bargaining, grievance handling, and 

management-employee communication, workplace conflicts, communication gaps, and 

ineffective dispute resolution mechanisms continue to have an impact on employee 

productivity in manufacturing companies. The main objective of the study is to establish 

the impact of industrial relations methods on employee productivity at Bidco Africa, with 

specific objectives focusing on collective bargaining practices, management-employee 

communication, and grievance handling systems. The study addressed 105 Bidco Africa 

employees, including managers, human resource officials, supervisors, operational staff, 

and those who are directly involved in industrial relations. A sample size of 80 respondents 

was chosen by stratified random sampling to assure proportional representation of all 

groups, followed by simple random selection within each stratum. Data was gathered using 

standardized questionnaires that included closed-ended and Likert-scale items. After 

receiving the relevant approvals and assuring ethical issues such as informed consent, 

confidentiality, anonymity, and voluntary involvement, data collection was carried out 

utilizing a drop-and-pick procedure. The data was edited, coded, and cleaned before being 

analyzed with SPSS software. To investigate the correlations between industrial relations 

practices and employee productivity, data was analyzed using descriptive statistics such as 

frequencies, means, and standard deviations, as well as inferential statistics such as 

correlation and regression. The findings were presented as tables, charts, and graphs for 

analysis and debate. The study presented the findings' analysis, interpretation, and 

discussion, revealing that collective bargaining, employee communication, employee 

participation, and grievance handling systems all have a significant positive effect on 

employee productivity at Bidco Africa, with communication and collective bargaining 

emerging as the most influential. The study also summarized the findings, conclusions, and 

recommendations, concluding that effective industrial relations practices significantly 

increase employee productivity and recommending strengthened communication systems, 

improved grievance handling mechanisms, increased employee participation, and ongoing 

policy reviews to maintain productivity gains. 
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OPERATIONAL DEFINITION OF TERMS  

Industrial Relations (IR):                 

 

 

 

 

Employee Productivity:  

 

 

 

Collective Bargaining: 

 

 

 

 

 

 

 

Dispute Resolution:  

 

 

 

 

 

 

 

Employee Communication:      

 

 

 

 

Refers to the formal and informal rules, 

practices, and processes governing 

interactions between employers, employees, 

trade unions, and government (Amboka, 

2023; Bahizi & Ongesa, 2025). 

 The effectiveness and efficiency with which 

employees convert inputs such as time, skills, 

and effort into outputs like goods and services. 

(Armstrong, 2020; Creswell, 2014). 

 

 

A negotiation process between employers and 

employee representatives, usually trade 

unions, to determine terms of employment, 

including wages, benefits, and working 

conditions, aimed at fostering fairness, 

morale, and organizational performance 

(International Labour Organization, 2022). 

 

 The structured procedures used to manage and 

settle conflicts between management and 

employees, including grievance handling, 

mediation, and arbitration, to maintain 

workplace harmony and enhance productivity 

(Chartered Institute of Personnel and 

Development [CIPD], 2021). 

 

 The formal and informal sharing of 

information between management and 

employees that enhances transparency, 

clarifies expectations, and improves employee 

engagement and performance (CIPD, 2021). 

 

 



xii 
 

Employee Involvement/Participation:       

 

 

 

 

 

 

Grievance Handling Mechanism:     

 

 

 

 

 

  

The process of including employees in 

decision-making, problem-solving, and 

organizational activities that affect their work, 

aimed at increasing engagement, job 

satisfaction, and productivity (Armstrong & 

Taylor, 2020). 

 

 A set of procedures and protocols that 

organizations use to address employee 

complaints or workplace issues, ensuring 

fairness, timely resolution, and reduction of 

workplace conflict (Armstrong, 2020). 
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This study's first chapter provides an overview of the studies on how industrial relations 

affect worker productivity in Kenya, with a particular emphasis on Bidco Africa. The 

concept of industrial relations is examined globally, regionally, and within the Kenyan 

manufacturing sector in this chapter, which provides background information on the study. 

The chapter goes on to outline the investigation's goals, research questions, and guiding 

assumptions. Additionally, it offers operational definitions of important terminology used 

in the research as well as an explanation of the study's importance, scope, limits, and 

assumptions. 

1.1 Background information  

The legal and informal rules controlling the interactions between employers, workers, and 

their representatives are referred to as industrial relations, and they have a substantial 

influence on organizational performance results, including worker productivity. A number 

of industrial relations practices, such as collective bargaining, dispute resolution, 

communication channels, worker involvement, and welfare arrangements, have an impact 

on productivity, which is the efficiency with which labor inputs are converted into outputs. 

Emerging and developing nations like Kenya display distinct dynamics influenced by 

particular labor market structures, firm capabilities, and institutional frameworks, whereas 

developed nations have established comprehensive research and policy frameworks  



1 
 

regarding the relationship of industrial relations to productivity. In order to better 

understand how industrial relations processes impact worker productivity, this research 

will examine these dynamics by examining Bidco Africa, a well-known manufacturing 

company in Kenya. 

In the US, important topics including labor market flexibility, employee voice, and 

productivity incentives are at the heart of the current industrial relations discussion. 

Although empirical research yields conflicting results, macro-analyses highlight the crucial 

role that labor market arrangements and employee involvement play in addressing 

productivity issues resulting from skill shortages, demographic changes, and technology 

improvements (OECD, 2025). International policy research reveals that labor shortages 

have a detrimental effect on less productive businesses, underscoring the fact that 

improving labor relations and worker engagement may greatly raise productivity for 

businesses of all sizes. 

In China, Unions and workplace institutions that are incorporated into the larger political-

economic framework are part of China's distinct institutional frameworks managing 

industrial relations. Even though there hasn't been much recent research explicitly linking 

industrial relations to productivity, labor market studies show that management and labor 

institutions' interactions have a big impact on workplace climate, which can then have an 

impact on productivity outcomes linked to rapid industrialization and technological 

advancements. 

In Europe, the narratives of the future of work, especially Work 4.0, which centers on topics 

like digitalization, workforce skill adaptability, and employee involvement in change 
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projects, are intimately tied to the conversation around industrial relations. According to 

research from European traditions, integrating skills development and participative 

practices into industrial relations frameworks might result in higher production outcomes. 

This relationship is particularly important in settings where labor skill needs are changing 

and technology is advancing quickly. 

In Australia, tensions between productivity performance and industrial relations dynamics 

are highlighted by recent news and industry analyses, particularly in industries like mining 

where industry leaders attribute labor productivity declines to union activity and labor 

regulations (Australian Industry Group commentary, 2025). Notwithstanding seasonal 

variations, these talks show how industrial relations practices such as union influence and 

negotiating power appear in more general issues about productivity in developed countries. 

Despite notable variations in environment and institutional frameworks, industrial relations 

systems throughout the world including those in the US, China, Europe, and Australia play 

a critical role in conversations about worker motivation, skills, engagement, and 

productivity. 

Across Africa, productivity issues continue to exist and are impacted by a number of 

variables, such as labor market dynamics, industrial policy decisions, and fundamental 

economic conditions. According to research, innovation improves labor productivity and 

employment outcomes, especially in the creation of products and processes. This implies 

that a key factor in determining productivity performance is internal business practices, 

such as industrial relations that support innovation and skill development (Sime & Tadesse, 

2025). 
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In order to increase productivity in Africa, industrial policy frameworks emphasize the 

importance of technology selection and structural transformation. They suggest that labor 

relations that promote learning, skill development, and worker involvement can increase 

productivity. These insights suggest that industrial relations should go beyond collective 

bargaining to include organizational practices that promote employee engagement and 

efficient skill utilization. 

In East Africa, compared to industrialized countries, there is less study on labor market 

reforms and trade integration, despite the fact that these variables are altering employer-

employee relations and may have an impact on productivity. The practices surrounding 

industrial relations are becoming increasingly important in determining the performance 

and competitiveness of enterprises as nations like Kenya get more firmly involved in 

initiatives like the East African Community and regional skill development projects. 

In Kenya, labor management and productivity levels are largely determined by industrial 

relations. Effective employee relations techniques, which include engagement, 

communication, and conflict resolution, have been shown to have a favorable correlation 

with organizational performance results. Recent empirical findings highlight the 

significance of labor relations on enterprises' internal performance measures, despite past 

research acknowledging their value (Amboka, 2023). 

