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ABSTRACT

The main objective of this study was to examinertiie of trade unions in solving
employee’s problems. Mwanza city council as thescstsidy.Simple random and
purposive sampling techniques were used to gebhdb75 study respondents from
distinct trade unions which are C.W.T, TUGHE, askLGWU. Data were collected

through documentary reviews, questionnaires, amehilews. Data analysis was
based on qualitative analysis which is complemenrtgdquantitative analysis

presented in forms of tables, charts, and perceataghe findings of this study
shows that trade unions havenot played its rolethi® extent that to insure
employee’s problems are solved and their rights @meserved since workers
complain that their problems still exist in the Wioig places while trade unions are
there. The study revealed that if employees’ pmokleould be solved there will be
satisfactory working environment thus it will stgghen working and employment
relationships. Therefore, underperformance ofdradions leads to employee’s
dissatisfaction resulting to high absenteeism &aie workers turnover. The study
recommends the government should, reform reguldtamework of employment

and labour relations acts in order to increasepaddent functioning of trade union
alsoworkers should insure election and appointneérdommitted leaders to their
trade union who could stand firm during defendihg interests of its members to
their employers’. This will result in good workimgerformance and satisfaction to

employees.

Key words Trade union, Employee, Health and safety, Sadaaje, Labour cases.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Trade Unions are integral part of any organizatidhatever organization it may be,
whether big or small, private or public, trade unrsa@o exist to safeguard the interest
of the employees working therein. A trade unioroalaproves the living and the
working conditions of the employees, Paragshir 80A trade union, like any other
organization, emerges and grows in a definite enmwrent. On one side the

environment may either nurture or impede its groarnt development trends.

On the other hand the organization might influeaod shape the environment in
which it carries out its functions. The dialectica¢lationship between an
organization and its environment is therefore ipeisable. The environment in this
regard denotes the socio-economic, the legal afiticab contexts existing in the
country at different times. These factors, by aadyeé play a crucial role in
influencing and shaping the behavioral patterngrade unions. In order to attain a
thorough understanding of the current trade uniomement one need not negate the

varying contexts in which the trade union movenwiginated and developed.

As such, the historical facts are essential. THeyukl not be overlooked. History
shows that the development of trade unions is bloBeked to the industrial

revolution. Schneider (2005) the issues of povestyrking and life conditions of
dependent workers around 1850 provoked the creafi@nganizations allowing the

joint expression of the workers interests.



Throughout contemporary history, trade unions halaged a crucial role in making
workplaces safer. In the United States for exantpele unions were fundamental to
the development and passage of the OccupationatySafhd Health Act in 1970.

Schurmaret al (1998) and the Coal Mine Health and Safety A&969.

John (1995) Britain’s trade unions posses’ londestory as workers organization
than anywhere in the world. In 1990 they face deegted problems yet they were
more popular than at any other time since 1960gpieseverses around half of the
workforces are still covered by the collective l@aning thus trade unions are
inseparable from the society in which they are tedtaand recreated. Collective
organization of workers by hand and brain they come being as a response to
capitalism which created antagonism over the teants conditions of employment.
Conflict is structured by the interest of employafs maximizing profit which

competes with the employee’s interest in maximizivages and balancing power
between individual workers and employers. Trademmhobilizes power to redress
the bargaining imbalance between employer and grapkby articulating conflict

between capital and labor and render more equalgymans (1975).

According to Bacon (1999) in industrialized worldorkers are becoming more
insecure due to the decline of trade unionism amsgyy institution upon which the
employees are relied for protective regulation atkw As union membership and
coverage by collective bargaining have fallen iitdsn, Australia, New Zealand, the
USA, Germany, and other countries, so workers valniéty to offensive action by
employers and to hostile market forces has incredseBritain available evidence

indicates that episode of employer derecognitiotraafe unions has been followed



by decline in relative wages, great use of contmgentract and the imposition of
managerial characterized by tighter discipline,rkvintensification and close
scruitinity of individual employee performance. 8ety in various manifestations it
seems to decrease when protective shield of traasi is removed. While decline
may hasten the birth of unsecure workforce, thens may be true and the shift
towards insecure employment. On the other handspaseries of threat to unions
because workers are difficult organize and difficalpresent.Josev (2002) contends
that trade unions in developing countries haveaabieved a secured income for the
majority for the workers. Thus, there is need fam to develop a wide support base
which addresses the needs of many constituenaigdsgding schemes which involve

job creation and active involvement in human resewlevelopment.

In Africa Trade unions are restricted in termgha proportion of the nation’s labor
force that they organize, Adu-Amankwah (1993). Ghana the coverage is about
one quarter of formal sector workers. Their lidi®overage notwithstanding they
do have a role to play in terms of promoting woskeghts. The formation of trade
unions cut across the troublesome ethnic, poljtieald religious divides. The
primary concern of trade unions has been the defehwiorkers’ rights in the work
place. It has been easy to conceive of any proocksefending workers’ right as

promoting democracy, Fossum (1985).

In Africa there are some events that have causesicgr in trade union strength.
Mozhayev (1990) this includes Changes in the nawfiggoduction which no longer
prompts workers to associate as they used to. meuiithe size of workers with the

tradition of organizing and an increase in the nembf golden-collar workers,



highly educated and highly skilled specialists wéie not much interested in
organizing, also the Structural Adjustment Poliaddshe 1980s which has caused
the transfer of nearly all public enterprises amdustries to private owners who are
only interested in making profit and therefore explabor. World Bank and IMF

created conditions that gives them complete comver countries and only grants
credits to developing countries that show proot thair economies are healthy by
closing many “inefficient” enterprises, and modemi production with the

consequence of reduced labor force and erosiamaé union strength.

The result has been a drastic fall in the membgershirade unions, loss of revenue
and the breakup of trade unions into even smalféts un some nations. Any
attempt by workers to defend their interests byosppg ultra-liberal policies is
interpreted by their government as attempts byetradions to hamper efforts to
modernize the economies of their countries, KegtE997). Therefore all of these
leading to general erosion and suppression of thesrof the established trade

unions towards defending workers rights.

Within the Tanzanian context, the environment iniclvhtrade unions have been
operating can be explained using a historical matsge that indicates different
periods through which these unions have passecifab2011) the history of trade
unions in Tanzania can be traced since 1920s waeous associations such as The
Kilimanjaro Motor Drivers Association (KMDA), The ahganyika African
Government Servants Association and The Union apShssistants were formed.
Tordoff (1967) however these unions did not enj@eflom as they were subjected

to the control from the colonial state.



In 2000, the Trade Union Congress of Tanzania (TAICWas founded as a new
umbrella of organization for the unions in the doyithus Tanzanian Industrial and
Commercial Workers Union (TUICO), Tanzania Locaiv&mment Workers Union
(TALGWU),Researchers Academicians and Allied woskédRAAWU),Tanzania
Seamen Association Union (TASU),Tanzania Railwayrk&ss Union (TRAWU),
Tanzania Government and Health employees (TUGHRMzania Plantations and
Agriculture workers Union (TPAWU), Tanzania Minirmgnd Construction workers
Union (TAMICO), Communication and Transport and kens Union (COTWU)

becomes under TUCTA.

Shivji (1986) the industrial relations policy afteandependence geared towards
prevention of strikes (by outlawing strikes), impement of economic rights and
address workers rights within the context of thalg@f the country to achieve rapid
economic development. Collective bargaining becameossible under those
conditions instead the government set mechanismfixing wages and other fringe
benefits. Workers were introduced to the culture wége/salary increase

announcements by the government during May Day.

What to note is that the post independence govertenéorthree decades, did not
create a conducive environment for the growth aemkebpment of an autonomous
trade union movement contrally to what has beguktied on The Employment and
Labor Relations Acts. i.e., the Act, 2004 sectionhich defines trade union as “any
number of employees associated together for theoger whether by itself or with
other purposes, of regulating relations betweenl@yeps and their employer or

employers’ associations to which the employersrxglo



Therefore trade unions are there not for struggliogsecure benefits of their
members, such as financial gains like rise of wafesuses, various allowances,
insurance benefits, overtime payment and non filmabenefits such as job security,
comfortable work place, recreational facilities adécreasing fear of employer

through collective bargaining.

Shivji (1986) the regimes deliberately destroyesl sgmbiotic relationship between
the union and their members leading to weakeninthef core function stated and
known as trade unions are considered with the npajocipal purposes to negotiate
workers and working condition terms, regulate frefeg between workers and
the employer take collective action to enforce tleems of collective bargaining,

raise new demands to its members, and help settiegrievances.

1.2  Statement of the Research Problem

The right to formation and participate in Trade ams is enshrined both in an
international and local instruments. At internasibarena, the International Labor
Organization (ILO) passed the Freedom of Assoaiatinod Protection of the Right
to Organize Convention, No. 87 of 1948 and the Rtghorganize and Collective
Bargaining Convention, No. 98 to provide the fremdaf Association. Tanzania has
already ratified both Conventions.In Tanzania Aeti@Q0 of constitution of the

United Republic of Tanzania of 1977 as amended tiora to time, provides for the

freedom of association.Again S. 9 (1) of Employmemd Labor Relations Act, 2004
provides every employee with the right to form goth trade Union and to

participate in the lawful activities of the tradeien.To know the influence of trade

unions in Tanzania, the focus is directed on the sif trade unions in terms of



members, their role in collective bargaining ansbdie settlement and the extent of
trade union activities. To know their role currgnthe guiding factors of assessment
is also based on the purpose or goals of theirdton or their existence based on

various theoretical frame works of scholars.

TUCTA report (2007) there is absolutely no doulatthoth government employees
and non government employees despite of being membod trade unions still
remain with working grievances like law wages, peoasrking conditions, poor
health and safety, fear of termination to their Eyprs when demanding their

interests, unlawful termination, fear to particgpan lawful activities of trade unions.

