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ABSTRACT
This study aimed to evaluate of factors influencing Labour Disputes Resolution Performance in Tanzania, a case study at Commission for Mediation and Arbitration in Dar es Salaam. Specifically, focused on the following objectives: to assess social factors influencing the performance of labour dispute resolution at CMA, to assess the   management of human capacity factors influencing the performance on labour disputes at CMA, to assess the labour laws factors on disputes resolution. The study was guided with the Theory of Performance, Theory of Tano Yamane of 1967. The study targeted 98 respondents for data collection, only 83 responded. The research design is quantitative and qualitative mixed approach whereby data collection methods and instruments used were questionnaires, observation, interviews and documentary review. Data were analyzed using statistical package for social science (SPSS) involved. Findings for this research indicated that social factors, human capacity and labour laws influence labour disputes resolution performance at the Commission for Mediation and Arbitration. The study concluded that working environment, cases not completed on time, lack of confidentiality during resolution of cases, working tools and low level of labour law knowledge to stakeholders all affected the influence of performance on labour disputes at the Commission for Mediation and Arbitration. The study recommends that the implementation of training to CMA staffs should be continuous at the same time strengthening of CMA and conducting training   of labour law to stakeholders.

Keywords: Performance, Mediation, Evaluation, Labour Dispute Resolution. 
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CHAPTER ONE

INTRODUCTION

1.1 Overview
This chapter provides background information of the study, statement of the problem, research objectives, research questions, significance of the study, scope of the study, limitations of the study and justification of the study.

1.2 Background Information of the Study

According to ILO (2014), Labour disputes are the disputes which are relating to labour and they differ across the countries, occurs in any area of work concerning the rights and interests of employees and employers. The resolution of labour disputes normally resolved through conciliation, mediation, and arbitration. The International Labour Organization established number of Conventions and Recommendations on labour disputes resolution. These include the Voluntary Conciliation and Arbitration Recommendation, 1951 (No. 92), and the Examination of Grievances Recommendation, 1967 (No. 130), which both lay down principles and provide guidance that in labour dispute resolution systems. (ILO, 2014: P3).  
In the World, European countries like United Kingdom, the resolution of labour dispute is divides into two main models, joint consultation and collective bargaining. Under joint consultation, the employer provides information and consults with employees directly, or via a committee, a staff association or a trade union. The Advisory Conciliation and Arbitration Service play a pivotal role in encouraging dispute resolution. The Information and Consultation of Employees Regulations 2004, based on Directive 2002/14/EC, and the Transnational Information and Consultation of Employees Regulations 1999, as amended, based on Directive 2009/38/EC. 4 Hall, M., et al. (2010) are the laws which govern the settlement of the labour disputes. The statistics for the United Kingdom on labour disputes resolution are drawn from the European Trade Union Institute show that the labour disputes in public sector, is 67 per cent, and 16 per cent in the private sector. (Roy Lewis).

Also in France, 98 per cent of labour disputes of workers were resolved by collective bargaining. Further in Italy, 80 per cent of labour disputes of workers were resolved by collective bargaining. At the same time in Germany, 62 per cent of labour disputes workers were resolved by collective bargaining. The factors influenced the performance on labour disputes resolution in European Union were stakeholders, infrastructure, and willingness of the parties. (Roy Lewis).

In Africa continent, labour disputes resolution in South Africa, is regulated by the Commission for Conciliation, Mediation and Arbitration (CCMA) to resolve labour dispute. Labour Relations Act, 66 of 1995 (LRA) is the law which governor the resolution of labour dispute. The CCMA’S statutory functions stated in Labour Relation Act ,66 of 1995 section 10, subsection 5 and 6 (a-b) which are to reconcile any labour disputes referred to it after arbitrate disputes that remains un resolved after reconciliation. An annual performance report 2016/2017 of the Commission for Conciliation, Mediation and Arbitration show that the performance for 2015/2016 was 76%, while 2016/2017 was 91% and the increase in performance raised because of developing performance monitoring framework, automation of performance and use of integrated service. According to that information it indicates that there are factors influencing labour disputes resolution in South Africa which are performance monitoring, automation of using ICT.
Tanzania in 2004, enacted laws for resolving labour disputes which arise at work place through the Labour Institution Act, 2004 and the Employment and Labour Relation Act No. 7 of 2006. The laws, established The Commission for Mediation and Arbitration, which its functions are to resolve labour disputes referred it by mediation and arbitration process. The labour disputes referred for mediation to be finalized or completed within 30 days and those referred for arbitration to be finalized or completed within 90 days. The Commission for Mediation and Arbitration resolves all labour disputes from private sectors except labour disputes from Tanzania Police Defense Force, Police Force, Prison Services, and National Service. Initially the Commission was resolving labour dispute originating from the public service, but due to the amendment of Public Service Act of 2002, directed all the labour disputes relating to public services exhaust internal remedies before being refereed to higher court of labour laws. (Labour Institutions Act, 2004).
The Commission for Mediation and Arbitration operates in 26 regionals in Tanzania. The annual performance report of the Commission for Mediation and Arbitration for year 2010/2011 submitted to the Tanzania National Parliament shows a total of 8,177 labour disputes were received from   26 regions and out of that 1,820 which is equal to 22 % labour disputes were received from Dar es salaam region. This indicates that the intervention of business and industries in Dar salaam is higher than other regions.  There are various factors influencing labour dispute the performance at CMA in Dar salaam region and this study aimed to assess social, management and labour law factors influencing labour disputes at CMA.
1.3   Statement of the Problem

The relationship between employer and employee is governed by labour laws. When the disputes arise between the employer and employee it has to be resolved by the law which is the Employment and Labour Relations Act of 2004. In 2004, the Tanzania government established Commission for Mediation and Arbitration to resolve labour dispute through mediation and arbitration.The Annual Budget Speech Report of the Commission for Mediation and Arbitration (Vote 15) read at the National Parliament of Tanzania for the year 2010/2011, indicates that CMA received a total of 8,177 labour disputes from 26 regions, out of that 5,836 equal to 71% labour disputes were not finalized in a year 2009/2010, while 2,341 labour disputes were new in year 2010/2011. About 4,132 (50.5 %) labour disputes were settled through mediation while 2,772 (33%) labour dispute was settled through arbitration in year 2010/2011. 
Furthermore the Annual Budget Speech Report for the Commission for Mediation and Arbitration (Vote 15) read at the National Parliament of Tanzania for the year 2011/2012, shows that a total of 7,722 labour disputes were referred to the CMA in which 1,273  labour disputes were not finalized in year 2010/2011 which is equal 16% .A total of 3,281 labour disputes which is equal to (42.5%) were resolved in mediation while 2,073 labour disputes were resolved in arbitration which is equal to (26.8%) in year 2011/2012. Total of 2,368 labour disputes were not resolved which equal is 30.6 % in 2012. In the five years Strategic Plan for the Commission for    Mediation (2010- 2015) indicates that 90% of all labour disputes should be resolved through mediation and arbitration. 

Due to the analysis above labour disputes were not finalized on the same years and carried forward on the next financial year affects the economic activities in such a way employers’ take much time and concentration on prosecuting cases which    involve a lot of costs thus lowering production. Thus research helped          researchers to evaluate social factors, management factors and labour law factors that influencing labour dispute resolution performance at CMA.      

1.4 Research Objectives

The study was guided by both general and specific objectives.

1.4 .1   General Objective

The general objective of this study was to assess factors influencing labour disputes resolution performance at CMA.

1.4.2   Specific Objectives

The specific objectives of this research are: -

i. To assess social factors influencing the performance of labour dispute resolution at CMA.

ii. To assess the management of human capacity factors influencing the performance on labour disputes at CMA.
iii. To assess the labour law factors influencing the performance on labour disputes resolution at CMA.
1.5   Research Questions

The study was guided by the following research questions: -

i. How does the social factor influencing Labour Dispute Resolution Performance at CMA?

ii. How does management of human capacity factors influence the labour dispute resolution at CMA?

iii. To what extent stakeholders’ involvements influence performance of Labour Disputes Resolution at CMA?

1.6   Significance of the Study

The study aimed to Evaluate Factors influencing Performance of Labour Disputes Resolution in Tanzania and to assess the performance of the Commission for Mediation and Arbitration. The study findings enabled the institutions to evaluate its performance. Therefore, the study had a benefit to CMA, policy makers and labour sector stakeholders as it provides light on areas of strengths and weaknesses in this process and enlighten remedies and recommendations with the aim of increasing the performance of labour disputes resolution performance in Tanzania. 
1.7   Scope of the Study

The study was conducted in Dar es Salaam region at the Commission for Mediation and Arbitration and evaluated the factors influencing labour dispute resolution in Tanzania. Therefore, the findings were not generalizing to other locations other than Dar es salaam because the study involved few participants.

1.8 Justification of the Study
The main objectives of the Labour Institution Act of 2004 to establish Commission for Mediation and Arbitration was to ensure that all labour disputes are resolved within short time so as employee can engage more in economic production.     Meanwhile the Tanzania Employment Policy of 2008 emphasis human capability for employability and increased productivity at workplaces to contribute the acceleration of employment growth and move the nation towards full employment and the      reduction of poverty. Therefore, regarding of the above law and policy the           significance of the study is basing on the mere fact that, it evaluates the factors     influencing labor disputes resolution performance in Tanzania. The study helped to generate the     information from the report on accessing the performance of CMA on labour disputes resolution, which can be used for decision making with CMA    stakeholders.