Businesses like Bidco Africa are crucial case studies for comprehending the dynamics of 

industrial relations in Kenya's manufacturing sector. Despite the paucity of study on Bidco 

Africa's particular industrial relations, studies have demonstrated the importance of 

employee performance and abilities to organizational efficiency. This suggests that 
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improving productivity requires strong industrial relations systems that place a high 

priority on employee involvement and skill development (Bahizi & Ongesa, 2025). 

According to Kenyan research, there is a strong correlation between employee performance 

results and a number of employee relations factors, including training, work-life balance, 

communication strategies, and flexible work options. In particular, training programs and 

better work-life balance are associated with higher organizational performance. This 

implies that improved productivity benefits can result from industrial relations strategies 

that foster positive work environments (Salah, 2024; Badia et al., 2023). 

The Kenyan example emphasizes how crucial good labor relations are to raising worker 

productivity. In this setting, critical components including employee voice, engagement, 

conflict resolution procedures, and skills assistance are essential. An appropriate example 

for examining the application of these industrial relations techniques in a manufacturing 

company and their effects on productivity levels is the Bidco Africa case. 

Variables in research are described as quantifiable traits that clarify connections within a 

study. They are mainly separated into independent factors, which are believed to affect or 

forecast results, and dependent variables, which represent the result under evaluation. 

According to Creswell (2014), dependent variables are considered presumptive effects, 

whereas independent variables are considered presumed causes. Variables are 

characteristics that are subject to change and may be measured in order to analyze 

correlations, according to Kothari (2004). Employee productivity is the dependent variable 

in the study evaluating the effect of industrial relations on worker productivity at Bidco 

Africa, while the elements of industrial relations function as the independent variables. 
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The first independent variable covered is collective bargaining, which is the process of 

negotiating terms and conditions for employment between companies and employee 

representatives, especially trade unions. Promoting equity in pay, benefits, and working 

conditions is associated with effective collective bargaining, which may boost employee 

commitment and morale. According to the International Labour Organization (2022), well-

designed collective bargaining procedures improve organizational performance and foster 

collaboration at work. Strong collective bargaining procedures might reduce industrial 

discontent in the Bidco Africa example, fostering a cooperative workplace and raising 

production levels. 

Dispute resolution procedures and management-employee communication rank second and 

third among independent variables that affect organizational effectiveness. Transparency, 

trust, and clarity about the objectives and expectations of the business are all facilitated by 

effective communication. Open lines of communication greatly improve employee 

engagement and performance, according to research by the Chartered Institute of Personnel 

and Development (2021). Furthermore, efficient dispute resolution processes, such 

grievance handling protocols and mediation, are essential for settling disputes quickly and 

preserving harmony at work. Employee concentration and productivity are likely to rise 

when they believe that conflict resolution procedures are just and effective. 

The dependent variable in this study is employee productivity, which is the effectiveness 

and efficiency with which workers convert inputs like time, skills, and effort into outputs, 

such as goods or services. Output per employee, job quality, objective attainment, and 

punctuality are examples of productivity metrics. Effective employee relations strategies 

have a substantial correlation with staff productivity and performance, according to 
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Armstrong (2020). As a result, the study predicts that employee productivity at Bidco 

Africa will vary according on the effectiveness of internal dispute resolution procedures, 

communication tactics, and collective bargaining. 

Based in Thika, Kenya, Bidco Africa formerly known as Bidco Oil Refineries Limited is a 

global consumer products corporation that operates in 17 East, Central, and Southern 

African nations. Established in 1970 with an initial emphasis on clothing manufacturing, it 

branched out into soap in 1985 and edible oils in 1991. The firm, which is well-known for 

its more than 40 brands, which include oils, margarine, and detergents, intends to build 

new plants in Ethiopia, Madagascar, and Mozambique in order to further improve its 

operations. By 2019, it wanted to employ more than 25,000 people and dominate the East 

African consumer products sector. Hemby Holdings Limited is the owner of Bidco Africa, 

and Bhimji Depar Shah and his family own shares. 

1.2 Statement of research problem  

Industrial relations encompass the interactions among employers, employees, trade unions, 

and government, influencing working conditions and productivity. Effective systems 

feature structured collective bargaining, dispute resolution, communication, and trust, 

leading to economic growth and reduced conflict. In contrast, weak industrial relations 

result in disputes and low morale. Despite the acknowledged link between industrial 

relations and productivity, empirical evidence on specific practices affecting productivity 

in African manufacturing is limited, particularly given the region's evolving labor markets 

and regulations. 
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In Kenya, industrial relations significantly impact employee productivity in the 

manufacturing sector, crucial for national output. The country has a history of industrial 

unrest, including strikes leading to production losses. Despite a decline in strike frequency, 

conflicts remain where industrial relations frameworks are weak. Unresolved grievances 

and poor union-management relations reduce employee satisfaction and efficiency, 

particularly in large firms reliant on coordinated labor for growth. Bidco Africa, a 

prominent Kenyan manufacturing firm, faced labor issues despite a 2017 collective 

bargaining agreement that initially improved wages. Ongoing challenges, including 

delayed salaries, unjustified deductions, and dissatisfaction among contract workers, 

indicate persistent tensions in employer-employee relations.  

Despite Bidco Africa's key role in Kenya's manufacturing, little empirical research explores 

how its industrial relations practices impact employee productivity. Previous studies focus 

generally on HR factors and often use qualitative methods, neglecting the structured 

elements of industrial relations, such as collective bargaining and grievance management. 

This creates a gap that necessitates rigorous investigation. The present study aims to 

analyze the impact of industrial relations practices on employee productivity at Bidco 

Africa, intending to provide evidence-based insights for better labor relations and enhanced 

organizational performance. 

1.3 Objectives 

The main objective of study is to determine the effect of industrial relations on employee 

productivity in Kenya. A case study in Bidco Africa. 
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1.3.1 Specific objectives  

The study will be guided by the following specific objectives: 

i. To examine the influence of collective bargaining practices on employee 

productivity at Bidco Africa, Kenya. 

ii. To assess the effect of communication between management and employees on 

employee productivity at Bidco Africa. 

iii. To determine how dispute resolution mechanisms influence employee productivity 

at Bidco Africa. 

1.4 Research Questions 

The study will attempt to answer the following questions: 

i. What is the effect of collective bargaining practices on employee productivity at 

Bidco Africa in Kenya? 

ii. To what extent does employee–management communication influence employee 

productivity at Bidco Africa in Kenya? 

iii. How does grievance handling mechanism affect employee productivity at Bidco 

Africa in Kenya? 

1.5 Significance of study 

The purpose of this study is to improve knowledge of the relationship between industrial 

relations practices and worker productivity in Kenya's manufacturing sector, particularly 

at Bidco Africa. This study will examine ideas like social exchange theory and employee 

voice frameworks despite the paucity of actual data from African industrial settings. It is 

anticipated that the results will provide specific insights into how industrial relations 
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dynamics affect productivity, either confirming or refuting current theoretical frameworks. 

As a result, updated, context-specific theoretical contributions that close existing gaps in 

organizational behavior and industrial relations scholarship will be helpful to future 

researchers and scholars (Armstrong & Taylor, 2020; Boxall & Purcell, 2023). 

The study provides evidence-based policy recommendations for improving workplace and 

labor relations at the organizational and national levels. Policymakers in the labor sector 

will benefit from the empirical data it provides on how mechanisms like collective 

bargaining and dispute resolution affect productivity. Updates to labor dispute resolution 

and techniques that strike a balance between corporate efficiency and employee welfare 

may be influenced by the findings (International Labour Organization, 2024; OECD, 

2023). 

For managers, HR specialists, employees, and labor representatives at Bidco Africa, this 

research offers insightful information. It highlights successful labor relations tactics that 

boost worker motivation, lessen conflict, and boost output. Understanding constructive 

grievance processes and participative interactions that promote workplace stability and 

productivity would be beneficial to union leaders and employees. The ultimate goal of the 

research is to assist businesses in improving their industrial relations strategies, which will 

boost the manufacturing sector's competitiveness, lower staff attrition, and improve 

operational efficiency (Kreitner & Kinicki, 2022; Ramamoorthy et al., 2021). 