HakiElimu and TTU (2004) conducted a study to inigede teachers’ payment in
Tanzania and realized that teachers are earnisgthes what is required for their
human survival. Teachers in Tanzania earn aboud &1&onth. Sumra (2006) who
claims that “teachers are facing many and complablpms in Tanzania’. These
problems range from low salaries to low status’hnlq2010) indicates that
Government schools do not offer quality educatiecduse teachers are demoralized
to work effectively due to low salaries they gevpopworking conditions and poor
treatment they are getting from the government. yébn et al (2008) in government
hospitals working environment is terrible as Neestlek injuries accounted for the
largest part of the most common accidents (52.9#gwwed by splash of blood from
patients (21.7%) burn injury from chemicals (10.6&6)d slippery floors (5.9%).
Most of the hazardous activities were carried oyt rurses and attendants.
Chemicals used in hospitals were mainly antisegius disinfectants, which causes

skin burns during handling and use.



Therefore there is a long standing complaint frorffedent government and
nongovernmental employees that the existing Taapamiade unions do fully
support employees incollective bargaining and dessettlement towardssolvingthe
labour related problems in their working place.TWwisakness motivated the study
with an intention to examine the role of trade msiin solving employee’s problems

by assessing them through functions, aims, and dhgctives of existence.

1.3 Research Objectives
1.3.1 General Objective
The purpose of the study is to assess the roleadétunions in solving employee’s

problems.

1.3.2 Specific Objectives

The study is guided by the following objectives.

() To examine the extent of trade union towards asgigmployees in wage
negotiation with their employers in getting highgea.

(i)  To assess the contribution of trade union in imgugood working condition to
employees.

(i) To examine the contribution of trade union in agwsemployee into different

court actions and other court proceedings on thbor related cases.

1.4 Research Questions
The research question revolves around the thregfigpebjectives that have to be

answered as follows.



(i) Are trade unions assist employees in demandingisbeof the required salary
scale level?

(i) Do trade unions negotiate with employers to ingloed health and safety at
work place?

(i) Are trade unions assist employees in labour relatesks and other court

proceedings?

1.5 Significance of the Research

The findings will be useful as it will contribute the existing knowledge on how to
institute and implement trade union activities adotg to their basic objectives.

In policy making the Ministry of Public Service Magement in Tanzania can use
the findings from this study to make review andisieas related to management
and functions of trade unions particularly in thechl Government Authorities

(LGAS).

The result will provide clear picture to what extérade unions in Tanzania are
playing their roles in solving employees’ probleits research is part and parcel of
the partial fulfilment of the requirement of the ad of Masters of Human
Resources Management (MHRM). It will also broadenresearchers understanding
on the subject of trade unions and their positiowards solving employee’s

problems.

1.6 Limitations of the Study
This study was limited to a small sample of 75 eweés of Mwanza city

municipality due to factors including funding amch¢ allocated for the study. Trade
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unions participated in this study represented warkeho are under TALGWU,

CWT and TUGHE. In the schools, hospital and localegnment employees selected
not all employees participated in the study. Theusoof the study was on getting
employees views and perceptions on the role oktradons in solving employee’s
problems. Due to the small/unique sample availédi¢he study, results may not be
generalizable beyond the specific population frohmclv the sample was drawn but
forms the basis for understanding on the role addrunions in solving employee’s

problems.

1.7 Delimitations of the Study

The study was made successful by easy access tymap by researcher in
gathering information regarding the role of trada@ons in solving employee’s
problems. Data were collected to  employees wh® employed in schools,
hospitals, Mwanza city council and data collectiostrument was a questionnaire,
documentary review for all employees and an ingwiguide for trade union

officials.

1.8  Organization of the Research

This dissertation consists of five chapters. Chapie: the introduction this chapter
consists of background of the research problentersint of the research problem,
research objectives both general and specific tbgs; research questions and
significance of the study,Limitations of the Studyelimitations of the Study.
Chapter two: Literature review. This consists of awmer view, conceptual
definitions, theoretical literature review, impérigerature review, research gap, as

well as conceptual, theoretical framework and afragummary. Chapter three:
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consists of an overview, research philosophy, supagpulation or area of research,
sampling procedures, variables and measuring pooesd validity and reliability
and methods of data collection and ethical iss@mpter four: data processing,
analysis, results and discussion. Chapter five: clogion, summary and

recommendations of the report.
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CHAPTER TWO

LITERATURE REVIEW

2.1  Chapter Overview

The purpose of this chapter is to review the thémakliterature on how trade unions
contribute in solving employee’s problems on theworking places. The chapter
starts by discussing definition of key conceptenttihe trade unions Overview,
followed by the theoretical and empirical literaueview and lastly the conceptual

framework.

2.2 Conceptual Definitions

2.2.1 Trade Union

This refers to as an organization or workers tletehbeen formed specifically for
the purpose of maintenance and improvement of tmeliton of their members
working life. Also trade union as “any number of @oyees associated together for
the purpose whether by itself or with other purgoskregulating relations between
employees and their employer or employers’ assoastto which the employers

belongs”. The Employment and Labor Relations ABQ4£section 4, Webb (1920).

2.2.2 Employee

The concepts denotes to anyone who has agreedampleyed, under a contract of
service to work for some form of payment. This daclude wages, salary,
commission and piece rate,nome workers people veve lheen offered and have
accepted job,fixed-term employee’s, seasonal emeply casual and part-time

employee’s, employees on probationary and triabgsrArmstrong (2003).
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2.2.3 Employer
The concept refers to any person, including the éBawent and an executive

agency, who employs an employee; ELRA sect: 7 (R004

2.2.4 Collective Bargaining

These are those set up by agreements between magrdge employers’
associations, or joint employer negotiating boda@sl trade unions to determine
specified terms and conditions of employment faugs of employees. Collective
bargaining processes are usually governed by pupakdgreements and result in

substantive agreements and agreed employee relgionedures.

2.2.5 A Collective Agreement

This refers to the outcome of the collective neggain and may contain issues
ranging from wages, working hours, benefits, jobdgng, promotions and dispute
settlement among others. Collective bargainingseastially a process of negotiation
of conferring and, it is hoped, reaching agreemwithout resorting to force
(although hard words may be exchanged on the wagjstrong (2006). Also
‘collective agreement” means a written agreementluded by a registered trade
union and employer registered employers' assooiatioany labour matter; ELRA

(2004) Armstrong (2003).

2.2.6 Motivation

It is the intensity of a person’s desire to engagsome activity. Omary (2011)
maintains that motivation is a complex and illusiveman phenomenon which
defines humanity what we are and what we becomaams our poverty, success

and failure and all goal directed behaviours aneegred by it, Dessler (2001).
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2.2.7 Health and Safety
These are programmes concerning with protectingleyaps and other people
affected by what the company produces and doesigigiie hazards arising from

their employment or their links with the companyn#strong M (2009).

2.2.8 Conciliation

An attempt through informal discussions to helptiparin a dispute to reach their
own agreement. The third party does not recommenttcide on a settlement. One
advantage of this process is that it helps theigzatb retain ownership of the
resolution of the problem, which can in turn briggeater commitment to its

implementation. Conciliation is the most frequentiged form of third-party

involvement, Armstrong (2006).

2.2.9 Arbitration

Armstrong (2006) it is the process where the paniut the issue to an independent
third party for determination. The parties agre@advance to accept the arbitrator’s
decision as a means of finally resolving the maffdere is sometimes a reluctance
to use this method as it removes control over thal foutcome from employers,

employees or trade unions.

2.2 10 Mediation

Formal but non-binding recommendations or propoassput forward for further
consideration by the parties. The use of disputdiatien is rare, partly because it is
seen as a halfway house. There is sometimes adetlat if conciliation cannot

succeed, it may be best simply to go all the wagrtotration adjudication although
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it is less formal as the arbitration process issgjaicial and not adjudicative,

Armstrong (2006).

2.3  Theoretical Literature Review

There are various theories to explain the reasavbactives for the formation and
existence of trade unions. These theories proviojectves and goals of trade
unions which provide us with benchmarks for evahgatthem and how to go

through in assessing their contributions towardéirsg employee’s problems.

Revolutionary Theory. The theory was developed Karl Marx In his booksd?ty
of Philosophy (1847) and the Communist Manifest84@). The theory is known
also as the Theory of “class war and dialecticatemaism”. For Karl Marx the
purpose for existence oftrade unions is to ovewhecapitalism.Marx also believes
that every trade union or proletariat class constio or unconsciously has to

involve in political action which is indispensalbte achieving economic equality.

Trade Unions are therefore the instruments forsciEsuggle between proletarian
workers and capitalist businessmen. Its short ipgse is to eliminate competition
among labour, and the ultimate purpose is to owenthcapitalist business man.
Trade union is pure simple a class struggle, antefarians have nothing to lose but
their chains and they a world to win. Marx is oé thpinion that trade unions should
aim not only for abolition of wage system but faimgng political power through

revolutionary watch work which means the trade onghall not remain as

bargaining agent for wages but shall aim at pdalitpower so that there will be equal

society,Shiva (1970).
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As far as the theory is concerned Marx is on the ¢anflicting parties that are the
employers and employees where by the employertharenes who controls and run
the state (Government) and are the ones who estiablistrong exploiting legal
mechanisms which undermines workers working lifehsas low wages, long
working hours, poor working tools .In contemporbaunsiness environment the rulers
are the capitalists. According to this theory, esypkes should strive on
strengthening power through their trade unions apraetariat class through
involving in political activities forming politicabarty to compete and take total
control of the ruling system in order to createesaind favourable legal grounds for
employees who are working in. Therefore the emmoymblems could be solved
by working under the political and economic systeomtrolled by working class

themselves.

