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ABSTRACT 

 

Labour disputes have been common in many organizations and its source has 

sometimes been ill defined. Many employers/organizations have put in place a 

mechanism for settling workplace disputes in order to have a smooth way of 

handling such disputes. However, concerned parties in dispute settlement process 

have been facing some challenges in the dispute settlement process. If the dispute 

settlement is not well managed or mishandled, it might cause irreparable cost. This 

necessitated examining the incidences of labour disputes and challenges facing trade 

unions in settling labour disputes at places of work, taking TANESCO as a case 

study. The specific objectives of this study were to determine the causes of labour 

disputes, to examine the degree of awareness of members on the roles of trade 

unions and to identify the challenges facing trade unions in dispute settlement at 

places of work. 

This study employed a triangulation of approaches such as case study and cross 

sectional design. A total of 113 respondents employees were randomly sampled to 

get data on the problem. Data collection was done through interview where 

structured questionnaires were used. Out of the 113 sampled workers, 92 answered 

and returned the questionnaires while the remaining did not. The pre testing was 

done before embarking on a comprehensive data collection. The results were 

analyzed through the use of SPSS -15 and then outputs were presented in terms of 

frequency tables and figures or charts.  

The study found out that low awareness of the Employment and Labor Relation Act 

among employees, low salaries, poor management system and lack of transparent 

system of governance have been the core causes of labour disputes. The study  also 
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found out that majority of employees were aware of the roles of trade unions that 

focus on advocating the rights of members in terms of bargaining power and dealing 

with member cases. The initiatives that have been undertaken by the government to 

deal with labour disputes included capacity building, meetings for the aim of settling 

conflicts and increasing salaries. 

The major challenges facing trade unions in settling labour disputes at places of 

work noted includes lack of enough knowledge of the Employment and Labour 

Relations Act among many employees, trade union leaders and management 

members. In addition financial crunches were noted as a challenge that trade union 

do face in settling work place disputes. 

This study recommends  that  the government should provide legal education to the 

staff, management and trade union leaders so as to avoid unnecessary labour 

disputes, employees  should play part in the preparation of strategic plans, trade 

unions should be involved in the designing of government plans so as to ensure that 

members are well informed on what the government is doing for them and the 

government should ensure that trade unions have enough financial capacity to meet 

costs related to labour dispute settlement for the benefit of their members. Finally it 

is suggested that the government should initiate process of introducing Alternative 

Dispute Resolution (ADR) system which has proved to be very effective in 

workplace dispute settlement. 
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CHAPTER ONE 

INTRODUCTION 

 

1.1Background to the Problem 

Worker attitudes affect not only labor productivity but also the productivity of other 

input factors. The mechanisms by which workers‟ attitudes affect productivity and 

costs are important. The transaction-costs literature discusses deals with “shirking” 

or output restriction by workers and argues that without very close supervision-in 

the limit, one supervisor per worker-the worker has discretionary control over the 

quality, and even the quantity of effort and concentration applied to his job. There is 

scope for the worker to manifest dissatisfaction in various forms of low-grade 

sabotage, which may take the form of breakage (increasing materials costs), letting 

machines break down through inattention, omitted adjustment or maintenance 

(increasing maintenance and/or materials costs), and absenteeism (increasing labor 

costs). These behaviors will typically increase the costs of supervision. While some 

of behavior of this type may be partially unintentional, there is little reason to doubt 

that dissatisfaction or alienation will generally give rise to more of it, resulting in 

higher costs and possibly a reduction in the quality of output (Anstey, 1991). 

 

Many institutions created for the resolution of labor-management conflict in Japan 

and the United States have similar outward forms, due in large measure to U.S. 

influence on Japan‟s reshaping of its economic institutions in the decade following 

World War I1 (Brand, 2001). However, the Japanese union movements and their 

respective relations with management are quite different and, consequently, have 

different historical experiences that may result in different workplace behavior. In 
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Japan, there are two major labor federations with social as well as political agendas, 

while in the United States there is one major labor federation, linked principally, 

although not formally, to one national political party. Some 25%-30% of Japanese 

workers, mostly in manufacturing, are aligned with the conservative majority in the 

Diet. Public-sector unions are more militant and aligned with the minority left-of-

center political parties (Alice & Zabala 1991). 

 

There are other important differences between Japanese and U.S. institutional 

structures for managing labor-management conflict. For instance, while many U.S. 

manufacturing industries are organized by industry wide unions, such as the United 

Auto Workers, United Steel Workers, International Association of Machinists, and 

so on, Japanese manufacturing workers are represented by unions that typically 

cover only one large enterprise. Among small- and medium-sized firms, the pattern 

is different and more similar to the one in the United States. Under these 

circumstances, the Japanese union has less bargaining leverage in terms of political 

power. Outside manufacturing, industry wide unions are more common, and many 

are considerably more militant than the unions in the manufacturing sector (Alice & 

Zabala, 1991). 

 

Since the early 1970s, annual nationwide wage negotiations in Japan, called the 

shun-to (spring offensive), set general wage levels across industries; typically, the 

largest unions in industry negotiate rates at their firm. This is followed by pattern 

bargaining at other firms. Instead of mass strikes and production stoppages, the 

shun-to is accompanied by mass demonstrations, intended to show power and 

solidarity, and by public bargaining between unions and employers that is reported 
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in the national press. This public debate provides information and time for non 

adversary bargaining when both parties sit down face to face (Alice& Zabala, 1991). 

 

The shun-to is also used to set the nation‟s social agenda. For example, in the early 

1970s a movement emerged, in response to changing demographics, demanding that 

the government raise the retirement age for Japanese public sector workers from 55 

to 60 years of age. Militant public-sector unions raised these demands in the shun-to. 

This in turn shaped a national debate that spilled over into Japanese manufacturing 

with the demand to raise the retirement age for all full-time Japanese workers. The 

debate extended beyond collective bargaining to concerns about income support 

programs-an inadequate social security system and nonexistent private-sector 

pension programs for an aging Japanese labor force with an increasing life 

expectancy (from 50 years in 1947 to 70 years in 1973 for men)-and future 

expectations of labor shortages (Alice& Zabala 1991). 

 

In Tanzania, trade union movement has its roots in the 1920s with the formation of 

welfare societies or social clubs. Since then it has passed through several phases. 

Various associations such as the Kilimanjaro motor drivers association (KMDA) and 

the Union of Shop Assistants were formed. In 1927 the African Motor drivers and 

Mechanics formed a Motor Drivers Association and even attempted to strike for 

higher wages.  In 1955, 17 trade unions established the Tanganyika Federation of 

Labour, with the purpose of joining together to fight for workers rights. It worked 

hand in hand with the later ruling party (TANU) and struggled together with the 

political party for independence which was gained in 1961 (Shadrack, 2012). 
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For six decades before independence, labour in Tanzania was available from the 

poorest working class, employed mainly in large plantations, mines and small 

manufacturing sector and formed the permanent wage earning class. The 

management of this labour was done through various legislations. These legislations 

which were actively put in place by the government of Tanzania after independence 

had the aim of curtailing the freedom of trade unions which had been obtained 

through hard struggle (Shivji 1986). 

 

Trade unions have continually been fighting for their members rights and have 

found themselves in conflict with the government. In 2002 workers of the electricity 

company (TANESCO) and the Railway Corporation (TRC) made threats to sabotage 

the public firms if they were not given acceptable terminal benefits in the 

privatization process. Workers also called the government to pay into the pensions 

as the public firms had failed to remit their contributions to the Parastatal Pension 

Fund or the National Social Security Fund (LO/FTF Council 2003).  

 

Trade union has also steadily been growing despite some challenges like 

privatization of a big number of public corporations, trade liberalization, 

advancement of technology, and corresponding development of the private sector. 

Up to March 2002, the number of trade union members (both affiliated to TUCTA 

and those not affiliated to TUCTA) stood at 311096 (LO/FTF Council, 2003). 

 

Unions have traditionally been the principal agency of voice representation for 

workers. Voice representation empowers workers and enables them to bargain 

effectively and negotiate to their advantage, with the result that their income, 
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employment and working conditions improve (Freeman, 1980; Booth, 1995). 

Moreover, besides their rent-seeking role (improving their members' income and 

working conditions), trade unions play a larger role as the collective voice of 

workers in a democracy (Freeman and Medoff, 1984). The role of unions as 

collective voice reinforces the positive economic, political and social effects of 

unionization in pluralist democracies and forms the basis of good-quality, dignified 

employment (Craig, 1981). 

 

But union strength depends on membership numbers--as does union success as the 

vehicle for workers' collective voice in a democracy. Both the enabling role of 

unions and their larger collective voice role are undermined if unions represent only 

a small part of the labour force. Union bargaining power, for example, is most 

effective when there is no large pool of non-unionized workers because of high 

labour turnover costs, or when union membership numbers are high (Brand, 2001). 

Second, the view of unions as expressing the collective voice can prevail only if 

their concerns are sufficiently broad to encompass those of widely differing types of 

worker, notably the vulnerable ones. But changes in the world economy in the past 

twenty years have posed major challenges to trade unions. 

 

As labour markets have become more flexible in industrialized countries, there has 

been a shift from "standard" full-time regular employment (the traditional union 

base) to typical forms of employment. In developing countries, despite moderate 

economic growth unregistered and unprotected employment has continued to 

increase. There has also been a strong tendency for the labour force to become 

scattered and fragmented, rendering collective organization more and more difficult 
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(Anstey, 1991). Trade unions in countries across the world thus face the challenge of 

reaching out to many workers whose contractual situations are less well defined than 

those elaborated within the standard framework. It is generally agreed that the trade 

union movement has fallen on hard times (Daphne, 2001.). Trade union membership 

has declined in a number of countries. This both calls into question the 

representativeness of trade unions and hinders meaningful social dialogue around 

the world Furthermore, it has been claimed that erosion of public support for unions 

has accompanied the decline in union power to bargain and organize (Anstey, 1991). 

 

Harmonious relationship at any work place is one of the key factors that are 

considered in the implementation of any organizations‟ strategic plans. The 

successful implementation of the organizations strategic plan depends on the full 

participation of the workers at the work place and how they are motivated to do so 

(Slaikev & Hasson 1998). Employers have a key role in ensuring the existence of 

such harmonious relationship. 

 

Apart from assuring the provision of attractive compensation package and provision 

of statutory rights to its employees, employers are required to provide more 

incentive packages in order to not only attract and retain productive workforce, but 

also to upkeep harmonious relationship. On the other side, employees are supposed 

to meet all the agreed performance targets and standards, follow all regulations, 

instructions and policies that have been put in place by the employer. 

 

When any party does not meet its obligations, this may give rise to a dispute that 

would in turn need an intervention by way of settlement by third party. It is from 
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this juncture then, where the role of the trade union on behalf of its members 

becomes of paramount importance. The trade union is expected to stand firm in 

protecting the rights and interests of its members. When the trade union does not 

fulfill that obligation, it will definitely not meet the expectations of its members and 

they will ultimately loose faith to it. The situation becomes worse on dispute 

settlement on matters related to loss of employment such as retrenchments and 

disciplinary cases and even those matters related to collective bargaining and 

voluntary agreement. 

However, whether the trade union win or loose in dispute settlement, they definitely 

meet a lot of challenges on the road. It is the intention of this study to conduct a 

study and identify the challenges that the trade union meet in performing their 

obligations. It is only when the challenges that will be noted after this study have 

been dealt with, trade unions will be able to defend the interests of their members in 

matters such as promotion and implementation of the collective interests and rights 

of their members, provision of social and welfare benefits, driving labour standards 

and workers rights, effectively representing workers during disciplinary and 

grievance hearing, effectively participating in negotiating in collective bargaining 

and many other roles that are supposed to be performed by the trade unions 

(Freeman & Medoff, 1984). 

1.2. Statement of the Problem 

One of the main functions of trade unions at places of work is to take up individual 

and collective grievances of the workers with the management/employers. In this 

particular function, the trade union provides help and support to employees in trade 

dispute resolution process. It is the responsibility of the trade union to ensure that 
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members‟ rights and interests are protected in the labour dispute settlement process. 

(Deale, 2001.) 

However, due to various factors, trade unions find themselves failing to fulfill this 

basic obligation and thereby defeating the whole purpose of their role in this 

particular obligation. It is obvious that these trade unions do face various challenges 

that hinder them from fulfilling this responsibility. In general such factors can 

include lack of knowledge of law that governs labour relations, mismanagement of 

trade unions, financial problems, lack of workplace cooperation between 

management and workers, lack of labour dispute management knowledge, lack of 

skills and experience, problems with regard to the ability of individual employees 

and their trade union representatives to properly deal with internal  conflicts,  poor 

or no formal education among many workers, especially in Africa etc (Bendeman, 

2006), Heron & van Noord 2004). 

 The researcher is therefore attracted to conduct a study for the purpose of revealing 

the challenges that trade unions in Tanzania do face in settling labour disputes at 

places of work. The study intends to identify the challenges that TUICO, which is 

the officially recognized trade Union in TANESCO, as a case study, do face in trade 

dispute settlement at places of work. 

 

1.3 Objectives of the study 

1.3.1 General Objective  

The main objective of this study was to examine the incidences of labour disputes at 

work place and   challenges facing trade unions in settling disputes in Tanzania, with 

particular reference to Tanzania Electric Supply Company Limited (TANESCO). 
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1.3.2 Specific objectives  

1. To determine the causes of disputes at places of work. 

2. To examine the degree of awareness among workers on the role of trade 

unions and the Employment and Labour Relations Act of Tanzania. 

3. To identify the challenges facing the trade unions in dispute settlement at 

places of work. 