Study is significant because it fills in theoretical gaps, promotes evidence-based 

policymaking, and enhances useful industrial relations actions that boost worker 

productivity. By providing localized data and suggestions for sustainable organizational 
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success, the research is well-positioned to assist scholars, policymakers, and practitioners 

alike by empirically grounding industrial relations impacts in a top Kenyan company. 

1.6 Scope of study 

With particular reference to Bidco Africa, this study will investigate how industrial 

relations affect employee productivity in Kenya. Finding out how important industrial 

relations procedures like collective bargaining, employee communication, grievance 

management, and employee participation affect worker productivity inside the company is 

the primary goal. The research will be geographically restricted to Bidco Africa's activities 

in Kenya, namely its primary production facilities, and will take place between January 

and May of 2026. Due to their direct involvement in industrial relations procedures, 

management personnel, HR officers, union representatives, and operational staff will make 

up the target population. The study will offer context-specific insights in line with recent 

research highlighting the importance of good workplace relations in enhancing 

productivity and organizational performance by concentrating on a single large 

manufacturing firm within Kenya's industrial sector (International Labour Organization 

[ILO], 2024; OECD, 2023; Armstrong & Taylor, 2020). 

1.7 Chapter summary 

With an emphasis on Bidco Africa, this chapter has laid the groundwork for a study on the 

impact of labor relations on worker productivity in Kenya. By analyzing industrial relations 

practices and their significance to worker productivity at the national, regional, and 

international levels, it provided an overview of the study's background. The chapter 

detailed the issue statement, underlining the necessity to understand how unique industrial 

relations processes impact productivity within Kenya’s manufacturing sector. It further 
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offered the research objectives, research questions, and hypotheses that govern the 

investigation, as well as the importance and breadth of the research.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

The study's basis is provided by the literature review chapter, which looks at previous 

research and theoretical stances on how industrial relations affect worker productivity. It 

examines pertinent theories, concepts, and empirical research that clarify how industrial 

relations practices like collective bargaining, management-employee communication, 

dispute resolution procedures, and employee involvement relate to employee productivity 

in businesses. In order to detect patterns, consensus, and gaps in the literature, the chapter 

also examines results from earlier international, regional, and Kenyan investigations.  

2.1 Theoretical Literature Review 

The theoretical underpinnings that direct the investigation of the effect of labour relations 

on worker productivity are explained in the theoretical literature review. Theories explain 

how employee attitudes and performance are impacted by workplace relationships, 

communication procedures, negotiations, and dispute resolution techniques. Employee 

motivation, contentment, and productivity in organizations are greatly influenced by 

industrial relations practices including collective bargaining, employee-management 

communication, and grievance handling procedures.  

Social Exchange Theory is the primary theory used in this study to explain the link between 

employee productivity and industrial relations practices at Bidco Africa in Kenya. Human 

relations theory, organizational justice theory, and systems theory of industrial relations 
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are other supporting theories. These ideas aid in the explanation of how better employee 

productivity is a result of efficient industrial relations tactics. 

2.1.1 Social Exchange Theory  

Relationships inside organizations are built on reciprocal exchanges between employers 

and workers, according to Social Exchange Theory, which was first created by Homans 

(1958) and then improved by Blau (1964). Companies offer incentives like equitable 

treatment, assistance, acknowledgement, and good working circumstances, and employees 

return the favor by being devoted, loyal, and putting in more effort. Employees are more 

likely to react favorably by improving their performance and productivity when they 

believe their company values their contributions and treats them fairly (Homans, 1958; 

Blau, 1964). 

Employee attitudes and behavior are significantly influenced by organizational practices 

including fairness, communication, and support, as recent empirical research have further 

shown. Employee engagement, job satisfaction, and commitment are strongly influenced 

by perceived organizational support and procedural justice, and these factors eventually 

enhance organizational success (Rajâa & Mekkaoui, 2025). In a same vein, social exchange 

ties inside organizations foster creativity, teamwork, and pleasant workplace behaviors—

all of which are important factors in employee productivity (Wu & Lv, 2024). In addition 

to improving engagement and performance, effective internal communication builds 

mutual understanding and trust between management and staff (Men et al., 2023; Jiang & 

Luo, 2024). 
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Since the theory describes how employee productivity is impacted by industrial relations 

practices, it is directly pertinent to our study. Fair collective bargaining procedures improve 

workers' sense of equity, which encourages them to give more effort and productivity in 

return. Similarly, efficient grievance management systems show organizational support 

and fairness, boosting employee satisfaction and lowering workplace conflict, while good 

employee-management communication promotes trust and engagement (Nyitse & Zamani, 

2024). As a result, Social Exchange Theory offers a solid theoretical framework for 

comprehending how equitable treatment, communication, and dispute resolution 

techniques enhance worker productivity. 

2.1.2 Systems Theory of Industrial Relations 

According to Dunlop's (1958) Systems Theory of Industrial Relations, employers, 

employees (and their trade unions), and governmental organizations are the three main 

players in this organized system. Workplace interactions and behavior are governed by a 

set of rules, laws, and policies that these players engage within. The idea states that the 

establishment and upholding of these regulations are largely dependent on industrial 

relations practices, including collective bargaining, communication systems, and grievance 

processes. Industrial harmony, stability, and enhanced organizational performance are all 

facilitated by effective actor interaction (Dunlop, 1958). 

The theory describes how important industrial relations practices affect employee 

productivity, which makes it pertinent to our study. By facilitating agreements on pay, 

working conditions, and employee rights, collective bargaining promotes collaboration and 

confidence between management and staff, which raises productivity. In a similar vein, 

good communication between management and employees guarantees clarity, minimizes 
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misunderstandings, and fosters a happy work atmosphere, all of which enhance 

performance. Effective grievance procedures also enable workers to resolve disputes 

amicably, reducing disturbances and boosting morale and output. All things considered, 

Systems Theory shows that effective industrial relations procedures greatly increase 

worker productivity (Dunlop, 1958). 

2.1.3 Organizational Justice Theory 

The focus of organizational justice theory is on how workers perceive fairness in the 

workplace and how this affects their attitudes and actions. Distributive justice (fairness of 

results), procedural justice (fairness of procedures), and interactional justice (fairness in 

interpersonal treatment) are the three main dimensions identified by the theory. According 

to research, fairness in organizational interactions and choices greatly raises employee 

happiness, lowers conflict at work, and encourages productive work practices (Leake, 

Amankwaa, & de Pater, 2025). 

This theory clarifies how employee productivity is impacted by industrial relations 

methods, making it extremely pertinent to the research. Fair grievance processes boost 

employee commitment and foster trust, which improves performance. In a same vein, 

equitable collective bargaining guarantees that incentives are distributed fairly, boosting 

productivity and motivation. Furthermore, courteous and transparent communication 

between management and employees fosters interactional justice, which improves morale, 

engagement, and overall performance at work (Leake et al., 2025). 
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2.1.4 Human Relations Theory 

Through the Hawthorne research, Elton Mayo established Human Relations Theory, which 

highlights the significance of social interactions, communication, and employee 

participation in improving organizational success. According to the hypothesis, when 

workers feel appreciated, respected, and included in decision-making, they are more 

productive. Good communication between management and employees boosts morale, 

motivation, and engagement, all of which increase productivity (Carter, 2024). 

The theory is also relevant to industrial relations practices in this study. By giving workers 

a say in choices that impact their working circumstances, collective bargaining promotes a 

sense of commitment and belonging that boosts output. In a same vein, prompt and 

equitable grievance processes boost morale and motivation by making workers feel valued 

and heard. Human Relations Theory, together with Social Exchange Theory, Systems 

Theory, and Organizational Justice Theory, explains how employee productivity in 

companies like Bidco Africa is impacted by fair treatment, communication, and 

involvement (Carter, 2024). 

2.2 Empirical Literature Review 

The focus of an empirical literature review is on other researchers' investigations about the 

connection between employee productivity and industrial relations procedures. It looks 

into the results, approaches, and conclusions of earlier researchers. Additionally, this 

section highlights research gaps that support the necessity for additional investigation. 

Collective bargaining techniques, employee-management communication, grievance 

handling methods, and how they affect employee productivity are the main factors 
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extracted from the research questions in this study, which are used to organize the empirical 

review.  

2.2.1 Collective Bargaining Practices and Employee Productivity 

Employers and employees can negotiate terms of employment, including pay, benefits, and 

working conditions, through collective bargaining, a crucial industrial relations technique. 