Evolution theory. This theory is known also as “the theory of indas

democracy”. It was formed by Sydney and Beatriceblt& .According to them
trade union is an extension of the principle of deracy in industrial sphere. In
other words, Webb’s (1920) argue trade union is arotinstrument to overthrow
capitalism as argued by Karl Marx, but as a medesjoalizing bargaining power of
labour and capital. Trade unions provide a meanswhich workers overcome
managerial dictatorship in one hand and expressevand empower their

participation in decision making processes in wanganizations

On the other hand through conclusions of collecigeeements, trade unions and
employers or employers’ associations have estauishvarious Workers

Participations in Management (WPM) models. Thesgude Joint Consultations
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Councils, Consultative Committees, and Board repredions. This in turn has
expanded industrial democracy, workers participatemd enhanced peace and

harmony in work organizations.

When we apply the theory trade unions should foncs a body which regulate
differences between employees and employers andentmates on advocating
workers participation on management as the wayhithvthe industrial democracy
will be enriched. The working relationships is gpito be strengthened by allowing
employees jointly participate inManagerial decisioand discussing about their
interests with their employers. In doing so emp#geoblems will be solved leading

to working satisfaction.

Lenin’s Theory. Lenin says “The economic struggle is a collecstreiggle of the
workers against the employers for better term$iéndale of their labour power, for
better conditions of life and labour. This is iitelly a trade union struggle because
the conditions of labour differ greatly from trattetrade. Here Lenin differs from
Marx and says that the working class by their veayure of their needs will get
trade union consciousness but in order to haveigadliconsciousness some outside
help is needed so for making the workers politicatlass conscious the
contributions of the intellectuals are needed. ditects that the intellectuals must
lead the struggle of working class not only fortéeterms for the sale of labour
power but also for the abolition of the social systwhich compels the property less
class to sell itself to the rich. Lenin is of theimon that the workers aim shall not be
economical struggle or the abolition of the verygeiaslaver but its scope shall be

extended to political power in order to have a faable legislation, Shiva (1970).
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It is important to consider the theory, Trade usidry themselves they cannot
manage to overthrow the existing socio politicateyn undermining their working
rights thus trade unions could affiliate themselweth other political parties by
allowing intellectuals from these parties so tajaitrade union so that it could be
extended into strong political party. The politigarty in turn will control the
political system leading to the establishment gid&tion which favour employee’s
interests. Therefore the trade union by their matsinould create the political
platform in struggling to overthrow the existingsgym thus the employee problems

will be solved.

Gandhian theory. Kankha (2003) This approach was propounded bwdtfhaa

Gandhi. As for this approach, trade unionism issdasn “class collaboration rather
class conflict and struggle of Marx”. The idea isrleers to take due share from
capitalism by reform and self-consciousness throtrgbde unions. Therefore for
him, trade union is not only related to materialf Blso to moral and intellectual

aspect.

Similarly trade unions to a large extent are noanseof opposing capitalism mode
of economy but a means to champion improved sacidleconomic welfare in the
capitalism or liberalised business environment.As ds the theory is concerned
Trade unions has to work enough to build employeegreness with regard to their
work rights at the legal perspective as a vast sizemployees are not aware of
employment or labour laws and instruments protgctimeir welfare, there after
making collaboration with employers and taking dilere within the capitalist

production and other economic systems. Thereforaking share will enable them
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to be included in the whole process of controllagital as the source of exploiting

nature to employees and solve their working proklem

Union control of industry’ theory. The theory was propounded by Cole’s. The
theory of the trade union movement is the samerynbat of class struggle of Marx.
It was in 1913 in his book “The World of Labour’athhe gave a systematic shape to
his theory. He argues that unionism is clasggteuand the ultimate is the control
of industry by labour and not revolution as preglicby Marx. Cole’s approach is
syndicalist approach which advocates workers stadlhim at merely wages but also
get the control of industry in partnership withtstaCole wants that the trade union

has to play economic role coupled with politicdivaty which is control of industry.

According to him the main role of trade unions @svito run the industry rather than
how to maintain state.As far as the theory is comes the employee through their
trade unions has to focus on increasing economiggies in order to gain power to
run the industry. There for the strength of theotlgas that for the employees to be
the owners of industries coupled with politicaliaties will be the way of solving

their working problems.

Harold J. Laski It is from his workTrade Unionism in the New Society (1950)

that we get his ideas on Trade Unionism. He wamds the Trade Unions must be
guided by long-run philosophy in their struggle iaga capitalists. According to
Laski, “The supreme duty of trade union is raisthg standards of workers and
therefore of their leaders is to set economic paiicthe political perspective that

makes its fulfilment possible”. For this the palél philosophy is needed. Trade



20

unionism in the hands of Laski is much more pddititade unionism. By political
trade unionism he does not mean that the tradensrsball affiliate themselves to
political parties but he meant that the trade umitihemselves grow as political
party. He maintains that the capitalism must bdacgu by the philosophy of
socialism. Therefore in order to face the stroagitalism, the workers need the

philosophy of socialism Singh (2004).

Again for Harold’s views when we apply the theorgdie unions must work and
grow by itself at any challenging environment tedme a strong political party and
formulating long run economic and political philpby to change a society from
capitalism to socialism. The root cause for emptopeoblems is the exploitation
done by the employers, there for employee probleowsd be solved by enacting

socialistic philosophy which advocates equalitydtr

2.4  Empirical Literature Review

Hank (1999) conducted a study on the” role of traden in development”. The
study was conducted in western Europe and serveljeetive as to highlight the
potential role of trade unions as development pastnin order to change
misconceptions of unions by the development comtyuss part of the problem
rather than as part of the solution. Data was tedofrom interview. The study
found that, the trade union has a major role ty plasustainable development and
participatory democracy. Trade unions as a largarozed group in civil society can
bring a unique contribution to the development camity. They are directly
involved with economic systems of production anstrddution, they can influence

the course and content of employment and socialesmotiomic policies, they are
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representative and accountable, they have conbideeaperience in organizing the
more vulnerable sections of society, and they hiénee experience and standing
required to access national legal systems and qftsndilities. However, the study
was conducted in western Europe its result canapemglized due to the fact that
western Europe environment is not the same asafh#nz Therefore the study did
not explain the role trade union towards solvingokyee’s problems especially in

Tanzania trade union context.

Stefanie (2006) conducted a study onwhy trade @nairthe European level do not
play as an important role as neofunctionalist thewad foreseen? The study was
conducted in Europe and used comparative methogoldgs means, comparison of
hypothetical assumptions of Neofunctionalism wasedwith the actual state of trade
union involvement. The study provides that the kimeas of the trade unions at the
European level has it been, that its bargainingtipasis comparatively low. In a

political system where social policy plays an olleirgerior role and social (re-)

regulation rests within the member states, theyndb possess their traditional
bearing channels and they are therefore lookingnimre promising areas they could
operate in. Therefore the study does not discussttl the role of trade union rather
to speculate the reasons to why European tradenwdoes not play their roles as
neo-functionalists believe in. Thus this marks @uential area of conducting

research.

Centre for employment and labour relation rep@d14) conducted a study on the”
role of trade union and the enforcement of minimstandards”. The study was

conducted in Australia .The report presents thémiary findings that has sought
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to empirically examine the extent to which and htade unions in Australia
monitor and enforce minimum employment standardsceming wages, hours of
work and leave. The study has consisted of quizitaiase studies of five Australian
trade unions, involving in-depth, semi-structureteiviews with elected officials,
industrial/ legal officers and organizers in eadion as well as analysis of relevant
material provided by the unions. The report prositteat trade union has the task of
securing compliance by employers of minimum wagesl aonditions of
employment continue to constitute a dominant furctof trade unions. Therefore
the study has gone through in Australian trade ugiontext on 2014 according to

time and place we will continue the study.

Mohamecdet I, (2012) conducted a study on ‘The role of labauion for the human
resource development (HRD).The study has develapedlescriptive secondary
information searched from research literature aolat of labor unions for Human
Resource development (HRD - training and educatodnyorkers. The study was
conducted in Pakistan the study provides that tintyg permanent in the world is
change in technology, systems, laws, trends, déguand business situations are
continuously changing which stress the need ohitngi This study contends that
unions have been taking active part in educatiahteaining activities by stressing
employers for making arrangements for workers inginskill building, education,

organizing and making themselves arrangementdaritrg and education.

Therefore the study concluded that unions besidekiisg benefits for their members
under collective bargaining also take part in thetivdies of human resource

development by exerting efforts for training andieation of workers. Therefore,
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the study stresses on insuring employee performanceorking places leaving

aside other employees benefits. So we can pustafdrier the study.

Muhammad (2010) conducted a study role of labowioru beyond collective
bargaining. The study was conducted in Pakistam fEsearch has developed on
descriptive secondary information obtained froneagsh literature. The objectives
is to assess the role of labour union beyond dbliedargaining and the study
provided thatunions have also been playing roleobdycollective bargaining for
society in protection of environment and climaticange, energy planning and
management, sustainable development and publithhedleviation of poverty, and
providing training and education services to workethis literal study those aspects
of labor unions have been exposed which are begohective bargaining that is to
secure benefits for their members, such as finhgaias like rise of wages, bonuses,
various allowances insurance benefits, overtimemgay and non financial benefits
such as job security, comfortable work place rd@eal facilities and decreasing
fear of employer. Therefore according to contexttiade, and results of the study we

will continue with the study.

Paragshill (2013) Conducted a study on” railway kExyges perception towards
working condition and role performed by trade usibthe study was conducted in
India.The objectives is to know the status of @xgsrailway trade unions and also
to assess the perception of the railway employbesatavorking conditions and role
performed by the trade unions for their betterm&he study was an exploratory one
and based on both primary and secondary data. 8agodata were collected from

available literatures, websites, journals, perialdicnewspapers and the office of the
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“Employees Union” and “Mazdoor Union” at Badarpuwbs division of Indian

Railways. The report shows that employees of Badaspb-division are satisfied
with the salary, benefits provided by the organargtieave, working hour, maternity
leave, and bonus. Since the employees do not hayegrevance regarding these
factors therefore the trade union just look afteaittthis matters always remain
satisfactorily to the employees and Most of the leyges are not satisfied with the
promotion policy of the Indian Railways, they hate complain that they are not

promoted fairly.

