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MANUFACTURING INDUSTRY

Abstract

The organization’s trade union greatly increases worker productivity by fostering a
healthy work environment, resolving employee complaints, and encouraging employ-
ee involvement. To ascertain how union practices (collective bargaining, democratic
principles, and job security) affect worker performance in Nepal’s cement manufac-
turing sector, this study investigates their impact on employee productivity. A causal
and descriptive research strategy was employed. Survey participants were the employ-
ees working in the selected cement manufacturing companies of Nepal. The primary
cross-sectional data were collected from October 2024 to February 2025. The paper
used purposive sampling techniques; a total of 476 structured questionnaires were
distributed, and 247 were retrieved. This paper also employed descriptive statistics
and correlation and regression analyses. Similarly, Cronbach’s alpha was used to de-
termine the internal consistency. The study’s findings indicated a substantial positive
and significant impact of collective bargaining on employee performance (p = 0.691,
t = 18.08). A robust, positive, and statistically significant impact of democratic prin-
ciples on employee performance was identified ( = 0.60, t = 16.76). The results indi-
cated a robust positive and statistically significant impact of job security on employee
performance (§ = 0.85, t = 18.54).

Keywords collective bargaining, democratic value, employee
performance, job security, trade union
JEL Classification J50,]51,]53, L11

INTRODUCTION

Businesses in most developing countries are struggling to stay afloat
in today’s cutthroat global competitive economy. The existence of a
business is based on its productivity and high performance. The way
trade unions and their benefits contribute to better industrial perfor-
mance is through the development of collaborative union practices.
Interestingly, in an industrial setting, the union plays a crucial role
in fostering fundamental, long-term plans to improve performance
by establishing connections between staff and management experts.
Because efficient performance and productivity are the backbone of
any thriving industrial sector, the cement industry places special em-
phasis on these two metrics. Therefore, a union’s presence in an or-
ganization acts as a link in industrial relations, fostering growth and
benefiting employees by providing collaborative support to the indus-
try. Equally important in laying the groundwork for employee per-
formance are the core union functions of democratic principles, job
security, and collective bargaining. Collective bargaining serves as
a crucial instrument for safeguarding employee welfare, thereby en-
hancing employee performance. Likewise, democratic values foster an
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employee’s participatory role in decision-making, correlating with improved performance. Moreover,
job security, as a crucial role of the union, safeguards employees’ positions in sectors that enhance em-

ployee performance (Stevens & Mosco, 2010).

In addition, trade unions represent employees as a crucial sector, primarily advocating for their welfare
and supporting labor relations within industry (Armstrong & Taylor, 2023). The union affects produc-
tivity in the industry in several ways, resulting in either positive or negative outcomes (Deery & Iverson,
2005). Thus, constructive collective bargaining, democratic principles, and job security, along with ef-
fective negotiation, empower trade unions to improve organizational efficiency by elevating employee
performance. Subsequently, the conflicting findings illuminated the importance of unions in enhancing

employee performance (Amah & Ahiauzu, 2013).

1. LITERATURE REVIEW
AND HYPOTHESES

The social aspects of work are emphasized by the
human relations theory of unions, which also
highlights the importance of employee demands
and expectations for emotional health, motiva-
tion, and recognition. Trade unions give employ-
ees a platform to voice their complaints, which
boosts their sense of security and raises their level
of job satisfaction. As a result, unions are crucial
for promoting clear communication, enhancing
teamwork, and preserving a good rapport be-
tween employees and management. According to
this theory, the industrial union raises employee
satisfaction and motivation by meeting their ex-
pectations and enhancing the workplace, which
eventually improves overall organizational per-
formance (Mayo, 1933). The collective bargain-
ing theory, often known as the economic theory
of trade unions, places a strong emphasis on the
roles and responsibilities of unions in their efforts
to improve working conditions and salaries in in-
dustries. In the end, this concept seeks to improve
workers” economic circumstances by encourag-
ing and facilitating group efforts to reach better
agreements. Therefore, the union’s job is to bal-
ance management’s and employees’ interests to
promote talks that benefit both parties (Freeman
& Medoff, 1985).