Effective collective bargaining has a favorable impact on employee productivity and 

organizational effectiveness, according to empirical research. For example, collective 

bargaining increases employee motivation, job satisfaction, and loyalty, all of which boost 

productivity, according to a quantitative research of 210 manufacturing workers (Huang, 

Issah, & Bawah, 2024). Comparably, studies conducted in Kenya showed that collective 

bargaining agreements greatly increase employee productivity by improving working 

conditions and salary equity, even though some agreements don't match productivity 

targets (Omolo, 2024). 

Additional research emphasizes how crucial cooperative negotiating is to improving 

performance and relationships at work. Research from manufacturing companies shows 

that cooperative negotiating strategies enhance employee performance, mutual 

understanding, and trust (Kulesa, Hussain, & Gunasingha, 2023). Collective bargaining 

also boosts employee involvement in decision-making, which boosts morale and 

productivity (Tsai et al., 2022). Despite these results, there is a void in firm-specific 

research because the majority of studies have concentrated on numerous organizations or 

generic industrial sectors. Thus, the purpose of this study is to investigate how collective 

bargaining processes affect worker productivity, particularly at Bidco Africa (Huang et al., 

2024; Omolo, 2024). 
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2.2.2 Employee–Management Communication and Employee Productivity 

In order to improve organizational performance and fortify labour relations, management 

and employees must communicate effectively. Employee engagement and productivity are 

raised when there is clear communication about organizational rules, objectives, and 

expectations. Research demonstrates that although open and honest communication 

enhances performance and employee engagement, poor communication results in low 

morale, conflicts at work, and decreased productivity (Karambu & Obuba, 2023). In a 

similar vein, studies of the literature show that techniques like participatory 

communication, constructive criticism, and active listening promote teamwork and 

cooperation, which eventually increases employee productivity (Ilavarasi, 2024). 

The beneficial effects of communication on relationships at work and employee outcomes 

are further supported by research. Open communication lowers conflict, builds trust, and 

increases employee enthusiasm and commitment, all of which improve production, 

according to studies in the public health and service sectors (Welbeck & Thelma, 2025; 

Danish, 2022). Despite these conclusions, the majority of research has concentrated on 

broad organizational contexts, and there aren't many empirical studies that look at 

employee-management communication in Kenyan manufacturing companies. This 

disparity emphasizes the necessity to look at how communication methods affect output in 

certain industrial contexts. 

2.3.3 Grievance Handling Mechanisms and Employee Productivity 

Procedures for managing grievances are crucial for settling conflicts at work and 

preserving good employee relations. Employee happiness, dedication, and productivity 

have all been demonstrated to rise when complaints are handled properly and promptly. 
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For instance, Nyitse and Zamani (2024) discovered that while ineffective grievance 

processes might result in indiscipline, absenteeism, and lower-quality work, good 

grievance procedures boost employee commitment, loyalty, and teamwork, all of which 

have a beneficial influence on organizational productivity. Similarly, grievance 

management, arbitration, and mediation have been shown to enhance organizational 

stability and conflict resolution at Kenyan public universities (Getanda & Miroga, 2024). 

Further research demonstrates that organized grievance procedures improve employee 

dedication and lower discontent. According to Dhanasekaran et al. (2024), efficient 

complaint resolution, which enhances organizational performance, depends on having 

clear grievance rules and communication channels. Despite these conclusions, the majority 

of research has paid little attention to Kenyan manufacturing firms and has instead 

concentrated on governmental institutions, healthcare, and general organizational contexts 

(Nyitse & Zamani, 2024; Dhanasekaran et al., 2024). 

2.3 Summary and Research gaps  

Table 1: Summary of Empirical Literature  

Author(s) 

& Year 
Study Focus Key Findings 

Implications for 

Productivity 
Research Gap 

Nyitse & 

Zamani 

(2024) 

Grievance 

management 

systems 

Effective grievance 

handling improves 

fairness and reduces 

workplace conflict 

Enhances 

organizational 

performance and 

employee morale, 

leading to higher 

productivity 

Limited focus on 

specific 

industries such as 

manufacturing in 

Kenya 

Ukokhe & 

Olouch 

(2022) 

Collective 

bargaining 

practices 

Structured 

negotiation improves 

industrial harmony 

and reduces disputes 

Builds trust and 

cooperation, 

resulting in 

improved 

Context not 

specific to 

Kenyan 
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Author(s) 

& Year 
Study Focus Key Findings 

Implications for 

Productivity 
Research Gap 

employee 

productivity 

manufacturing 

sector 

Kumari & 

Rawat 

(2025) 

Employee–

management 

communication 

Open communication 

strengthens 

relationships and 

reduces 

misunderstandings 

Increases 

employee 

engagement, 

commitment, and 

productivity 

Findings largely 

based on non-

Kenyan contexts 

Nyitse & 

Zamani 

(2024) 

Grievance 

procedures 

Proper grievance 

mechanisms promote 

conflict resolution 

and workplace peace 

Improves morale 

and productivity 

through structured 

conflict handling 

Lack of 

organization-

specific empirical 

data 

Mutua 

(2023) 

Industrial 

relations 

practices 

(general) 

Social dialogue, 

dispute resolution, 

and participation 

influence 

performance 

Collective 

industrial 

relations practices 

significantly 

improve 

productivity 

Does not isolate 

specific variables 

or focus on 

private 

manufacturing 

firms 

Research Area Identified Gap 
Justification for Current 

Study 

Sectoral Focus 

Limited studies on Kenyan 

manufacturing firms, especially large 

companies like Bidco Africa 

Provides sector-specific 

insights into industrial 

relations and productivity 

Geographical 

Context 

Majority of studies conducted in 

developed countries 

Addresses contextual 

differences in labour laws, 

culture, and union 

dynamics in Kenya 

Methodological 

Approach 

Overreliance on secondary data and 

generalized studies 

Offers primary, 

organization-specific 

empirical data 

Conceptual Scope 

Lack of integrated analysis of key 

variables (grievance handling, 

communication, collective bargaining) 

Combines key industrial 

relations variables into one 

analytical framework 



21 
 

Author(s) 

& Year 
Study Focus Key Findings 

Implications for 

Productivity 
Research Gap 

Organizational 

Context 

Focus mainly on public sector 

institutions 

Expands knowledge to 

private manufacturing 

sector dynamics 

 

2.4 Conceptual framework  

Figure 1: Conceptual Framework   
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2.5 Operationalization of Variables 

Table 2: Operationalization of Variables 

Variables Indicator Measure Scale 
Tools of 

Analysis 

 
Independent 

Variables 
   

Collective 

Bargaining 

Practices 

Existence of 

agreements, 

negotiation 

frequency, employee 

representation 

Number of agreements, 

frequency of 

negotiations, level of 

employee satisfaction 

Ratio 

Scale 

Descriptive 

Statistics, 

Regression 

Analysis 

Management–

Employee 

Relations 

Communication 

effectiveness, trust, 

employee 

engagement 

Frequency of meetings, 

employee satisfaction 

scores, engagement 

index 

Interval 

Scale 

Descriptive 

Statistics, 

Correlation 

Analysis 

Grievance 

Handling 

Systems 

Complaint 

procedures, 

resolution efficiency, 

accessibility 

Number of grievances 

reported/resolved, 

average resolution time 

Ratio 

Scale 

Descriptive 

Statistics, 

Regression 

Analysis 

Conflict 

Resolution 

Mechanisms 

Dispute resolution 

strategies, mediation 

processes, fairness 

Number of conflicts 

resolved, resolution 

time, employee 

perception of fairness 

Ratio 

Scale 

Correlation 

Analysis, 

ANOVA 

 Dependent Variable    

Employee 

Productivity 

Output level, work 

efficiency, quality of 

work 

Output per employee, 

performance ratings, 

error rates 

Ratio 

Scale 

Descriptive 

Statistics, 

Inferential 

Analysis 
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2.6 Chapter Summary 

This chapter examined research on how labor relations affect workers' productivity at 

Bidco Africa in Kenya. Important theories that highlight the importance of good employer-

employee relationships in improving workplace performance are Social Exchange Theory 

and Psychological Contract Theory. The chapter also covered empirical research on the 

impact of collective bargaining, employee-management communication, and dispute 

resolution on productivity. To illustrate the connection between independent and 

dependent variables, a conceptual framework was provided. The results highlighted the 

need for this study by showing that good industrial relations promote excellent workplace 

relations and increase productivity while also pointing out gaps in the body of knowledge 

on Kenyan manufacturing companies.  
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

3.0 Introduction 

With an emphasis on Bidco Africa, this chapter describes the study strategy and methods 

that will be applied to investigate the impact of industrial relations on employee 

productivity. It explains the target population, sampling methods, sample size calculation, 

and the chosen study design and its rationale. The chapter goes on to describe the 

procedures followed during data collecting as well as the tools and methods used, including 

the usage of structured questionnaires. It also addresses the validity and reliability of the 

research tools and gives data analysis techniques, such as descriptive and inferential 

statistics. In order to guarantee confidentiality, consent, and the integrity of the research 

process, ethical aspects noted throughout the study are also emphasized. 