Hence, the trade union strives to bring a better fairer promotion policy through
negation with the authorities and lastly almostlal employees are dissatisfied with
the New Pension Scheme, to mitigate their grievéinedrade union is trying hard to
bring back the old pension scheme. The study wa® dio India with contextual
difference with Tanzanian trade union and employé&ss we have a reason to

continue the study.

Ntwala (2008) conducted a study on “the role trad®n on job creation. The study
conducted was in South Africa. The main objectif/¢he study was to examine the
role (success of) trade unions in job creation. e\mv, the study was primarily
concerned with escalating or soaring overall nafiamemployment, which is higher
among the youth. The study provides that therevar®us causes of unemployment
named two: low levels of skills or lack of skillacaa mismatch between skills and
labour market demands. The focus of the study waghe initiatives that trade
unions have undertaken to deal with the challeojememployment with a specific

focus on direct job creation.
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In order to assess the role of trade unions incj@ation, the study focused on the
Labour Job Creation Trust (LJCT) as a case stutlg. [labour Job creation Trust
was formed by the three main federations the Casgad South African Trade
Unions,(COSATU), The Federation of Unions of SoAfnica( FEDUSA) and the
National Council of Trade Unions (NACTU) in SoutHrigda as a response to the
challenges of unemployment. The year (2008) mahes 10th year since the
inception of the Trust which allows for a propesessment of the impact of trade
unions in job creation based on the strength, wesdas, successes and challenges
that trade unions face in job creatidrne study used a combination of quantitative

and qualitative research metisod

The study found that trade unions in developinghtaes need to be involved in job
creation due to the high unemployment rate in dgueh countries, low and
irregular incomes and lack of a comprehensive s@gaurity system. This means
that role of trade unions go beyond their tradiiomle of collective bargaining and
get involved in the broader developmental issuebh@fcountry that uplifts the lives
of all people in society as compared to concemtgatin one class that of Workers.
Therefore we will continue with the study because study does not address the

trade union in solving employee’s problems.

Clara and Mary (1999) conducted a study on” Traderuservices and benefits”.
Objective of the study was to evaluate the abddpacity of trade unions to provide
services and benefits to their members as a measisstain the interest of existing
members and to attract new m embers to the labovement in Ghana. The main

methodology employed in this study was descripawalysis. Data was gathered
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from both primary and secondary sources. In the cdgprimary data, information
was gathered through questionnaires and a stractoterview guide.The findings
from the study show that trade unions in Ghana icoat to deliver on their
traditional services of collective bargaining, regentation and education for the
members. Some unions that have been proactivenangative have used collective
bargaining as a tool for both wage and non-wageotmegns. The study did not
provide a real picture to what how trade unionssésg&mployees’ in insuring good
working conditions and also due to time and logatleere for we will continue with

the study.

Jane and Mohammed (2000) “conducted a study oneTradon services and
benefits"The main objective of the study was toleate the ability and capacity of
unions to provide services and benefits to theimimers as a means to sustain the
interest of existing members and to attract new be¥mto the labour movement in
Kenya.The study used a case study approach focusingmployees where trade
unions were purposefully selected as multiple castedy sites. The major

instruments used for data collection were the dgomstire and document analysis.

The study provides that Trade unionists like Tomolydbfound themselves with the
dual role of fighting for political independencedamprovement of the welfare of
Workers. In the late 1950s, as part of the cammpfag political independence, trade
unionists demanded the release of all politicahitkeies. This was eventually granted
when Jomo Kenyatta (the first president of Kenya) athers were released in 1961.
At this time, most trade unionists went ahead tonf@and join various political

parties and eventually joined the government aepetidence in 1963. The study
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also contends that the most prominent role playettddle unions was to provide to
employees education, training, and collective biargg. The decision to provide the
services was derived from the Union Constitution &as been in practice in the
country since the early 1960s. The services areigied to all paid up members and
staff of the unions. Most of the benefits offere@ @enerally contained in the
Collective Bargaining Agreements. The study alsb rdt provide a real picture to
what how trade unions assists employees on insgaagl working conditions and

also due to time and location there for we will twome with the study.

2.5 Research Gap

None of the studies provides a real picture on batwextent the position of trade
union specifically on how they contribute to theeriof employee’s salary in

Tanzanian context. Also in literatures nothing hasn written about the how trade
unions bargains with employers to insure good heahd safety at work

place.Moreover literatures overlooked about indraldemployee problems who are
committed with different labour related cases frdiffierent occupations regarding
Tanzanian working context which needs direct aascd from the trade union rather

they concentrated on collective bargaining.

In addition to that, it remains a matter of seri@esicern that there is no research
based designed to evaluate the extent to whicle tuamions contribute in solving
employees problems under the existing legal frannkesvdoy which public and
private employees are exposed . It is upon tremfses that this study is designed

to fill these gaps and provide the foundation fotter research study.
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Independent variablesDependent variable

Roles of Trade Union Employee’s problems

- Negotiating employees - Long working hours
working condition —t— Poor salary.

- Solving employees - Limited time for leave.
grievances - Poor working

- Regulating collective condition.E.g. tools,
bargaining between environment.
employer and employee - Unlawful employee

Intervening Variables

- Government policies,
regulation.
- E Management and

functioning of trade union.

Figure 2.1: Conceptual and Theoretical Framework

Source: Author adopted from literature review

2.5.1 The Conceptual Frame Work Based on Three MaiRrinciples

The above conceptual framework on its left hanc smtlicates the independent
variables, the roles of trade union that have dimgtuence to employee problems
and can be altered or controlled by government latigns and trade unions
management. The middle variables are interveningaigs that are indirectly

related to employee problems that can prevent tuadan roles from having impact
to employee problems. These variables are nonltatite by trade union roles in

solving employee problems. The dependent variabl¢he right hand side of this
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conceptual framework is the employee’s problems antployee satisfaction at
working place like motivation, good employmentrilaship. This dependent

variable depends on the actions that could happemdapendent and intervening

variable.

Table 2.1: Summary Chapter

Variable Country | Methodology Findings Author
-Employee -Europe - - Role of trade union to play role| -Hank (1999)
satisfaction Quantitative. | in sustainable development and

participatory democracy.
-Employee -Europe -Qualitative. | -The role of trade union tg -Stefanie
satisfaction workers. (2006).
Good Australia -Quantitative | - The role of trade union is -Centre for
employee securing compliance by employment
working employers of minimum wages | and labour
condition and conditions of employment. | relation
report, (2014)
Employee - Pakistan | -Quantitative | - The role of Trade unions is [te Mohamed
development take active part in proving .etl,
education and training activities(2012)(HRD)
(HRD)
-Good -India -Quantitative | - The role of trade union is jn Paragshill
employee striving to bring a better and (2013)
working fairer promotion policy through
condition. negation with the authorities.
Creation of -South -Quantitative | - The role of Trade unions is- Ntwala
job. Africa. and involved in job creation. (2008)
qualitative. Tonny (1992)
Good working | -Ghana. -Qualitative. | -The role of trade union stick on| - Clara and
condition and traditional services of collective | Mary(1999)
employee bargaining, representation and
satisfaction. education
-Employees -Kenya. -Quantitative.| - Prominent role played bgde | - Jane and
satisfaction unions is to provide to employeesMohammed
and ‘education and training, ang (2000)
motivation. collective bargaining.

Source: Field Data (2014)
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This means that, when there are any changes irh&eftl variables (independent
variables) it will affect or change the dependeatiable and hence the growth will
be altered negatively or positively and vice vesar example, when there is no
negotiation and solving employee grievances throtglective bargaining it will

decelerate employee satisfaction, motivation ande wersa. For intervening
variables, for example, when strictly governmengutation undermining trade
unions and poor management of these trade unigas,iethe trade union roles are

effectively executed still employee problems wilkt e solved.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1  Chapter Overview

This chapter presents research methodology usethéyesearcher to meet the
intended objectives. The presentation containsrgsn of the research paradigm,
area of the study, sample, sampling techniquesplaagnprocedures, validity and
reliability, data collection techniques and datdlemtion procedures and data

analysis procedures also included in this chapter.

3.2 Research Paradigm

According to Johnson and Christensen (2005) reBgaradigm is a perspective that
is based on the shared assumptions, values, cen@eqmt practices. In other word
paradigm can be defined as a function and how relsea thinks about the

development of knowledge. Research paradigm hase tterminologies such as
positivism, interpretive and realism philosophiesndbb (2007) this study takes the
form of interpretive paradigm. It is qualitativeudy in nature as it takes the view that
there is no single reality. They include trade unadficials of different ages who are
the members of trade union and with different wogkiexperiences. Interpretive
research paradigm used to tap information on pé@oepf individuals and changes
over time .The study aimed at assessing the rofesradle union in solving

employee’s problems.

3.2.1 Research Design
According to Kothari (1990) research design is maceptual structure with which the

research is to be conducted. It constitutes thetahétue print for data collection
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process, data measurement which comprises datéficktion, arrangement and
summarization, and data analysis. The study is dantly qualitative. The design is
chosen for this study because the study’s intdeesd describe the role of trade
unions in solving employee problems. Ploeg (19@®orts that the purpose of
qualitative research is to describe explore andagxphe phenomena being studied.

It takes the form of what is happen.

Furthermore, the choice of qualitative researgbra@gch is due to the fact that the
study needs to obtain detailed data by interactwity employees who are under
TALGWU, TUGHE and C.W.T in obtaining relevant infoation about the role of

trade union in solving employee’s problems in Tawi@aThe qualitative research
design involves organization of the data into rafévcategories or themes before
arriving at the final argument and the data pre=gmnt narratives. On the other hand,
the emerging numerical data analysed using simplth@matical calculations such

as percentages and presented in tables.