The practice of representing workers’ interests in
negotiations with their employers about matters
like pay, working conditions, and other employ-
ment-related matters is known as collective bar-
gaining (Freeman & Medoft, 1985). The process
of collective bargaining involves management
and employees, frequently through a trade union,
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reaching a consensus on pay, working conditions,
and other matters in an effort to settle any poten-
tial labor conflicts. Consequently, the role of the
trade union is to mediate negotiations in a way that
benefits the workers (Hyman, 1975). Empirical
evidence suggests that collective bargaining has
a positive effect on employee accomplishment in
a number of ways, including better compensa-
tion and a number of gains made through col-
lective bargaining that ultimately foster employ-
ee stimulation and productivity. Employees in
unionized workplaces report higher levels of job
satisfaction and dedication, along with apprecia-
tive salaries. The improvement of working condi-
tions through the reduction or elimination of con-
flicts and grievances is the second advantage of
collective bargaining (Addison & Belfield, 2004).
Similarly, Heywood and Jiriahn (2009) discovered
that performance-based remuneration enhances
motivation and productivity by creating a causal
link between collective bargaining and employee
performance.

Batt et al. (2002) showed that unionized workplac-
es engaged in collective bargaining exhibited re-
duced turnover rates, elevated job satisfaction and
security, and enhanced overall performance. Thus,
empirical studies demonstrate that when unions
engage in systematic collective bargaining as their
principal activity, it improves employee perfor-
mance and positively impacts the sector. This pri-
mary evidence corresponds to the study’s estab-
lished purpose, forming its foundational basis.

Next, the labor union reflects the crucial envi-
ronment inside industries via democratic values
by promoting democracy and participation, im-
proving economic possibilities, advocating for
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justice, and balancing industrial power. As a re-
sult, the existence of unions assures that work-
ers may voice their ideas during the formation
of organizational choices, in line with the con-
cept of representation (Freeman & Medoff, 1985).
Consequently, democratic principles within the
industrial sector stimulate participation and
engagement by mandating the mobilization of
members to participate in elections and push for
an employee-compatible system with the neces-
sary number of votes (Leighley & Nagler, 2007).
Consequently, reducing income disparities
within an organization may be accomplished
through compensation standards and a variety
of benefits (Mishel et al., 2012). Providing a psy-
chologically secure environment for the presen-
tation of new ideas, organizational unions stim-
ulate innovation by allowing workers to partici-
pate in decision-making, which eventually leads
to improved job performance (Batt et al., 2002).
Consequently, the pattern of democratic prin-
ciples promotes work quality through peer ob-
servation and skill sharing, which further con-
tributes to employee retention and performance
improvements (Kruse et al., 2010).

Furthermore, the democratic value inherent
in unions enhances employee performance
through various procedures, demonstrating
that industrial unions facilitate employee par-
ticipation in decision-making and boost work
performance (Boxall & Macky, 2014). The dem-
ocratic principles of unionization within an or-
ganization lead to reduced employee absentee-
ism, which in turn fosters the development of
organizational citizenship behaviors and, ulti-
mately, enhances employee performance (Budd
& Lamare, 2021). Consequently, the existence of
democratic principles in union activities is as-
sociated with greater employee performance in-
side the company (Huang, 1997). The evidence
presented here demonstrates that any sector
that is interested in achieving optimal results
through the performance of its employees must
place a high priority on the constructive role that
unions play and the cultivation of democrat-
ic values. These are the factors that ultimately
lead to increased employee productivity and the
achievement of the desired outcomes in indus-
trial practices. Consequently, these data provide
a strong basis for the current research, revealing
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the linkages between democratic principles and
employee performance, highlighting the useful
role unions play in the industrial sector.

In addition, the term “job security” refers to the
stability and continuity of an individual’s cur-
rent employment, which is defined by formal
procedures that remove the potential of termi-
nation and offer employment stability for people
in a variety of sectors (Doeringer & Piore, 2020).
The employment component is further demon-
strated by the quality that significantly impacts
employee behavior, ultimately enhancing pro-
ductivity by reducing stress and promoting or-
ganizational commitment (Sverke et al., 2002).
Furthermore, job security functions as a formal
mechanism to protect employees’ employment
via permanent contracts and the establishment
of seniority systems, successfully aligning with
union strategies to minimize employee turnover
(OECD, 2019). Employees who perceive job se-
curity exhibit enhanced performance inside the
organization, with union members displaying
more commitment and engagement in their re-
sponsibilities. Thus, employment security bol-
sters stability and cultivates dedication to corpo-
rate goals via enhanced performance (De Witte,
2005). Likewise, job security among employees
in the firm considerably boosts their contribu-
tions to profitability and success, demonstrating
heightened levels of performance (Sverke et al.,
2002). Furthermore, those who are facing less
employment uncertainty are connected with
excellent performance, which in turn might al-
leviate stress and anxiety related to their jobs
(Matz et al., 2012). Consequently, there is a cor-
relation between job security within an orga-
nization and improved employee performance.
This is because job security helps to alleviate
uncertainty, which in turn enables workers to
achieve higher levels of motivation and commit
to greater performance (Farroukh, 2022). When
employees are confident in their jobs, they not
only improve their performance but also exhib-
it their dedication to the general success of the
firm (Ashford et al., 1989). Consequently, it is
clear that the level of job security that employ-
ees have within their respective industries is a
significant factor in determining their level of
performance. Labor unions in the industrial
sector need to promote optimum employee per-
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formance in order to boost productivity. The
literature review provides a strong platform
for additional investigation that is in line with
the aims of this study. The literature review
reveals that job security, which is a major role
of trade unions, is associated with employee
performance.