 

1.4. Research questions. 

This proposed study intended to answer the following question; 

1. What are the causes of disputes at places of work? 

2. What is the degree of awareness among workers on the role of trade unions 

and Employment and Labour Relations Act? 

3. To what extent does trade Unions at places of work provides support to 

employees in the dispute settlement process? 

4. What are the challenges facing the trade unions in dispute settlement at places 

of work? 

 

1.5. Significance of the study 

This study is expected to valuable since it seeks to provide vital information about 

the challenges that trade unions do face in settling disputes at places of work in 

Tanzania. This in turn, would help both the managements of companies and trade 

unions to determine suitable ways of dealing with disputes at places of work so as to 

maintain harmonious industrial relations and ensure that there are no unnecessary 

labour disputes at places of work and ensure that interests of both parties 

(Management and employees) are protected. This study is also significant as it 



11 

 

intends to recommend steps to be taken to ensure that minor problems do not 

become major disputes and therefore avoid the effects of workplace disputes (Cram 

& Mac Williams, nd, Heron &van Noord, 2004). 

Tanesco was picked as a case study because it is one of biggest public corporations 

in Tanzania, having branch offices in all regions in Tanzania mainland with a trade 

union branches at every regional and district offices. It is from this point of view; 

that the researcher has drawn an assumption that there are possibilities of 

occurrences of many industrial disputes, giving a greater chance for parties in labour 

dispute matters to have vast experiences in handling such disputes and challenges 

that trade union face in dispute settlement process. It is expected therefore that the 

result of this research will form a typical example for challenges that trade unions 

face in labour disputes settlement at places of work. 

 

1.6. Scope and limitations of the study 

1.6.1 Scope of the study 

The study was   carried out at Tanesco Head Office (Human Resources Business 

Unit) and two regions in the Central Zone (Dodoma and Morogoro). The study 

involved members of TUICO - TANESCO Negotiation Committee, workers who 

were randomly picked from different departments, TUICO branch chairpersons, 

secretaries and members, TUICO national Office (Energy sector). 

 

1.1.1 Limitations of the study 

During this study the researcher encountered few limitations. One of the limitations 

is that some respondents especially employees from the distribution department 

were not willing to express their feelings concerning trade unions and management 
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on matters related to weakness/challenges of both the trade unions and management, 

thinking that they would end up being victimized for their negative views. This 

situation was more evident in Morogoro. However the researcher assured the 

respondents that their views would be treated with high confidentiality and were for 

academic research purpose only. 

Another limitation was that many respondents (employees) did not answer the 

questionnaires in time, some of them up to seven days. This situation was prompted 

by the fact that TANESCO Management had just introduced a new performance 

Management system known as Performance Development Programme (PDP) 

whereby every employee is assigned his/her daily performance targets to achieve. 

This made respondents (employees) feel to have no time to spend for answering the 

research questionnaires. However the researcher managed to make close follow up 

and 92 out 113 respondents to whom questionnaires were distributed, answered and 

returned the questionnaires.  
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CHAPTER TWO 

LITERATURE REVIEW 

2. Introduction 

The previous chapter attempted to justify the rationale of this study. This chapter 

defines and gives explanations on key terms, and reviews related literatures on the 

concepts of trade unions, management and labour disputes. The chapter also 

explores challenges that trade unions do face.  

 

2.1 Trade Unions, their origin and functions 

Trade Unionism is the result of the growth of modern industrial system involving 

mass employment of workers in conditions which make them helpless in bargaining 

for better terms of contract individually. The exploitation of workers by employers 

forced workers to unite, thus trade unionism. 

Web and Web (1894) view trade union as “a continuous association of wage earners 

for the purpose of maintaining or improving the conditions of their employment” 

Trade unions are a major component of the system of modern industrial relations in 

any nation, each having their own set of objectives or goals to achieve according to 

their constitution and each having its own strategy to reach those interests and 

improve their working conditions, among other goals. It is a continuous association 

of wage earners for the purpose of maintaining and improving working conditions 

(Dankert, 1948). In developing countries, the right to form a union and bargain 

collectively protects workers from exploitative and abusive conditions at work and 
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puts pressure on employers to share productivity gains with their employees (Ghosh 

& Geetika, 2007). 

2.2 Historical Overview of Trade Unions 

The origins of trade unions can be traced from the 18
th

 century where the rapid 

expansion of industrial society drew women, children, rural workers and immigrants 

to the workforce in numbers and in new roles (Web, &Webb, 1920). Trade unions as 

such were endorsed by Catholic Church towards the end of 19
th

 century. Pope Leo 

XIII in his “Magna Carta” –Rerum Novarum spoke against the atrocities that 

workers faced and demanded that workers should be granted certain rights and 

safety regulations (Rerum, nd). 

Historically, union representation and collective bargaining have been the keys to 

the growth of a stable working population in developed economies, and have made it 

possible for workers to gain a more equitable share of the wealth that they create; 

they are also able to improve working conditions and help workers gain job security. 

Changes in the political, social and educational environments regarding awareness 

of rights-such as the right to organize, the right to bargain, and the right to settle 

terms and conditions of employment have caused worker unions to spring up to 

protect and further workers‟ interests. Thus, with the establishment of minimum 

wages, norms for mandatory work hours, provisions for health and safety, and 

overall improvements in working conditions, unionisation has become instrumental 

in improving the quality of life of workers (Ghosh & Geetika, 2007). 

Studies suggest numerous reasons behind the emergence of labour movement. 

According to Tannenbaum (1921), the machine is the cause and labour movement is 
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the result. Hoxie (1921) argues that trade unions appeared as a group expression of 

the social situation in which workers found themselves and as remedial programmes 

with particular aims, policies and methods. Perlman (1928) argues that trade 

unionism arose from job consciousness and scarcity of job opportunities. Trade 

union growth, defined as the rate of change in union membership, is influenced by a 

host of factors, including cultural, economic, historical political and social 

conditions. Research by Kumar and Dow (1986), Elsheikh and Bain (1979), and 

Ashenfelter and Pencavel (1969) compare the key determinants affecting union 

membership variations over time; Elsheikh and Bain (1980) and Maki (1992) and 

Lee (1978) focus on variations across individual workers. 

2.3. Trade unions in Tanzania 

Trade unions in Tanzania have a considerable long history. The first Tanganyikan 

trade union, the Motor Drivers' Union, was founded in 1927. In 1937, Asian workers 

founded the Asiatic Labour Union, leading to the founding of numerous unions in 

the country. These early organizations were not, however, involved in many 

industrial conflicts, their primary activity being the organizing of mutual help among 

its members (Illife, 1970). 

The roots of the modern Tanzanian labor movement reach back to the 1940s. By 

1947, five unions had been registered with the authorities. The colonial government 

reacted to the creation of unions in Tanzania by enacting laws which allowed it to 

keep tabs on the movement - for example, the registration of unions became 

obligatory. Nonetheless, the labor movement grew, by 1956 there were 23 

organizations with a total of nearly 13,000 members (Little, 1966). 

http://en.wikipedia.org/wiki/Tanganyika
http://en.wikipedia.org/w/index.php?title=Motor_Drivers%27_Union&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Asiatic_Labour_Union&action=edit&redlink=1
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In 1955, seventeen trade unions finally merged to create the Tanganyika Federation 

of Labour (TFL). Its original two main objectives were to gain more members and to 

absorb smaller unions. During the country's fight for independence, the TFL 

collaborated with the Tanganyika African National Union (TANU), a party founded 

in 1954, in its fight for the nation's independence from the United Kingdom 

achieving this goal in 1961 (Little, 1966). 

The first union in Zanzibar, where the Tanganyikan labor unions were not active, 

was the Seamen's Union, which was founded in 1955. There had been a strike by the 

island's dock workers in 1948, but no organized labor movement until 1955. A wave 

of union foundings followed that of the Seamen's Union, but these organizations did 

not have many members as Zanzibar was only scarcely populated and the socio-

economic activities were few. In 1956, the Federation of Zanzibar and Pemba Trade 

Unions (ZPFL) was founded with assistance from Tanganyikan unionists. During 

the first half of the 1960s the Zanzibar labor movement flourished. During the 1964 

revolution, the labor movement collaborated with peasants to overthrow the Sultan 

(Mbwana, 2007). 

In 1962, there were a total of 182,000 workers organized in the trade unions of the 

newly independent Tanganyika and 152 strikes involving 48,434 workers forcing 

the state to react. The 1964 TFL was disbanded National Union of Tanganyika 

Workers (NUTA) was founded as the sole trade union in the country. This was the 

end of all labor autonomy in the country as the union's main function was to 

propagate the government's policies and the leadership of the NUTA was appointed 

by the country's president (Shivji, 1986). 

http://en.wikipedia.org/w/index.php?title=Tanganyika_Federation_of_Labour&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Tanganyika_Federation_of_Labour&action=edit&redlink=1
http://en.wikipedia.org/wiki/Tanganyika_African_National_Union
http://en.wikipedia.org/wiki/United_Kingdom
http://en.wikipedia.org/wiki/Zanzibar
http://en.wikipedia.org/w/index.php?title=Seamen%27s_Union&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=1948_Zanzibar_dock_workers%27_strike&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Federation_of_Zanzibar_and_Pemba_Trade_Unions&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Federation_of_Zanzibar_and_Pemba_Trade_Unions&action=edit&redlink=1
http://en.wikipedia.org/wiki/Strike_action
http://en.wikipedia.org/w/index.php?title=National_Union_of_Tanganyika_Workers&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=National_Union_of_Tanganyika_Workers&action=edit&redlink=1
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As mentioned above, the situation in the early 1960s in Zanzibar, which had merged 

with Tanganyika to form Tanzania in 1964, was similar. As in mainland Tanzania, 

the government banned the existing trade unions, namely the ZPFL, and instituted 

the Federation of Revolutionary Trade Unions (FRTU) as the new union federation 

of Zanzibar. The FRTU was heavily involved in the government's dealings including 

the preparation of the new constitution. But in 1966, the FRTU was no longer 

needed. Thus, the government dissolved it and the Department of Labour, directed 

by the ASP, took over labor affairs, but it was dissolved as well as soon as 1968 

(Mbwana 2007). 

In 1977, the ruling parties of Zanzibar and mainland Tanzania, the TANU and the 

ASP merged to form Chama Cha Mapinduzi (CCM). Likewise, the TANU-affiliated 

union, the only labor organization in the country, was restructured. The Union of 

Tanzanian Workers (JUWATA) was thus founded in the following year. It 

continued the NUTA's tradition of complete loyalty to the ruling party, but covered 

all of Tanzania, including Zanzibar, although the government of the region was 

reluctant to allow unionist activity to resume on the island (Mbwana, 2007). 

Following an economic crisis in the early 1980s, growing pressure for trade union 

autonomy in conjunction with the country's transition to a multi-party system in 

1990 led to the JUWATA's dissolution and the founding of the Organisation of 

Tanzania Trade Unions (OTTU) in 1992. The move was approved by the country's 

president and parliament. The main difference between the OTTU and the JUWATA 

was that the former consisted of sectoral unions and allowed the creation of eleven 

industrial unions. Moreover, the union's internal structure was more democratic than 

that of its predecessor. After the President broke a promise to raise salaries in the 

http://en.wikipedia.org/w/index.php?title=Federation_of_Revolutionary_Trade_Unions&action=edit&redlink=1
http://en.wikipedia.org/wiki/Department_of_Labour
http://en.wikipedia.org/wiki/Chama_Cha_Mapinduzi
http://en.wikipedia.org/w/index.php?title=Union_of_Tanzanian_Workers&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Union_of_Tanzanian_Workers&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Organisation_of_Tanzania_Trade_Unions&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Organisation_of_Tanzania_Trade_Unions&action=edit&redlink=1
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country in 1993, the OTTU conducted a successful strike from March 1 to 3 

showing that the union was no longer controlled by the government. In January 

1994, a strike by high school teachers led to massive government repression 

including the suspension of 318 teachers as well as to the creation of the Tanzania 

Teachers' Union (Mihiyo, 1983). 

In 1995, the eleven national unions decided to form the Federation of Free Trade 

Unions (TFTU). The membership was approximately 348,000, but declined in the 

following years, mostly as a result of government staff reductions. Formally, the 

unions were still part of the OTTU and the TFTU did not have the power to 

negotiate with employers, this was done by the respective industrial unions. In 1998, 

the Trade Union Act No. 10 made trade unions independent of the government. This 

move was mostly supported by the unions, although some aspects of it were 

criticized, especially the extent of the powers of the Registrar of Trade Unions. The 

act allows any twenty workers to found a trade union and any two unions to create a 

national center. The Registrar, which is responsible for administrating the provisions 

of the act may, however, cancel or refuse the registration of a unions (Mihiyo, 

1983). 

The act does not apply to Zanzibar and Pemba. These islands have a similar law, 

which allows unions to be formed and registered with the Registrar of Trade Unions 

at Zanzibar. In general the restrictions on the labor movement on the island are much 

stricter than on the mainland. For example, workers are legally prohibited from 

striking (Mihiyo, 1983). 

http://en.wikipedia.org/w/index.php?title=Tanzania_Teachers%27_Union&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Tanzania_Teachers%27_Union&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Federation_of_Free_Trade_Unions&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Federation_of_Free_Trade_Unions&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Trade_Union_Act_No._10&action=edit&redlink=1
http://en.wikipedia.org/wiki/Registrar_of_Trade_Unions
http://en.wikipedia.org/wiki/Zanzibar
http://en.wikipedia.org/wiki/Pemba_Island
http://en.wikipedia.org/w/index.php?title=Registrar_of_Trade_Unions_at_Zanzibar&action=edit&redlink=1
http://en.wikipedia.org/w/index.php?title=Registrar_of_Trade_Unions_at_Zanzibar&action=edit&redlink=1
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In 2000, the Trade Union Congress of Tanzania (TUCTA) was founded as a new 

umbrella organization for the unions of the country. The main difference between it 

and its predecessor is that the TUCTA covers only mainland Tanzania, the Zanzibar 

Trade Union Congress being responsible for Zanzibar (Mihiyo, 1983). 