1.9 Limitation of the Study
The researcher was limited by the availability of CMA staff, because sometimes they were travelling out of Dar salaam. In addition, the researcher was limited by time, because the researcher needed to go to the area for data collection through interview and questionnaire while working other official activities. Financial resources, to   facilitate a research, limited the researcher.
CHAPTER TWO

LITERATURE REVIEW
2.1 Introduction

This chapter presents definition of key terms, theoretical overview on labour disputes resolution, empirical literature review, research gap and conceptual framework. 

2.2 Definitions of the Key Terms

There are key concepts terms that   used in an evaluation of factors influencing labour disputes resolution performance. According to that is important in developing common understanding and avoid using the interchangeably. These terms include: labour disputes, evaluation and performance. 

2.2.1   Labour Disputes

Is defined as a state of disagreement over a particular issue or group of issues over which there is conflict between workers and employers, or about which grievance is expressed by workers or employers, or about which workers or employers support other workers or employers in their demands or grievances, (ILO, 1993). Business Dictionary (2008), defined Labour Disputes as controversy between an employer and its employees regarding the terms (such as conditions of employment, fringe benefits, hours or work, tenure, wages) to be negotiated during collective bargaining, or the implementation of already agreed upon terms. The Labour and Employment Act of No 7 of 2004 defined Labour Dispute means any dispute concerning a labour matter between any employer or registered employers' association on the one hand, and any employee or registered trade union on the other hand.
2.2.2   Labour Dispute Resolution

Is defined as a system which provides for voice is one in which individuals are able to participate. This entails fair hearings for both parties including being able to present evidence and being able to be represented (Cooney & ThiKieu, 2019).
2.2.3   Evaluation

Evaluation defined as   a time-bound exercise that attempts to assess systematically and    objectively the relevance, performance and success of ongoing and completed programs and projects. Evaluation address outcomes or other development issues also undertaken selectively to answer specific questions to guide decision-makers and/or program managers, and to provide information on whether underlying theories and assumptions used in programme development were valid, what worked and what did not work and why. Evaluation commonly aims to determine relevance, efficiency, effectiveness, impact and sustainability. Evaluation is a vehicle for extracting cross-cutting lessons from operating unit experiences and determining the need for modifications to the strategic results framework. Evaluation should provide information that is credible and useful, enabling the incorporation of lessons learned into the decision-making process (UNDP, 2002).
Also according to IFRC (2011) defined an evaluation is assessment, as systematic and objective as possible, of an ongoing or completed project, programme or policy, its design, implementation and results. The aim is to determine the relevance and fulfillment of objectives, developmental efficiency, effectiveness, impact and sustainability. An evaluation should provide information that is credible and useful, enabling the incorporation of lessons learned into the decision-making process of both recipients and donors.

2.2.4   Performance

Performance defined as the accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract (Business Dictionary 2008).
2.2.5   Mediation

Mediation defined as an informal, but structured settlement procedure for labour disputes resolution. A mediator is employed to facilitate and assist parties in reaching an amicable dispute settlement. Mediation provides a voluntary, non-binding, confidential and interest-based procedure. Parties are free to terminate mediation at any time after the first meeting. No decision can be imposed on the parties involved, and they may or may not agree upon a negotiated settlement. The confidentiality principle assures that any options the parties discuss will not have consequences beyond the mediation process. Interest-based procedure means that the criteria established to reach resolution does not solely adhere to the law; instead it can include considerations concerning financial, business and personal interests as well (Rechtsstandort, 2009).
Mediation defined as a process where a mediator meets jointly or separately with the disputing parties and explores ways to help the parties reach an agreement amicably. It is private and confidential and often helps the     parties to resolve the dispute quickly. During the mediation process, the parties may share information and suggest ways of settling the dispute themselves. The mediator may also suggest and explore settlement ideas. The settlement agreement reached binds the parties and may be executed as decree in Labour Court, (https://www.cma.go.tz/pages/ mediation-1.

2.2.6   Arbitration

Arbitration defined as a legal technique for the resolution of disputes outside the courts, wherein the parties to a dispute refer it to one or more persons (the "arbitrators", "arbiters" or "arbitral tribunal"), by whose decision (the "award") they agree to be bound. Or   arbitration is alternative dispute resolution equivalent to litigation in the courts, and entirely distinct from the various forms of non-binding dispute resolution, such as negotiation, mediation, or non-binding determinations by experts (https://www.cma.go.tz/pages/arbitration)
2.2.7 Commission for Mediation and Arbitration

Is a labour dispute resolution body established in terms of section 12 of Labour Institutions Act, No. 7/2004 (LIA). It is an independent institution of the government which does not belong and not controlled by any political party, trade union or employers’ association, (LIA 2004).
2.2.6   Monitoring

Monitoring is the systematic process of collecting, analyzing and using information to track a programme’s progress toward reaching its objectives and to guide management decisions. Monitoring usually focuses on processes, such as when and where activities occur, who delivers them and how many people or entities they reach (UNDP, 2002).
2.3 Theoretical Overview

2.3.1 Theory of Performance

The Theory of Performance explains and relates six foundational concepts used to measure performance as well as performance improvements. The theory explains and elaborates performance is a journey, and level of performance describes location in the journey. The theory identify level of performance depends on components which are, level of knowledge, levels of skills, level of identity, personal factors, and fixed factors. The study aligned with theory by assessing on how social factors which involves, level of knowledge on ignorance of the law and stakeholder’s participation influencing labour disputes resolution performance at CMA. Further the researcher used theory to assess the contribution of management factors especially level of skill on performance of the CMA (Elger, 2012).
2.3.2 Conciliation, Mediation and Arbitration Issues

According to (ILO ,2019) disputes resolution issues differ in countries, in Viet Nam, mediation and conciliation both refer to a process where parties come to an agreement between themselves, rather than having a third party impose a resolution. The two terms are used interchangeably; mediator confines roles to facilitating interactions between the parties, whereas a conciliator actively proposes solutions. Arbitration refers to a process in which the third party imposes a binding solution on the parties, often the parties are conferred jurisdiction of that party and are imposed by a judge through a formal court process. 
In South Africa, conciliation is the first step to refer a disputes which must be in time and accurate to CCMA as stipulated in a law, unfair dismissal dispute, an ex-employee has only 30 days from the date on which he or she was dismissed to refer the matter timorously. The dispute relates to an unfair labour practice, for example an unfair suspension; an employee has 90 days from the date of the unfair suspension to refer the matter timorously. First meeting was called conciliation. Only the parties, trade union or employers' organization representatives (if a party to the dispute is a member) and the CCMA commissioner will attend. The hearing reaches to an agreement acceptable to both parties and legal representation is not allowed. 

Mediation is the second steps in resolving the disputes where the mediator plays a role of mediating the dispute. Arbitration is a more formal process and evidence, including witnesses and documents, may be necessary to prove your case. Parties may cross-examine each other. Legal representation may be allowed. The commissioner will make a final and binding decision, called an arbitration award, within 14 days. If a party does not comply with the arbitration award, it may be made an order of the Labour Court. (https://www.ccma.org.za/Advice/Referring-a-Dispute.
In Tanzania, mediation is the first steps in disputes resolution where a mediator meets jointly or separately with the disputing parties and explores ways to help the parties reach an agreement amicably. It is private and confidential and often helps the parties to resolve the dispute quickly. During the mediation process, the parties may share information and suggest ways of settling the dispute themselves. The mediator may also suggest and explore settlement ideas. The settlement agreement reached binds the parties and may be executed as decree in Labour Court. The second stage is arbitration is a process in which a neutral person appointed as an arbitrator for resolving a dispute issues makes a decision that determines the dispute between the parties. 
A party may be represented by a member/official of the parties’ trade union or employer’s association or an advocate, or Personal representative of parties’ own choice. n an arbitration hearing, both parties present the evidence of the case. Based on that evidence and closing arguments of parties, an arbitrator decides a dispute in form of an arbitration award. This award is provided in a written form and is legally binding on both parties and not appealable. An aggrieved party can make an application for Revision to the High Court Labour Division. (ELRA, 2004)
2.3.3 Policy Review
This section will discuss the National Employment Policy of 2008. The aim of National Employment Policy is to stimulate an adequate employment growth in our economy, in order to reduce unemployment and underemployment rates and eventually attain full, productive, and decent employment for all Tanzanians. The overall vision of this National Employment Policy is to have society engaged in decent gainful employment capable of generating adequate income to sustain it, and reduce poverty as envisaged by the Tanzania Development Vision 2025, the National Strategy for Growth and the Reduction of Poverty (MKUKUTA).

The objectives of the National Employment Policy are to; Enhance skills and competencies for those in the formal and  informal sector especially rural areas; Promote the goal of decent and productive employment as a national priority and enable all participants in the labour force to gain productive and full employment; Promote equal access to employment opportunities and  resources endowments for marginalized and vulnerable groups, including women, youth and People with Disabilities; Put in place conducive and enabling environment to promote  growth of the private sector and transformation of the informal sector into formal; Ensure income security and social inclusion; Safeguard the basic rights and interests of workers in  accordance with International Labour Standards, and Foster faster economic growth and adequate allocation of  investment resources to employment potential sectors such as agriculture, non-farm activities in rural areas, manufacturing and agro-processing industries, and infrastructure and social services sectors.