Additionally, employee performance reflects how
efficiently and effectively an individual completes
their assigned duties and responsibilities to help
the company achieve its goals. This is done in or-
der to meet the objectives that have been set by the
company. It is evaluated based on several stan-
dards and criteria, including job completion, work
quality, and the discovery of solutions to existing
problems. The objective of this evaluation is to
demonstrate that the strength of workers is in line
with the standard of the organization (Campbell
& Wilmot, 1990). Additionally, the condition in
which individuals appropriately match job ex-
pectations, carry out their activities, and devote
themselves to achieving the organization’s mis-
sion is referred to as employee performance (De
White, 2005). In a similar vein, activities conduct-
ed by staff within an organization that align with
the business’s strategic objectives are referred to
as individual employee performance. The work-
ers’ capability to carry out activities linked to their
employment and their ability to contribute to the
advancement of the organization’s strategy are
components that fall under this category (Spector,
2008). Moreover, as the core activities of unions in
the industrial sector, collective bargaining, demo-
cratic ideals, and job security are the key factors
that determine employee performance. Collective
bargaining is responsible for determining employ-
ee performance. As a consequence, these aspects
are crucial and must be prioritized to improve the
overall productivity of the business through the
participation of workers and the groups they be-
long to.

This paper aims to provide a comprehensive
analysis of the role that unions play in improv-
ing employee performance in the manufacturing
industry of Nepal. The following are the study
hypotheses:

H:  Collective bargaining within the union influ-
ences employee performance.
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H_: Democratic values within the union influ-
ence employee performance.

H_: Job security within the union influences em-
ployee performance.

2. METHODOLOGY

The primary objective was to examine the im-
pact of union functions, including collective
bargaining, democratic ideals, and job secu-
rity, on employee performance in Nepal’s ce-
ment manufacturing sector. Thus, collective
bargaining, democratic principles, and job se-
curity are independent factors, while employee
performance serves as the dependent variable.
This study included both descriptive and caus-
al research approaches to assess the presented
research hypotheses. The descriptive research
technique outlines the traits and factors that
provide vital information, offering a compre-
hensive picture (Creswell, 2014). The study used
a causal research design to evaluate the link be-
tween predictor and outcome variables in order
to test the specified hypotheses.

This paper emphasized the significance of
unions in enhancing employee performance
within the Nepalese industrial sector. The study
used a purposive sampling method to gather pri-
mary sources of cross-sectional data. Employees
working in the cement industry were the popu-
lation of the study. The three companies, namely
Hetauda Cement Industry located in Hetauda,
Makawanpur, Nepal, Udayapur Cement locat-
ed at Udayapur District, Jaljale, Nepal, and CG
Cement located in Palpa District, Nepal, com-
prised the sample. The selection of three differ-
ent companies was vital as they represent the
manufacturing firms located in different regions
of Nepal, depicting representation of different
districts, and these three manufacturing plants
are collaborating with the trade union and rec-
ognizing the existence of a formal trade union
as per the Trade Union Act of Nepal. The esti-
mated sample size was 384, as the population of
the study remained infinite (Cochran, 1977). A
total of 476 closed-ended structured question-
naires were distributed to target respondents
from October 2024 to February 2025 using a
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purposive sampling technique (Creswell & Poth,
2018). However, only 247 (51.89 percent) useful
questionnaires were received for the analysis.
Respondents involved employees working at the
managerial, middle, and lower levels. They were
aware of the purpose of the survey and filled out
the questionnaires with the consent of getting
adequate information before completing the
questionnaires.

The research questionnaire consisted of two sec-
tions. The first solicited basic demographic in-
formation, including gender, age group, marital
status, educational background, and experienc-
es of survey participants in the manufacturing
industry. The second segment contained a five-
point Likert scale to accumulate the opinion and
behavioral information from the respondents.