3.3  Area of Research

The research was conducted in Mwanza region at ldgama district. The study
carried on employees who are under trade unionsusecit is easy to access
information from targeted population. Also the dddt has both the public and
private institutions which abide with the governmeauolicies and regulatory

framework which includes the presence of tradensio

3.4  Sampling Design and Procedures
The identified sample involves a randomly selectmmboth males and females.The

sample for this study involves a total of 75 regpents from Nyamagana district in
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Mwanza region which includes Employees from ttdiferent trade unions which
are CW.T, TALGWU and TUGHE. Both Simple random séngptechnique and
purpose sampling technique employed to select &poredents to represent
employees from these Trade ursorBelow is a tabular representation and

distribution of research respondents.

3.4.1 Distribution of the Sample

A sample size refers to the number of items to ékected from universe to
constitute sample Kothari (2004) again a sampteasdevise used to learn about a
universe without the expenses of studying every begrof the universe, Mugenda
(2003). A universe or population on the other hamdhe collection of all the
element of the study. A sample is therefore drasemfa population as it is difficult

to study a whole population in totality, becausetiofe, resource and energy and
other limitations. As far as this study is concekn@e researcher used a sample size
of 75 respondents from the shown population ab@tenn (1992) we need to be

specific when determining sample size.

The three criterions to be considered, the levepraitision as sometimes called
sampling error as the range which the true value of populationtarms of
percentage (e.g. 10%), the confidence level wisdbaesed on the ideas a compassed
under the central limit theorem of (95%) and thgrde of variability which refers
the distribution of attributes in the population.
Mathematically.

n= N

1 +N (ef
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Where,
n = Sample size
N =Population size
e’ =level of precision
Confidence level = 95%
n="2?
N=3779
e=20%
n =3779
1 +3779(0.9)
=75

Therefore, sample size is 75.

Table 3.1: Sample Size

Trade Union Population Size Precision Levels Sampleize
CW.T 1400 + 20% 25
TUGHE 1465 + 20% 25
TALGWU 914 + 20% 25
Total 3779 75

Source: Glenn (1992)

3.5  Variables and Measuring Procedures

Patton (2002) states that validity and reliabildye two features which any
qualitative researcher should focus on while desga study, analyzing the results
and judging the quality of the study. The collecttata coded and entered into

Microsoft excel. After completed to insert questiaimes into excel, the researcher
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further employ software known as Statistical Paekig Social Science (SPSS) for
analyzing the data. The SPSS analyzed questiosnaite many questions include
both close ended and open ended questions. Theagmcksed to determine
frequencies in order to analyze the number of nedeots belonging to each
variable. The SPSS package is then used to estithatevalues of unknown

parameters of the population. This SPSS programimerefore took into

consideration the analyzation of data to deterrfieguency and percentages of the

respondents and finally guide researcher to drawiaéion and graphs.

3.6  Validity and Reliability

Validity refers to the extent to which the findingscurately describe the relationship
of variables, Hoepfl (1997). In qualitative studia@s assumption is made on the
presence of multiples of realities in explainingrenomenon. For example, what are
the views of workers on their trade unions towasdling their working problems.
In this context multiples of aspects contributedetdent of performance of trade

unions.

However, it should be noted, that credibility inatjtative research does not depend
on the size of the sample. What matters in thipeessis the richness of information

collected, and how that information underscoresphipose and objectives of the
study. In this study information was collected fraeachers, Government heath

workers, local government workers and trade uneawlérs.

3.7 Methods of Data Collections
The study utilizes both primary and secondary dita. the purpose of making

analysis researcher employ the following methods:
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3.7.1 Questionnaire Administration

Questionnaires as a tool of information was deslgaad administered on the
premises of which trade unions and employees aratdd. Kothari (1990) this
method is free from bias and allows collection ¢dirge amount of data from a large
population in highly economical way. Both open atmsed questions were used the
questionnaires employed to the interviewees. Thefsquestionnaire is purposely
for employees from distinct occupation namely logavernment, Health and other
education institutions. Both close ended and opete@ questions are designed to

facilitate the easiest gathering of information.

3.7.2 Interview

Direct interview was conducted to probe informatfoom the respondents through
guiding checklist of questions. Love (1999) contetitht interview is a conversation
between two or more people initiated by the inemar for specific purposes of
obtaining relevant information. The interview wasnd to some trade union
members and 04 official trade unions staff memheiselped to generate member’s
views, perceptions and opinions to the contributsbrirade union towards solving
employee’s problems, challenges and the extentiohathe trade union has helped

to solve their problems.

The interview technique used to complement thermédion which was gathered
through documentary review and questionnaires.nlig@ also helped to ask
probing questions and make clarification where sgag/ and when it was required.
The interview also was carried out to trade unifiiters and management so as to

make clarifications for various issues from secondsource and from members.
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During the interview process the researcher probedcess stories, cases and
opinions which shows how the trade union contribute solving employees

problems.

3.7.3 Documentary Review

The study reviewed different journals, articlesblmhed and unpublished materials,
magazines, statistical reports, catalogues andikbehat reflects the challenges of
which employees encountered in their working plac&/T and TUCTA reports
were reviewed. The documentary review again higitdig the role trade unions in
resolving their problem. The documentary also #sdisesearcher to understand

different theories and empirical studies from redéfield.

3.8 Data Processing and Analysis

According to Shamoo and Resnik (2003), Data Analigsi the process of
systematically applying statistical and/or logitathniques to describe and illustrate,
condense and recap, and evaluate data. Data wiggethand presented in terms of
figures, tables and graphs. The aiding tool forlyais was the Statistical Package
for Social Sciences version twenty (SPSS V.20). Gbalitative and quantitative
data analyzed and separated because of their tdréstics While qualitative data
analyzed through content analysis and thematicgligntitative data analyzed by
using the SPSS.The edited and coded data thatnebtahrough questionnaire
surveys subjected to analysis using Statisticakége for Social Sciences (SPSS).
Responses summarized into a number of differeegoaies for entry into SPSS, the
categories identified after looking through thegarf responses received from the

respondents, and then each response categoryedsigmbers.
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Before entering the information from the questidreminto SPSS the code book
was prepared. This give the summary of instructitms used to convert the
information that obtained from each case into antdrthat SPSS software can
understand. Data from interviews analyzed basedthemes and also through
content analysis. Repeated themes categorizedgoasirtheir commonalities and
recorded together. Also other categories of thereesrded as they emerge. This
method enables the researcher to be reliable amdat@ thorough analysis under

each topic. The data also presented through grégdbles and charts.

3.9 Ethical Issues

The study observed all necessary ethical standards conduct which helped the

researcher to avoid unnecessary psychological hysigal harm to the respondents.
The researcher processed research clearance feymitll responsible authorities

including the Deputy Vice Chancellor Academic ofJO., Human resources officer

from Sekou toure referral hospital, Mwanza city mol and the headmaster of
Pamba secondary school. Letters to ask for theetwraf the respondents so that

they can willingly be involved in the study wereitien.

In addition to that, the researcher ensured confidi&yof the respondents’
information by restricting their access and by asiting them to write their names in
a gquestionnaire. On the other hand, respondents asked for their consent both for
interview and filling in the questionnaire. Onlyethespondents who were ready and

willing to be engaged in the study were recruitadtie study.
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CHAPTER FOUR

RESULTS AND DISCUSSION

4.1 Chapter Overview

This chapter presents the findings and discussestse The chapter is arranged into
four sections. The first section presents the deapdgc characteristics of the
respondents. The second section examines the qofi trade union towards

assisting employees in wage negotiation with tegiployers in getting high wages.
The third section assesses the contribution oktradon in insuring good working

condition to employees. The last section examihesontribution of trade union in

assisting employee into different court actionsnizhed by on employers’ labour

related cases.

4.2 Data Cleaning

Chapman (2005) defines data cleaning as a pramess to determine inaccurate,
incomplete, or unreasonable data and then improwiagyuality through correction

of detected errors and omissions. The process majude format checks,

completeness checks, reasonableness checks, limatks or other errors, and
assessment of data. Burrough (1998) the need far deaning is centred around
improving the quality of data to make them *“fit fose” by users through reducing

errors in the data and improving their documentaéind presentation.

It is important, however, that errors not just leeted, but corrections documented
and changes traced.In this study the sample usexd Aarespondents and the

guestionnaires prepared were 75 also, in regar@50bn each trade union and
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questionnaires responded was 62.This is due fatistime of 3 questionnaires were

not returned and 10 were left due to errors:

4.2.1 Reliability of Questionnaire

The reliability of questionnaires was obtained lsng cronbach’s reliability test.

This test gave the following alphas for the varsbbf the study.

Table 4.1: Cronbach’s Reliability Test

Variables Cronbach’s Alphas
Wage negotiation 0.92

Health and safety 0.8

Labour related cases 0.76

Source: Field Data (2015)

The above result shows that each variable hadorijacoefficient (alpha) greater

than 0.7 hence the instruments was reliable meaduhe variables of study.

4.3 Demographic Characteristics of Respondents

As on aspect of research it was very important tesgnt the demographic
characteristics of respondents. Results indicated about 32% of workers under
trader union C.W.T were male and 68% were femaldewd6% of workers under
trader union TUGHE were male and 44% were femadmut 52% of workers

under trader union TALGWU were male while 48% wésenales. Overall, the
majority of respondents were females 53.3% whiléemavere 46.7%.This implies
that female employees who are under CWT, TUGHE, BAHGWU comprises

large number compared to male employees.
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Regarding the age of respondents, the majority, 4@%e of the age group of 20-29.
Again 28.3% of respondents were in the age grog0e39 while respondents aged
forty years above (>40) accounted for 18.7%. As tfog level of education the
majority 66.6% had attained the level of degree.il®/fespondents with education
above degree were 25.4% and respondents with sagofelel of education were
8%. This implies that the study was conducted anckied employees of different
working experiences in regard of their age and atiic levels. The details are

shown in Table 4.2.