2.4 Function/ Roles of trade unions 

Trade unions are a legitimate system for organizing workers to voice their rights and 

grievances. Without unions, companies would become either too paternalistic or too 

dictatorial (Thomas, 2005). Responsible unions play an important role in 

maintaining cordial relations between management and labour. However, 

irrespective of trade unions‟ political affiliations, the generic functions trade unions 

may be categorised as follows: 

Primary Functions of trade unions 

The primary function of a trade union is to promote and protect the interest of its 

members (Perlman, 1928; Hoxie, 1921). This can be summarized as follows: 

i. To improve working and living conditions and to represent workers‟ 

interests. (Freeman & Medoff, 1984). 

ii. To offer responsive cooperation in improving levels of production and 

productivity, discipline, and high standards of quality. 

iii. To secure fair wages for workers. Madheswaran and Shanmugan (2003) have 

analysed the impact of trade unions on wages by estimating the union-non-

union wage differential using a single wage equation, treating unionism as a 

http://en.wikipedia.org/wiki/Trade_Union_Congress_of_Tanzania
http://en.wikipedia.org/wiki/Zanzibar_Trade_Union_Congress
http://en.wikipedia.org/wiki/Zanzibar_Trade_Union_Congress
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dummy. They estimate that workers within the union sector earn 19% more 

than the workers in the non-union sector. 

iv. To enlarge opportunities for promotion and training. 

v. To promote identity of workers‟ interests with their industries. 

vi. To cooperate in and facilitate technological advancement by broadening 

workers‟ understanding of underlying issues. 

Value Addition /New Functions of trade unions 

Rapid changes in technology and successive revisions in pay have undoubtedly 

improved workers‟ conditions within the organized sector but mostly at the cost of 

loss of control over jobs (Ratnam, 2006). Such structural changes among the 

working population, along with economic growth and sustained increasing capital 

intensity in both the product and labour markets (Jose, 1999), have necessitated a 

paradigm shift in the roles of trade unions; from predominantly bargaining 

institutions, they have become specialized, representing the voice and interests of 

labour. Ranganathan, (2004) attempted to understand the dynamics of the trade 

union movement in public sector units when measured against economic reforms in 

India. According to him, in the post-economic reforms era, the enhanced penetration 

of media has caused workers to become better informed and increasingly aware of 

economic issues in their respective industries. As a result, management has also 

become more sensitive and skilled in handling relationships with employees, even in 

family-owned and-managed businesses (Thomas, 2005). 

In addition to their traditional bargaining activities, trade unions now have a newly 

acquired voice and representative function. Many of them are trying to increase their 
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value to workers by providing a variety of services to their members, as well as to 

the community to which they belong. Such services range from providing legal and 

financial advice to improving skills. 

These new functions of trade unions (also called ancillary functions) can be 

categorized into the following groups: 

i. Communication 

Many large unions publish a news letter or a magazine, with the main aim of 

clarifying their policy or stance on certain principal issues, as well as to pass on 

information about their activities [Monappa, 2000]. 

ii. Welfare activities 

Many unions are engaged in a number of welfare activities, such as providing 

housing and organizing cooperative societies to improve the quality of workers‟ 

lives. Education 

Education helps to make workers aware of their surrounding environments. 

Unions make efforts to launch educational programs for workers to enhance their 

knowledge of the work environment and to inform them about issues concerning 

them, particularly those regarding their rights and responsibilities and regarding 

procedures and systems that exist in the workplace for redressing grievances 

(Monappa, 2000). 
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iii. Research 

Union negotiators need updated information to be systematically collected and 

analysed at the bargaining table. They also need to backup their wage demands 

with knowledge of the industry, of productivity, and of comparative industry 

practices. Many unions conduct their own research to this effect, laying 

emphasis on practical problems, especially day-to-day affairs at work (Monappa, 

2000). 

Ewing (2005) argues that trade unions have at least five different functions 

which represent a different stage in the emerging maturity in the trade union 

organization.  The functions, according to him are:- 

 A service function 

 A representation function 

 A regulatory function 

 Government function 

 A public administration function 

A service function according to Ewing (2005) means a function which involves the 

provision of services and benefits to members such as health, unemployment 

benefits such as discount insurance. 

A representation function means simply that the trade union has the responsibility to 

represent the interest of the employee in the work place. This may take the form of 

individual representation, which may be an extension of the union‟s service function 

in the sense that the union is providing the service of representation to its members 
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who may have a grievance or a disciplinary problem. Representation may take the 

form of proving professional support and a lay advocate in any forum for handling 

workplace disputes. 

A regulatory function of a trade union acknowledges that trade unions are involved 

in the rule making process that extends beyond their members. This can be done 

through multi employer collective bargaining such as joint industrial Council and 

through regulatory legislations which trade unions play a part in securing. 

A government function of the trade union is the recognition of role played by the 

trade unions and also a reflection of their penetration. Trade unions need to engage 

with the government in order to secure legislation that will enable them to other 

functions. 

A public administration function involves the implementation of public policies that 

the union may have played a part in creating. 

The Webbs (1920) definition of trade union narrows the role of trade unions to 

collective bargaining while in fact the role of trade unions goes beyond dealing with 

workplace issues and only representing wage earners. The involvement of trade 

unions in development is illustrated by the role that trade unions in developing 

countries played during liberation struggles. Trade unions in developing countries 

which were previously colonized were key players in democratization process of 

their countries. Furthermore, some trade unions went beyond the fight for national 

liberation and became key development agents in their societies. The newly elected 

governments expected the unions to continue with this role and prioritise it after 

independence (Webster, 2007)  
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2.5 Management 

The term management means a team of individuals at the highest level of the 

organization who have the day to day responsibilities of managing the Company, by 

making decisions about the direction of the organization and establishing policies 

that affect all organization members (Robbins & Decenzo, 2004 pp.6). Management 

teams in organizations perform management functions of planning (defining goals, 

establishing strategy and developing sub plans to coordinate activities), organizing 

(determining what needs to be done, how it will be done and who is to do it), leading 

(directing and motivating all involved parties and resolving conflicts) and 

controlling. (monitoring activities to ensure that they are accomplished as planned 

(Robbins & Decenzo, 2004 pp.8). This definition is relevant to this study as it 

identifies dispute resolution as one of the key responsibilities of management.  

The management in any organization has a key role in ensuring that disputes and 

conflict don't arise too often, and to enable them to be dealt with when they do:- 

o train managers to handle difficult conversations with employees  

o encourage open expression of opinions  

o recognise the importance of feelings  

o listen to what people have to say  

o focus on interests not positions and personalities  

o have clear discipline, grievance and dispute procedures for dealing     with 

conflict  

o write mediation into your contracts of employment and/or individual 

disciplinary and grievance procedures consider outside help where necessary, 

for example, using a third party by way of mediation (www.acas.org.uk ). 

http://www.acas.org.uk/
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2.6. Labour Disputes, causes, categories and consequences. 

2.6.1 Labour Disputes 

Labour dispute means any disagreement between the employer and the workman or 

the employee which is connected with employment or conditions of employment or 

the conditions of work of such workman or employee leading to industrial action. 

Dispute settlement is synonymous with dispute resolution or conflict resolution. It is 

a process of resolving disputes between parties. 

 Labour disputes are inherent in all labour relation systems. They tend to occur when 

the collective bargaining process is reaching a breaking point and, if not resolved, 

often give rise to industrial action such as strikes. The establishment of a system for 

prevention and settlement of labour disputes is therefore a cornerstone of sound 

labour relations policy (Simkin, 1971 pp 77-94).  

Labor dispute is any controversy concerning terms or conditions of employment or 

concerning the association or representation of persons in negotiating, fixing, 

maintaining, changing or seeking to arrange terms or conditions of employment 

regardless of whether or not the disputants stand in the proximate relation of 

employer and employee . 

Labour dispute is also defined as a disagreement between employer and employee or 

between groups that represent them .Industrial conflict or dispute is also referred to 

as a withdrawal from work by a group of employees or a refusal by an employer to 

allow workers to work. It refers to a disagreement or dissatisfaction between 

individuals and/or groups. A dispute is a disagreement (Prit, 2008).  

Under the Employment and Labour Relations Act (2004) of Tanzania, labour 

disputes are placed into two categories, namely “Complaints” and disputes of 
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interest. A complaint is defined as any dispute arising from the application, 

interpretation or implementation of:- 

(i) An agreement or contract with an employer 

(ii) A collective agreement 

(iii) The ELRA or any written law administered by minister concerned with 

labour matters. 

(iv)  Part VII of the Merchant shipping act which address engagement and 

welfare of seafarers. 

A dispute of interest on its part is defined as “any dispute except a complaint” since  

complaints related to matters of right, disputes of interest when a part to the 

employment relationship feels they should be, but they are not yet entitled to 

something (ELRA 2004). 

The Labour Disputes Act Cap. 234 (1965) of the laws of Kenya defines "labour 

dispute" as a dispute or difference between employers and employees, or between 

employees and employees, or between employers and trade unions, or between trade 

union's and trade unions, connected with the employment or non-employment, or 

with the terms of employment, or with the conditions of labour, of any person and 

includes disputes regarding the dismissal or suspension of employees, the 

redundancy of employees, allocation of work or recognition agreements; and it also 

includes an apprehended trade dispute. 

 The important elements of labour dispute according to the above definitions are: 

o It must be a problem related to workers and employer, among employers, 

trade unions or workers themselves; 

o Workers should really be engaged in the work; 
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o The cause for dispute must be related to work, for example, dismissal, 

suspension, work allocation, recognition of agreements, redundancy etc.  

Together with many various definitions and explanations on the subject matter, one 

can in summary define labour dispute as a controversy between an employer and 

employees regarding the terms (such as conditions of employment, fringe benefits, 

hours of work, tenure, wages) to be negotiated during collective bargaining or the 

implementation of already agreed upon terms. 

Several ILO instruments on the promotion and protection of the right to collective 

bargaining contain provisions related labour dispute settlement machinery. The main 

machineries set are that: 

o Bodies and procedures for the settlement of labour disputes should be so 

conceived as to contribute the promotion of collective bargaining 

(convention No. 154, article 5, paragraph 2(e); 

o Procedures for the settlement of labour disputes should assist the parties to 

find solution to the dispute themselves (Collective bargaining 

recommendation,  1981 (No. 163), paragraph 8; 

o Disputes in the public services should be settled through negotiation between 

the parties or through independent and impartial machinery such as 

mediation, conciliation and arbitration (Convention No. 151 Article 8). 

o ILO Conventions and recommendations leave ample room for member states 

to design their own dispute settlement systems in accordance with the 

following general principles: 

o Governments should make available voluntary conciliation machinery which 

is free of charge and expeditious to assist in the prevention and settlement of 
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industrial disputes; (Voluntary conciliation and arbitration recommendation, 

1951, No 92 paragraph 1 and 3); 

o The parties to disputes should be encouraged to abstain from strikes and 

lockouts while reconciliation or arbitration is in progress (Recommendation 

No. 92 paragraph 4 and 6); 

Agreements reached during or as a result of conciliation proceedings should be 

drawn up in writing and accorded the same status as agreements in the usual 

manner. (Recommendation No. 92, paragraph 5). 

 

2.6.2 Common causes of workplace disputes. 

Work place disputes are not without causes. According to Prit (2008) common 

causes include the following:  

Wage Demands 

The level of wage and salaries is often the major cause of disputes between an 

employee and employer. It also refers to a demand by employees for an increase in 

their wage rate or changes to the way in which their wages are calculated or 

determined. As well, wage demands may relate to pay rates may need to be adjusted 

to compensate employees in times of inflationary pressures. Employees are more 

likely to seek wage increases to maintain their standards of living (Prit, 2008). 

Working Conditions 

Disputes often arise over issues of working conditions and safety at the workplace. 

Include disputes concerning issues such as leave entitlements, pensions, 
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compensation, hours of work. Employers will need to monitor physical working 

conditions and provide adequate protective clothing and equipment, first aid 

facilities, quality working equipment and amenities such as lunch rooms, change 

rooms and toilet facilities. Employees will take action if there is a risk to either their 

or others health and safety (Prit, 2008). 

Management Policy 

Disputes are often the result of inadequate consultation by management with their 

employees. Disputes over changes that management wishes to implement will often 

cause industrial conflict. Matters include terms and conditions of employment, new 

awards and agreements, award restructuring, outsourcing and technology 

acquisitions and structural change (Prit, 2008). 

Political Goals and Social Issues 

This usually refers to non-industrial issues, but rather involves wider issues directed 

at persons or situations rather than those relating to the employer-employee 

relationship. Employee unions, federations and associations will often undertake 

actions that are unrelated to the basic wages and conditions of their members (Prit, 

2008). 

Causes of industrial disputes are also classified into two categories: the economic 

and non economic causes. Economic causes include issues relating to compensation 

like wages, bonus, allowances, conditions for work, working hours, leave and 

holidays, unjust layoffs and retrenchments. Non economic includes victimization of 
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workers, ill treatment by staff members, sympathetic strikes, political, indiscipline 

etc (Belcourt, et al - 2008). 