The analysis of data was conducted using descrip-
tive statistics, including frequency, percentage
of demographic variables, mean, and standard
deviation. Next, the correlation and regression
analyses were conducted. Furthermore, the de-
scriptive statistic effectively delineates the prin-
cipal qualities of the respondents’ information,
facilitating data organization and establishing a
basis for comprehending the information’s pat-
terns (Gravetter & Wallnau, 2016). Likewise, the
correlation analysis seeks to quantify the direc-
tion and degree of the relationship between the
independent and dependent variables, establish-
ing a basis for additional analysis (Field, 2018).
The regression analysis examines the influence
of predictor factors on outcome variables, eluci-
dating causal relationships and facilitating deci-
sion-making (Montgomery et al., 2021).

This study used JAMOVI 2.6.13 and STATA 14
versions for data analysis. Cronbach’s alpha
was used to assess internal consistency. The
Cronbach’s alpha for collective bargaining is
0.88, democratic value is 0.89, job security is
0.89, and employee performance is 0.87. In light
of this, every single Cronbach’s alpha is high-
er than 0.70. The results are credible, as alpha
values of all variables demonstrate internal
consistency, and all of the scores of each con-
struct were above the threshold value (George &
Mallery, 2024) for internal consistency.
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Table 1. Demographic profile of respondents

Characteristics: Variable ‘Frequency Percent
cender | .21 8540
By
Age 36-45 .
46-55 .21 0850
LLADOVeSS 2L 0850

) Single 26 .

) ma
Education i : :
Master’s Degree . ...10 . 0400
.. Above Master’s Degree : 7 . 02.80
Lessthan2years . ..15......0610
3T5vears i.380.1540

Experience 6

10 years

1l-14years
.iAboveldyears
Hetauda Cement :
NSy e
Udayapur Cement : .
CG Cement .

Total

Company

Table 1 shows the demographic profile of the re-
spondents. A total of 247 individuals participated
in the poll, with 211 men constituting 85.40 per-
cent. The survey indicates that 36 females repre-
sent 14.60 percent. The cohort aged 26 to 35 years
constituted the largest group, comprising 111 in-
dividuals (44.90 percent), whereas those under 25
years represented the smallest segment, totaling
15 participants (6.10 percent). The age group of
respondents between 36 and 45 years constitutes
79 individuals (32 percent), while the age range
of participants from 36 to 45 years comprises 21
individuals (8.50 percent). Additionally, respon-
dents aged over 55 years constituted 21 individu-
als (8.50 percent). The largest group of respon-
dents consisted of married participants, total-
ing 221 (89.47 percent), while the group of single
or unmarried respondents comprised at least 26
(10.53 percent). The respondents employed in in-
dustries with a status below certificate level consti-
tuted the predominant group, totaling 179 (72.50
percent). In contrast, the least represented group
comprised individuals with master’s degrees or
higher, totaling seven (2.80 percent). Furthermore,
the cohort of respondents possessing a diploma
comprises 51 individuals (20.60 percent), while
those with master’s degrees account for 10 partici-
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pants (4.00 percent). The respondents’ profile in-
dicates that the majority possess six to ten years
of experience (38.50 percent), whereas the least
experienced group has less than two years of ex-
perience (15.10 percent). Furthermore, 15 partici-
pants (6.10 percent) possess less than two years of
experience, whereas 38 employees (15.40 percent)
have between three and five years of industry ex-
perience. Employees with 11 to 14 years of expe-
rience numbered 38 (15.40 percent), while those
with over 14 years of experience totaled 58 (23.50
percent). Next, 98 employees participated in the
survey from Hetauda Cement Industry, 71 respon-
dents from Udayapur Cement, and 78 participants
from CG Cement.

3. RESULTS

3.1. Correlation analysis

The correlation analysis elucidates both the direc-
tion of the link between the variables and the ex-
tent of their association. The study used democrat-
ic values, job security, and collective bargaining
as independent variables, with employee perfor-
mance as the dependent variable. Table 2 presents
the findings of the correlation analysis.

The relationship between collective bargaining
and employee performance demonstrated a ro-
bust positive association (r = 0.756). A more ef-
fective process of collective bargaining used by
trade unions improves employee performance in
the Nepalese industrial sector. The relationship
between the democratic practices of trade unions
and employee performance reveals a consider-
able positive association between the two vari-

Table 2. Correlation matrix

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

ables. This association indicates that an increase
in democratic values via participatory manage-
ment practices enhances employee performance
in the cement sector (r = 0.731). The increase in
collaborative practices between unions and man-
agement enhances employee performance. The re-
sults indicated a positive correlation between job
security and employee performance (r = 0.764).
This suggests that the function of trade unions in
ensuring job security for the workers improves
employee performance in Nepal’s industrial sec-
tor. Consequently, all identified variables had a
positive correlation with employee performance.