In implementing of National Employment Policy of 2008 objectives the Commission for Mediation and Arbitration has a great roles to resolve all labour disputes register according to the employment and labour relation act of 2004 by ensuring that all disputes are resolved quickly to promote the goal of decent and productive employment as  a national priority and enable all participants in the labour force to gain productive and full employment and safeguard the basic rights and interests of workers in  accordance with International Labour Standards and to foster faster economic growth and adequate allocation of  investment resources to employment potential sectors such as agriculture, non- farm activities in rural areas, manufacturing and agro-processing industries, and infrastructure and social services sectors.


2.4 Empirical Literature Review

In this section tried to relate the study with the same or similar studies done by other researchers. The researcher concentrated on viewing different studies done related to an Evaluation of Factors Influencing Labour Resolution Performance. This includes different reports that have been published locally and internationally.

2.4.1 Overview of the Study

Dispute is a natural and inevitable part of all social relationships. It may arise when interests of more than one person clash with other or when there is a disagreement between two or more parties regarding differences of opinions. The disputes resolution is the legitimate way of resolving disputes when arise. Tanzania established Commission for Mediation and Arbitration under the Labour Institution Act of 2004 objectively to deals with labour dispute resolution through mediation and arbitration. The objective of this study is to evaluate factors influencing labour disputes resolution performance at CMA. The researcher literature review focused on similar studies done by other researchers concentrated on methods, theory and findings related to the research on world, Africa and Tanzania to establish a research gap.
2.4.2 Disputes Resolution Issues in World

The study by Merrills, (2013) on Empirical Study on Dispute Resolution Methods (DRM) from the Perspective of Employee and Employer which was done in India focused to know the present scenario of ADR process and how effectively it is working, to know the perception of employer and employee regarding ADR process of the disputant parties in India. The study used primary evidence methodology through sets of questionnaires which were designed to collect data for the survey. 

Simple statistical techniques were used for analysis to determine frequency distribution along with percentage, education level and type of DRM chosen in a cross tabulation analysis and chi-square test were performed to determine the crucial factors that influence the length of stay with a DRM, t-test and F-tests were performed. T-tests were used to test for significant differences on client satisfaction and perceptions of overall service quality between tenure of the company and users of ADR and adversarial process. 
The results/findings from the respondents were asked to indicate factors that influence their selection of particular types of DRM and their result stated the factors are   influential factors, existence of labor union duration of the existing company, concept about ADR, existence of labor union flexibility , transparency, acceptability ,influence of the labor union , cost ,  concept about labor court and  influence of the management. Also according the study by TANG Kuang, WU Meiying, and QU Haihui (2004) of School of Labor Relations and Human Resources, of the Renmin University, Beijing China, on the Factors that Influence Labor Relations Satisfaction of Private Enterprises in the Context of China's New Labor contract. The objective of the study was to evaluate factors influencing labor relations satisfaction on private enterprise labor relations, the status quo, characteristics and influencing factors. 

The quantitative research methods used to extract key indicators that affect the private enterprise labor relations satisfaction The methodology used in the study for data collection was questionnaires and data was analyzed by factor analysis and regression, on indicators including salary and welfare, working situation, labor laws and regulations as well as career development. Based on regression analysis, it was realized that labor relations satisfaction has a positive relationship with salary and welfare, working environment and organizational culture as well as career prospect. However, the enforcement of labor contract law in private enterprises is not satisfactory, and the private enterprises do not focus on labor regulations very much. The study noted factors   affect labor relations, and harmony is when employers’ demands of efficiency and employees’ demands of equity are satisfied at the same time.
2.4.2 Disputes Resolution Issues in Africa

The study by Ayega (2012) on Perceived Factors Influencing Settlement of Industrial Disputes. The objective of the study was to establish the factors affecting settlement of industrial disputes at Kenya National Union of Teachers. The study adopted a descriptive survey approach.  The research study used primary questionnaires for data collection. Data collected was mainly quantitative in nature and was appropriately analyzed using descriptive statistics. This study found that study training among union officials affects settlement of industrial disputes among union officials at KNUT to a great extent. 

Further the study by Ayega (2012) also found that effective communication skills, basic skills necessary for mediation and alternative dispute resolution were influencing settlement of industrial disputes to a great extent. The study also revealed that leadership styles among the top management affects settlement of industrial dispute at KNUT to a very great extent. Workers participation and communication affect settlement of industrial dispute at KNUT to a very great extent. The study recommended that KNUT should be offering regular trainings to its employees so as to reduce disputes in the organization. 

The study also recommended that KNUT should use transformational leadership style in its management so as to prevent or reduce disputes. The study further recommended that the management of KNUT should involve the employees in decision making processes so as to enhance democracy in the organization. KNUT should also review its communication structure including more features to its websites and enhance the use of internal memos. (Emily Ayega ,2012).

Also study by Kusangiphila, (2016) on Factors influencing Labour unrest: A case of construction employees residing in Quarry Road West informal settlement in Nigeria. The study objectives were to explore the factors that influenced labour unrest at the Umgeni Road Interchange Construction Site focused on the dimensions of employee benefits, collective bargaining and communication. The study used an exploratory and descriptive research design underpinned by a quantitative research methodology. It advocated that a lack of employee benefits, collective bargaining and communication has the potential to lead to labour unrest. Questionnaires were used as the main data collection method. 

Data was analyzed using both descriptive and inferential statistics and presented using tabular and graphical representations. The study found significant correlations and relationships between collective bargaining, communication, employee benefits and labour unrest. The results also showed that, labour unrest is influenced by these factors (collective bargaining, communication and employee benefits. The study contributes to the better understanding of these factors influencing labour unrests and the negative effects these factors may have on the organization if they are not dealt with accordingly. Recommendations based on the results of the study are graphically presented, which when effectively implemented has the potential to reduce labour unrest in the future. ( Kusangiphila, 2016)
2.4.2 Disputes Resolution Issues in Tanzania

Malekela, (2012) on Labour Disputes Prevention Mechanisms and Industrial Relations: A Case of Wood Industry in Mufindi District, Tanzania. The study objective was to investigate the contribution of labour disputes prevention mechanisms to   industrial relations. The study presumed that labour disputes prevention mechanisms underperforms, hence rampant labour disputes. Random sampling method was used to select a sample for data collection. Primary data collection used questionnaires, interview, focused group discussion and observation; secondary data was collected from previous study reports.

The study revealed that labour disputes in the wood industry in Mufindi District are mainly based on unfair termination of employment contracts and underpayment of wages. It was also found that there were little labour disputes prevention measures undertaken by the inspectorate. Further the study realized that there is no or very little effort exerted to prevent labour disputes in the wood industry in Mufindi District. To curb rampant labour disputes in the wood industry in Mufindi District the study recommended: trade unions should take responsibility of capacity building among its members. Employers should adopt workers’ participation in management style. Workers should participate in setting goals, rules and regulations, monitoring and evaluation hence productivity will get stimulated. 

2.5 Research Gap

The findings attained from the empirical reviews in World, Africa and Tanzania have demonstrated that there is no intensive research conducted Evaluating the Factors Influencing Labour Resolution Performance. Therefore, this study comes to fill the gap by research on how the social factors, management factors and labour factors can influence Labour Disputes Resolution Performance at CMA. 
2.6 Conceptual Framework

A conceptual framework is used to illustrate what you expect to find through your research, including how the variables you are considering might relate to each other. According to Adam (2018) a conceptual framework is a structure which the researcher believes can best explain the natural progression of the phenomenon to be studied.  It is linked with the concepts, empirical research and important theories used in promoting and systemizing the knowledge espoused by the researcher.  It is the researcher’s explanation of how the research problem would be explored.
The conceptual framework presents an integrated way of looking at a problem under study in a statistical perspective, the conceptual framework describes the relationship between the main concepts of a study. It is arranged in a logical structure to aid provide a picture or visual display of how ideas in a study relate to one another. Further it shows the series of action the researcher intends carrying out in a  research. According to Kothari (2004), independent variables are the established criteria of measurement while dependent variables are the discrete things being measured which can be qualitative or quantitative.
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Figure 2.1: Conceptual Framework

Source: Researcher (2020)
This research evaluating of factors influencing labour disputes resolution performance in Tanzania. The independent variable factors are social factors, management factors, labour law factors which may influence performance while the dependent variable factors is Labour Disputes Resolution Performance.
The conceptual framework has a potential useful to support the researcher and therefore, it will assist a study to make meaning of the findings. Figures 2.1 shows well how each of the variable is combined to explain the factors influencing labour disputes resolution performance. The dependent variable is the outcome variable that depends on the independent variable. The dependent variable of the study is labour disputes performance on numbers of cases resolved to be achieved depends on independent variable which are social factors by evaluating on ignorance of labour law, working environment, stakeholder’s participation. Another independent factors is management factors how contributes the performance of labour resolution through staff skills on labour law, staff training, working tools financial resource and data collection on resolved cases.

Also there is another independent variable which is labour laws on disputes resolution. The researcher will examine how time taken to resolve a disputes, confidentiality procedure and knowledge on labour laws influencing labour resolution performance at the CMA. Meanwhile the researcher will examine how legal framework and employment policy influencing labour resolution performance
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter describes the methodology that applied in carrying out the    proposed research study. It focuses on the following sub-topics: research    approach, research design, the study area, target group, sample size and sampling procedures, data collection methods and instruments, reliability and validity of data collection and instruments, data analysis, research ethical issues, and limitation of the study.