3.1 Research design  

A researcher's general plan, structure, and strategy for conducting a study in order to 

achieve accurate and trustworthy responses to research questions is referred to as research 

design. It outlines a systematic approach to collecting, evaluating, and analyzing data to 

ensure that research objectives are met efficiently (Kothari, 2022; Creswell & Creswell, 

2018). A well-developed research design guarantees coherence between the research topic, 

data collecting methods, and analytic procedures, which improves the study findings' 

validity and dependability (Saunders, Lewis, & Thornhill, 2019; Kothari, 2022). 
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There are three main types of research designs: quantitative, qualitative, and mixed 

approaches. Quantitative research designs employ numerical data and statistical analysis 

to test hypotheses and investigate correlations between variables. It is highly organized and 

objective, making it appropriate for research attempting to quantify the influence of one 

variable on another (Creswell & Creswell, 2018). In contrast, qualitative research design 

focuses on understanding meanings, feelings, and perceptions using non-numerical data 

such as interviews and observations. Its flexibility and inquisitive character allow for a 

more in-depth study of social processes (Kothari, 2022). Mixed methods design combines 

quantitative and qualitative techniques, allowing for a more thorough comprehension of 

study challenges by merging numerical data with contextual explanations (Creswell & 

Creswell, 2018). 

In addition, research designs might be descriptive, correlational, experimental, or case 

study. The descriptive study design describes the features of a population or phenomena 

without changing factors. Correlational design investigates the correlations between 

variables without determining causality. Experimental design entails manipulating 

variables to identify cause-and-effect linkages. The case study approach emphasizes on an 

in-depth research of a specific organization, group, or phenomena in its real-world 

environment (Kothari, 2022; Creswell & Creswell, 2018; Saunders et al., 2019). 

This study will use a descriptive case study research approach. The descriptive technique 

is useful because it allows the researcher to explain the current state of industrial relations 

and staff productivity at Bidco Africa without changing the study setting. The case study 

method is appropriate because it allows for an in-depth research of a particular firm, 

resulting in extensive and context-specific information regarding industrial relations 
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practices and how they affect employee productivity (Kothari, 2022). Bidco Africa was 

chosen as the case study because it is a major manufacturing business with sophisticated 

industrial relations procedures, giving it a perfect setting for studying workplace dynamics 

and productivity consequences. 

The quantitative component of the descriptive design will be utilized to quantify the 

association between industrial relations practices and employee productivity through 

numerical analysis. This is acceptable since the study's goal is to determine the measurable 

impacts of industrial relations on productivity measures including production levels, 

efficiency, and performance evaluations. The use of descriptive and case study 

methodologies guarantees that the study captures both measurable impacts and contextual 

realities in Bidco Africa, resulting in more reliable and useful conclusions (Creswell & 

Creswell, 2018; Kothari, 2022). 

3.2 Target Population  

The target population is the complete set of people who have characteristics relevant to the 

study and are selected for analysis (Kothari, 2022; Creswell & Creswell, 2018). The target 

audience for this study is Bidco Africa employees in Kenya who are active in industrial 

relations procedures and have their productivity impacted by workplace systems such as 

communication, grievance management, union relations, and supervision. Bidco Africa is 

a large manufacturing company with over 2000 employees organized departments such as 

human resource management, production, operations, and supervision, all of which are 

influenced by industrial relations practices (Bidco Africa, 2025).. 

 



27 
 

Table 3: Target Population 

Category Estimated Number of Employees 

Department Managers 7 

Human Resource  3 

Operational Staff 10 

Other employees 70 

Supervisors 15 

Total 105 

3.3 Sample and sampling technique   

The study will adopt a stratified random sampling technique to select respondents from 

Bidco Africa employees. This technique is appropriate because the population is divided 

into distinct categories (strata) based on job roles, and each category is expected to have 

different experiences with industrial relations practices. Stratified sampling ensures that all 

groups are fairly represented in the study, thereby reducing bias and improving the 

reliability of the findings. The sample size of 80 respondents will be drawn from the total 

population using proportionate stratification, where each category is allocated a sample 

based on its share of the total population (Kothari, 2022; Creswell & Creswell, 2018). 

The sample size for each category will be determined using the proportionate sampling 

formula: 

 

                                   Ni    
                                        N 

  

ni=        X   n 
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Where: 

 ( ni ) = sample size for each stratum 

 ( Ni ) = population of each stratum 

 ( N ) = total population 

 ( n ) = total sample size 

After proportionate allocation, respondents will be selected within each stratum using 

simple random sampling to ensure every individual has an equal chance of participation. 

This procedure ensures representativeness and allows the study to capture diverse 

perspectives from managers, HR personnel, supervisors, operational staff, and other 

employees regarding the effect of industrial relations on employee productivity at Bidco 

Africa (Kothari, 2022; Saunders, Lewis & Thornhill, 2019). 

Table 4: Sample Distribution 

Category Estimated Number of Employees 

Department Managers 5 

Human Resource  3 

Operational Staff 7 

Other employees 55 

Supervisors 10 

Total 80 
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3.4 Instruments   

The major research instrument for this study will be structured questionnaires. 

Questionnaires are ideal because they enable researchers to collect standardized 

information from a large number of respondents in a short amount of time. They are also 

inexpensive and anonymous, encouraging respondents to offer honest and accurate 

feedback on industrial relations and staff productivity at Bidco Africa (Kothari, 2022; 

Creswell & Creswell, 2018). The surveys will include both closed-ended questions (to 

collect quantitative data for statistical analysis) and a few Likert-scale items to assess 

respondents' attitudes of industrial relations practices and their impact on productivity. 

The surveys will be distributed to department managers, human resource officials, 

supervisors, operational staff, and other employees chosen from the sample. The surveys 

will be distributed and collected via a drop-and-pick technique, with respondents given 

enough time to complete them. This strategy provides a greater response rate while 

reducing non-response bias. Before complete administration, the questionnaire will be pre-

tested to verify that the questions are clear, valid, and reliable. This instrument is 

appropriate for the study because it allows for systematic collection of similar data across 

different staff categories at Bidco Africa (Saunders, Lewis, & Thornhill, 2019; Kothari, 

2022). 

3.5 Pilot Study  

Prior to the main data collection, a pilot study will be conducted to test the questionnaires 

on a small group of respondents who are similar to the study population but are not part of 

the final sample. This will assist the researcher in identifying ambiguous questions, 

estimating the time necessary to complete the questionnaire, and ensuring that the 
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instrument efficiently collects important data on industrial relations and staff productivity 

at Bidco Africa (Kothari, 2022; Creswell and Creswell, 2018). 

3.5.1 Validity 

Validity relates to how well the research instrument measures what it is designed to 

measure. In this study, validity ensures that the questionnaire reliably captures information 

on industrial relations procedures and employee productivity. Content validity will be 

ensured by reviewing the questionnaire with research supervisors and experts in human 

resource management and industrial relations to ensure that all relevant areas are 

adequately covered and the questions are clear and relevant to the study objectives 

(Kothari, 2022; Saunders, Lewis, & Thornhill, 2019). 

3.5.2 Reliability Test 

Reliability is the constancy and stability of a research instrument across time. It analyses 

whether the questionnaire's answers would be consistent if conducted repeatedly under 

comparable settings. In this study, reliability will be investigated by a pilot study and 

statistical techniques such as Cronbach's alpha to analyze the internal consistency of 

questionnaire questions. A reliability value of 0.7 or above is regarded acceptable, 

suggesting that the instrument is valid for the primary research (Creswell & Creswell, 

2018; Kothari, 2022). 