Furthermore, the mean and standard deviation
for collective bargaining were M = 3.84; SD = 0.85.
The mean and standard deviation for democratic
values were determined to be M = 3.45; SD = 0.762,
respectively. The mean and standard deviation for
job security were determined to be M = 3.51; SD =
1.033, respectively. The mean and standard devia-
tion for employee performance were found to be
M = 3.47 and SD = 3.86, respectively.

3.2. Regression analysis

The regression analysis investigates the impact
that trade union functions, which include demo-
cratic principles, job security, and collective bar-
gaining, have on the performance of employees.
Consequently, the findings of the regression anal-
ysis are provided in Table 3.

The beta coefficient for the collective bargaining
function of unions indicates a positive and sub-
stantial impact on employee performance in the
Nepalese cement industry (f = 0.691, t = 18.08).
The use of collective bargaining in the cement

Variables Mean Std. Deviation CB DV JS EP
Pearson’sr 1.000
: i p-value - ; ; ;
: i Pearson’sr 0.744%** 1.000
: i p-value <.001 : - :
H i Pearson’sr 0.686***  :  0.672%**
: i p-value <.001 ; <.001 : - :
H i Pearson’sr H 0.756*** H 0.731*** H 0.764*** ¢ 1.000
: i p-value <.001 <.001 <.001 : -

Note: * p < .05, ** p < .01, *** p < .001. CB — Collective bargaining, DV — Democratic values, JS — Job security, and EP — Em-

ployee performance.
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Table 3. Regression analysis

Model : Intercept |  CB DV IS Adj. R-sq SEE FValue : VIF @ Tolerance
t uosy  Geew - - oo osme w6 2e o
N R R I L e
B R L R e ey
RIS B o ose2  mes - -
S em G s ey | 0sse  odser 1708 -
R B T I I e B -
7 1(2952;** - 0?723;)** 0(24011;;* 0.562 0.50464 158.52 - -

Note: t-statistics in parentheses, * p < 0.05, ** p <0.01, *** p < 0.0; Dependent Variable: Employee Performance CB — Collec-
tive bargaining, DV — Democratic values, JS — Job security, and EP — Employee performance.

sector positively boosts employee performance.
Furthermore, a one percent alteration in the col-
lective bargaining process results in a 0.691 per-
cent variation in employee performance. The beta
coeflicient for democratic ideals demonstrated
a favorable and substantial impact on employee
performance (B = 0.60, t = 16.76). The elevation of
democratic values via the pursuit of collaborative
management methods enhances employee perfor-
mance in the industrial sector. A one percent alter-
ation in democratic value results in a 0.60 percent
difference in employee performance. The study’s
results indicated that the beta coefficient for job
security had a positive and substantial impact on
employee performance (p = 0.85, t = 18.54). As the
job security provided by unions improves inside a
company, it positively influences employee perfor-
mance in the industrial sector. Furthermore, a one
percent variation in job security results in a 0.85
percent alteration in employee performance.

This regression study included seven models, with
models 1, 2, and 3 showing the beta coeflicient
alone for collective bargaining, democratic val-
ues, and job security, indicating a significant ben-
eficial impact on employee performance. Model
4 indicates that the beta coeflicient for both col-
lective bargaining and democratic values shows a
significant beneficial impact on employee perfor-
mance. Model 5 indicates that the beta coefficient
for collective bargaining, democratic principles,
and job security has a significant positive impact
on employee performance. Furthermore, model 6
indicates that the beta coefficient for both collec-
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tive bargaining and job security has a significant
beneficial influence on employee performance.
Ultimately, model 7 signifies the beta coefficient
for both democratic values and job security, indi-
cating a substantial positive impact on employee
performance.

The variance inflation factor (VIF) indicates the
collinearity among the predictor variables. The
VIF values for collective bargaining, democratic
value, and job security were 2.61, 2.52, and 2.12,
respectively, all remaining below the threshold
criterion of 5. It confirms that the constructions
exhibit no multicollinearity (Kutner et al., 2004).

Table 4. Summary of the hypothesis testing

Hypothesis Results

le Collective bargaining within the union Supported
Influences employee performance

H_: Democratic values within the union

2 Supported
Influence employee performance

H.: Job security within the union influences

3 Supported
employee performance

Table 4 shows the summary of the hypothesis test-
ing. H is accepted. Similarly, H, is also accepted.
Finally, H,is also accepted.

4. DISCUSSION

The evidence from the empirical study reflects that
the role of labor unions became a significant factor
that contributes to enhancing the performance of
the manufacturing industries. Similarly, workers
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in Nepal’s manufacturing sector are more produc-
tive as a result of the country’s increased union-
led collective bargaining initiatives. This finding
is in line with earlier research that has shown a
direct association between collective bargaining
and employee performance, lending credence to
the idea that performance-based remuneration
boosts motivation and productivity (Heywood &
Jiriahn, 2009).