 

2.6.3. Categories of Labour Disputes. 

Various literatures make distinction of labour disputes. According to Heron and van 

Noor (2004), there are two categories of labour disputes i.e. Individual disputes and 

collective disputes. 

Individual disputes. 

An individual dispute involves one employer and one or more employees. Individual 

disputes are rights disputes – they concern disagreement that relate to an existing 

legal right established by law or regulation or by agreement. 

Collective Disputes 

Heron and van Noor (2004) further describe collective dispute as involving one or 

more employers and a number of employees as a group or trade Union. Such 

disputes may be rights dispute over existing terms and conditions established by law 

or agreement, or interest dispute concerning future benefits. 

Conflict or disputes exists in work places as it does in many other parts of life. Many 

industrial or work place conflicts are supposed to be resolved in a spirit of 

cooperation between employees and employers.  

However, be it individual or collective, any dispute must be resolved because the 

continuous existence of such a dispute might end up with highly unpredictable 

consequences to all interested parties. 
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2.6.4. Consequences of Unresolved Disputes 

Unresolved disputes can create serious and quite varied consequences. For example, 

employee conflicts often create project delays that can result in missed market 

opportunities. Customer relations can be damaged when conflict results in confused 

communication or inconsistent information. The development of effective work 

groups and teams can fail as a consequence of disputes between members. 

Companies with chronic conflict often find it difficult to attract and keep good 

people (Muldom – 1996). 

According to Muldon (1996), if disputes are not timely resolved, they cause 

consequences such as excessive employee turnover , low morale , reduced 

productivity , quality problems , delayed and missed deadlines , increased 

supervision overhead , increased stress , reduced collaboration , fractionated 

activities , passive/aggressive behavior , abusive behavior , damaged management 

credibility , decreased customer satisfaction , negative upward attention ,split 

alliances (factions & cliques)  and distrust.  

Given the wide variety of possible consequences, it‟s appropriate to further define 

the effects of unresolved conflict and quantify them where possible.  

Slaikev and Hasson (1988) divide the consequences into three categories, consisting 

of first, second and third-order effects. 

First-Order Effects 

At the most basic level, there are consequences that are readily determined to be the 

result of a particular conflict situation, and are fairly easy to quantify.  These are 
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called first order effects. For example, as a result of poorly managed conflict, one of 

the disputants may leave the organization. If a disputant doesn‟t leave, then there is a 

possibility that peers will escape the tension and stress by leaving. The first-order 

effect in this case would be the direct replacement costs for the employee who has 

left (usually termination costs, recruitment expense and training for the new hire) 

(Slaikev and Hasson 1988). 

Second-Order Effects 

However, when a new employee joins a project team, how long will it be before that 

person is a productive member? Assessing the effect of a new hire on team 

effectiveness may be difficult. Likewise, trying to quantify a change in team 

productivity can be very difficult. This is an example of a second-order effect, in 

that the consequence might not be viewed as a result of the original conflict, and 

because it is not specific to a known problem (any new hire might have problems 

becoming integrated), it is harder to quantify (Slaikev and Hasson, 1988). 

Third-Order Effects 

When conflict occurs frequently in an organization the effects often become 

"enculturated". This leads to a generally unpleasant work environment, in which 

issues are not discussed (much less resolved) and where fear, distrust and passive-

aggressive behavior become the norm. Such situations may affect the organization‟s 

reputation, resulting in lost business and making it difficult to hire or retain good 

people. These consequences, which we classify as third-order effects, are difficult or 

impossible to quantify, and can be true "business killers" (Slaikev and Hasson, 

1988). 



33 

 

Some time it might impossible to predict the long-term consequences of poor 

quality. The same can be said of unresolved conflict. For example, when a major 

project has been seriously undermined and delayed as a result of festering disputes 

among project members, it may be easy to measure the cost of increased 

expenditures of resources and the cost of the extended time to completion. In the 

product (or service) development world, it is also possible to measure the loss of 

revenue and profit resulting from a delayed completion. But it is much more difficult 

to measure the cost of missed windows of opportunity, lost market dominance, 

damaged customer relations or the continued poor productivity of a "team" that 

doesn‟t function well. 

A reduction in productivity of disputants and their peers is one of the more serious 

consequences of unresolved conflict. Tension and stress reduce motivation and 

disturb concentration. A loss of simple productivity of 25% (doing things other than 

work related activities, such as discussing the dispute, playing computer games, 

finding reasons to get out of the area) reduces an average work week to fewer than 

20 hours, based on an annualized, valid time off adjusted basis. 

Besides suffering increased supervisory overhead, the conflict saddled manager is in 

danger of losing credibility in the eyes of peers, subordinates and superiors. 

Subordinates feel a sense of disappointment when conflicts are allowed to continue. 

Peer managers may begin to look at the disputing group as badly managed and 

uncooperative, both higher order effects. 



34 

 

An exercise in determining the cost of conflict by calculating first order and 

estimating higher order effects can be sobering. Even a crude estimate can be an 

eye-opener for management. 

Reducing the Cost of Disputes 

Responsible Managers must proactively and effectively deal with disputes so as to 

reduce its costs. According to Cram and Mac Williams, (nd) the following 

managerial initiatives are vital in reducing the costs of workplace disputes; - 

Increasing knowledge 

Increased awareness and training are the first step. Managers need to be 

knowledgeable enough on how to deal with workplace disputes (Cram and Mac 

Williams, nd). 

Developing sensitivity to chronic employee conflict 

Managers are supposed to look for major changes in employee behaviors. They are 

supposed to be alert to passive-aggressive behaviors such as withholding important 

information, chronic oppositional attitudes, chronic tardiness and resistance to firm 

commitments. They are supposed to note body language when employees interact, 

especially in tense situations (Cram and Mac Williams, (nd). 

Establishing standard procedures for resolving disputes when negotiation 

attempts have failed 

With training, managers can learn how to act as arbitrators or mediators. Some 

organizations use peer mediation or conflict management committees. The 
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manager‟s role in dispute requires a delicate balance. Attempting to manage the 

behavior of employees may be interpreted as controlling or manipulative. At the 

same time, consciously creating an environment that allows open and constructive 

exploration of conflict issues will empower and encourage employees to resolve 

disputes themselves, or with minimal management intervention. When disputants 

are directly involved in this process, they are much more invested in making the 

solution work (Cram and Mac Williams, nd). 

Acknowledging disputes honestly 

Conflict exists in many human interactions. Managers should allow subjects to be at 

discussed at staff meetings. Subordinates should be empowered to use creative ways 

to address disputes and they should be encouraged to learn resolution strategies. 

(Cram and Mac Williams, nd). 

According to Coser (1964), far from being necessarily dysfunctional, a certain 

degree of dispute is an essential element in group formation and the persistence of 

group life. In fact, disputes can be a powerful force in the creation of ideas, novel 

solutions and group energy. It isn‟t conflict itself that creates problems and 

increased cost, but rather an inability or unwillingness to address it in timely and 

intelligent ways. The impact of unresolved disputes extends far beyond our ability to 

quantify it. 

2.7. An overview of Challenges Facing Trade Unions in Africa 

Trade unions do face several challenges in performing their obligations. In an 

investigation into some of the challenges facing trade unions in Kenya: a case study 
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of bakery, confectionery, manufacturing and allied workers union in Nairobi 

conducted by Muthamia (2006), it was revealed that mismanagement of the unions, 

financial crunches, lack of knowledge in procedures in the trade union and 

encroachment of the civil society in this area were among the major challenges that 

the trade faced in performing their obligations. The study recommends that training 

and change management was a priority. It was also suggested as a way forward, that 

policy and institution frame work to address crisis in trade unionism be looked into. 

In his study on the challenges facing trade unions in Tanzania, Gundula (2011) 

noted four main obstacles/challenges that trade unions face. One of the challenges 

according to him is competition within and between trade unions. He noted that 

some union leaders are selfish and they do not consider there members‟ interests 

first, instead they look into personal gains. This defeats the whole purposes and 

responsibilities of trade unions. The other challenge noted in this study is that trade 

unions are not completely detached from the government. According to the study, a 

considerable number of senior leaders of trade unions are still closely attached to the 

government and the ruling party, making it difficult to freely defend the interests of 

their members.   

The third challenge noted by Gundula (2011) is related to financial crunches. Trade 

unions in Tanzania are faced with by poor financial capability, making it difficult for 

them to meet some financial obligations related to their responsibilities like paying 

for lawyers who can represent trade unions in dispute settlement process in labour 

courts. This, according to the study also restricts solidarity and creates 

organizational inefficiency. The fourth challenge noted by this study is poverty and 

low education among many citizens. Poverty, unemployment and low education 
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standard are seen as restricting the potential of unionization. It was noted that most 

people do not have a job and therefore they are ready to work under whatever 

conditions. Because of low education, many workers are not familiar with labour 

laws although they are in place. Gundula (2011) in this study goes further and 

argues that some workers have secured employment through fake certificates. They 

therefore do not take actions against their employers as their files would be 

scrutinized closely. 

In his analysis of the problems of the labour dispute resolution system in South 

Africa, Bendeman (2006) noted that employees of small employers in South Africa 

are often not aware of the proper internal procedures of dispute resolution to be 

followed and trade union leaders are ill-prepared to represent their members in 

disciplinary and grievance procedures. He further noted that there are problems with 

regards to the ability of individual employees and their trade union representatives to 

properly deal with internal conflicts. 

In another study, Bendemen (2008) concluded that South African labour market, as 

the case could be in many African countries are that a large proportion of employees 

has no or very little schooling and that even trade union leaders are not well trained 

in labour relation matters; therefore trade unions have little capability to represent 

their members in the dispute settlement process. 

According to Nyirenda & Shikwe (2003) the rapid change in labour market 

environment in Zambia has brought a number of challenges to labour movements. 

The liberalization of the economy coupled with massive retrenchment of workers 

has weakened the financial capacity of most of the trade unions. This has made it 
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difficult for the trade unions to meet costs of running the unions such as training 

related to labour matters to both union leaders and members, and also there is no 

effective representation from trade unions in different forums including those related 

to workplace dispute settlement. 

A study conducted by Bongomin J.O (2008) on „The challenges facing trade Unions 

in improving workers‟ welfare in Uganda‟ indicated that many people in Uganda are 

unemployed or work under constant threats of being retrenched due to lack of 

appropriate labour law or policy governing employment and at the same time 

workers have less protection and fewer rights at the workplace than they had two 

decades ago.  

2.8. Theoretical and Conceptual Perspective of labour Disputes 

2.8.1. Face negotiation theory  

The face negotiation theory is one among many theories used in dispute settlement 

studies. The theory was first postulated by Stella Ting- Tooney. It tries to explain 

and acknowledge that people from different cultures see and manage conflicts 

differently and that members of various cultural backgrounds show concern for the 

face of others which leads them to handling conflicts in differing manners. The 

underlying assumptions of this theory are that self identity is important in 

interpersonal interactions, with individuals negotiating their identities differently 

across cultures, the management of is conflict is mediated by face and culture and 

certain acts threaten one‟s projected self image or face.  This theory is used to 

explain the use of different dispute or conflict resolution in different cultures. Ting-

Toomy (2005) defined face as the claimed sense of self image in a relational 

situation. It is the way we want others to see us and treat us. “Face is a universal 
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phenomenon as everyone would like to be respected; everyone needs a sense of self-

respect. But how we manage strategies in maintaining, saving and honoring one‟s 

face differs across cultures”. There are two facets to face-negotiation; face concern 

and face need. Face concern relates to the question of whose face a person is trying 

to save, his or her own or someone else‟s. Face need deals with whether autonomy 

(space and privacy) is valued, or whether inclusion (respect and approval) is the 

primary concern. Collectivist cultures, like some Asian countries, view others as 

more important and inclusion as a higher value.  

 

Ting-Toomy (2005) used the face negotiation theory to explain the differences in 

conflict management styles in individualistic and collectivist cultures. She suggested 

that individualists tended to value autonomy face needs and self-concern face needs, 

whereas collectivists emphasize approval face needs and other-concern or mutual-

concern face needs. She found that collectivists value harmonious interpersonal 

relationships with others and show concern for face saving thus using indirect 

conflict styles. This theory emphasizes three face concerns; self-face, other face and 

mutual-face. Self-face is the concern for the individual‟s own image, other face is 

the concern for the other‟s image and mutual-face is concern for both parties‟ 

images. Face work is utilized to manage these concerns; self, other and mutual, 

during a conflict. Face work is employed to resolve a conflict, exacerbate a conflict, 

avoid a conflict, threaten or challenge another person, protect a person‟s image, etc. 

These functions are part of the process of maintaining and upholding face. Face 

work focuses on relational, identity and substantive issues during conflict”. This 

theory can explain the use of the various conflict/dispute management styles 

according to the mix of concern for self-face and other-face. The dominating style is 
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deemed as reflective of self-face, avoiding and obliging styles as reflective of other-

face and compromising as well as integrating styles as reflective of mutual-face.  

This theory is backed up by the Dual Concern Model of handling interpersonal 

conflicts. This is a conceptual perspective that assumes individuals‟ preferred 

method of dealing with conflict is based on two underlying themes or dimensions 

that are a concern for self (assertiveness) and a concern for others (empathy). 

According to the model, group members balance their concern for personal needs 

and interests with their concern for satisfying the needs and interests of others in 

different ways. The intersection between these two dimensions ultimately leads to 

individuals toward exhibiting different styles of conflict resolution (Goldfien & 

Robbennolt, 2007). 