3.2 Research Approach

The study aimed to Evaluate Factors Influencing Labour Disputes Resolution Performance in Tanzania. The study used mixed research approaches qualitative and quantitative as it focused on describing how to understand a given phenomenon. According to Kothari (2004) defined a qualitative approach use of descriptions, observations and impressions to gain a holistic picture and depth in understanding of a situation, events or processes. Sanat (2012) defined qualitative approach involves generation of data in qualitative form which can be subjected to rigorous quantitative analysis in a formal and rigid fashion. On the other hand, Rhodes (2014) defined quantitative approach as gathering of data with focuses on describing a phenomenon across a larger number of participants thereby providing the possibility or summarizing characteristics across group or relationships.
3.3 Research Design

The research design used a cross sectional, qualitative and quantitative approach to collect data and analyzing data. According to Kothari (2014) defined a research design is the determination and statement of the general research approach or strategy adopted/or the particular project. It is the heart of planning. Also according to Das, (2012) defined research design constituents the blueprint for the collection, measurement and analysis of data. It aids the scientist in the allocation of his limited resources by posing crucial choices. It involves experiments, interviews, observation, and the analysis of records simulation or some combination of these. Research design can be exploratory or descriptive.

3.4 Area of Study

The study was conducted in Dar es Salaam at the Commission for Mediation and Arbitration. The annual performance report of the Commission for Mediation and Arbitration for year 2010/2011 submitted to the Tanzania National Parliament shows a total of 8,177 labour disputes were received from   26 regions and out of that 1,820 which is equal to 22 % labour disputes were received from Dar es salaam region. This indicates that the intervention of business and industries where labour disputes are more arises in Dar salaam is higher than other regions. This made the researcher to select DSM to be a study area.  

3.5 Sampling Design

A sample design used for this study was purposively and random sampling. The researcher used non probability sample to select a universe or a population. According to Das, (2012) a sample design is a finite plan for obtaining a sample from a given population. It refers to the technique or procedure the researchers would adopt in selecting items for sample. 

3.5 Sampling Frame/Sample List

According to Sanat, (2012), defined sampling frame is a list of all individual names or items of a universe or a sampling frame is a list of things that you draw a sample from. For this research to evaluate the factors influencing labour disputes resolution the following is sample list or sampling frame where the sample unit or sample size will obtain; mediators, arbitrators, advocate and complainants.

3.6 Study and Target Population

The target population for a survey was the entire set of units for which the survey data were to be used to make inferences. The target population defines those units for which the findings of the survey are meant to generalize. The sample list defined the list to select target population or sample size. Since number of mediator and arbitrator was known at the CMA, mediators were 10, arbitrators were 32 and head of sections were 11. The advocate and complaint were unknown hence the theory of unknown was used to get target population. The Yamane (1967) theory was used to calculate a sample size for mediator, arbitrator and head of section.

3.7 Sampling Technique

A sample of the respondents was drawn from the sampling frame in the Commission for Mediation and Arbitration by using non probability sampling techniques. In particular, the purposive sampling technique was used to select the sample of respondents basing on the knowledge and by virtue of working in the aforementioned office. Purposive sampling starts with a purpose in mind and the sample is thus selected to include people of interest and exclude those who do not suit the purpose (Creswell, 2014). The purposive sampling technique was suited the demands of the study as it assured economical aspects in selection of the intended respondents who are well known, knowledgeable.

3.8   Sample Size

A total of 98 respondents were selected and the determination of sample size was governed by the theory of known population and theory of unknown population. The study had a known population who were mediator, arbitrator, head of units and also unknown population who were advocates and complainants. Therefore, the researcher used theory of Taro Yamane of 1967 formula to determine a sample size.  Meanwhile the researcher used Z score or AZ to determine sample size from unknown populations from advocates and complainants.

3.8.1 Determination of Sample Size from Known Populations Using Taro     Yamane Formula

A sample size was calculated by Taro Yamane (1967:886) simplified formula to calculate sample sizes for a known sample size. This formula was used to calculate the sample sizes in tables. A 95% confidence level and P = .5 assumed for Equation below, where n is the sample size, N is the population size, and e is the level of precision. 






N
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Table 3.1: Calculation of Sample Size from Known Populations
	Category of Respondent ‘
	Size of population
	Precision (e) of 5% (0.05)
	Sample Size (n)
	Sample size  selected at 95% confidence level

	Mediator
	10
	= 10/ 1+(10)(0.005)2
	9.756097561   
	10

	Arbitrator
	32
	= 32/ 1+(11)(0.005)2
	29.62962963
	30

	Head of section
	11
	= 11/ 1+(11)(0.005)2
	10.70559611
	11

	                                       Total sample size from known population
	51


Source: Study Findings, 2020
3.8.2 Determination of Sample Size from Known Population Using AZ Score

AZ score is a numerical measurement used in statistics of a values relationship to the mean (average) of values, measurement in terms of standard deviations from the mean. The Z score used to determine the reliable sample size by considering normal deviation set at 95% confidence level (1.96) and confidence interval is 0.05. Below is formula of AZ score;

n=Z2 (p) (1-p)/C2
Where

Z =Standard normal deviation set at 95% confidence level (1.96)

p= Percentage of picking a choice or response

C= Confidence interval 0.05


Table 3.2: Calculation of Sample Size from unknown populations
	Category of Respondent
	Percentage

of response
	AZ score formula

n=Z2 (p) (1-p)/C2
	Sample Size (n)
	Sample size  selected at 95%

	Complainant
	2
	= (1.96)2(0.02)(1-0.02)/(0.05)2
	30.73   
	31

	Advocate 
	1
	= (1.96)2(0.01)(1-0.01)/(0.05)2
	15.52
	16

	
                  Total sample size from unknown population
	47


Source: Study Findings, 2020
Therefore, the sample size for this study will be 98 as in tables 3.1 and table 3.2 described above.

3.9 Source of Data and Collection Methods

Both primary and secondary data collection methods was used in the research. In primary data analysis the researcher  analyzed the data; in secondary data analysis also the researcher  involved in the collection and data analysis. (Russell, 2001).

3.9.1 Primary Data

The questionnaire was used to capture relevant information from the field.                It composed of closed-ended and open-ended questions. This offered respondents the opportunity to select appropriate answer at the same time a chance to express their views without any limitation. Thus, it provides quantitative measures, which have great precision and are easy for statistical manipulation (Kothari 2004:5). The choice of using questionnaires in data collection is prioritized because of its advantages over the other methods. It is efficient, cost effective and has the ability to capture further information from the source. The study will use the same questionnaires to collect data from the respondents (CMA staff and stakeholders). 

3.9.2 Secondary Data

Meanwhile secondary data was based on policies/laws, books, journals, reports, newspapers, magazines, periodicals etc (Adam & Kamuzora, 2008) to enrich the research. The researcher used published data (secondary data) from Commission for Mediation and Arbitration which includes annual report from 2006 to 2010,         different rules and policies on labour disputes resolution manual .This enabled the researcher to obtain information on factors influencing labour disputes resolution   in order to assess the performance. 

3.10 Data Collection Methods and Tools

A researcher  decided for one (or multiple) data collection techniques while considering its overall appropriateness to the research, along with other practical factors, such as: expected quality of the collected data, estimated costs, predicted non response rates, expected level of measure errors, and length of the data collection period (Lyberg and Kasprzyk, 1991).According to (Kothari 2004:5) the most popular data collection techniques in researches include: surveys, secondary data sources or archival data, objective measures or tests, and interviews, questionnaires, and observations For this research, questionnaires method is preferred a method for data collection. 

3.10.1 Questionnaire

According to Kothari (2004:5), questionnaire is a schedule of questions in which respondents fill in answers. Paper-pencil-questionnaires can be sent to a large number of people and saves the researcher time and money. People are more truthful while responding to the questionnaires regarding controversial issues in particular due to the fact that their responses are anonymous. But they also have drawbacks. Majority of the people who receive questionnaires don't return them and those who do might not be representative of the originally selected sample (Leedy and Ormrod, 2001). Questionnaire is designed to fit the sampled population in order to get different views from different stakeholders. The Questionnaire comprised of both open ended and closed questions. This method will be used because a lot of information can be captured within a short time and a researcher opted to use leaked scale questions. (Kothari 2004:5). 

3.10.2 Documentary Review

Various documents for the purpose of collecting secondary data was reviewed by a researcher, such as CMA budget review estimates, financial reports, performance report, labour disputes resolution procedure, legal policy, report on working tools and number of staffs. The researcher was able to extract information for these documents. The Researcher designed forms and tables for easier data collection and analysis. 

3.11 Data Analysis and Presentation

Data was collected both quantitative and qualitative and analyzed appropriately on CMA performance report from 2006 to 2010 and was analyzed using Microsoft excel program to create data matrix of Labour Disputes Resolution. The SPSS Software was used for analysis of qualitative and quantitative data collected. Both coding and re-categorization used this software. The data was analyzed into tabular form and charts showing the number of respondents, the valid percent and cumulative percent for each question of questionnaire. 

3.12 Test for Reliability and Validity

According to Leedy and Ormrod, (2001), defined reliability is the extent to which a questionnaire, test, observation or any measurement procedure produces the same results on repeated trials. In short, it is the stability or consistency of scores over time or across raters. During the study, questionnaires were administered to CMA staff in the mediation, arbitration unit and stakeholders. 