Furthermore, Batt et al. (2002) showed that union-
ized workplaces participating in collective bar-
gaining had lower attrition rates, increased job
satisfaction and security, and improved overall
performance. The results demonstrated a consid-
erable positive and significant effect of the union’s
democratic ideals on employee performance. The
growing participative and collaborative initiatives
of unions in the industrial sector enhance employ-
ee performance. This result corresponds with oth-
er studies suggesting that organizational unions
foster innovation by ensuring psychological safety
for novel ideas, facilitating employee involvement
in decision-making, and improving work perfor-
mance (Batt et al., 2002).

Next, to improve employee retention and perfor-
mance, democratic principles encourage the qual-
ity of work through peer inspection and skill shar-

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

ing (Kruse et al., 2010). Industry unions that fa-
cilitate employee involvement in decision-making
enhance job performance via several mechanisms
owing to their democratic characteristics (Boxall
& Macky, 2014). Earlier results indicate that demo-
cratic unionization is associated with a decrease in
absenteeism, an increase in corporate citizenship,
and an improvement in employee performance
(Budd & Lamare, 2021). Considering these facts,
it seems that democratic union activities are ben-
eficial to the performance of corporate employees
(Huang, 1997).

The findings suggested a significant positive influ-
ence on employee performance due to the combi-
nation of job security and organizational initia-
tives. The increased job security that is a direct re-
sult of unions in the cement industry contributes
to a rise in employee performance. This finding is
consistent with previous research indicating a cor-
relation between reduced employment uncertain-
ty and improved performance, which in turn leads
to decreased stress and job anxiety (Matz et al.,
2012). Employees are motivated to perform bet-
ter when they have employment security because
it lowers uncertainty (Farroukh, 2022). Thus, the
performance of workers who feel protected im-
proves, and they demonstrate their commitment
to the firm’s success (Ashford et al., 1989).

CONCLUSION

The study’s goal was to assess how employee performance in Nepal’s cement manufacturing industry
was affected by trade union participation, including collective bargaining, democratic values, and job
security. The paper included regression analysis, correlation, and descriptive statistics. Regression anal-
ysis was used to evaluate the suggested hypotheses. The study’s predictor elements included democratic
values, collective bargaining, and job security, which are the main benefits of unions in the industrial
sector. Similarly, the study’s dependent variable was employee performance.

The study’s findings showed that collective bargaining significantly and favorably affects worker per-
formance. Unions’” enhanced and stronger collective bargaining role in the cement industry improves
worker performance. Therefore, in order to improve employee performance, the cement manufacturing
industry must adopt a more cooperative approach to collective bargaining. As a result, trade unions
should be responsible for defining the collective bargaining agenda in a way that promotes employee
welfare and ultimately improves employee performance.

Likewise, the results showed that democratic principles had a favorable and noteworthy impact on
worker performance. This implies that employee performance levels are raised when a union promotes
democratic norms for participation in management decisions. It follows that cement companies should
work with trade unions by empowering and including their workers in the decision-making process via
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democratic ideals. As a consequence, this integration promotes collaboration, which in turn leads to
improved worker performance in the industrial sector.

Lastly, the results demonstrated that job security, a key benefit of trade unions in the sector, had a fa-
vorable and noteworthy impact on worker performance. It means that employees are more driven to
improve their performance in the sector when they feel employment security. Therefore, cement com-
panies must maintain positive relationships with labor unions to protect employee jobs, ultimately re-
sulting in better performance.

To improve worker performance, this paper offers theoretical and practical insights into the beneficial
functions that unions play in industrial operations. It provides stakeholders and legislators with advice
on how to handle employee performance. With an emphasis on collective bargaining, democratic val-
ues, and job security, the results emphasize the significance of unions in Nepalese industrial practices.

AUTHOR CONTRIBUTIONS

Conceptualization: Ganesh Datt Pant, Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam Bahadur
Lama, Arjun Kumar Niroula, Janga Bahadur Hamal.

Data curation: Ganesh Datt Pant, Padam Bahadur Lama.

Formal analysis: Ganesh Datt Pant, Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam Bahadur Lama,
Arjun Kumar Niroula, Janga Bahadur Hamal.

Funding acquisition: Ganesh Datt Pant, Padam Bahadur Lama, Arjun Kumar Niroula, Janga Bahadur
Hamal.