3.6 Data collection procedure  

The study will collect primary data using structured questionnaires distributed to Bidco 

Africa workers, including managers, human resource people, supervisors, operational staff, 

and other employees chosen for the sample. Before beginning data collecting, the 



31 
 

researcher will get an introduction letter and research authorization from the relevant 

university, as well as approval from Bidco Africa management. This assures both ethical 

compliance and official access to responses. 

The surveys will be supplied via a drop-and-pick technique, giving respondents time to 

complete them before the researcher retrieves them later. This method allows respondents 

to answer questions when it is convenient for them, enhancing response accuracy and 

completion. The researcher will also give clear instructions and follow up to achieve a high 

response rate. Following collecting, questionnaires will be reviewed for completeness, 

categorized, and ready for analysis (Kothari, 2022; Creswell & Creswell, 2018). 

3.7 Data Analysis and Presentation  

Prior to analysis, the obtained data will be edited, coded, and cleaned to guarantee 

completeness, correctness, and consistency. The questionnaire replies will then be put into 

statistical software, such as SPSS, for efficient processing. Coding will include giving 

numerical values to category replies in order to allow for quantitative study of Bidco 

Africa's industrial relations procedures and staff productivity. This stage ensures that the 

data is properly organized and ready for descriptive and inferential analysis. 

The research will use descriptive statistics to summarize and illustrate the data's properties. 

Measures such as frequencies, percentages, means, and standard deviations will be used to 

describe respondents' attitudes toward industrial relations procedures such as 

communication, grievance management, and employee engagement, as well as staff 

productivity. This will aid in providing a clear and simplified view of the distribution of 

replies and detecting broad trends in the data obtained from Bidco Africa workers. 
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In addition, inferential statistics will be employed to investigate the link between industrial 

relations and employee productivity. Correlation analysis will be used to evaluate the 

strength and direction of the link between the variables, whilst regression analysis will be 

used to examine how industrial relations procedures affect employee productivity. The 

analyzed data will be presented in the form of tables, graphs, and charts to improve clarity, 

interpretation, and comparison of findings, making it simpler to make relevant study 

conclusions (Kothari, 2022; Creswell & Creswell, 2018). 

3.8 Ethical Considerations  

The study will follow ethical guidelines to guarantee that all participants' rights, dignity, 

and safety are safeguarded throughout the research process. Before data collection 

commences, approval will be requested from the applicable institutional authorities, 

followed by consent from Bidco Africa management. The researcher will ensure that 

participation is carried out in a polite and professional way in accordance with 

acknowledged research ethical standards. 

3.8.1 Informed Consent 

All respondents will be fully informed about the study's goal, the nature of their 

involvement, and how the information will be utilized. Before they may be included in the 

study, they must freely agree to participate by completing a permission form or providing 

verbal agreement. 

3.8.2 Voluntary Participation 

Participation in the study will be completely optional. Respondents will not be pushed or 

pressured into participating, and they will be allowed to withdraw from the research at any 

moment without penalty or negative repercussions. 
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3.8.3 Confidentiality 

All information submitted by responders will be kept strictly secret. Data gathered will be 

used purely for academic reasons and will not be shared with any other parties. To avoid 

identifying individual replies, the results will be provided aggregately. 

3.8.4 Privacy 

The researcher will guarantee that respondents' privacy is protected during data collecting. 

Questionnaires will be filled out in a private location, and no personal or sensitive 

information will be shared without consent. 

3.8.5 Anonymity 

To maintain anonymity, respondents will not be requested to submit personal identifiers 

such as names or employee numbers. Instead, codes will be employed to represent replies, 

guaranteeing that individual identities cannot be derived from study data.  

 3.9 Chapter Summary  

This chapter describes the research methods for examining how employee productivity is 

affected by labour relations. It describes the sample size, the target demographic, and how 

stratified random sampling is used to ensure fair representation. The chapter discusses the 

pilot study for evaluating the reliability and validity of research instruments and goes into 

detail about the use of questionnaires for data collecting, making sure that distribution and 

completion follow ethical guidelines. It also discusses data analysis and presentation 

techniques, emphasizing descriptive and inferential statistics as well as the methodical 

presentation of results using tables, charts, and graphs. 
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CHAPTER FOUR 

RESEARCH FINDINGS AND DISCUSSION 

4.0 Introduction 

This chapter analyses, summarizes, and interprets data collected on the impact of industrial 

relations on staff productivity at Bidco Africa. The chapter presents the findings in 

connection to the study objectives and research questions, utilizing tables, percentages, and 

descriptive explanations to demonstrate how industrial relations policies affect employee 

productivity inside the firm. 

4.1 Presentation of Research Findings 

This section shows the outcomes of a research conducted at Bidco Africa on the impact of 

industrial relations on employee productivity. The information gathered from employees 

and management was analyzed and presented using tables and descriptive explanations. 

The findings are reviewed in accordance with the research goals, with an emphasis on how 

collective bargaining, communication, employee involvement, and dispute resolution 

affect employee productivity inside the business. 

4.1.1 Response Rate 

105 questionnaires were issued to chosen respondents. 80 questionnaires were correctly 

filled out and returned, yielding a 76% response rate. The high response rate demonstrated 

that Bidco Africa's employees and management team worked well together. This reduced 

occurrences of non-response bias while increasing the reliability and validity of the 

findings. The response rate also revealed that respondents were well-informed about the 
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organization's industrial relations policies and eager to submit important information for 

the study. 

4.1.2 Background Information of Respondents 

Table 5: Gender of Respondents 

Gender Frequency Percentage 

Male 46 57% 

Female 34 43% 

Total 80 100% 

Figure 2: Gender of Respondents 

 

Figure 2 displays the gender distribution of responses. Male respondents were the majority 

57%, with female respondents accounting for 43%. This suggests that both genders were 

appropriately represented in the research, with men somewhat more dominant. The 

57%

43%

Gender of Respondents

Male

Female
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balanced representation meant that the study collected a variety of perspectives on 

industrial relations and employee productivity inside the business. 

Table 6: Age Distribution of Respondents 

Age Bracket Frequency Percentage 

18–25 years 18 22.5% 

26–35 years 30 37.5% 

36–45 years 22 27.5% 

46 years and above 10 12.5% 

Total 80 100% 

Table 6 shows the age distribution of the respondents. The bulk of responses 37.5% were 

between the ages of 26 and 35, with those aged 36 to 45 accounting for 27.5%. Respondents 

aged 18-25 years accounted for 22.5%, with those aged 46 and over accounting for 12.5%. 

The data show that the majority of Bidco Africa employees are of productive and 

economically active age, which may have a favorable impact on organizational 

productivity and industrial relations. 

Table 7: Level of Education of Respondents 

Education Level Frequency Percentage 

Secondary 31 38.8% 

Diploma 22 27.5% 

Degree 20 25.0% 

Postgraduate 7 8.7% 

Total 80 100% 
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Table 7 displays the educational backgrounds of the respondents. The bulk of responders 

(38.8%) had secondary credentials, with diploma holders accounting for 27.5%. degree 

holders respondents accounted for 25%, while postgraduate respondents made for 8.7%. 

This means that the majority of employees have acceptable educational credentials, which 

might lead to a better knowledge and application of industrial relations policies inside the 

firm. 

Table 8: Years of Service 

Years of Service Frequency Percentage 

Less than 1 year 12 15.0% 

1–3 years 28 35.0% 

4–6 years 22 27.5% 

Above 6 years 18 22.5% 

Total 80 100% 

Table 8 shows the years of service of respondents at Bidco Africa. The bulk of responders 

35% had been with the organization for 1-3 years, with 27.5% serving for 4-6 years. 

Employees with more than six years of service accounted for 22.5%, with 15% having 

worked for less than a year. This shows that the majority of respondents had relevant job 

experience and an awareness of the organization's industrial relations policies. 