The face negotiation theory has got greater applicability in this study if both the 

trade union and the Management can apply its important idea during dispute 

resolution like self face, other-face and mutual-face. Self-face is the concern for the 

individual‟s own image, other face is the concern for the other‟s image and mutual-

face is concern for both parties‟ images in a simple understanding this theory require 

an administrator to pay attention from his own face as an individual then others 

image and mutual face where you can bring together the conflicting parties where 

the conflict will be resolved.  

 

2.8.2. Alternative Dispute Resolution System 

A growing number of employers in the World, whether unionized or not, have been 

rethinking the way they manage labour disputes with employees (Lipsky et al, 

2003). They are increasingly abandoning traditional reactive authoritarian methods 

that emphasize managerial prerogative litigation in favor of proactive and strategic 
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methods that can help create a culture in which informal disagreement can be 

resolved before they escalate into seriously formal disputes. 

 

Alternative dispute resolution (ADR) procedures are a developing method to address 

employee complaints (Hill, 2003). It is an umbrella term that refers to means of 

settling disputes other than through court adjudication (Nolan- Hailey 1992:1). 

Some of the more familiar terms used for ADR techniques are negotiation, 

mediation and arbitration (Singer 1994:16). 

 

The employer‟s interest stems from the desire to meet employees‟ expectations for 

fair treatment in the workplace while guaranteeing them due process-in the hope of 

minimizing discrimination claims or wrongful discharge suits (Eisenberg and Hill, 

2004). The method employs a number of ways/systems in resolving disputes at work 

places (Belcourt et al, 2008).  

Steps-Review Systems 

This is a system for reviewing employee complaints and dispute by successively 

higher level of management. As illustrated below, a step-review system is based on 

a pre-established set of steps normally four for the review of an employee complaint 

by successively higher levels of management. For example, they normally required 

that the employee‟s complaint be formalized as a written statement. Managers at 

each step are required to provide a full response to the complaint within a specified 

time period, perhaps three to five working days (Belcourt et al, 2008).  

An employee is sometimes allowed to bypass the meeting with his or her immediate 

supervisor if the employee fears reprisal from this person. Unlike appeal systems in 

unionized organizations, however, nonunion appeal procedures ordinarily do not 
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provide for a neutral third party-such as an arbitrator-to serve as the judge of last 

resort. In most step-review systems, the president, chief executive officer, vice 

president, or Human Resources Director acts as the final authority, and this person‟s 

decision is not appealable. Some organizations give employees assistance in 

preparing their complaint cases, for example, an employee who desires it may be 

able to get advice and counsel from a designated person in the Human Resource 

department before discussing the issue with management (Belcourt et al, 2008).  

Unfortunately, step-review systems may not yield their intended benefits. 

Employees may believe that management is slow in responding to complaints and 

that management‟s response often does not solve the problem. Furthermore, 

employees may believe that, regardless of polices forbidding reprisal supervisors 

would still hold it against them if they exercised their rights as spelled out in the 

step-review systems. These concerns should not lead to the conclusion that all step-

review systems are infective, but rather that management must take special 

precautions to ensure that the systems work and provide the benefits intended 

(Belcourt et al, 2008). 

 

Employee  

Supervis

or  

Department 

head  

HR  

department  

Top  

management 

Figure 1 Step-Review Appeal Procedure 

 

Peer-Review Systems 

A peer-review system, also called a complaint committee, is composed of equal 

numbers of employee representatives and management appointees. Employee 

representatives are normally elected by secret ballot by their co-workers for rotating 
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terms, whereas management representatives are assigned, also on a rotating basis. A 

peer-review system functions as a jury because its members weigh evidence, 

consider arguments, and, after deliberations, vote independently to render a final 

decision. 

Organizations consider one of the benefits of the peer-review system can be used 

sense of justice that it creates among employees. The peer-review system can be 

used as the sole method for resolving employee complaints, or it can be used in 

conjunction with a step-review system. For example, if an employee is not satisfied 

with management‟s action at step 1 or 2 in the step-review system, the employee can 

submit the complaints to the peer-review committee for final resolution (Belcourt et 

al, 2008). 

Open-door Policy 

The open-door policy is an old standby for settling employee complaints. The 

traditional open-door policy identifies various levels of management above the 

immediate supervisor that an aggrieved employee may contact; the levels may 

extend as high as a vice-president, president, or chief executive officer. Typically the 

person who acts as “the court of last resort” is the Human Resource director or a 

senior staff official (Belcourt et al, 2008). 

The problems with an open-door policy are well documented. Two of its major 

weaknesses are the unwillingness of managers to listen honestly to employee 

complaints and worker reluctance to approach managers with their complaints. As 

an employee once told the authors of this text. “My manager has an open-door 

policy but the door is only open one inch. “Obviously this employee felt he had little 

opportunity to get through to his manager. Other problems are attributed to this 

system as well. The open-door policy generally fails to guarantee consistent decision 
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making because what is fair to one manager may seem unfair to another. Higher-

level managers tend to support supervisor for fear of undermining authority. And, as 

a system of justice, open-door policy may lack credibility with employees. Still, the 

open-door policy is often successful when it is supported by all levels of 

management and when management works to maintain a reputation for being fair 

and open-minded. 

Ombudsperson System 

An ombudsperson is a designated individual from whom employees may seek 

counsel for the resolution of their complaints. The ombudsperson listens to an 

employee‟s complaint and attempts to resolve it by seeking an equitable solution 

between the employee and the supervisor. This individual works cooperatively with 

both sides to reach a settlement, often employing a problem-solving approach to the 

issue. Because the ombudsperson has no authority to finalise a solution to the 

problem, compromise are highly possible, and all concerned tend to feel satisfied 

with the outcome. 

To function successfully, ombudspeople must be able to operate in an atmosphere of 

confidentiality that does not threaten the security of the managers or sub ordinates 

who are involved in a complaint. For example, complaint of sexual harassment, 

abuse of power, or issues that deal with circumstances that violate the law or 

unethical behavior (whistle blowing) require high degrees of confidentiality to 

protect those involved. Whole ombudspeople do not have the power to decide 

employee complaints, it is recommended that they have access to high levels of 

management to ensure that employee complaints receive fair treatment (Belcourt et 

al, 2008). 
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Mediation 

Along with arbitration, mediation is fast becoming a popular way to resolve 

employee complaints. Mediation employs a third-party neutral (called a mediator) to 

help employees and managers reach voluntary agreement acceptable to both parties. 

The essence of mediation is compromise. The mediator holds a meeting with the 

employee and management, listens to the position of each side, gathers facts, then, 

through discussion, suggestion, and persuasion obtains an agreement that will satisfy 

the needs and requirements of both sides. A mediator serves primarily as a fact 

finder and to open up a channel of communication between the parties. Unlike 

arbitrators, mediators have no power of authority to force either side toward an 

agreement. They must use their communication skills and the power of persuasion to 

help the parties resolve their differences. A corner stone of mediation is that the 

parties maintain control over the settlement outcome. 

Mediation is a flexible process that can be shaped to meet the demands of the 

parties. 

Also, it can be used to resolve a wide range of employee complaints, inducing 

discrimination claims or traditional workplace disputes (Margaret, 2003). 

Employees like the process because of its informality. Mediation might be described 

as a private discussion assisted by an impartial third party (Belcourt et al, 2008). 

Settlements fashioned through mediation are readily acceptable by the parties, thus 

promoting a favorable working relationship. 

Arbitration 

At the 1996 summer Olympics, the athletes were required by the International 

Olympic Committee (IOC) to agree to take any Olympic dispute (including those 
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over drug testing) to a special arbitration panel for a binding decision. The point of 

this was to avoid costly and disruptive battles in U.SA courts (Frauenhein, 1996).  

In the same vein, employers may require employees to submit their employment 

disputes to binding arbitration.  Arbitration can save litigation costs and avoid time 

delays and unfavorable publicity. However, to ensure that their arbitration policies 

are legal, employers must have a clear, well-defined, and widely communicated 

arbitration policy, specify those topics subject to arbitration; inform employees of 

the rights they are relinquishing by signing an arbitration agreement, provide a 

procedurally fair arbitration system, and allow for the nonbiased selection of an 

arbitrator or arbitration panel. 

This method of workplace dispute resolution (ADR) has a great applicability to this 

study as it seeks to overcome some of the challenges that are experienced in the 

existing labour dispute procedures in many countries. In South Africa the ADR 

method has evolved from the shortcomings and problems experienced with the old 

labour system of labor relations and dispute resolution before the advent of 

democracy in 1994 (Crogan, J. 1999 – 1) The old system was characterized with 

high costs, prolonged legal actions and low settlement rate. This brought a pressing 

need for procedures and institutions to effectively deal with disputes in a cheap and 

expeditious manner (Muschke, 1997: 19). 

The ADR method has managed to achieve 70% disputes settlement rate against 30% 

settlement rate of the old official bureaucratic structure (Du Toit et al, 1997:19). In 

his study on the effectiveness of ADR system in South Africa, Bendemen (2008) 

concluded that the realities of South African labour market, as the case could be in 

many African countries are that a large proportion of employees has no or very little 

schooling and that the largest proportion of employees are in small to medium sized 
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business with little skills or training in labour relations and labour law. Bendemen 

adds that even trade union leaders are not well trained in labour relation matters; 

therefore trade unions have little capability to represent their members in the dispute 

settlement process. In such situation the disputes that lands up at CCMA ends up 

with one of the parties being penalized for not following proper procedures for 

internal conflict resolution. 

According to Muigua (2011), ADR has already been adopted and is in use as a 

labour dispute settlement method in Kenya. The system has worked well although it 

is facing challenges of few trained alternative dispute resolvers and therefore 

overwhelmed, lack of ethics for mediators and reconciliation acceptance i.e. some 

people would rather have an order of the court or a decision of an administration 

tribunal  to enforce than a negotiated agreement which is dependent on parties 

goodwill. Witternberg et al, (1997) mentioned that more and more disputants, courts 

public agencies and legislatures in the USA are embracing the use ADR in 

employment dispute settlement.  

2.9. Summary of Main Issues raised in the Literature Review. 

The literature review has dwelt on the trade union, its origin and functions. It has 

been noted in this area that trade unions have primary functions, also known as 

traditional functions, which basically are to promote and protect interests of its 

members. Further more, it has been noted in the literature review that apart from the 

primary functions, trade unions have other functions which include communication, 

welfare activities and research. In addition, it has also been noted that trade unions 

in developing countries worked hand in hand with political parties to fight for 

independence. The meaning and role of management in dispute settlement process 
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has also been discussed, whereby, it has been revealed that management play a key 

role in work place dispute prevention and resolution. 

In this literature review, the concept of labour dispute has been defined. According 

to different literatures that have been reviewed, dispute means a disagreement an 

employer and employee or between groups that represent them. Causes of disputes 

include wage demands, working conditions, management policy, political goals, and 

social issues. It has been further noted that unresolved disputes have varied 

consequences to disputants. It is therefore important to ensure that disputes are 

resolved as fast as possible so as to avoid the effects of disputes if left unresolved.  

Apart from all the above, the literature review has as well revealed several 

challenges that trade unions do face. These include mismanagement of union, 

financial crunches, lack of knowledge labour laws, lack of knowledge in procedures 

in trade dispute settlement process, competition within and between trade unions, 

and poverty and low education level among trade union members and leaders. The 

literatures have suggested that these challenges must be dealt with if trade unions 

have to perform their responsibilities successfully. 

2.10. Research Gap. 

Different literatures reviewed have discussed trade unions and its functions, causes 

and effects of workplace disputes, the need to act proactively to prevent disputes and 

also to resolve disputes as soon as they occur so as to avoid the effects of unresolved 

disputes and the general challenges that the trade unions face. Since there are many 

scholarly works on the above area, this study examined specific challenges that trade 

unions do face in the workplace dispute settlement process. This is because not all 

challenges that have been noted in the literature review have direct impacts with the 

dispute settlement process. The specific challenges related to workplace dispute 
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settlement process that have been noted in this study will therefore add knowledge 

in studies related to trade unions. 

2.11. Conceptual framework of the Study 

In order to formulate a frame work for analyzing and explaining the challenges 

facing trade unions in labour dispute settlement at places of work, the following 

aspects which concur with the objectives of the study will be considered;- 

Demands for rights, attractive benefits and better working conditions 

It is understood that any employer has an obligation of providing attractive package 

and conducive working conditions so as not only to attract new job seekers, but also 

to retain skilled and experienced employees. It is also an obligation of the employer 

to ensure that employees are provided with at least basic statutory rights.  If the 

employer does not fulfill this obligation, this will mean that the working condition 

will be intolerable to employees. This will in turn invite labour dispute between the 

employees and the employer. Labour disputes can also be caused by issues of 

redundancy, union matters and disciplinary issues. The Historical labour dispute that 

arose in 2003 between Tanesco workers on one side and the Government on the 

other side was basically caused by workers demand for the newly hired Net Group 

Solution Management from South Africa to agree to sign a voluntary agreement 

which would protect workers rights. The matter was successfully pursued by TUICO 

on behalf of Tanesco employees. Another example of such disputes is the one that 

was pursued by TUCTA in 2010 on behalf of its members across the country on one 

side and the Government on the other side. 
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The Role of the Trade Union 

Trade unions represents in dispute from the shop floor to the national level, 

negotiate with management, employers and associations, in labour tribunals. The 

Union representatives are trained to deal with workplace issues, answer company 

policy questions and maintain harmonious work environment. They also help the 

workers understand the union contract and use it wisely (Prit 2008). The trade Union 

has therefore a key role to play in dispute settlement. 

The Role Management  

Employers are normally represented by their human resource business units. It is 

normally well vested with professionals in employment and labour relations matters.  

The participation of management through its human resources departments may lead 

to an amicable settlement of the dispute. However, both the Trade Union on one side 

and the Human Resources Department (Management) on the other side need to 

participate in good faith to bring about an amicable settlement. 