Investigation: Ganesh Datt Pant, Sateesh Kumar Ojha, Padam Bahadur Lama, Janga Bahadur Hamal.
Methodology: Ganesh Datt Pant, Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam Bahadur Lama,
Arjun Kumar Niroula, Janga Bahadur Hamal.

Project administration: Ganesh Datt Pant, Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam
Bahadur Lama.

Resources: Ganesh Datt Pant, Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam Bahadur Lama,
Arjun Kumar Niroula.

Software: Ganesh Datt Pant, Padam Bahadur Lama, Janga Bahadur Hamal.

Supervision: Oyyappan Duraipandi, Sateesh Kumar Ojha, Arjun Kumar Niroula.

Validation: Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam Bahadur Lama.

Visualization: Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam Bahadur Lama.

Writing - original draft: Ganesh Datt Pant, Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam
Bahadur Lama, Arjun Kumar Niroula, Janga Bahadur Hamal.

Writing - review & editing: Ganesh Datt Pant, Oyyappan Duraipandi, Sateesh Kumar Ojha, Padam
Bahadur Lama, Arjun Kumar Niroula, Janga Bahadur Hamal.

REFERENCES

Addison, J. T., & Belfield, C. R. (2004).
Unions, Training, and Firm Perfor-
mance: Evidence from the British
Workplace Employee Relations Survey.
SSRN Electronic Journal. https://doi.
org/10.2139/ssrn.582303

Amabh, E., & Ahiauzu, A. (2013). Em-
ployee involvement and organizational
effectiveness. Journal of Management
Development, 32(7), 661-674. https://
doi.org/10.1108/jmd-09-2010-0064

Armstrong, M., & Taylor, S. (2023).
Armstrong’s handbook of human resource
management practice: A guide to the
theory and practice of people manage-
ment. Kogan Page Publishers. Retrieved
from https://tinyurl.com/ycxw348a

Ashford, S.J.,, Lee, C., & Bobko, P.
(1989). Content, cause, and conse-
quences of job insecurity: A theory-
based measure and substantive test.
Academy of Management Journal,

32(4), 803-829. Retrieved from https://
scispace.com/papers/content-cause-
and-consequences-of-job-insecurity-a-
theory-381uccblfn

Batt, R., Colvin, A. J. S., & Keefe,

J. (2002). Employee voice, human
resource practices, and quit rates: Evi-
dence from the telecommunications
industry. Industrial and Labor Rela-
tions Review, 55(4), 573-594. https://
doi.org/10.1177/001979390205500401

http://dx.doi.org/10.21511/ppm.23(4).2025.07



10.

11.

12.

13.

14.

15.

16.

17.

http://dx.doi.org/10.21511/ppm.23(4).2025.07

Boxall, P, & Macky, K. (2014).
High-involvement work processes,
work intensification and employee
well-being. Work, Employment and
Society, 28(6), 963-984. https://doi.
org/10.1177/0950017013512714

Budd, . W,, & Lamare, J. R. (2021).
Worker voice and political participa-
tion in civil society. In K. F. Zimmer-
mann (Ed.), Handbook of labor, human
resources and population economics (pp.
1-20). Springer International Publish-
ing. Retrieved from https://tinyurl.
com/ydb2z24k

Campbell, J. P., & Wilmot, M. P. (1990).
The functioning of theory in industrial,
work and organizational psychology
(IWOP). In The SAGE handbook of in-
dustrial, work and organizational psy-
chology: Personnel Psychology and Em-
ployee Performance (pp. 3-37). https://
doi.org/10.4135/9781473914940.n2

Cochran, W. G. (1977). Sampling tech-
niques (3" ed.). Wiley. Retrieved from
https://tinyurl.com/my3p2hjh

Creswell, J. W. (2014). Research design:
Qualitative, quantitative, and mixed
methods approaches (3" ed.). Sage
Publications. Retrieved from https://
tinyurl.com/yxnwr9j7

Creswell, J. W.,, & Poth, C. N. (2018).
Qualitative inquiry and research design:
Choosing among five approaches (5"
ed.). SAGE Publications. Retrieved
from https://tinyurl.com/54t7kvés

De Witte, H. (2005). Job insecurity:
Review of the international literature
on definitions, prevalence, anteced-
ents and consequences. SA Journal of
Industrial Psychology, 31(4). https://doi.
org/10.4102/sajip.v31i4.200

Deery, S. J., & Iverson, R. D. (2005).
Labor-management cooperation:
Antecedents and impact on or-
ganizational performance. ILR
Review, 58(4), 588-609. https://doi.
org/10.1177/001979390505800404

Doeringer, P. B., & Piore, M. J. (2020).
Internal labor markets and man-
power analysis. Routledge. https://doi.
org/10.4324/9781003069720