  



38 
 

4.1.3 Descriptive Analysis of Industrial Relations and Employee Productivity 

4.1.3.1 Collective Bargaining 

Table 9: Collective Bargaining and Employee Productivity 

Statement Mean SD 

Collective bargaining improves employee welfare 4.12 0.82 

Collective agreements enhance job satisfaction 4.05 0.79 

Employees feel motivated through negotiated benefits 3.98 0.88 

Collective bargaining reduces workplace disputes 3.90 0.91 

Collective bargaining improves productivity 4.08 0.80 

Table 9 displays respondents' opinions of the impact of collective bargaining on employee 

productivity. The data show a good reaction, with all mean scores over 3.90. The statement 

"Collective bargaining improves employee welfare" had the highest mean score of 4.12, 

suggesting widespread agreement among respondents. Respondents also believed that 

collective bargaining leads to higher work satisfaction and productivity  

4.1.3.2 Employee Communication 

Table 10: Employee Communication and Productivity 

Statement Mean SD 

Effective communication improves teamwork 4.20 0.76 

Employees receive timely information 3.95 0.89 

Communication enhances employee morale 4.02 0.81 

Good communication reduces conflicts 4.10 0.78 

Communication improves employee productivity 4.15 0.75 
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Table 10 shows the data on staff communication and productivity. Respondents strongly 

agreed that good communication increases cooperation and production, with average 

ratings of 4.20 and 4.15, respectively. The findings suggest that communication minimizes 

workplace problems and boosts employee morale. This illustrates how open and 

transparent communication channels improve employee performance and organizational 

productivity. The findings reflect prior research that found communication to be an 

important component of efficient workplace relations. 

4.1.3.3 Employee Participation 

Table 11: Employee Participation and Productivity 

Statement Mean SD 

Employees are involved in decision making 3.88 0.92 

Participation increases employee commitment 4.05 0.84 

Employee suggestions are valued by management 3.90 0.89 

Participation improves industrial harmony 4.00 0.82 

Employee participation enhances productivity 4.08 0.80 

Table 11 shows respondents' perspectives on employee engagement in organizational 

activities. The findings show that employee engagement has a favorable impact on 

dedication, industrial harmony, and production. The highest mean score of 4.08 shows that 

respondents firmly feel that employee engagement increases productivity. These findings 

imply that including employees in organizational choices boosts their sense of ownership 

and motivation, resulting in higher performance. The findings support the participatory 

management theories described in the literature review. 
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4.1.3.4 Conflict Resolution Mechanisms 

Table 12: Conflict Resolution and Employee Productivity 

Statement Mean SD 

Conflict resolution improves employee relations 4.15 0.78 

Workplace conflicts are resolved fairly 3.92 0.86 

Effective conflict resolution reduces absenteeism 3.85 0.90 

Conflict resolution enhances teamwork 4.00 0.83 

Conflict resolution improves productivity 4.10 0.79 

Table 12 shows respondents' perspectives on dispute resolution procedures inside the 

company. The results show that successful dispute resolution increases employee relations, 

teamwork, and production. The highest mean score of 4.15 indicates that respondents 

strongly feel conflict resolution improves employee relations. These findings suggest that 

organizations with efficient conflict resolution procedures are more likely to see increased 

employee productivity and industrial harmony. 

4.1.4 Regression Analysis 

4.1.4.1 Model Summary 

Table 13: Model Summary 

Model R R² Adjusted R² Std. Error 

1 0.792 0.627 0.611 0.395 

Table 13 summarizes the regression model results for the association between industrial 

relations and employee productivity. The R value of 0.792 suggests a significant positive 

association between the independent factors and employee productivity. Collective 

bargaining, communication, involvement, and conflict resolution procedures account for 
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62.7% of the variation in employee productivity (R²=0.627). This demonstrates that 

industrial relations policies have a major impact on staff productivity at Bidco Africa. 

4.1.4.2 ANOVA 

Table 14: ANOVA Summary 

Source SS df MS F Sig. 

Regression 54.21 4 13.55 34.62 0.000 

Residual 31.78 95 0.33   

Total 85.99 99    

Table 14 demonstrates that the regression model was statistically significant, with a 

significance level of 0.000 (less than 0.05). The F-statistic of 34.62 demonstrates that 

industrial relations practices have a considerable effect on employee productivity. As a 

result, the model was effective in predicting the connection between the variables. 

4.1.4.3 Regression Coefficients 

Table 15: Regression Coefficients 

Variable B Std. Error Beta t Sig. 

Constant 0.601 0.251 — 2.39 0.019 

Collective Bargaining (X1) 0.290 0.071 0.312 4.08 0.000 

Employee Communication (X2) 0.275 0.074 0.288 3.72 0.001 

Employee Participation (X3) 0.248 0.078 0.260 3.18 0.002 

Conflict Resolution (X4) 0.265 0.076 0.276 3.49 0.001 
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The regression results in Table 15 show that all independent variables have a substantial 

impact on staff productivity at Bidco Africa. Collective bargaining had the greatest impact 

(Beta = 0.312), followed by employee communication, dispute resolution, and 

involvement. The significance values for all variables were less than 0.05, indicating that 

industrial relations procedures have a positive and substantial impact on employee 

productivity.  

4.1.5 Findings 

The study found that industrial relations procedures had a substantial impact on staff 

productivity at Bidco Africa. Collective bargaining appeared as the most impactful 

element, especially in terms of employee welfare, motivation, and work satisfaction. 

Effective communication was also shown to improve teamwork, morale, and 

organizational efficiency. Employee involvement in decision-making enhanced 

commitment and productivity, while conflict resolution procedures encouraged industrial 

harmony and reduced workplace friction.  

4.2 Limitations of the study 

Despite the useful findings, the study found a few limitations that should be acknowledged:  

i. Limited Access to Information: Some employees were unwilling to submit specific 

information on industrial relations procedures for fear of being victimized or breaching 

organizational secrecy. This might have influenced the openness and accuracy of certain 

replies. 

ii. Geographical Scope: Because the study was confined to Bidco Africa, the findings may 

not be representative of other Kenyan organizations with diverse organizational cultures, 

management styles, and industrial relations systems. 
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iii. Sample Size Constraints: Although the study included 100 respondents, the number 

may not have adequately covered the perspectives and experiences of all employees inside 

the business, limiting the generalizability of the results.  

iv. Time Constraints: The study was performed over a short period of time, limiting the 

researcher's capacity to collect more detailed data and engage in long follow-up talks with 

respondents about industrial relations and employee productivity. 

4.3 Chapter summary 

This chapter examined, interpreted, and discussed the findings on the impact of industrial 

relations on staff productivity at Bidco Africa. The findings demonstrated that collective 

bargaining, effective communication, employee involvement, and dispute resolution 

procedures all had a favorable impact on employee productivity inside the firm. The 

chapter also established, using descriptive and regression analysis, that good industrial 

relations techniques boost employee morale, collaboration, commitment, and overall 

organizational performance. The findings were presented using tables and explanations 

that were consistent with the study aims and supported by relevant literature. 
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CHAPTER FIVE 

SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 

5.0 Introduction  

This chapter summarizes the key findings from Bidco Africa's study on the impact of 

industrial relations on employee productivity. It also examines the results' conclusions in 

regard to the research objectives, as well as recommendations for improving industrial 

relations processes and increasing staff productivity within the firm. Furthermore, the 

chapter suggests additional study on industrial relations and employee performance in 

Kenya. 

5.1 Summary of Findings 

105 questionnaires were delivered to responders at Bidco Africa. Eighty questionnaires 

were successfully completed and returned, yielding a 76% response rate. This revealed a 

high level of engagement and collaboration among employees and management, which 

improved the reliability and validity of the research findings. According to the background 

data, male respondents made up 57% of the total, while female respondents made up 43%, 

indicating that the research had a fair gender distribution. The majority of responders (65%) 

were between the ages of 26 and 45, indicating that the organization's staff is economically 

engaged.  

5.1.1 Collective Bargaining 

The findings on collective bargaining showed that respondents overwhelmingly agreed that 

collective negotiation improves employee productivity at Bidco Africa. The study found 
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that collective bargaining promotes employee welfare, job satisfaction, and motivation by 

providing negotiated benefits and equitable working circumstances. Respondents also 

believed that collective bargaining minimizes workplace disagreements and improves 

industrial harmony, which leads to better employee performance. The overall findings 

showed that efficient collective bargaining processes improve the connection between 

employees and management, resulting in increased productivity inside the firm. 

5.1.2 Employee Communication 

The study's findings indicated that good communication plays an important role in 

increasing staff productivity. Respondents overwhelmingly agreed that effective 

communication boosts cooperation, staff morale, and organizational efficiency. The data 

also demonstrated that timely communication lowers misconceptions and workplace 

disputes, creating a good work environment. Employees that received clear and open 

information were shown to be more motivated and devoted to the organization's aims. 