Dispute Settlement 

Dispute settlement is the end product of the whole process of labour dispute 

management. As stated above the settlement of the dispute basically depends on the 

stake holders in undertaking the process. The basic issue is for both parties is to have 

good intention in underscoring the issue and understanding and considering the 

impact of having the dispute not settled. 

Employees 

Employees have the basic role to play in the dispute settlement process. Although 

they are normally represented by the trade Union in dispute Management, they are 

expected to be informed by their representatives on the progress of the process and 

the outcome thereof. They need therefore to be acquainted with the basic knowledge 
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of the understanding of law governing labour dispute process. Well motivated 

employees are always the source of Company‟s achievements. 

Employees’ Positive response 

Amicable labour dispute settlement will always bring about positive response from 

employees. If the outcome of the dispute settlement process is not amicable, the 

employees‟ response will be negative, and this will definitely worsen the situation. 

High performance 

High organizational performance is a result of employee‟s positive response, among 

other factors. When there is an amicable understanding between the employer and 

the employees at any work place, organization performance is expected to be high. 

Organizational Success 

The organizations business plan is normally geared toward its success. However the 

organizations success depends much on conducive work relations between the 

employer and the employees. Indeed, the employees are the ones who implement the 

organizations business plan. But they can only successfully do so if the employer 

creates an attractive working atmosphere. The opposite of such situation is also true. 

So the employer needs to act proactively to prevent and settle labour disputes as they 

arise.  

The explanations above are illustrated by the diagram below. 
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Figure 2: Conceptual framework on factors for labour disputes  

Source : Researcher conceptualization, (2012) 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This section provides the study design, and area of study, study population, 

sampling procedure and research instrument and discusses data analysis tools. 

Detailed information on data collection and analysis procedures are also provided. 

 

3.2 Study Area 

This study selected TANESCO employees from Dodoma, Morogoro and 

TANESCO Head Office in Dar es Salaam as an area of study.  The rationale for this 

choice was based on the fact that TANESCO have many employees with 

expectation of getting more insight and facts about labour disputes. According to 

TANESCO Central Zone July 2012 Human resources report, the two regions had a 

total of 512 employees. These two regions are among those regions with a big 

number of workplace disputes. The report also shows that the two regions had a total 

of 56 workplaces cases which were in progress at different stages (TANESCO 

Central Zone July HR report, 2012). 

 

3.3 Research design. 

This study used a triangulation of approaches. The study employed case study of 

Dodoma, Morogoro and TANESCO Head Office, so as to be able to get more data 

on the labour dispute handling. The cross sectional design supplemented this design 

to be able to study the workers disputes just once at a point of time (Kothari, 2003). 
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3.4 Sampling Procedures  

3.3.1 Sampling Frame and Units  

This study used a total of 113 employees in both Dodoma, and Morogoro Regions 

and TANESCO Head office in Dar- Es- Salaam as sampling frame. These 

employees were from different departments. In addition, the study used 14 trade 

union (TUICO) leaders, three Human Resources Business unit Officers who are 

directly dealing with industrial relations matters in Tanesco and one officer from 

TUICO headquarters who is responsible with trade union related matters in energy 

sector, as a sampling frame. 

 

3.4 2. Sampling Methods and Sample size  

The study used different sampling methods. The first part involved sampling   by 

stratified method employees from different sections. This ensured that every 

employee had equal chance to give views. This ensured 100 employees were 

sampled. The second part involved sampling purposively heads of sections and 

trade union leaders. These were few and hence they were key in providing data on 

disputes. This gave a sample size of 10 respondents. 

 

Table 1Composition of Respondents – Regions (100 Respondents) 

S/N Region Trade Union 

Chairperson 

Trade 

Union 

Secretary 

Employees 

1 Dodoma 1 1 50 

2 Morogoro 1 1 50 

Total  2 2 100 
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Table 2 TANESCO Head Office Officers (3) Respondents 

 

On the other hand, the study selected purposively special TUICO - TANESCO 

Negotiating Committee – (5 Respondents) and TUICO HEAD OFFICE – Energy 

Sector (1respondent). Thus the study had a sample size of 113. 

 

3.5 Data collection methods and Tools  

3.5.1. Primary data 

Primary data are first –hand data collected from the field. In this  study the 

researcher used interviews and questionnaire to collect primary data on causes of 

disputes and how to handle disputes. This is the methods of data collection which 

involves presentation of oral-verbal stimuli and reply in terms of oral verbal 

responses. This method can be used through personal interviews and if possible, 

through telephone interviews (Kothari, 2004). In this part semi-structured interview 

was used by the researcher guided with open and closed ended questions. The 

researcher was guided   with the interviews guide, guided with some questions.  

According to Kothari (2004), questionnaire consists of a number of questions 

printed or typed in a definite order on a form or set of forms. Questionnaire was 

used in order to collect enough data; this employed closed ended and open ended 

questionnaires with self administered questions. A total of 113 questionnaires were 

distributed to respondents at the first time, especially to Senior Manager Human 

Resources, Manager Employment and Labour Relations, Principal Industrial 

SMHR MELR PIRO 

   

1 1 1 



56 

 

Relations Officers, TUICO Chairpersons and Secretaries for the earmarked regions, 

members of the special negotiation committee and the sampled employees. These 

questionnaires were distributed and administered by the researcher. However, only 

92 (81.4%) respondents filled and returned back the questionnaires. 

 

3.5.2 Secondary Documentary Sources. 

 In this study the researcher reviewed documents including minutes, management 

teams meeting minutes, diaries, files and reports but all related to labour dispute 

matters so as to collect secondary data. These documents assisted in the adding 

valuable information to the collected primary data. 

 

3.6 Validity and Reliability of Research  

To ensure validity, the researcher conducted a pilot study related to the problem at 

Tanesco Dodoma Regional Office (Mugenda and Mugenda, 1999). Also, in this 

research study multiple methods of data collection were employed so as to ensure 

reliability specifically triangulation methods. The data were collected through 

interviews, focus group discussions and documentary review. 

 

3.7 Ethical consideration 

Confidentiality was observed and unauthorized person had no access to the data 

collected. Data were accessed by the researcher and respondents participated in the 

study voluntarily, no one was forced to participate and all participants were 

informed well in advance of their free/voluntary participation in the study. 
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3.8 Data Processing, Analysis and Presentation  

Data collected were processed by removing outliers, missing variables and 

translating into a good language. Data was coded and entered into SPSS. Once the 

data was entered in SPSS, the researcher ran descriptive analysis to get frequencies 

and percentages of variables in questions. Thereafter the researcher used tables to 

represent the output ready for discussion in the chapter four. 
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Table 3: Summary of research methods and Tools  

Research 

questions 

Methods Respondents  Research instruments 

What are the 

causes of disputes 

at places of work? 

Interviews, 

documentary 

reviews and FGD  

SMHR, MELR PIRO, 

Members of TUICO 

TANESCO negotiation 

Committee, TUICO 

Branch Chairpersons  

(Dodoma,  Morogoro), 

TUICO Deputy National 

for Energy sector. 

Questionnaires and 

documentary/ FGD guide  

What are the roles 

of the trade unions 

in dispute 

settlement? 

Interviews and 

Focused Group 

Discussion  

SMHR, MELR, PIRO, 

Members of TUICO 

TANESCO Nagotiation 

Committee, Tuico 

Branch Chairpersons  

(Dodoma, Morogoro, 

TUICO Deputy National 

for Energy sector. 

Questionnaires, interviews, 

and documentary guide  

What are the 

challenges facing 

the trade unions in 

resolving 

conflicts? 

Interviews, and 

documentary 

reviews and FGD  

SMHR, MELR, PIRO, 

Members of TUICO 

TANESCO negotiation 

Committee, TUICO 

Branch Chairpersons 

(Dodoma, Morogoro), 

TUICO Deputy National 

for Energy sector. 

Questionnaires and 

interviews /FDG guide 

What should be 

done in order to 

deal with these 

challenges 

Interviews, and 

documentary 

reviews and FGD 

SMHR, MELR, PIRO, 

Members of TUICO 

TANESCO negotiation 

Committee, TUICO 

Branch Chairpersons 

(Dodoma, Morogoro), 

TUICO Deputy National 

for Energy sector. 

Questionnaires and 

interviews /FDG guide 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

 

4.1 Characteristics of Respondents 

4.1.1 Age of Respondent  

This study intended to examine the challenges that trade unions do face in settling 

labour disputes at workplace. In doing so, employees of different age groups were 

interviewed to get their opinion on the matter. In table 1 , about 23.5%(22) of staff 

were of 18-35 years old, 32.4%(30) of them were of 36-45 years old, 38.2%(35) of 

staff were of  46-55 years old and about 5.9%(5) of staff had more than 55 years of 

age. Based on the results, there was evidence that most of staff at TANESCO were 

aged between 18-55. The study managed to balance the number of respondents per 

age to avoid biases in response due to the notion that strikes and labour disputes are 

in most cases create by young staff. 

 

Table 4: Age of Respondent 

 Years Frequency Percent 

 18-35 22 23.5 

36-45 30 32.4 

46-55 35 38.2 

>55 5 5.9 

Total 92 100.0 

Source: Field findings, 2012 
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4.1.2 Marital status of Respondent  

Table 2 shows that 20.7 % (19) of respondents were single, 67.4% (62) were 

married, 4.3% (4) were separated about 7.6% (7) were widowed. The analysis shows 

that a big number of staff interviewed were married and therefore, had family 

responsibilities. This could be an interesting aspect in relation to the context of 

labour disputes.  

Table 5: Marital status of Respondent 

 Marital Frequency Percent 

 Single 19 20.7 

Married 62 67.4 

Separated 4 4.3 

Widowed 7 7.6 

Total 92 100.0 

Source: Field findings, 2012 

 

4.1.3 Tenure of Employment of respondents. 

Out of 92 staff interviewed, about 23.5% (22) of them had 1-5 years of work 

experience with TANESCO, 2.9% (3) had 11-15 years of experience , 17.6%(16) 

had 16-20 years of experience where 29.4%(27) of them had 26-30 years of 

experience. The study shows that the majority of employees in TANESCO have 

worked for more than 20 years with TANESCO. This again showed that there is a 

possibility of having low turnover rate and labour disputes among TANESCO staff. 

On the other hand, the staff of TANESCO could be more motivated both financially 

and none financially. 
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Table 6: Employment Tenure  

 Years Frequency Percent 

 1-5 22 23.5 

11-15 3 2.9 

16-20 16 17.6 

21-25 27 29.4 

26-30 16 17.6 

>30 8 8.8 

Total 92 100.0 

Source: Field findings, 2012 

4.1.4 Education Level of respondents. 

Table 4 shows that 17.4 % (16) of staff reported to have primary education, 39.1 %( 

11) of them had secondary education and diploma each while 11.7 %( 4), while only 

4.3 % (4) were degree holders. These findings show that majority of staff had 

secondary and diploma levels of education. There is a concern that having many 

people with low levels of education in such organization is risky in terms of 

performance and may be a possible source of labour disputes. Low educational 

levels translate into low pay for most workers. This poses a major challenge to trade 

unions and employees in settling labour disputes. 

 

Table 7: Education Level 

 Education levels Frequency Percent 

 Primary 16 17.4 

Secondary 36 39.1 

Diploma 36 39.1 

First degree 4 4.3 

Total 92 100.0 

Source: Field findings, 2012 
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4.1.5 Working stations  

Out of 92 staff, 50 %( 46) were from Morogoro regional office, 29.3 % ( 27) were 

from Dodoma regional office, 4.3% (4) was from Mpwapwa, Kilosa, Ifakara, 

Kondoa each, and 3.4% (3) were from  TANESCO  Head Office. The study learnt 

that majority of staff were from Morogoro and Dodoma Regional Offices. The 

reason for having many respondents from these areas is that Regional offices have 

many employees compared to district offices. (See table 8 below). Three officers 

from Head office (Human Resources department) were purposively sampled due to 

their roles in labour relations matters. 

 

Table 8: Working stations  

 Location  Frequency Percent 

 Morogoro 46 50.0 

Dodoma 27 29.3 

Mpwapwa 4 4.3 

Kilosa 4 4.3 

Ifakara 4 4.3 

Kondoa 4 4.3 

Tanesco 

H/Q 

3 3.4 

Total 92 100.0 

Source: Field findings, 2012 

 

4.1.6 Department of Staff 

This study involved employees from different departments. The results in table 6 

show that 69.6 % (64) of staff were from technical departments, 18.5% (17) were 

from Finance department, 6.5.% (6) were from Procurement department and 
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5.4%(5) were from human resource department. Majority of employees interviewed 

were from technical and finance department. The reason for this is that most of 

TANESCO activities in the Regions are technical in nature and therefore technical 

departments have many employees compared to other departments. 