Table 4.2: Demographic Characteristics of Respondés

Trade Union Workers %
Categories CW.T TUGHE | TALGWU | Average

Gender Male 32 56 52 46.7

Female 68 44 48 53.3
Age 20-29 44 36 40 40

30-39 36 13 36 28.3

Above 40 20 12 24 18.7
Education | Secondary 0 8 16 8

Degree 68 72 60 66.6

Above Degree 32 20 24 25.4

Source: Field Data (2015)

4.4 Position of Trade Union in Assisting Employeeis Wage Negotiation

with Employers
In order to assess the position of trade union tdgvassisting employees in wage
negotiation with their employers in getting highgea respondents were provided
with statement related to Trade union involvementvage negotiation, and were

asked to respond affirmatively or in a negation.clase examination of their
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responses indicated that the position of Trade rumin the same was quite low

especially with the members of C.W.T.

For example, while 88 percent and 76 percent opardents from C.W.T and
TALGWU reported that trade union does not assigplegees in wage negotiation
with their employers, only 60 percent of the reggents from TUGHE reported the
same and the variation was statically signific&t.003). This indicates that, though
many respondents trust their trade unions but #teynot doing enough as much as
salary negotiation is concerned (see Figure 412grdfore mostly salary inclement is
determined by the employer (government) and emp®yae always brunt to the

decisions.

Table 4.3: Association of Variables on the Positioaf Trade Union in Assisting
Employees in Wage Negotiation with Employers

Value df Sig
Pearson Chi-Square 16.691 15 .003
Likelihood Ratio 14.071 15 .000
N of Valid Cases 75

Source: Field Data (2015)

Further respondents were asked to state why ttagle tunion is not doing much in
assisting employees in wage negotiation with tleenployers. Data shows that 27
percent of respondents on average identified ctoni@as the reason as to why trade
union does not assist employees in wage negotiatitim their employers. This
could be due to the reason that, most of the Isaoferade unions does not work on

the interest of their members so employees filrwation is used to silence their
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leaders. 24 % ofespondents mentioned Fear and Disloyal the re@msamy Trade

unionhas low bargaining powerin wage negotiation VEmployers

(o)
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Figure 4.1 Trade Union Assisting Employees in Wage Negotiain

Source Field data (201
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Figure 4.2: Why Trade Union not Assisting Employees in Wage Negiation

Source Field data (201
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Fear was mention because employers threaten thde Turaions especially their
leaders when they demand their rights, some leddargor their job and their life at
large. Other respondents cited Incompetence oflsads the reason to why trade
union does not assist employees in wage negotiatiim their employers (see

Figure 4.3).

Furthermore, field data in each trade union shdves, tabout 36% of respondents
from C.W.T identified Fear as the reason as to Wtagde unions has low bargaining
power for assisting employees in wage negotiatigh their Employers, while other
respondents (24%), from C.W.T identified corrupti@0%) identified Disloyal and
(16%) incompetence as the reason for law bargaipavger for assisting employees

in wage negotiation with their Employers.

Data from members of TUGHE trade union identifienfraption by (32%) as the
reason to why Trade union has law bargaining powassisting employees in wage
negotiation with their Employers while other resgents from TUGHE identified
incompetence (24%), Disloyal (20%) and fear by (12%the reason to why Trade
union has law bargaining power in assist employeesage negotiation with their

Employers.

More so, Field data revealed that (32%) memberfAMGWU identified disloyal
reason as to why Trade union has law bargainingepassisting employees in wage
negotiation  with  their Employers while, (24%) resdents from
TALGWUidentified Corruption, (24%) fear and by (12%lentified incompetence

as the reason to why Trade unionhas law bargaipavger assisting employees in
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wage negotiation with their Employers. See the idetmn Figure 4.3.During
interview with trade union leaders it was revedieat, the employer (government)
threatens them when they try to find solution fogit members. But they stressed
that; they are taking necessary steps to make therevelfares of employees are
taken into consideration by the employer. For eXanthW.T secretary has to say
this;

“We are working under a difficult condition, but well continue to demand

our right until the Government understands and a&gpmte a significant

work we are doing for this country”

This view is more or less similar from other tradeon leaders because employers

are always reluctant to offer what is requiredha&in by the employees.

4.4.1 Corruption

From the study, 27% of respondents mentioned cbom@as one of the reasons for
low bargaining power of trade unions. However, 3@Ptespondents from TUGHE
mentioned.Corruption as one of the reason, thisigher compared to other trade
unions where by 24% was mention by TALGWU as wedlswealized each (see
figure 3). This implies that employees considerwgtion is influencing their leaders
not involving is tough wage negotiation. Howeveridg interview with trade union

official they strongly deny any involvement in tagiany bribe from the employers.

4.4.2 Fear
Field data indicates that 24% of respondents orageementioned fear as one of the

reason of law bargaining power for salaries inaed$owever, this was highly



46

identified by (36%), respondents from C.W.T, (24%)as mentioned by members
of TALGWU and 12 %identified TUGHE members (seeufeg3). This was the
reason as to why Trade unions have low bargainavgep in assisting employees in
wage negotiation with their Employers. Many membefstrade union do not
demand their right because they fear to lose fbkirHowever during interview with
trade union official fear was not a paramount fgctbey claimed that the only
problem hindering negotiation of wages is insewigjti of the employers to

employee’s needs and wants.

4.4.3 Disloyal and Incompetence

Field data indicates that disloyal was mentioned2ypercent of respondents on
average also. However this was highly identified%32y respondents from
TALGWU, it was further mentioned 24% by membersCoWW.T, and identified by
20% TUGHE members (see figure 3). During data ctde it was evidenced that
about 67% of respondents did not trust their uteaders. This shows that, if leaders

are not trusted by their members it is even diffitu protest for their rights.

On incompetence, Field data indicates that by XZgpe of respondents on average
mentioned Incompetence of trade union leaders. Memthis was highly identified
by 24% respondents from TUGHE, it was further nwrad by 16% members of

C.W.T, and identified by 12%member’'s TALGWU membdé8ee Figure 4.3).
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4.5  Contribution of Trade Union in Insuring Good Working Condition to
Employees

According to the research data presented in thdeTap Respondents revealed

various Contribution of trade union in insuring doavorking conditions to

employees. The following are the contribution ofdg union as identified by

respondents; 20.6% (n=75) Collective Bargainingod2=75) Representation, 29%

(n=75) Employee Welfare, 13% (n=75) Fair Practmed15.3%, (n=75) Legislation.

Table 4.4: Contribution of Trade Union in Insuring Good Working Condition

to Employees

TRADE UNION WORKERS
Contribution of Trade % Average
Union to Employees CW.T | TUGHE | TALGWU N=75
n=25 n=25 n=25
Collective Bargaining 24 20 18 20.6
Representation 20 22 24 22
Employee Welfare 25 30 32 29
Fair Practices 13 16 10 13
Legislation 18 12 16 15.3

Source: Field Data (2015)

4.5.1 Collective Bargaining

According to research results in Table 4.4, 20.6%/5) of respondents depict that
Collective Bargaining is one of the benefit attair®y employees as the members of
Trade union. Trade unions developed to grant enggl®yequal bargaining power
with their employers, who traditionally had the labito exclusively set the terms

and conditions of work and pay. Unions represenkess within a given industry in
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negotiations with their employers. Since the urdomprises a group of workers, it

has a greater voice than if employees were dealittgemployers individually.

Through collective bargaining, the social partnbesse been able to minimize
conflicts and confrontation that often charactesitiee relation between employers
and workers, Khabo ,F(2008).Collective Bargaining refers to the proces$s o
negotiating standards to govern employment andrlablations. The collective

bargaining process allows workers representativesake claims to a proportionate
share of the fruits of their labor. It facilitateesmmunication between capital and
labor thereby allowing each party to gain insights the challenges and aspirations
of each other. A collective agreement becomes tihkeome of the collective

negotiation where employees reap from being a memmibe therefore respondents
shows that employees are at the advantage of gotheir working environment

problems since through collective bargaining akvagntain issues ranging from
wages, working hours, benefits, job grading, proomst and dispute settlement

among others.

4.5.2 Representation

According to Table 4.3, an average of 22% (n=75jespondents pointed out that
representation is among the contribution of thed@ranion in insuring good working
condition to employees. Trade unions represenintieeest of their members as large
numbers of employees are working under very damgerand discouraging
environment. For example nurses of Sekou TourerRefidospital during interview

has to say this
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“In some times we are working without gloves, guatb@ thing which
is very dangerous to our health and no one takes ead our trade

union representatives knows this

The fundamental rationale for workers to bond tbgetn unions is based on the fear
perceived or real that individual workers are ueablmatch the power of employers
as they seek to protect their interests in the eympént relationship. By forming or

joining unions, workers hope to equalize the povedations at the workplace and

they hope to better secure their interests.

Worker representation could take several forms. R&fsrrequired to be represented
in wage negotiations as well as negotiations foatder conditions of work such like
working environment which involves working tool®dith and safety conditions and
the like. Workers require legal representationhey tincreasingly face the wrath of
adversarial employers. They require representadtodisciplinary hearings. Above
all, workers are in need of representation at th#&onal level including state

enterprises and agencies such as the social seadntinistration.

For most countries in Africa, trade unions havegfdufor workers to be represented
either by their union representative and choseresgmtative of the worker or group
of workers in disciplinary hearings. Representatimay take the form of an
individual representation where an individual membé the union who has a

grievance or disciplinary problem is accorded ®ghbrvices of the union.
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Representation could also take the form of colMectiepresentation where unions
represent groups of workers in disciplinary heasin@ollective representation
normally takes place where the entire workforceanf enterprise faces possible
retrenchment as a result of organizational reatringy. In such circumstances,
unions have represented their members as they iatgdor their redundancy
package. Trade unions in Africa have had excellecbrd of representing workers
interests in several enterprises restructuringqaatrly during the days of Structural
Adjustment Policies where workers in the publicvesr were hit with mass
redundancies. Most collective agreements spelhowt grievances and disputes may
be settled. In most part disciplinary procedures gnternal (they are without
recourse to the law courts) and afford workersdpportunity to be represented or

accompanied by their unions.