Validity is defined as the extent to which the instrument measures what it purports to measure. It is concerned with the ability to measure questions to make accurate predictions.  Validity refers to whether the researchers actually measured what they wanted to measure (In this case, the researcher focus is on evaluation of factors influencing performance on labour disputes resolution). 

3.13 Ethical and Moral Issues

The researcher adhered ethical and moral issues by exercising appropriate behavior in relation to the rights of those who become subject of this work, including right to know the true purpose of the research, confidentiality, rule of laws, stakeholder’s analysis, mediator and arbitrator rules, financial regulation to decide which question to answer and the right to withdraw from participation.
CHAPTER FOUR

RESEARCH FINDINGS, DATA ANALYSIS AND INTERPRETATION

4.1 Introduction
These chapters present and discuss the research findings, analysis and interpretation based on the research objectives and questions as were given to selected sample size of the respondents on evaluating the factors influencing labour disputes resolution performance at the CMA in Dar es salaam Region. The data was collected through the questionnaires, analyzed and presented in frequency tables and percentage using SPSS using software.

4.2 Demographic Characteristics of Respondent

Demographic and socio-economic characteristics of the respondents including age, sex, marital statuses, education and occupation presented in tables below. These characteristics provided the demographic and socio-economic descriptions of the study sample and often cited to be among the effect of training on organization performance (Stone R J. Human Resource Management, 2002).

Researcher had 98 respondents who were given questionnaires to fills at CMA in Dar salaam region. Out of 98 respondents, only 83 respondents equal to 85 %, filled and returned questionnaires. According to M. G. Saldivar (2012) on acceptable or desirable response rate 50% is adequate for data analysis, also rate of 60% good for data analysis and rate of 70% very good for data analysis. Therefore, basing on acceptable rate theory, the respondents rate was 85% which is very good enabled the researcher to analyze the data.
4.2.1 Gender of Respondent
The respondents were given the questionnaires and they responded as shown in the Table 4.1 below indicates that 57.8 % were male and 42.2 % were female respondent’s. The researcher aimed to check the gender involvement in labour disputes at the Commission for Mediation and Arbitration. Furthermore, shows that, males respondents are higher than females hence the issue of gender imbalance was considered by a researcher although the percentage of male is higher than female. Also it indicates that male is more affected in labour disputes at work place.

Table 4.1: Percentage distribution of Gender
	Responses
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	48
	57.8
	57.8
	57.8

	
	Female
	35
	42.2
	42.2
	100

	
	Total
	83
	100
	100
	 


Source: Researcher, 2020 (IBM-SPSS Ver.20).

4.2.2 Age of Respondent
Age is one of the important criteria in employment. Tanzania employment policy of 2005 indicated the employment start at 18 years old. The study shows in table 4.2 below that, majority of 25 respondents equal to 30.1 percent are aged between 18 to 30 years while the largest number of respondent was 44 equal to 53 percent. Also the study findings showed that 9respondents equal to 10.8 percent were aged between 41 to 50 years. Furthermore 5 respondents equal to 6 percent were aged 51 years and above. Therefore, the study revealed that the manpower is aged between 18 to 40 equal to 83.1 percent and this age is more affected in labour disputes.
Table 4.2: Percentage Distribution of Age
	Age (year)
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18 - 30
	25
	30.1
	30.1
	30.1

	
	31 - 40
	44
	53
	53
	83.1

	
	41 - 50
	9
	10.8
	10.8
	94

	
	Above 51
	5
	6
	6
	100

	
	Total
	83
	100
	100
	 


Source: Researcher, 2020 (IBM-SPSS Ver.20).

4.2.3 Roles of Respondent’s in Disputes Resolution at CMA

The researcher analyzed the respondent’s basing on their roles in disputes resolution in order to know their involvement in the labour disputes resolution performance at the Commission for Mediation and Arbitration. The result of the study as shown in table 4.3 below indicates that 9.6 percent of the respondents were mediator, 31.3 percent were arbitrator and 13.3 percent were advocate. Meanwhile findings indicated that 33.7 percent were complainants and 12 percent were HOD. Furthermore, the findings showed that 52 percent of respondents are working at the CMA this made easier for the researcher to collect the data.

Table 4.3: Percentage Distribution by Roles in Disputes Resolution at CMA
	Roles 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Mediator
	8
	9.6
	9.6
	9.6

	
	Arbitrator
	26
	31.3
	31.3
	41.0

	
	Advocate
	11
	13.3
	13.3
	54.2

	
	Complainant’s
	28
	33.7
	33.7
	88.0

	
	HOD
	10
	12.0
	12.0
	100.0

	
	Total
	83
	100.0
	100.0
	 


Source: Researcher, 2020 (IBM-SPSS Ver.20).
4.2.4 Level of Education of Respondent in Disputes Resolution at CMA

The level of respondents’ in education is very important factor in the study helps to analyze professional knowledge of the respondent’s. The result from the study as shown in table 4.4 below indicated that, 3.6 percent of respondents had informal education, certificate, and diploma, followed by 7.2 percent of respondents had form six. At the same time 9.6percent of the respondents had form four. The study further indicated that 36.1 percent of the respondents had degree and master. Furthermore, the result showed that 25.3 percent of respondents with the roles of mediator, HOD, and arbitrator have degree while 33.7 of mentioned above respondents have master degree. The findings indicated that the respondents are highly educated and has high level of judgment and good in decision making process, have skills and professional level in labour disputes resolution at the Commission for Mediation and Arbitration. 

Table 4.4: Cross Tabulation of Level of Education of the Respondents against Roles
	By Role
	Education Level of Respondents
	Total

	
	Certificate
	Degree
	Diploma
	Form IV
	Form VI
	Informal
	Master
	

	Advocate
	0
	9
	0
	0
	0
	0
	2
	11

	
	0.0%
	10.8%
	0.0%
	0.0%
	0.0%
	0.0%
	2.4%
	13.3%

	Arbitrator
	0
	11
	0
	0
	0
	0
	15
	

26

	
	0.0%
	13.3%
	0.0%
	0.0%
	0.0%
	0.0%
	18.1%
	31.3%

	Complainants
	3
	4
	3
	8
	6
	3
	1
	28

	
	3.6%
	4.8%
	3.6%
	9.6%
	7.2%
	3.6%
	1.2%
	33.7%

	HOD
	0
	1
	0
	0
	0
	0
	9
	10

	
	0.0%
	1.2%
	0.0%
	0.0%
	0.0%
	0.0%
	10.8%
	12.0%

	Mediator
	0
	5
	0
	0
	0
	0
	3
	8

	
	0.0%
	6.0%
	0.0%
	0.0%
	0.0%
	0.0%
	3.6%
	9.6%

	 Total
	3
	30
	3
	8
	6
	3
	30
	83

	
	3.6%
	36.1%
	3.6%
	9.6%
	7.2%
	3.6%
	36.1%
	100.0%


Source: Researcher, 2020 (IBM-SPSS Ver.20)
4.2.5 Working Experience of Respondent
The findings as on table 4.5 below showed that 31.3 percent have provided service in their organization for a period of 1 up to 4 years, followed by 39.8percent of the respondents indicated that they have worked in their organization for 5 to 8 years. Meanwhile the result indicated that 24.1 percent of the respondents have worked for 9 to 12 years. Only 4.8 percent of the respondents have worked in their organization for 12 years and above in their organization. Therefore, the findings indicated   71.4 percent of all respondents have worked in their organization for 1 to 8 years, which shows that they have vast experience in their organization in different aspect include labour disputes issues.
Table 4.5: Percentage Distribution of Working Experience in Organization
	Years
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1 – 4
	26
	31.3
	31.3
	31.3

	
	5- 8
	33
	39.8
	39.8
	71.1

	
	9- 12
	20
	24.1
	24.1
	95.2

	
	Above 12
	4
	4.8
	4.8
	100.0

	
	Total
	83
	100.0
	100.0
	 


Source: Researcher, 2020 (IBM-SPSS Ver.20).
4.2.6 Duration of Service at CMA

Duration of service indicates the time spent working at the CMA. The study shown that 51.8 percent of the respondents are working at CMA from 1 -12 years in labour disputes resolution. This involves mediators, arbitrator and some advocates as shown in table 4.6 below. Meanwhile, 42.8 percent of the respondents indicated that they are not working at CMA and these are complainants and advocate they only attend during mediation and arbitration session at CMA. Furthermore, the result indicated that most of CMA staffs have experience in labour disputes from 1 to 12 years. Therefore, the researcher had no worry with CMA staffs experience in labour disputes resolution.