 

Table 9: Department of Staff 

 Department Frequency Percent 

 Technical 64 69.6 

Finance 17 18.5 

Procurement 6 6.5 

Human 

Resources 

5 5.4 

Total 92 100.0 

Source: Researcher findings, 2012 

 

4.1.7 Designations of Staff  

Employees who were interviewed were holding different designations. Many of 

them were linesmen (40.2%), and electrical technicians 14% (13). Others were 

human resource officer, senior surveyor, supplies and transport officers, meter 

readers and so on. The study found out that TANESCO has a wide range of 

employees who holds different designations and specializations (see table 10). 
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Table 10: Positions of staff  

 Positions  Frequency Percent 

 Accountants  5 5.4 

Human Resources Officer 2 2.2 

Electrical Technician 13 14.1 

Senior  Surveyor 1 1.1 

Typist 3 3.3 

Lineman 37 40.2 

Mechanical Technician 2 2.2 

Fitter Mechanics 1 1.1 

Stores Clerk 4 4.3 

Driver 3 3.3 

Supplies  and Transport 

Officer 

4 4.3 

System Operator 4 4.3 

Personal Secretary 3 3.3 

Meter Reader 8 8.6 

Telephone Operator 2 2.2 

Total 92 100.0 

Source: Researcher findings, 2012 

 

4.2 Cases of Disputes at places of work. 

4.2.1 Incidence of labour disputes  

The study found out that 58.9 % (54) of staff pointed out that labour disputes are 

inevitable at places of work while 41.2 % (38) of staff pointed out that labour 

disputes may not exist at places of work (TANESCO). The study learnt that labour 

disputes were common at places of work, therefore employers need take measures to 

deal with labour disputes so that they do not disrupt performance and image (see 

table 11). 
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Table 11: Incidence of labour disputes 

 Response Frequency Percent 

 Yes 54 58.9 

No 38 41.2 

Total 92 100.0 

Source: Researcher findings, 2012 

 

4.2.2 Determinants of Labour Disputes 

This study points to a number of factors as key for labour disputes in the public 

sector, taking TANESCO as a case study. It found out that low awareness of the 

employment and labour relations act on the part of employees and labour union 

leaders is a factor behind many labour disputes (50.8.1%), while poor working 

environment and low salary contributes 29.3% of workplace disputes. Denial of 

workers rights has 4.3% (4) contribution as a factor for labour disputes and low 

awareness of the employment and labour relations act on the part of members of 

management contributes only 2.2% (5). The study further learnt that labour disputes 

in many public organizations are due to internal drivers of which the management 

could have control over them. However, the management had been silent to ensure 

that such disputes are settled before they erupt to chaos as indicated in table 12 

below. 
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Table 12: Determinants of Labour Disputes 

 Causes  Frequency Percent 

 Low salary  15 16.3 

Poor working environment  12 13.0 

Denial of workers right  4 4.3 

Staff Low awareness of acts  36 29.1 

Trade union low awareness of act  20 21.7 

Management low awareness of act  5 2.2 

Total 92 100.0 

Source: Field findings, 2012 

 

4.3 Degree of awareness of workers on trade unions and Employment and 

labour relations act  

4.3.1 Awareness of existence of trade union branch in their work places 

Out of 92 staff who were interviewed on their awareness of presence of the  trade 

union branch at their places of work  about 91.2%(84) of them said that they were 

aware of the presence of the trade union branch while 8.8% (8) of them said that 

they were not aware of the presence of  the trade union. The study therefore has 

realized that most of employees in TANESCO were familiar with what trade unions 

were doing and how such functions of trade unions could help the staff. 

 

Table 13: Awareness of Existence of trade union branch in their working places 

Response Frequency Percent 

 Yes 84 91.2 

 No 8 8.8 

Total 92 100.0 

Source: Field findings, 2012 
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4.3.2 Roles/Responsibility of Trade Unions  

Out of 92 staff who managed to give views, about 2.9% of them said that trade 

unions help to build capacity, 58.8% of staff pointed out that trade unions helped to 

advocate on the workers‟ rights, about 8.8% of them pointed out that trade unions 

helped to strengthen members cohesions, 20.5% of them pointed out that the trade 

unions helped to bargain salaries and other benefits for staff and play part in 

designing contract (5.9%). The rest of staff (5.9%) indicated that trade unions had 

been useful in terms of facilitating decisions when members had cases. The study 

also learnt that the trade unions at some points had been used as a bridge for 

employers and employees in all matters related to working environment, 

enumerations and other legal issues related to their contracts (see table 14). 

 

Table 14: Roles/Responsibilities of Trade Unions 

Responsibilities Frequency Percent 

Trade members  education  3 2.9 

Member advocacy  54 58.8 

Advocating member cohesion  8 8.8 

Bargaining for members  19 20.5 

Voluntary Contract Agreement design  3 2.9 

Representing trade Union members in 

disciplinary cases hearing 

5 5.9 

Total 92 100 

Source: Field findings, 2012 

4.3.3 Awareness of staff on Employment and Labour Relations Act  

Employees were asked to give views on whether they were aware of the 

Employment and Labour Relation Act of 2004. The study found out that 91.2% of 

staff agreed that they were aware of presence the act while 8.8% of staff said that 
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they were not aware of the presence of the Labour Relations Act. This means that 

many employees understand the essence of the Labour Relation Act of 2004 and 

hence if they decide to strike against their employers, it is not the matter of not 

knowing the laws, but it should be the matter of fighting for their rights (see table 

12). 

 

Table 15: Awareness of staff on existence Employment and Labour Relation 

Act 

Response Frequency Percent 

 Agreed 84 91.2 

Disagreed 8 8.8 

Total 92 100.0 

Source: Field findings, 2012 

 

4.3.4 Training on Labour Relation Act 

The study went further to identify if staff had been been formerly trained on the 

Employment and Labour Relation Act. Table 12 shows that about 23.5 % (22) of 

staff agreed that they had attended training on labour relation act while 76.5% (70) 

of them did not agree. These findings contradict the findings in table 11 above 

which found out that most employees were aware of the labour relation act. The 

reasons for this could be either staff used to learn on their own or through informal 

means like staff meetings, reading brochures etc. Knowledge of the Employment 

and Labour Relation Act by all actors in labour dispute settlement process is of 

paramount importance. As noted in the literature review poor knowledge of the act 

is one the serious challenges in labour disputes settlement. 
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Table 16: Training on Employment and Labour Relation Act 

Response Frequency Percent 

 Yes 22 23.5 

No 70 76.5 

Total 92 100.0 

Source: Field findings, 2012 

4.3.5 Responses on initiatives by TANESCO to settle labour disputes. 

Labour disputes had been occurring in many organizations. However, employers 

take different efforts to deal with them in terms context and sustainability. This 

study intended to among other thing determine whether the public organizations 

such as TANESCO had been taking steps to ensure that labour disputes did not recur 

and to settle labour disputes. Table 13 show that 8.8% of staff strongly agreed with 

the contention that TANESCO has been struggling to settle labour disputes, 61.8% 

of them just agreed, 11.8%disagreed and 17.6 %of them did not agree. Generally, 

TANESCO had been struggling to settle labour disputes and such as negotiations 

and education, thereby avoiding unnecessary disputes and related negative effects. 

 

Table 17: Responses on initiatives by TANESCO to settle labour disputes 

 Degree of response  Frequency Percent 

 Strongly agree 8 8.8 

Agree 57 61.8 

Disagree 11 11.8 

 Strongly disagree 16 17.6 

Total 92 100.0 

Source: Field findings, 2012 
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4.4 Challenges facing the trade unions in dispute settlement at places of work 

4.4.1 Challenges facing TANESCO to settle workplace disputes 

Out of 92 staff who participated in this exercise, only 45.7% of them pointed out 

that many staff had low understanding of labor relation act, 15.2% of them pointed 

out that the management did not know the act and 39.1% of them pointed out the 

financial crunches as major challenges that trade unions do face in settling 

workplace disputes. All of these challenges mentioned by the staff were the core 

issues that needed to be addressed and hence smoothen the initiatives to settle labour 

disputes. Some of these challenges have also been noted in the literature review and 

they reflect the true picture of the situation in TANESCO and even in other work 

places.  It is a fact that low awareness of Labour Relations Act among employees 

and financial constrains on the part of trade unions poses a serious challenge in the 

dispute settlement process. This is because the dispute settlement process requires 

among other things, knowledge of the procedures of dispute settlement process as 

stipulated in the Employment and Labour Relations Act. In addition, financial 

constrains is a big challenge as trade unions need to finance some trade union 

activities like training and even paying for specialized and professional services like 

legal services rendered by lawyers who represent trade unions in dispute settlement 

process. 

Table 18: Challenges facing trade union in TANESCO  

 Challenges  Frequency Percent 

 Low staff awareness on the labour act  42 45.7 

Low management awareness on the labour act  14 15.2 

Financial constraints  36 39.1 

Total 92 100.0 

Source: Field findings, 2012 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Summary  

I. Incidence of labour disputes. 

This study intended to examine the challenges that trade unions do face in labour 

disputes settlement, taking TANESCO as a case study. The study found out in the 

first place that 58.9 % (54) of staff pointed out that workplace disputes are inevitable 

while 41.2 % (38) of staff pointed out that labour disputes can be avoided in 

TANESCO. The study learnt that labour disputes were common in public agencies 

of which could harm the public image as well as the performance of the 

organization. 

 

II. Determinants of Labour Disputes 

This study highlighted he causes of labour disputes TANESCO. It found out that 

low salary (40.1%), poor working environment (2.9%), deny of workers right 

(11.8%), Staff low awareness of labour relation acts (23.5%), low awareness among 

staff on trade unions(17.6) were the common determinants of workplace disputes 

The study further learnt that labour disputes in many public organizations are due to 

internal drivers of which the management could have control over them. However, 

the management had been silent to ensure that such disputes are settled before they 

erupt to chaos. 
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III. Degree of awareness of workers on trade unions and labour relations act 

Awareness of Existence of trade union branch in their working  

Out of 92 employees who were interviewed on their awareness on trade union roles 

and responsibilities, about 91.2% (84) of them said that they were aware of trade 

union while 8.8% (8) of them said that they were not aware of the roles of trade 

union. The study therefore has realized that most of employees in TANESCO were 

familiar with what Trade unions were doing and how such functions of trade unions 

could help the staff. 

 

Roles and Responsibility of Trade Unions  

Out of 92 staff who managed to give their views, about 2.9% of them said that trade 

unions help to build capacity, 58.8% of staff pointed out that trade unions helped to 

advocate on the workers‟ rights, about 8.8% of them pointed out that trade unions 

helped to strengthen members cohesions, 20.5% of them pointed out that the trade 

unions helped to bargain salaries and other benefits for staff and play part in 

designing contract (5.9%). The rest of staff (5.9%) said that trade unions had been 

useful in terms of facilitating decisions when members had cases. The study also 

learnt that the trade unions in some points had been used as a bridge for employers 

and employees in all matters related to working environment, remunerations and 

other legal issues related to their contracts 

 

Awareness of staff on Labour Relation Act of 2004 

Employees were asked to give views on whether they were aware of the labour 

relation act. The study found out that 91.2% of staff agreed that they were aware of 

the existence of Labour Relation Act of 2004 while 8.8% of staff said that they were 
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not aware of the labour relation act. The study has come to know that staff 

understand the essence of Labour Relation Act of 2004 and hence if they decide to 

strike against the government, it is not the matter of not knowing the laws, but it 

should be the matter of fighting for their rights. 

 

Degree of initiatives by TANESCO management to settle labour disputes 

Labour disputes have been occurring in many organizations. However, the efforts 

undertaken to deal with them had been differing in the context and sustainability. 

This study intended to among other thing determine whether public organizations 

such as TANESCO had been doing to ensure that labour disputes did not recur and 

to timely settle labur disputes as they occur. Table 13 showed that 8.8% of staff 

strongly agreed with the contention that TANESCO has been taking steps to settle 

labour disputes, 61.8% of them just agreed, 11.8% disagreed and 17.6 % of them did 

not agree. Generally, TANESCO had been struggling to ensure that disputes are 

prevented and settled by taking steps such as negotiations, transparency and 

education. 

 

IV. Challenges facing the trade unions in dispute settlement at places of work 

Out of 92 staff who participated in this exercise, only 45.7% of them pointed out 

that many staff had low understanding of the Employment and Labor Relation Act, 

15.2% of them pointed out that the management did not know the act and 39.1% of 

them pointed out the financial crunches were a key challenge to the success of trade 

union in TANESCO. All of these challenges mentioned by employees were the core 

issues that needed to be addressed if trade unions need to undertake well their role in 
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workplace dispute settlement, and ensuring that all parties involved in dispute 

settlement are equally enabled in the dispute settlement process.  

 

5.2 Conclusion 

Based on the discussion above, this study concludes that there are a number of 

challenges that trade unions do face. These include low awareness of the 

Employment and labor relation act of 2004 among employees and union leaders and 

financial crunches. On the other side, this study concludes that low salaries, poor 

management system and lack of a transparent system of governance are among the 

factors for labour disputes. The study has found out that majority of staff are aware 

of the roles of trade unions that focus on advocating the rights of members in terms 

of bargaining power and dealing with members labour cases The initiatives that have 

been undertaken by the government and other employers to deal with labour 

disputes included capacity building, meetings for the aim of settling conflicts and 

increasing salaries.  

 

5.3 Policy Recommendations  

This study recommends the following to be done to settle and mitigate labour 

disputes  

 The government and other stake holders like trade unions, public 

corporations should take deliberate steps to provide training on the 

Employment and Labour Relations Act   to the employees, management and 

trade union leaders. This can be done by allocating funds to cater for expense 

that will be incurred in this type of training. If this will be implemented, 

there will be no unnecessary work place disputes and other related costs that 
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employers and employees can suffer. It will as well make trade unions be in 

a technically better position to represent well their members in the disputes 

settlement process. 

 Employees who are members of trade unions should play part in the 

preparation of companies‟ strategic plans. This will make employees fill 

valued and will create sense of ownership of the strategic plans. It should be 

noted that employees are the ones who actually implement the strategic plans 

and therefore there will be no resistance in the implementation of these plans 

and the ultimate result will be a reduced chance of occurrences of work place 

disputes.  