At the national level trade unions also represeatkers interests in several state
enterprises and agencies. One area where trade repoesentation has been visible
across Africa is in the administration of sociatww@#y where trade unions are
represented on boards just so that the interest®tobnly their members but the

workforce generally are protected

4.5.3 Employee Welfare

Research results in Table 3 indicated that 29% %h—=of respondents depict that
employee welfare is one of the benefit attaineceimployees being the member of
Trade union. Unions have successfully fought fatdseterms and conditions for

workers. They represent workers’ interests and fsaired a variety of benefits,



51

such as higher wages for unionized employees, Wierkbalance characterized by
reasonable work schedules, job security and phiotedtom arbitrary action by

employers.

Dessler(2001) asserted that is also due in parhimn activity that discrimination in

the workplace was outlawed and that workers hawesacto health care, safe
working conditions and guaranteed Social Secutitgions not only have given

workers dignity in the workplace, but they also sistently facilitate enhanced
welfare and standards.

4.5.4 Fair Practices

According to information in Table 4.3, an averadeld% (n=75) of respondents
indicated that Trade unions contribute to fair Beas in working place. Labour

union deals with the unfair labour practices of &ayers. The Tanzania labour law
declares that it is unlawful for employers to doatéra union, discriminate against
workers engaged in union activity and victimize kers who file charges against
them with the Labour court. Every employee shalféhthe right-Employee’s right
to freedom of association - (a) to form and joitnaale union; (b) to participate in the
lawful activities of the trade union. (Employmemdalabour relation act of 2004,s

act 09(1).

If the employer does any of these prohibited atis,union can take it up with the
board on behalf of the employees. For exampleuttien representing Boeing Co.
engineers and technical workers filed charges agaire company for interfering

with employees engaging in concerted union activitye labour court investigates
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charges and may take a variety of actions, inclyissuance of cease-and-desist or
reinstatement orders to remedy unfair treatmeninag@mployees. Unions ensure
that employers comply with the law and can lodgeeafs in federal court if

employers do not respect labour court decisions.

4.5.5 Legislation

According to the field data in Table 3, 15.3% (nyF@b respondents indicated that
Unions also play a key role in developing labowdaand regulations for effective

worker protection. The unions initiate the push fegulation in areas that concern
employees in the workplace. They lobby for the tiogaof laws and regulations and
disseminate information to the employees about tHdeasures such as the Social
Security Act, the Occupational Safety and Healtht Axist as a result of union

efforts for better terms and conditions for workddmions monitor the status of

implementation of employee welfare laws and regutatto ensure they are properly

enforced.

Moreover the research finding portray that Tradéonmshas a significant strong
positive relationship with membership benefits(B8®, P<0.01) This means that
many people find Trade union is very beneficiathrir workplace and it contribute

much in insuring good working condition to emplogee

This finding is in agreement with lan (2009) whatet that Trade unions ensure that
all people have access to a decent life and degerk in a healthy environment,
access to quality public services such as healterand sanitation, and to quality

of education and skills training as a means toeachg a decent job. The underlying
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motivation for forming or joining unions and unding collective bargaining is,
therefore, to equalize or at least reduce the pasgmmetry between employers and

workers.

By this, unions are able to bring about equaligirnfess, respect for human and
workers ‘rights, and social and economic justicé apoly at the workplace but

equally importantly, in the broader society. Andtis based on the recognition that
individually; workers are too weak and not resotucto demand their rights at the

workplace. There is also the recognition that thisrestrength in the unity and

collectivism of workers.

Table 4.5: Relationship between Trade Unions and Mebership Benefits

Value df Sig
Pearson Chi-Square 18.451 15 .001
Likelihood Ratio 13.821 15 .030
N of Valid Cases 75

Source: Field Data (2015)

4.5  Contribution of Trade Union in Assisting Emplg/ee into Different Court
Actions

In order to respond to this objective, respondemse asked to give the contribution

of trade union in assisting employee into differeourt actions launched by on

employers on labour related cases. According tarEigd, respondents revealed

various Contribution as follows;21% (n=75)Parti¢gan Reconciliation,24% (n=75)

Participate in arbitration, 20% (n=75) Participation Mediation and34% (n=75)

Participation in Litigation.
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Figure 4.3: Contribution of Trade Union in Assisting Employeento Different
Court Cases

Source: Field Data (201

This implies that the tradunions involves in assisting employees having way
disputes which involves court proceedings as tlepyasents workers into litigatio

reconciliation, mediation and arbitration proced

4.5.1 Participate in Reconciliation

Research results in Fire 4.3 indicate that 21% (n=%8)respondents depict th
Trade union contribute in assisting employinto different court actions launch
by on employers labour related ce through Participating in Reconciliatior
Reconciliation is used when an employer and itsleyegs, usually represented b
trade union, are in dispute over an issue and ¢amach a solution. Trade uni
represent employees in settling dispute betweerompand employee, they can
a repesentative to help parties discuss, consider afidcteon their respectiv

positions with a view to reaching an agreemeReconciliatiol is a mixture of
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consultation and mediation. The conciliator helps parties to negotiate while
whenever necessary addressing internalised pevosptattitudes, intentions and
behaviours with the objective of reducing prejudiesmd hostility. Conciliation can
be applied in pre-conflict and early conflict stioas as long as the parties are able

to talk to each other.

4.5.2 Participate in Arbitration

According to the field data in Figure 4.3, 24% (B¥0f respondents indicated that
Trade union contribute in assisting employees loola cases through Participating
in arbitration. Arbitration takes place when past{@n employer and its employees,
usually represented by a trade union) have exhaisésr negotiating procedures on
a particular dispute and are unable to agree emmetht. Duty of the trade unions is
to safeguard the legal rights and interests ofetmployees during arbitration. The
Trade union act on behalf of the employees durnhgiration process, this is most
effective when the issues in dispute are quiteraat For example, in disputes over
pay, grading and disciplinary matters. The Trad@nms perform the following
functions during the participation in labor disputgbitration: engage the
representatives of trade unions in the activitids labor dispute arbitration
commissions; appoint trade unions cadres as paé-trbitrators to handle labor

dispute arbitration cases.

4.5.3 Participation in Mediation
Furthermore research finding in Figure 4 indicdtat 20% (n=75) of respondents

depict thatParticipation in Mediation is one of tbentribution offered by Trade
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union to employees who have labor cases. Mediaisoravailable to help an
organization and its employees (usually represehted trade union) to resolve a

particular dispute where they are unable to agesttlement between them.

Mediator provides an impartial and independenttiparty to help parties to find a
solution. Before mediation begins, the parties ageems of reference, including that
they will seriously consider mediators’ recommeratad. Mediation is a completely
voluntary and confidential, where the mediator gatk both parties to uncover
underlying problems, assists them to understandstwes and helps them to clarify
the options for resolving the dispute. Many kindslispute can be mediated if those
involved want to find a way forward. It can be usgdany stage in a dispute but is
most effective before positions become entrenched.

4.5.4 Participation in Litigation

Research results in Figure 4 indicate that 34% %h=of respondents depict that
Trade union contribute in assisting employees difterent court actions launched
by on employers labour related cases through Raatiog in Litigation. The Civil
Procedure Law of Tanzania is applicable to Labgpulie litigation activities. The
Trade unions participate in labor dispute litigat@ctivities in accordance with the
Trade Union Law and the Civil Procedure Law. Tradens perform the following
functions during participation in labor dispute kwis: to support and assist the
employee in bringing a lawsuit; to be authorizedlegal representatives for the
employee; to urge the execution of effective leégatruments and to represent the

employee to participate in lawsuits related todbkective contract disputes.



57

Furthermore the research data depict that beingembar of Trade unions has a
significant strong positive relationship with wingi a different court cases filed by
employer (r=0.883, P<0.01). This means that Tradéons accompany their

members in disciplinary and grievance meetings jride their members with

legal and financial advice.This finding is in agrent with Webster (2007) who
indicated that Trade unions support and assiseétmgloyee in bringing a lawsuit; to
be authorized as legal representatives for the @rapl to urge the execution of
effective legal instruments and to represent theleyee to participate in lawsuits

related to the collective contract disputes.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Chapter Overview
This chapter presents the summary of the majorirfge] conclusion and

recommendations for actions as well as recommearrtafor further studies.

5.2 Report Summary

The effective functioning of trade unions towarddvieig employee’s problems is
determined by the strength and how often a tradenumanaged to reduce the
working grievances at working places by solving #dsting problems to an

individual or collectively. From being a member @ftrade union, employees are
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motivated when the trade unions present their probl to the employers to be

solved and become satisfied with the working emriment.

Employees perceive trade unions are existing thiealy functioning with all their

major objectives but practically it has been alemgle since most of employees long
term problems are still existing and therefore éoabmember of such trade union is
due to employees being bounded by the regulatamdwork or labour relation acts

rather than their will to be a member.

5.3 Conclusion

According to the first research objective that plosition of trade union in assisting
employees in wage negotiation the finding indicatkat large percentage of
employees report that trade union are not doingigmon salary negotiation since
the demanded salary scale level has not attainddhensalary level inclement is
determined by the employers(government).This hasn bebserved when large
percent of respondents are not appreciating tluetefbf their trade unions towards
negotiating with their employers. Therefore thesérg trade unions proved to have

low bargaining power that is why the employeessatiecomplaining on it.

Also as to the second objective is concerned, rigslindicates that the contribution
of trade union towards assisting employees in ingugood working condition it is

still a challenge since large number of employeesiges that they are still working
in a very poor working conditions. Therefore on@ cay that trade union is not

assisting them as much as the objective is.
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More over the discussion shows that trade uniong Imainimal assistance towards
employees’ into different labour cases and otherrtcactions since large number of
respondents provides that there are still someiptlilsary actions are given to

employees without being assisted by respectiveettadon. Therefore trade unions
do not assists employees as much in assisting gemko solve their labour related

cases.