Table 4.6: Percentage Distribution on duration of service at CMA

	Years
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1 - 4
	14
	16.9
	16.9
	16.9

	
	5 - 8
	16
	19.3
	19.3
	36.1

	
	9 - 12
	8
	9.6
	9.6
	45.8

	
	Above 12
	5
	6.0
	6.0
	51.8

	
	None
	40
	48.2
	48.2
	100.0

	
	Total
	83
	100.0
	100.0
	 


Source: Researcher, 2020 (IBM-SPSS Ver.20).
4.2.7 Allocation of Cases / Labour Disputes per Year

The respondent’s findings on the allocation of labour disputes to individual mediator, arbitrator and HOD as shown in table 4.7 below indicated that 3.6 percent of       respondents category of mediators was allocated labour disputes from 101 – 150 while 6.0 percent had above 150 labour disputes. This indicated that there was no mediator who was allocated labour disputes below 100 labour disputes year.  Further the findings indicated that 13.3 percent of respondent’s category of arbitrator were allocated labour disputes from 51 –100, and from 101 – 150.Furthermore 4.8 percent of arbitrator was allocated above 150 labour disputes. The result also showed that 8.4 percent of HOD were not allocated any labour disputes, they dealt with administrative matters, where by 3.6 percent of HOD were allocated labour dispute from 1- 50 disputes for the disputes which had complex issue needed to be handled by senior officers. Therefore, this indicated that HOD had less allocated labour      disputes because they were more concentrated on administrative matter at the same time the result has shown that mediator was allocated more labour disputes         compared with arbitrators. 
Table 4.7: Cross Tabulation of Roles against Number of Disputes Allocation to be Resolved per Year

	 How many cases have you received per year?
	Number of Labour  Disputes Allocated  to be Resolved
	Total

	
	None
	1 – 50
	51-100
	101 -150
	Above 151
	

	Advocate
	Count
	11
	0
	0
	0
	0
	11

	
	% 
	13.3%
	0.0%
	0.0%
	0.0%
	0.0%
	13.3%

	Arbitrator
	Count
	0
	0
	11
	11
	4
	26

	
	% 
	0.0%
	0.0%
	13.3%
	13.3%
	4.8%
	31.3%

	Complainants
	Count
	28
	0
	0
	0
	0
	28

	
	% 
	33.7%
	0.0%
	0.0%
	0.0%
	0.0%
	33.7%

	HOD
	Count
	7
	3
	0
	0
	0
	10

	
	% 
	8.4%
	3.6%
	0.0%
	0.0%
	0.0%
	12.0%

	Mediator
	Count
	0
	0
	0
	3
	5
	8

	
	% o
	0.0%
	0.0%
	0.0%
	3.6%
	6.0%
	9.6%

	 
	Count
	46
	3
	11
	14
	9
	83

	
	% of Total
	55.4%
	3.6%
	13.3%
	16.9%
	10.8%
	100.0%


Source: Researcher, 2020 (IBM-SPSS Ver.20).
4.3.8 Labour Disputes Resolved per Year
Results as shown in table 4.8 indicates that, 2.4 percent of respondents role of  arbitrator resolved labour disputes ranges from 1-50, also 22.9 percent resolved cases ranges from 51- 100. Meanwhile indicated that 6 percent resolved cases from 101 – 150 and there were no respondents resolved above 150 labour disputes. Further findings indicated that 1.2 percent of respondent’s role of mediator resolved cases from 1-50 and only 2.4 percent resolved labour disputes from 51- 100, while 2.4 percent of mediator resolved cases from 101 – 150. Only 3.6 percent of the mediator resolved, above 151 labour disputes per year. This implies that allocated labour    disputes   to the respondents were not all resolved in the same year due to some     factors and this lead other cases to be carried forward to the next year as  shown in table 4.7  above and table 4.8 below for more clarification
Table 4.8: Cross tabulation of Roles against Number of Labour Dispute Resolved per Year
	How many cases have you resolved per year
	Number of Disputes Resolved per Year
	Total

	
	None
	1 - 50
	51-100
	101 -151
	Above 151
	

	Advocate
	Count
	11
	0
	0
	0
	0
	11

	
	% 
	13.3%
	0.0%
	0.0%
	0.0%
	0.0%
	13.3%

	Arbitrator
	Count
	0
	2
	19
	5
	0
	26

	
	%
	0.0%
	2.4%
	22.9%
	6.0%
	0.0%
	31.3%

	Complainants
	Count
	28
	0
	0
	0
	0
	28

	
	%
	33.7%
	0.0%
	0.0%
	0.0%
	0.0%
	33.7%

	HOD
	Count
	7
	3
	0
	0
	0
	10

	
	%
	8.4%
	3.6%
	0.0%
	0.0%
	0.0%
	12.0%

	Mediator
	Count
	0
	1
	2
	2
	3
	8

	
	% 
	0.0%
	1.2%
	2.4%
	2.4%
	3.6%
	9.6%

	 
	Count
	46
	6
	21
	7
	3
	83

	
	% of Total
	55.4%
	7.2%
	25.3%
	8.4%
	3.6%
	100.0%


Source: Researcher, 2020 (IBM-SPSS Ver.20).

4.3 Social Factors Influencing the Performance of Labour Disputes Resolution
The study aimed to assess influence of Social Factors on performance of labour disputes resolution at the Commission for Mediation and Arbitration assessed on; ignorance of labour law; working environment; stakeholder’s participation and the findings are explained in Table 4.9..
Table 4.9: Response on Social Factors

	Respondents were asked on option of social factors influencing the performance of labour dispute resolution


	 
	Respondent option



	
	 
	Strongly 

Disagree
	Disagree


	Not Sure


	Strongly

Agree
	Agree


	Total



	Ignorance of labour law
	f
	11
	5
	36
	13
	18
	83

	
	%
	13.3
	6.0
	43.3
	15.7
	21.7
	100

	Working environment
	f
	50
	17
	4
	4
	8
	83

	
	%
	60.2
	20.5
	4.8
	4.8
	9.6
	100

	Stakeholder's participation
	f
	5
	3
	6
	22
	47
	83

	
	%
	6.0
	3.6
	7.2
	26.5
	56.6
	100


Source: Researcher, 2020 (IBM-SPSS Ver.20).

4.3.1 Ignorance of Labour Law

Table 4.9 above indicates response of the respondents on the influence of ignorance of labour laws to employers, employees and stakeholders on labour dispute resolution performance as 13.3 percent of respondents strongly disagreed, 6.0 percent   of the respondents disagreed, majority of the respondents 43.3 percent were not sure, 15.7 percent of the respondents strongly agreed, and 20.5 percent of the respondents agreed. This generally indicates there is a difficulty in resolving labour disputes due to low knowledge on labour laws to employers, employees and stakeholders which is associated with ignorance on labour.
4.3.2 Working Environment at CMA

 Findings as shown on table 4.9 above on assessing the influence of the working environment at CMA on labour disputes resolution performance whether is conducive. The result revealed that 60.2 percent of the majority of respondents strongly disagreed, 20.5 percent of the respondents disagreed and 4.8 percent of the respondents were not sure. Further 4.8 percent of the respondents strongly agreed and 9.6 percent of the respondents agreed. This implies that the working environment at CMA is not conducive and influence the performance on labour disputes resolution. Meanwhile comparing with the  findings from other research  done by  TANG Kuang, WU Meiying, and QU Haihui (2004) of School of Labor Relations and Human Resources, of the Renmin University, Beijing China, on the Factors that Influence Labor Relations Satisfaction of Private Enterprises in the Context of China's New Labor contract the  study   indicated that working situation or working environment affect labour disputes resolution.

4.3.3 Stakeholder’s Participation
Findings as shown in Table 4.9 on the influence of stakeholder’s participation in labour disputes resolution at CMA, revealed that 6.0 percent of the respondents strongly disagreed, 3.6 percent of the respondents disagreed and 7.2 percent of the respondents were not sure. Meanwhile 26.5 percent of the respondents agreed that stakeholders are involved at CMA on labour disputes resolution. And Further respondents were asked to express level of stakeholder’s participation and involvement on labour disputes resolution at CMA. Therefore, this implies that there is an involvement of stakeholders at CMA operations to ensure that the labour disputes are resolved. 
Discussion made with CMA staff told me that they had a crash program on December 2019 for pending labour disputes resolution where CMA held a meeting with advocate, employees and employers to ensure that they establish a crash program plan to resolve pending labour disputes through preparing witness, attending consecutively on hearing date. Meanwhile comparing the findings done by  Malekela, (2012) on Labour Disputes Prevention Mechanisms and Industrial Relations the result recommended that Employers should adopt workers participation in management style. Workers should participate in setting goal; rules and regulation, monitoring and evaluation hence productivity will be stimulated.
4.4 Management Factors Influencing the Performance of Labour Disputes Resolution 
The study examined Management Factors influencing the performance of labour disputes resolution at the Commission for Mediation and Arbitration assessed on; staff skill on labour law; staff training; working tools; financial resources and data collection and manipulation on disputes as explained below.

Table 4.10: Response on Management Factors
	Respondents stated on management factors influencing the performance of labour dispute resolution
	 
	Percentage of option responded

	
	 
	Strongly

 Disagree


	Disagree


	Not Sure


	Strongly 

Agree


	Agree


	Total



	Staff skill on labour law


	f
	3
	5
	2
	26
	47
	83

	
	%
	3.6
	6.0
	2.4
	31.3
	56.6
	100

	
	%
	3.6
	2.4
	12.0
	18.1
	63.9
	100

	Working tools
	f
	47
	6.0
	19
	6.0
	5
	83.00

	
	%
	56.7
	7.2
	22.9
	7.2
	6.0
	100

	Financial resource to CMA
	f
	8
	7
	16
	16
	36
	83

	
	%
	9.6
	8.4
	19.3
	19.3
	43.4
	100

	Data collection and         manipulation on cases
	f
	7
	4.0
	17
	9.0
	46
	83

	
	%
	8.4
	4.8
	20.5
	10.8
	55.4
	100


Source: Researcher, 2020 (IBM-SPSS Ver.20).