Farroukh, N. (2022). Job insecurity
and organizational citizenship behavior,
with the moderating roles of positive
psychological capital and grit. Lebanese
American University. https://doi.
org/10.26756/th.2022.412

Field, A. (2018). Discovering statistics
using IBM SPSS statistics (5" ed.). Sage
Publications. Retrieved from https://
tinyurl.com/ydya23t8

Freeman, R. B., & Medoff, J. L.
(1985). What do unions do? ILR
Review, 38(2), 244-263. https://doi.
org/10.1177/001979398503800207

18.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

George, D., & Mallery, P. (2024).
IBM SPSS statistics 29 step by step: A
simple guide and reference (18" ed.).
New York: Routledge. https://doi.
org/10.4324/9781032622156

Gravetter, F. J., & Wallnau, L. B. (2016).
Statistics for the behavioral sciences
(10" ed.). Cengage Learning. Retrieved
from https://tinyurl.com/e4k7nvrm

Heywood, J. S., & Jirjahn, U. (2009).
Profit sharing and firm size: The role
of team production. Journal of Eco-
nomic Behavior & Organization, 71(2),
246-258. https://doi.org/10.1016/j.
jeb0.2009.04.011

Huang, T. C. (1997). The effect

of participative management on
organizational performance: the
case of Taiwan. The International
Journal of Human Resource Man-
agement, 8(5), 677-689. https://doi.
org/10.1080/095851997341450

Hyman, R. (1975). What is industrial
relations? In Industrial relations (pp.
9-31). Palgrave Macmillan, London.
https://doi.org/10.1007/978-1-349-
15623-8_2

Kruse, D., Freeman, R., & Blasi, J.
(2010). Shared capitalism at work:
Employee ownership, profit and gain
sharing, and broad-based stock options.
University of Chicago Press. Retrieved
from https://www.nber.org/system/
files/chapters/c8085/c8085.pdf

Kutner, M. H., Nachtsheim, C. J., Neter,

J., & Li, W. (2004). Applied linear statis-
tical models (5™ ed.). McGraw-Hill/Ir-
win. Retrieved from https://thuvienso.
thanglong.edu.vn/handle/TLU/12233

Leighley, J. E., & Nagler, J. (2007).
Unions, Voter Turnout, and Class
Bias in the U.S. Electorate, 1964-2004.
The Journal of Politics, 69(2), 430-441.
https://doi.org/10.1111/j.1468-
2508.2007.00541.x

Matz, A. K., Wells, J. B., Minor, K. I,
& Angel, E. (2012). Predictors of turn-
over intention among staff in Juvenile
correctional facilities: The relevance
of job satisfaction and organizational
commitment. Youth Violence and Juve-
nile Justice, 11(2), 115-131. https://doi.
org/10.1177/1541204012460873

Mayo, E. (2003). The human problems
of an industrial civilization (1st

ed.). London: Routledge. https://doi.
org/10.4324/9780203487273

Mishel, L., Bivens, J., Gould, E., &
Shierholz, H. (2012). The state of
working America (12th ed.). Cornell
University Press. Retrieved from
https://tinyurl.com/scau6957

Montgomery, D. C., Peck, E. A, &
Vining, G. G. (2021). Introduction

30.

31

32.

33.

to linear regression analysis (6™ ed.).
Wiley. Retrieved from https://tinyurl.
com/ty4nwhu4

OECD. (2019). OECD Employment
Outlook 2019. Paris: OECD Publishing.
https://doi.org/10.1787/19991266

Spector, P. E. (2008). Industrial and
organizational psychology: Research
and practice (5™ ed.). Wiley. Retrieved
from https://tinyurl.com/ycc5t7md

Stevens, A., & Mosco, V. (2010).
Prospects for trade unions and labour
organisations in India’s IT and ITES
industries. Work Organisation, Labour
and Globalisation, 4(2). https://
doi.org/10.13169/workorgalabo-
glob.4.2.0039

Sverke, M., Hellgren, J., & Naswall, K.
(2002). No security: A meta-analysis
and review of job insecurity and

its consequences. Journal of Oc-
cupational Health Psychology, 7(3),
242-264. https://doi.org/10.1037/1076-
8998.7.3.242

99



	“The influence of trade unions on employee performance: Insights from the Nepalese cement manufacturing industry”
	Budd
	Doeringer
	Addisonnew
	Armstrong
	Batt
	Boxall
	Field
	Cochran
	JAMOVI
	Creswell
	George
	Gravetter
	Heywoodnew
	Farroukh
	Kruse
	Kutner
	Matz
	DeWrite
	Mayo
	Montgomery
	Spector
	DeLange
	_GoBack