Thus in summing up, Trade unions are the major @ndial link for the growth
working relationship. It is an efficient instrumelior helping employees who faces
different working constraints. It allows employee®lve working problems
individually or collectively and acquire the reqdr interests. Trade unions have
traditionally been concerned with seeking the eauncand social interests of not
only their members but also workers and their feewil Unions seek to improve
wages and the conditions under which their membaegsemployed and work. By
doing this trade unions bring about working and leypent fairness also social
justice to a society as well and the world thamiesrked by obscene inequality and

injustice.

According to this study Trade unions have not pedsin the required range in
solving employees problems and other core objextiverards struggling to secure
benefits for their members, such as financial gdike rise of wages, bonuses,
various allowances insurance benefits, overtimargag and non financial benefits
such as job security, comfortable work place, raooeal facilities and decreasing

fear of employer through collective bargaining.
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For example within the framework of the collecth@gaining process, trade unions
have not maximum secured for workers a number gomant social benefits that
are employer-funded due to law bargaining powees€hinclude but are not limited
to educational scholarship, commonly called studythwpay for workers

housing/accommodation loans or subsidies, funerahtg, interest-free loans and

provident funds among others.

In fact, the welfare of workers seems to be arepasable component of the
functions of these unions. The biggest challeraggéronting unions as they seek to
expand services and benefits to their membersvsrgment regal framework and
funding, unions have traditionally relied on cotlee bargaining and on union dues
to provide services and benefits to members. At dhme time, the dwindling

membership is adversely affecting the financedefunions, hence their inability to

provide services and benefits outside of the ctiledargaining framework.

5.4 Implication to the Research

The study reveals that trade union is a very ctuog&rument in solving employee
problems in any organization as they motivate eyg#s towards fulfilling their
responsibility. Poor performance, management anmdnutment of trade unions
towards solving employee’s problems leads to poorkimg relationship as results

decreases the quality in job performance of em@sye

The research examined that the trade unions sistauhdl firm in solving employees



61

because motivated employees are likely to develtgrast towards their profession
which result in better performance and their cardee to presence of the driving
forces to better performance which are either margedr non-monetary. Monetary
these include direct pay including salary, housewances, and other direct pay to
the employees. Non-monetary include recognitionaise; good working

environment like quality health and safety, promsof food and houses.

5.4.1 Implication to Policy

The trade union policies are the guidelines ontithée unions which intend to solve
employee problems at working places through theilons. These policies also
define the philosophies and values through whicpleyees should be treated. They
also have principles which trade union are expetdextt so that employee problems
could be solved.

The trade union policy spells out exactly what @attshould be taken to assist
employees in mediating procedures and practicese doy employers which

undermine workers welfares.

The researcher find out these trade unions cawtiegs functions in solving working
problems to its employees in many ways to insueg tiffairs are in place. However,
the study also revealed that the trade unions doesolve employees problems as
much the polices provides. Therefore policy malgrsuld reframe these policies
which reflect trade unions in order to insure thleasic functions are directed

towards assisting employees working problems.
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5.4.2 Implication to the Knowledge

This study shows that trade unions vary greatlgdlving employee problems with

regard to specific occupation even though theyogrerating under the same legal
and political environment. Also the researcher oles that number of employee’s
do not have clear understanding of their employmights. On the other hand some
employees perceive the trade unions are not assdaomth employment and their

jobs at large and have no connection with theirkimgy performance. Therefore such
knowledge can stand for aid to human resource ipoars to pin point the reasons
for poor performance of employee resulted from peorployment relationship

emanated from poor functioning of trade union.

5.5 Recommendations

Based on the findings the following recommendatiwese made.

5.5.1 Recommendations to Trade Unions

The trade unions should frequently provide educagind training to the employees
about their working rights and their rights fromrgea member of a union. This will
prepare them enough for good grounds for demanahmye their rights have been
denied by their employers. There should be straadget unions that can resist
policies and programmers that seek directly oreauty to reduce their power in

order to constantly help members to prosper.

Establishment of a reporting system which allowstifmely monitoring and follow-
up of employees problems also which gives up-te-de well as to and flow

information about financial stand of the trade wnialifferent legal and other
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regulatory employment framework changes, and atifermation’s related to their
members both individually and collectively. Creatiof a good platform through
which employees could participate or involved iny da day collective decision

making of the trade union apart from being repreesskn

Establishment of Evaluation Framework for ServiGesd Benefits .The study
established that though services and benefits wieeed, there were no effective
means to evaluate the satisfaction of such senacek benefits. It is therefore
recommended that user satisfaction surveys béutesdito evaluate the impact of the
various services and benefits currently offered tie trade unions. External

independent customer satisfaction surveys coulohieevay to do this.

5.5.2 Recommendations to Employees

Workers should always present their problem touh®sn as soon as possible in
order to avoid unnecessary delay of solutions.Wsrlghould insure election and
appointment of committed leaders to their union wdould stand firm during

defending the interests of members to the empldiswill reduce fear, corruption,

disloyalty and untruthfulness from union members.

5.5.3 Recommendations to the Government

The Government should always accept the advice thartrade union. In so doing
the welfare of the employee will be improved andréhwill be improvement on
work performance for growth and sustainability leé tountry.Reforming regulatory
framework of employment and labour relation in orde increase independent

functioning of trade unions since some of the trai®n leaders are the presidential
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appointees. For example the general secretary @TPRJand all other trade unions
and also some members from the commission for rtiediand arbitration (C.M.A.)

are the presidential appointees thus this restrecfreedom of the unions. This also
will reduce strikes and other forms of riots whadsts a lot employee’s performance

and the government resources.

High quality industrial relations are the key elem&s managing economic change
and reducing its costs, helping workers and congsamidapt to change while
protecting them from transitory shocks. Good relai between workers and
employers produce positive economic and socialceffeboth in times of slowing

economic growth.

5.5.4 Recommendations for Further Studies

This study focused on the role of trade unions tdwasolving the employee’s

problems in Tanzania. In that case there is a t@@dnduct study on other factors
that are likely to solve employee’s problems inseahence increase in students’
academic performance. A similar study should bedooted for other trade unions

apart from TUGHE, C.W.T and TALGWU.

Likewise, since the current study was qualitativeature, with a small sample there
is a need to conduct a quantitative study witarge sample on the on the role of

trade unions towards solving the employee’s problenTanzania.
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APPENDIX

Appendix |: Questionnaire

TOPIC: EXAMINING THE ROLE OF TRADE UNIONS IN SOLVING

EMPLOYEE PROBLEMS.

To be filled in by the respondents who are the masbrade unions CWT

,TUGHE and TALGWU
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Dear Sir/ Madam,

| am Lazaro Mwanyenza a student of Open Univei&atyzania pursuing a
Masters of Human Recourses Management(MHRM). | anrently
conducting a study on the examining the role ofidrainions in solving
employee’s problems. The study is purely for acadgmarposes and the
information given will be treated with utmost caidéntiality. | therefore,
humbly request you to spare some time and answer faHowing
questions.

PERSONAL PARTICULARS.

Use a tick {) to question (1, 2, and 3.)

1. SEX Male

Female

2. PROFESSIONAL TRAINING:

Diploma

First Degree

Second Degree and abo

3. AGE 20-29
30-49
49-and above
4. Which trade union do you belong...........coeeeeeeviviiiicieeeeennn
1. The following are statements made to assess thee abltrade union in
collective financial bargaining with the employensd financial assistance to

employees. Rank from 1. Good 2. Fair 3. Poor 4y\Wwor. (USE TICK

()
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1) How does a trade union assisting employees inysalar

bargaining?

2) At what extent trade union assisting employee foelty

during job termination and sickness?

3) How well are you informed about the financial stand

position of the trade union?

4) How does an employee provides financial contrimgito

the trade union?

5) How do you rank role played by trade union in savyour

employment related problem?

6) How well do you trust you trade union in solvinguyo

working problems?

7) What are the levels of participation in any demisirelated

to your trade union?

8) How well you are informed of the trade union plansl

budget?

9) How does trade union meets the objectives of eyepls?

10)How well does a trade union recognize the rights an

privileges of employees?

11) Are you satisfied from being a member of trade

(U] 010 1 IR
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12)  From your opinion state why trade unions in Tamadail to bargain with the

employers in order to raise employee’s salaries?

1. SECTION B: Assessment question on trade uniondbarethe second research

objective which revolves around working place ctinds. . Rank from 1. Good

2. Fair 3. Poor 4. Very Poor. (USE TICK)()

1. How well are you satisfied with health and sat®nditions at

your working place?

2. Is there any legal penalties to employers wlemat insuring good

health and safety at working place?

3. How do you rank the trade union in setting stadd towards good

health and safety to employers at working place?

4. How does trade union assists employee In ergtnamings

are done at working place?
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13) How a trade union does assists employee to ensaek\gorking conditions?

14. From your opinion state why trade union did nophaihployee to insure good

working conditions?

2. SECTION C: An assessment questions are based ranréisiearch objective
which revolves around trade union in assisting eyges on labour related
cases and improving employment relationship. Ramifl. Good 2. Fair 3.

Poor 4. Very Poor. (USE TICK}.)

1. How well does a trade union assistsemployeelaloour case
launched by trade union against employers wtad teenfairly

their employees?

2. Does a trade union assist employees to irgguwd working

relationship?

3. To what extent does the Trade union helps tibggprocesses?

4. To what extent does the trade union assisting@maes in

mediation procedures?

5. To what extent does the trade union assists@mees on
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arbitration?

15. How do you benefit from being a trade union membeelation to your

employment rights?

17. As an individual have you ever been offered angllegsistance by a trade
union to solve Working pProblemS.........cooviceeeeeiiiiie e
18. What is your opinion on how to make a trade unimvigle quality services so

that it benefits employees?