4.4.1 Staff Skill on Labour Law
Results as shown in table 4.10 above on how staff skill on labour law influence the labour dispute resolution performance at the Commission for Mediation and Arbitration indicated that 3.6 percent of the respondents strongly disagreed that CMA staff have skills on labour while 6.0 percent of the respondents disagreed. Also 2.4 percent of respondents were not sure and 31.3 percent strongly agreed. Meanwhile 56.6 percent of the respondents agreed that staff skills on labour law influence the resolution of labour disputes.  In totality the result reveals that staffs have skill on labour laws and this proved one of the employment criteria at CMA is knowledge and skills on labour laws for mediator and arbitrator.

4.4.2 Staff Training
Findings as shown in table 4.10 above on the influence of staff training in labour disputes resolution performance indicated that 3.6 percent of the respondents strongly disagreed, 2.4 percent of the respondents disagreed, 12 percent of the respondents were not sure, 18.1 percent of the respondents strongly agreed and 63.9 percent of the respondents agreed that CMA staffs attended various training to equip knowledge and skills on labour. In totality the result reveals that staffs at CMA are attending trainings on labour laws to sharpen their knowledge on labour disputes resolution. Meanwhile the study by Ayega (2012) on Perceived Factors Influencing Settlement of Industrial Disputes indicated that offering regular training to employees reduce labour disputes in the organization.

4.4.3 Working Tools

Findings as depicted on table 4.10 above on assessing if  working tools which included ICT equipment’s, offices space and vehicles are enough  at the Commission for Mediation and Arbitration revealed that  56.7 percent of the respondents strongly disagreed working which included ICT equipment’s, offices space and vehicles are not enough to support the operation while 7.2 percent of the respondents disagreed and strongly disagreed cumulatively , 22.9 of the respondents were not sure and 6.0 percent agreed. This implies that there is adequate working tools which included ICT equipment office space and vehicles qualitatively disclosed that shortage of working facilities such as printer computers, scanners, and that there were shortage of offices spaces for resolving labour disputes.
4.4.4 Financial Resource to CMA 

The respondents were asked to state the financial resource capability at CMA. Table 4.10 above shows results from the respondents on financial resource to CMA that 9.6 percent of respondents strongly disagreed that CMA is full financially empowered, 8.4 percent of the respondents disagreed 19.3 percent of the respondents were not sure and strongly disagreed consecutively. Only 43.4 percent of the respondents agreed that CMA has financial resource. Therefore, the result implies the budget which is allocated to CMA doesn’t enough to fulfill the operating cost.
4.4.5 Data Collection Tool and Manipulation on Cases

Researcher examined existence of data collection and manipulation at CMA can influence the performance of labour disputes resolution. The result as in table 4.10 above shows that 8.4 percent of the respondents agreed that CMA has a data collection tool that used to manipulate cases, 4.8 percent of the respondents disagreed, 20.5 percent of the respondents were not sure. Only 10.8 percent of the respondent strongly agreed and 55.4 percent agreed. Findings revealed that most of respondents equal to 66.2 percent of the respondents agreed that there is a data collection tools for collecting labour disputes at CMA. Further the discussion made with CMA staffs revealed that they have a standard form for collecting data on labour disputes on mediation and arbitration cases.

4.5 Labour Laws Factors influencing the Performance of Labour Disputes Resolution 

This party examined Labour Laws Factors influencing the performance of labour disputes resolution at the Commission for Mediation and Arbitration assessed on; Time taken to resolve cases; Mediation and Arbitration procedures; Confidentiality; and Knowledge on labour law. The results are depicted below and explained.
Table 4.11 Response on Management Factors

	Respondents on labour laws factors influencing the performance of labour dispute resolution

 
	 
	Respondent option

	
	 
	Strongly

Disagree
	Disagree


	Not Sure


	Strongly

Agree
	Agree


	Total



	Time taken to resolve  cases
	f
	13
	58
	7
	2
	3
	83

	
	%
	15.7
	69.9
	8.4
	2.4
	3.6
	100

	Mediation and Arbitration procedures
	f
	3
	6
	13
	12
	49
	83

	
	%
	3.6
	7.2
	15.7
	14.5
	59.0
	100

	Confidentiality
	f
	14
	45
	18
	2
	4
	83

	
	%
	16.9
	54.2
	21.7
	2.4
	4.8
	100

	Knowledge on labour law
	f
	17
	24
	37
	3
	2
	83

	
	%
	20.5
	28.9
	44.6
	3.6
	2.4
	100


Source: Researcher, 2020 (IBM-SPSS Ver.20)
4.5.1   Time Taken to Resolve Cases/ Labour Disputes 

The respondents were asked to states whether labour disputes are resolved on timely as specified in the LIA of 2004 at the CMA. The aim of this question was to explore the feeling of complainants, and advocates, on whether the labour disputes are resolved according to the specified time stated in labour law. The results as depicted in table 4.11 above, shows that 15.7percent of the respondents strongly disagreed, 69.9 percent of the respondents disagreed, that the labour disputes are resolved as specified in the Labour Law contrary to 8.4 percent of the respondents said were not sure labour disputes are resolved on timely at the Commission for Mediation and Arbitration. Meanwhile2.4 percent of the respondents strongly agreed and 3.6 percent of the respondents agreed. The results therefore indicated that at CMA the labour disputes are not resolved on time, lead to most of labour disputes to be carried forward due to not be completed on time as stated in law. This further indicated that there is ineffective and inefficiency on labour dispute performance at CMA.
4.5.2 Mediation and Arbitration Procedures

The respondents were asked to states on the statement whether mediation and arbitration procedures were followed during labour disputes resolution at the Commission for Mediation and Arbitration. The findings as depicted in table 4.11 above shows that 83.1 percent of the respondents strongly disagreed, 7.2 percent of the respondents disagreed, 15.7 of the respondents were not sure, 14.5 percent of the respondents strongly agreed and 59 percent of the respondents agreed that mediation and arbitration procedure are followed during labour disputes resolution. Therefore, the results indicate that mediator and arbitrator observe procedures during labour disputes resolution.

4.5.3 Confidentiality on Labour Disputes Resolution 

The findings as indicated on table 4.11 on the confidentiality during labour disputes resolution at the Commission for Mediation and Arbitration and results as depicted, shows that 16.9 percent of the respondents strongly disagreed, 54.2 percent of the respondents disagreed that no confidentiality on labour disputes conducted at CMA. Meanwhile 21.7 percent of the respondents were not sure on confidentiality procedures on labour disputes resolution is conducted. At the same time 2.4 percent of the respondents strongly agreed and 4.4 percent of the respondents agreed. Discussion conducted with respondents said that at CMA there is a sharing of office for mediator and arbitrator during labour dispute resolution. Therefore, the findings implied that there is no confidentiality in mediation and arbitration during labour disputes at the Commission for Mediation and Arbitration.  

4.5.4 Knowledge on Labour Law
The research findings on knowledge on labour laws to employers, employees and stakeholders as shown in table 4.11 above indicated that 20.5 percent of the respondents strongly disagreed, 28.9 percent of the respondents disagreed, 44.6 percent of the respondents were not sure, 3.6 percent of the respondents strongly agreed and only 2.4 percent of the respondents agreed. This implies that the level of understanding on labour laws to stakeholders is not at high level this made a labour disputes resolution to take longer time for mediator and arbitrator to give an overview during resolution.

4.6 Level of Integrity, Accountability, Responsiveness and Bureaucracy 

Table 4.12 Response on Management Factors
	Respondents on integrity, accountability, responsiveness and accountability
	 
	Respondent option

	
	 
	Very Low
	Low
	Moderate
	High
	Very High
	Total

	
	
	
	
	
	
	
	

	Integrity and accountability
	f
	2
	6
	27
	38
	10
	83

	
	%
	2.4
	7.2
	32.6
	45.8
	12
	100


Source: Researcher, 2020 (IBM-SPSS Ver.20)
The researcher aimed to examine the level of integrity, accountability, responsiveness and bureaucracy at CMA to stakeholders during labour disputes resolution. Findings as shown in table 4.12 above on level of integrity indicated that 2.4 percent of the respondent stated very low, 7.2 percent of the respondents stated low, 32.6 percent stated moderate, 45.8 percent of the respondents stated high and 12 percent of the respondents stated very high. The results implied that, the level of integrity, accountability responsiveness and bureaucracy at CMA is not much bad or good, but it need some measure to be taken through remind staffs on code of conduct and rules and regulation.

CHAPTER FIVE

CONCLUSION AND RECOMMENDATIONS

5.1 
Introduction

This chapter is about of what had been studied to meet the researcher’s objectives. It gives the conclusion and has some recommendations and lastly but not least is the suggestion for further research. 

5.2 
Summary of Findings

The objective of this study was to evaluate factors influencing labour disputes resolution performance in Tanzania a case at the Commission for Mediation and Arbitration in Dar es salaam and the findings are as follows: -

5.2.1 
The Influence of Social Factors on Labour Disputes Resolution Performance
The research aimed to examine influence of social factors on labour disputes resolution performance a case at the Commission for Mediation and Arbitration which included ignorance of the law, working environment and stakeholder’s participation on labour disputes resolution. Findings of the study on ignorance of labour laws to employers, employees and stakeholders indicated 43.3 percent of the majority of the respondents were not sure and 34.7 percent of the respondents agreed that there is   ignorance of labour laws and low level of understanding on labour laws to stakeholders which lead to ignorance on speed up labour disputes resolution. This causes the    labour disputes not to be completed on time at CMA and it is a source of backlog of labour disputes to be carried forward.