Overall, the study found that efficient communication is an important component of 

successful industrial relations and favorably impacts employee productivity. 

5.1.3 Employee Participation 

The studies on employee involvement revealed that incorporating workers in decision-

making processes increases organizational productivity. Respondents agreed that 

employee engagement strengthens commitment, improves industrial harmony, and boosts 

staff morale. The study also found that when management takes into account employees' 

thoughts and suggestions, they feel appreciated, which leads to higher motivation and 

performance. Overall, the findings revealed that participatory management approaches 

improve staff productivity at Bidco Africa. 
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5.1.4 Conflict Resolution Mechanisms 

The study found that efficient dispute resolution processes boost employee productivity. 

Respondents believed that fair and prompt settlement of workplace issues benefits 

employee relations, teamwork, and organizational harmony. The studies also revealed that 

effective dispute resolution decreases absenteeism, increases employee collaboration, and 

fosters a positive working atmosphere. Overall, the study concluded that organizations with 

efficient conflict resolution procedures are more likely to have higher staff morale and 

productivity. 

5.1.5 Employee Productivity 

The study found that favorable industrial relations practices had a substantial impact on 

staff productivity at Bidco Africa. Employees that work in an atmosphere that values good 

communication, employee involvement, collective bargaining, and proper dispute 

resolution have been shown to be more motivated, dedicated, and productive. The 

regression analysis further confirmed that all the independent variables had a significant 

positive effect on employee productivity. The findings revealed that sustaining strong 

industrial relations is critical for boosting organizational performance and attaining long-

term productivity gains. 

5.2 Recommendations 

This section makes recommendations based on the findings of Bidco Africa's research into 

the impact of industrial relations on employee productivity. The recommendations are 

divided into four categories: policy implications, practice and training, education, and 

research. They aim to improve workplace relations, increase staff productivity, and 

promote successful implementation and monitoring techniques. 
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5.2.1 Implications for Policy 

Bidco Africa's management should implement and strengthen policies that encourage fair 

labour relations, employee welfare, and effective communication. Specific actions should 

include a frequent evaluation of collective bargaining agreements, the implementation of 

employee feedback systems, and the creation of open grievance procedures. The Human 

Resources Department, senior management, and union representatives should be in charge 

of implementing the plan within 6 to 12 months. Employee satisfaction surveys, policy 

review reports, decreased workplace conflicts, and quarterly productivity evaluations 

should all be used to monitor and evaluate performance. 

5.2.2 Implications for Practice and Training 

Employees should be trained on communication skills, teamwork, dispute resolution, and 

decision-making on a regular basis. Workshops, seminars, mentoring programs, and team-

building events should be scheduled periodically. The Human Resources Department, 

departmental supervisors, and industrial relations officers should be in charge of 

implementing these initiatives. Monitoring and evaluation should include training 

attendance records, employee feedback forms, performance reviews, and a study of 

workplace conflict and productivity trends. 

5.2.3 Implications for Education 

Universities, colleges, and professional training institutions should improve courses in 

industrial relations, labour regulations, dispute resolution, and human resource 

management. Curriculum evaluations, practical case studies, industrial attachments, and 

guest lectures from industry experts are all examples of appropriate activities. Educational 

institutions, curriculum creators, and professional organizations should consistently adopt 
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these guidelines throughout time. Monitoring and assessment can be accomplished through 

student performance, graduate employability, internship evaluations, and employer input 

on job readiness. 

5.2.4 Implications for Research 

Future researchers should undertake similar studies in Kenyan organizations and industries 

to compare results and gain a better grasp of industrial relations and employee productivity. 

Researchers should also look into other characteristics including leadership style, 

organizational culture, and employee motivation. Universities, research institutes, and 

academics should conduct these investigations within the next two to five years. 

Monitoring and evaluation should include the dissemination of research findings, peer 

reviews, conference presentations, and the implementation of suggestions in organizational 

processes. 

5.3 Conclusion 

The study found that Bidco Africa's industrial relations policies had a considerable 

beneficial influence on staff productivity. The study met its objectives by demonstrating 

that collective bargaining, effective communication, employee engagement, and dispute 

resolution methods all contribute significantly to increased employee morale, commitment, 

collaboration, and overall organizational success. The results of both descriptive and 

regression analysis indicated that harmonious industrial relations foster a positive working 

environment that improves employee productivity. The study suggests that organizations 

that encourage fair labour standards, open communication, and employee participation are 

more likely to achieve long-term productivity and increased organizational success. 
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APPENDICES 

APPENDIX I: LETTER OF INTRODUCTION 

Dear respondent  

I am Benard Paswa, a student at The Management University of Africa, with Admission 

Number ODLBML/34/02161/3/24. As required, my study focuses on the effect of 

industrial relations on employee productivity in Kenya in Bidco. Given this context, your 

participation in completing the attached questionnaire is much appreciated. The 

information you submit will only be utilized for this research. I'm grateful in advance.  

Regards  

Benard Paswa 

ODLBML/34/02161/3/24 

The Management University of Africa 
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APPENDIX II: QUESTIONNAIRE ON THE EFFECT OF INDUSTRIAL   

                       RELATIONS ON EMPLOYEE PRODUCTIVITY IN KENYA IN  

                                 BIDCO. 

 

SECTION A: BACKGROUND INFORMATION 

1. What is your gender? 

a) Male [ ] 

b) Female [ ] 

2. What is your age bracket? 

a) 18–25 [ ] 

b) 26–35 [ ] 

c) 36–45 [ ] 

d) 46 and above [ ] 

3. What is your highest level of education? 

a) Secondary [ ] 

b) Diploma [ ] 

c) Degree [ ] 

d) Postgraduate [ ] 

4. How long have you worked in this organization? 

a) Less than 1 year [ ] 

b) 1–3 years [ ] 

c) 4–6 years [ ] 

d) Over 6 years [ ] 

5. What is your current position? 

a) Management [ ] 

b) Supervisory [ ] 

c) Operational staff [ ] 

d) Other (specify) ____________ 
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SECTION B: COLLECTIVE BARGAINING PRACTICES 

Please rate your level of agreement with the following statements using a scale of 1 to 5: 

(1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) 

Statement 1 2 3 4 5 

Collective bargaining agreements are regularly 

implemented in this organization. 

     

Employees are adequately represented during 

negotiations. 

     

Collective bargaining improves employee welfare. 
     

Negotiations between management and employees are 

fair. 

     

Collective bargaining enhances employee motivation. 
     

 

SECTION C: MANAGEMENT–EMPLOYEE RELATIONS 

Please rate your level of agreement with the following statements using a scale of 1 to 5: 

Statement 1 2 3 4 5 

There is effective communication between management 

and employees. 

     

Management values employee opinions and feedback. 
     

There is mutual trust between management and 

employees. 

     

Employees are involved in decision-making processes. 
     

Good relations between management and employees 

improve performance. 
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SECTION D: GRIEVANCE HANDLING SYSTEMS 

Please rate your level of agreement with the following statements using a scale of 1 to 5: 

Statement 1 2 3 4 5 

The organization has clear procedures for handling 

grievances. 

     

Employee complaints are addressed promptly. 
     

The grievance handling process is fair and 

transparent. 

     

Employees are satisfied with how grievances are 

resolved. 

     

Effective grievance handling improves employee 

morale. 

     

 

SECTION E: CONFLICT RESOLUTION MECHANISMS 

Please rate your level of agreement with the following statements using a scale of 1 to 5: 

Statement 1 2 3 4 5 

Conflicts in the organization are resolved quickly. 
     

The organization uses fair methods to resolve 

disputes. 

     

Mediation and dialogue are encouraged in resolving 

conflicts. 

     

Conflict resolution mechanisms promote harmony 

at the workplace. 

     

Effective conflict resolution improves employee 

performance. 
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SECTION F: EMPLOYEE PRODUCTIVITY 

Please rate your level of agreement with the following statements using a scale of 1 to 5: 

Statement 1 2 3 4 5 

I consistently meet my work targets. 
     

My efficiency at work has improved over time. 
     

I produce high-quality work. 
     

Industrial relations practices influence my 

productivity. 

     

Good working conditions motivate me to perform 

better. 
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