Meanwhile the working environment and facilities noted are not adequate and conducive for resolving labour disputes. Majority of the respondents equal to 60.2 percent strongly disagreed that working environment is not conducive it need some   improvement, this caused delay of labour disputes not to be completed on time. Work load is another unpleasant working environment employees are allocated more numbers of labour disputes to resolve compared to their capacity and this has caused lesser number of labour dispute cases to be resolved.

 Further the findings indicate that stakeholders are involved for the matters which involve them on labour disputes resolution through providing legal documents, evidence document and preparing of witness. When looking at the performance process of any work organization, it is found that stakeholder’s involvement helped to have effective and efficient of the performance. Although 56.6 percent of the respondents agreed that at CMA stakeholders are involved but ignorance of labour laws and working environment influenced the performance of labour disputes resolution.
5.2.2 The Influence of Management Factors on Labour Disputes Resolution Performance
The research aimed to examine influence of management factors on labour disputes       resolution performance which included staff skills on labour law, working tools, financial resource to CMA and data collection and manipulation on cases. It was found out that CMA human capacity who contribute on labour disputes resolution performance has vast skills on labour laws and this facilitated labour disputes resolution in professional manner and attended various training on labour laws. Most of them have degrees and master level this enabled them to work more         efficiently and in effective way.  Meanwhile the findings indicated that they are    experienced in labour disputes due to the duration they spent in labour disputes   resolution although it was noted that they were allocated more labour disputes to resolve compared to their capacity. 
Further the findings reflected that CMA has shortage of working tools; shortage of ICT equipment’s, offices space and vehicles and that there is a shortage of offices spaces for resolving labour   disputes which made mediator and arbitrator to        adjournment the hearing of labour   disputes resolution. Respondents equal to 56.7 percent strongly disagreed that CMA is well equipped with working tools. This has caused the effect on labour dispute resolution performance   due to many cases not to be completed on the same year.
Furthermore, the existence of data collection tools and manipulation had proved that there is strong system for collecting, processing, analyzing and interpreting labour disputes which used to evaluate labour disputes resolution performance. This helped to show the backlog of the cases not completed and carried forward. Conclusion   despite the findings indicated that staffs are skilled and trained, CMA is financially supported but the resolution of labour disputes is affected with working environment as well as working environment and ignorance of labour law.

5.2.3 The Influence of Labour Laws Factors on Labour Disputes Resolution Performance

The study revealed that 69.9 percent of the respondents that resolution of labour  disputes at CMA are not resolved as specified in the labour law which indicated  mediation to be completed or finalized within thirty days and arbitration to be      resolved in sixty days .This is because of the great number of the labour disputes allocated to each mediator and arbitrator at the same time  shortage of office space and ICT equipment’s made the adjournment of hearing dispute and not competed within the specified time on the same  year hence create backlog of carrying forward of labour disputes.
 Meanwhile the findings indicated that mediation and arbitration procedures were followed during the resolution of labour disputes at CMA and made the stakeholders to full involve in the process of the resolution of the disputes. Further the findings noted that there was no confidentiality during labour disputes resolution due to the shortage of office space for conducting mediation and arbitration sometime sharing of room which made delay of disputes not to be completed on time through         rejoinder so as to observe the confidentiality.

Lastly, it was found that there is low understandings knowledge on labour laws to stakeholders, this provides a room for delaying of labour disputes resolution through many rejoinders during labour dispute resolution and make labour disputes to      prolong for a long time and not completed on time, created forwarding backlogs of labour dispute in the next financial year.

5.3
Conclusion

It is the researcher conclusions based on the research conducted at the Commission for Mediation and Arbitration its objective was to evaluate factors influencing labour disputes resolution performance at CMA. The findings of the study proved that   social factors, management factors and labour laws factors influence labour disputes resolution performance in Tanzania as summized in the above findings.

5.4 
Recommendations

This section put down the recommendations which could act as catalyst for           facilitating the improvement the labour disputes resolution performance in Tanzania.

i. CMA should foster a culture of continuously improving the knowledge, and building experience, competencies, skills and attitudes of their workers to meet the ever-changing demands of their jobs. Towards meeting this objective, staff training should be viewed as pivotal to the sustainability and efficient operations of organization, hence the need for continuous investment in human resource management. This implies that the labour disputes performance depends on it.

ii. Also its recommended that, the CMA and stakeholders should establish a room for conducting training on labour law so as to meet the current environment of employment in the country.

iii. Another important is to strength the CMA through modernizing and facilitating the premises for conducting hearing through mediation and arbitration.
5.4      Area for further Research 

The researcher did not cover the political factors, therefore suggests that further research be conducted on; Evaluating of political factors influence on labour disputes resolution performance in Tanzania.
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APPENDIX

THE OPEN UNIVERSITY OF TANZANIA

DEPARTMENT OF ECONOMICS

(MA- Monitoring and Evaluation)

Questionnaire

Dear colleague, I’m now carrying out my dissertation in a partial fulfillment of the
requirements for the award of a Master degree of Arts in Monitoring and Evaluation.

I kindly request you to spend your limited time to fill this questionnaire. Thank you
Disclaimer: The data gathered through this Questionnaire will be used exclusively
for the purpose of academic research as requirements to fulfill a Master degree in

Monitoring and Evaluation at Open University of Tanzania.

SECTION A: RESPONDENT’S PROFILE

Please tick in the boxes provided 

Personal data 

1. Gender or the respondents




Code
a) Male      
    1

b) Female





     2
2. Age (in years)

a) 18- 30




     1
b) 31- 40




     2
c) 41- 50




     3
d) Above 51




     4

3. Tell us who are you?  

a) Mediator




     1
b) Arbitrator




     2
c) Advocate




     3
d) Complainants




     4

4. Respondents level of education

a) Informal
1
b) Form IV 




    2
c) Form VI




    3
d) Certificate




    4
e) Diploma             




    5
f) Degree              
                                              6

g) Master               [image: image1.png]


                                                    7
5. How long have you been in your organization?

a) 1- 4




     1
b) 5- 8




     2
c) 9- 12




     3
d) Above 12




     4

6. Choose your work experience in labour disputes resolution you service at CMA?

a) 1- 4




     1
b) 5- 8




     2
c) 9- 12




     3
           d) Above 12
                                                        4

           e) None                   [image: image2.png]


                                                    5
7. How many case have you received per year?

a) None




     1
b) 1- 50




     2
c) 51- 100




     3
           d) 101- 150


     4

          e) Above 151          [image: image3.png]
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8. How many case have you resolved per year?

a) None




     1
b) 1- 50




     2
c) 51- 100




     3
           d) 101- 150
                                                        4

           e) Above 151          [image: image4.png]





     5
SECTION B: Social Factors on Labour Disputes Resolution performance.
Please Tick (x) to indicate your true expectations by choosing a score from ‘1’ Strongly Disagree ‘2’ Disagree, ‘3’ Not Sure, ‘4’ Strongly agree, ‘5’ Agree 
	Questions 
	1
	2
	3
	 4
	5

	9. Many employee’s  employers and stakeholders knows labour laws 
	
	
	
	
	

	10. Working environment at CMA is conductive for resolving labour disputes
	
	
	
	
	

	11.CMA involves stakeholders for the matters which involve them
	
	
	
	
	


.
SECTION C: Management Factors on Labour Disputes Resolution               performance.  
Please Tick (x) to indicate your true expectations by choosing a score from ‘1’ Strongly Disagree ‘2’ Disagree, ‘3’ Not Sure, ‘4’ Strongly agree, ‘5’ Agree 
	Questions 
	1
	2
	3
	4
	5

	12. Are CMA staffs have skill on labour law
	
	
	
	
	

	13.  CMA staffs are attending trainings
	
	
	
	
	

	14. Does the CMA have adequate working tools (ICT equipment’s, office spaces, and vehicles) 
	
	
	
	
	

	15.  Is CMA  strongly financially supported
	
	
	
	
	

	16. CMA have the data collection tools on collecting and manipulation on  labour disputes /cases
	
	
	
	
	


SECTION D: Labour Laws Factors on Labour Disputes Resolution performance
Please Tick (x) to indicate your true expectations by choosing a score from ‘1’ Strongly Disagree ‘2’ Disagree, ‘3’ Not Sure, ‘4’ Strongly agree, ‘5’ Agree 
	Questions 
	1
	2
	3
	4
	5

	17. Labour disputes at CMA are resolved according to the time  specified time stated in Labour Law?
	
	
	
	
	

	18. Mediation and arbitration procedures followed during resolution of labour cases at CMA.and conducted in confidential manner during dispute resolution at CMA.
	
	
	
	
	

	19. Mediation  and arbitration hearing conducted in confidentiality manner at CMA.
	
	
	
	
	

	17. Stakeholders, employees and employers have knowledge on labour law?
	
	
	
	
	


20.  How do rate integrity, accountability, responsiveness and bureaucracy at CMA?

a) Very Low




     1
b) Low




     2
c) Moderate




     3

d) High




     4

           e) Very High          [image: image5.png]
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21. Do you have additional information on challenges regarding to CMA on labour dispute resolution? …………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………...

Thanks for assistance

Social      factors


Ignorance of labour law


Working environment


Stakeholder ‘s participation





Management factors


Staff skill on labour law


Staff training


Working tools


Financial resources to CMA


Data collection and manipulation on cases





Labour laws factors on disputes resolution


Time taken to resolve cases


Mediation/Arbitration procedures


Confidentiality


Knowledge on labour law














Labour Disputes Resolution Performance


Number of Cases Resolved





Legal framework


Employment Policy