 Trade unions should be involved in the designing of government plans so as 

to ensure that employees are well informed on what the government is doing 

for them. It should further remembered that trade unions represent the 

working class in the country and therefore  plans that are designed by the 

government and which affect employees need to have the participation of the 

employees representatives.  

 The government should ensure that trade unions have enough financial 

capacity so as to be able to assist their members in case of labour disputes 

and also enable trade unions to incur for other cost like training of union 

leaders. This can be done through government allocating special funds in its 

annual budget that can be provided to trade unions. 

 It is high time for the government to introduce the Alternative Dispute 

Resolution (ADR) system which is already in use in other African countries 

like South Africa and Kenya, among others. The system has been proved to 

be fair, flexible, expeditious, not too costly, and not too bureaucratic in 
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settling workplace disputes. This system, will save disputants‟ time and costs 

that are normally incurred directly and indirectly during workplace dispute 

settlement process. 

 

5.4 Areas for further research 

This study focused on challenges that trade unions do face in settling labour disputes 

and how these challenges can be addressed so as to enable disputants to have fair 

ground in the dispute settlement process and avoid unnecessary labour disputes.  

The study could not go beyond this scope due to financial constraints. Therefore, the 

study recommends that another study on labour disputes and challenges that trade 

unions face be undertaken in future in order to explore more challenges and 

solutions so as to enable trade unions perform their obligations for the benefit of not 

only of their members but also other stakeholders. This recommendation is based on 

the fact that this study might have not touched some other areas which could have 

revealed some other facts related to trade union, and also the fact that situations tend 

to change based on the nature of management, level of education, political and 

economic situation and other factors. 

 

 

 

 

 

 

 



77 

 

REFERENCES 

 

Alice C and Zabala C (1991) “Labour Disputes and Productivity in Japan”, in State 

in Productivity Growth in Japan and Related States, University of Chicago, USA. 

 

Anstey, M. 1991: Negotiating conflict: Insights and skills for negotiators and 

peacemakers. Kenwyn: Juta. 

 

Ashenfelter. O. and Pencavel, J.H. (1969): The American Trade Union Growth. 

Quarterly Journal of Economics, 83, 435-451. GEORGE ALLEN & UNWIN LTD: 

London WCIA ILU. 

 

Belcourt, M. Bohlander, G. &Snell, C. (2008) Managing Human  Resources - Fifth 

Canadian Edition. Thomson South Western, USA. 

 

Bendeman, H (2006): An analysis of the problems of the labour dispute resolution 

system in South Africa.  Africa Journal on Conflict Resolution. Vol. 6. Issue 1 pp. 44  

 

Bendeman H. (2008): Alternative Dispute Resolution (ADR) in the Workplace- The 

South   African Experience. Africa Journal on Conflict Resolution 6(1). 

 

Bonoma, T. V. & Rahim, M. A. (1979): Managing Organizational Conflict: A 

model for diagnosis and intervention. Psychological Reports, 44, 1323-1344. 

Bongomin, J.O. (2008): Challenges facing Trade Unions in improving workers 

Welfare. The case study of National Water and Sewerage Corporation in Kampala 



78 

 

City, Entebbe and Jinja Municipalities.  Masters Degree in Public Administration 

and Management dissertation:  Makerere University of Graduate Studies. pp.14. 

 

Brand J, (2001): Private Labour Arbitration Compliments CCMA. Workplace 

Supplement to the Star, 28
th

 February, 2001, pp 7. 

 

CCMA 2002: Annual Report: 2001/2002. Johannesburg: CCMA. 

 

CCMA 2000: Annual Report: 1999/2000. Johannesburg: CCMA. 

 

CCMA 1996: Annual Report. Johannesburg: CCMA. 

 

Clark, M-(2003): EEOCs Efforts to Expand Mediation Gains Momentum HRM 

Magazine, Vol.48, Issue No. 5, pp.32. 

 

Craig, A.W.J. 1981: A Framework for the Analysis of Industrial Relations Systems. 

In: Barret, B., Rhodes, E. & Beishon, J. 1981. Industrial Relations and the wider 

society: Aspects of interaction. London: Collier Macmillan. 

 

Coser L.A.(1956): Functions of Social Conflict. Glencoe II Free Press, 1956. pp 

151-157. 

Cram, J A.& MacWilliams R K. (nd): The Cost of Conflicts in the Workplaces. 

Cramby River Consultants. 

Crogan J. (1999): Workplace Law, Fourth Edition. Kenwyn Juta. 



79 

 

 

Dankert, C. E (1948): Contemporary Unionism. New York Prentice Hall. 

 

Deale, P. (2001). Private dispute resolution: Spreading the caseload. Presentation to 

the South African Society of Labour Lawyers (SASLAW), National Conference, 19-

20 October, 2001, Johannesburg. 

 

Du Toit, D., Woolfrey, D., Murphy, J., Godfrey, S., Bosch, D. & Christie, S. 1999: 

The Labour Relations Act of 1995. A Comprehensive Guide: Second edition, 

Durban: Butterworths. 

 

Eisenberg T, and Hill, E. (2004): Arbitration and Litigation of Employment Claims. 

Dispute Resolution Journal 58 no.4 - November 2003 – January 2004): pp.44. 

 

Elsheikh F & Bain G.S. (1979): The determination of the rate of Change of 

Unionisation   in the United Kingdom. A comment and further analysis.  Journal of 

Applied Economics. 11, 451- 463.  

 

Ewing, K. D. (2005): The Functions of Trade Unions:  Industrial Law Journal, 1 

pp.34. 

 

Fisher, R. & Keashly, L (1988): "Third Party Interventions in Inter-group conflict: 

Consultation Is Not Mediation. 4(4): 381-93. 

 



80 

 

Fisher, R & Ury W. (1983): Getting to Yes: Negotiating Agreement without Giving 

In:  New York Penguin Books pp 11. 

 

Frauenhein, N. 1996: “Clause Alarm Athletes” Arizona Republic,  

 

Freeman, R, and Medoff, I. (1984): What do Unions Do? New York Basic Books. 

 

Gerber, P.D., Nel, P.S. & Van Dyk, P.S. (1998): Human Resources Management. 

Fourth edition. Johannesburg: International Thompson Publishing. 

 

Ghoosh, P. & Geetica (2007): Unionization: A feasibility Study for the Indian 

Software Industry: Russian Management Journal, Issue 2, 2007, pp 45-56.  

 

Goldfien, J & Robbennolt, J (2007):  What if the Lawyers have their way? An 

Empirical Assessment of Conflict Strategies and Attitudes Toward Mediation 

Styles: Ohio State Journal on dispute Resolution, 22, pp. 277-330. 

 

Gundulla F. (2011): Power Repertoires and the Transformation of Tanzania Trade 

Unions. Global Labour Journal. Vol. 2: Iss.2, pp.125. 

 

Hayman, R. (2001):  Understanding European Trade Unionism: Between Market, 

Class and Society: London; Sage. 

Hill, E. (2003): AAA Employment Arbitration: “A fair Forum at low Cost:  Dispute 

Resolution Journal 58 no.2 May – June 2003. pp.8. 

 



81 

 

Hellriegel, D. & Slocum, J.W. (1996): Management. 7th Ed. Cincinnati Ohio: South 

Western College Publishing. 

 

Heron R & van Noord, (2004): National Strategy on Labour Dispute Prevention  

and Settlement in Cambodia.  Phnom Penh, Interantional Labour Office. 

 

Hoxie, R. F (1921): Trade Unionism in the United States. New York: Russel & 

Russel. 

Illife, J, 1970: A modern History of Tanganyika, Cambridge University Press, 

Cambridge, pp. 576. 

 Johannsen, J. & Page, G.T. (1996): International Dictionary of Management: An 

Important Contribution to Communication, National and International. 5th Ed. 

London: Kogan Page Limited. 

 

Jose, A.V (1999): The future of Labour Movement; Some Observations on 

Developing Countries. Discussion Papers, DP/112/1999, Geneva: International 

Institute of Labour Studies, pp 16. 

 

 Kothari, C (2003): Research Methodology: Methods and techniques. H.S Poplai 

New Delhi pp. 69-70). 

 

Kothari, C. R, (2004): Research Methodology: Method and Techniques: New Delhi;  

New Age International. 

 



82 

 

Kroon, J. Ed. (1991): General Management: Planning, Organising, Activating and 

Control. 1st Ed. Pretoria: Haum Tertiary. 

 

Kumar, P & Dow E. (1986): Econometric analysis of Union Membership Growth in  

Canada.1935-1985. Relations Industrilles, 41, 236-253. 

 

Lee,L.F (1978): Unionism and Wage Rates: A Simultaneous Equation Model with  

Qualitative and Limited Dependent Variables. International   Economic Review, 

XIX, 415-433. 

 

Little, D.A. (1966): “Tanganyika Industrial Development‟, in Smith H, (ed): 

Readings in Economic Development and Administration in Tanzania, Institute of 

Public Administration, University College of Dar es Salaam. 

 

Lipsky, D. B, Seeber, R L. & D.R. Fincher, D.R (2003): Emerging Systems for 

Managing Workplace Conflicts:  Lessons from America Corporations. 

 

LO/FTF Council (2003), A report on the Profile of the Labour Market and Trade 

Unions in Tanzania, pp 48. 

 

Madheswaran S, and Shanmugan K. R (2003): Wage Differentials between Union 

and Non Union Workers; An econometric Analysis. A paper prepared for 

presentation in   the Far Eastern Meeting of the Economic Society, Yonsei 

University, Seoul, Korea, 4th -6
th

 July, 2003. 

 



83 

 

Maki, D (1982): Political Parties and Trade Union Growth in Canada. Relations   

Industrielles. 37, 876-885. 

 

Mbwana, T.O (2007). The History of Trade Union Movement in Zanzibar. Friedrich- 

Eber Shiftung. pp. 24. 

 

Masanja, A & Raha, H. (2004): Employment Policies and Poverty Reduction 

Strategies.A report presented during the Course on Trade Union Training at ILO  

training Centre in TURIN- ITALY, from 8
th

 March to 2
nd

 April 2004. 

 

McFarland, D.E. (1979): Management: Productions and Procedures. 5th Ed. 

New York: Macmillan Publishers. 

 

Merterns, D. M. (1997): Research Methods in Education and Psychology; 

Integrating Diversity with Qualitative and Quantitative Approaches. London Sage 

Publications. 

 

Mihiyo, P (1983): Industrial Conflicts and Change in Tanzania, Tanzania 

Publishing House, Dar es Salaam. 

 

Monnapa, A (2000): Industrial Relations. New Delhi Tata McGraw Hill. 

 

Mugenda, O.M. & Mugenda, A.G. (1999): Research Methods: Quantitative and 

Qualitative Data. Nairobi: Act Press. 

 



84 

 

Muigua, K. (2011): Overview of Arbitration and Mediation in Kenya.  A paper 

presented at stakeholders forum on establishment of Alternative Dispute Resolution 

(ADR) mechanism for labour relations in Kenya held at Kenyatta International 

Conference Centre – Nairobi 4
th

 – 6
th

 May 2011. 

 

Muldom, B (1996): The Heart of Conflict – Berkley Publishing Group. 

 

Muthamia, P.G (2006): An Investigation into Some of the Challenges facing Trade 

Unions in Kenya, A case Study of Bakery, Confectionery, Manufacturing and Allied 

Workers Union in Nairobi. Masters in Public Administration Thesis, Moi 

University. 

 

Nolan H & Jacqueline M. (1992): .Alternative Dispute Resolution in a nutshell. St. 

Paul, MN: West Publishing Company. 

 

Nyirenda E.J, Shikwe A, (2003). The trade Union Country Report- Zambia. 

Perlman. S. (1928). A theory of Labour Movement. New York Macmillan, 237-279. 

 

Prit 2008. Origins of Industrial Conflicts and Conflict Resolution Methods.  

www.bizcovering.com (e- referencing). Website visited on 17/04/2012. 

 

Ranganathan, S. (2004). Trade Union Movement in India: In the aftermath of 

privatization : 1991-2003. Paper Presented at the Annual Meeting of the American 

Sociological Association. Hilton San Francisco and Renaissance Parc, 55 Hotel. San 

Francisco, CA. 

http://www.bizcovering.com/


85 

 

 

Ratnam C (2006): Industrial Relations.  New Delhi: Oxford University Press. 

 

Republic of Kenya (1965): Dispute Settlement Act.  Cap. 234. Repealed by Labour 

Relations Act No 4 of 2007. 

 

Robbins,S.P & Decenzo. D.A. (2003): Fundamentals of Management: Essential 

Concepts and Applications. Prentice Hall. Upper Saddle River; New Jersey. 

 

Sandelowski, M. (2000): Combining Qualitative and Quantitative Sampling, Data 

Collection and Analysis Techniques in mixed methods studies in Research in 

Nursing and Health, Vol.23, pp 246, 255. Chapel Hill, North Carolina: John Wiley 

and sons.  

 

Saundry R, Jones C, &Antcliff, V. (2011): Discipline, Representation, and Dispute 

Resolution, Exploring the role of trade Unions and Employees Companion in 

Workplace Displine.  Industrial Relations Journal Vol.42, No.2, pp. 195-211. 

 

Shadrack, J (2012) Trade Unionism and Freedom of Association in Tanzania: A 

Historical Overview. UDSM School of Law). 

Shivji, I (1986): State and the Working Class in Tanzania. 1920-1964. James 

Currey, London. pp 2. 

 

Slaikev, K & Hasson, R (1988): The Cost of Conflicts – Jossey –Bass, pp. 149. 

 



86 

 

Simkin, W. F, (1971): Mediation and Dynamics of dynamics of Bargaining. 

Washington, Bureau of National Affairs. Inc. pp 77-94. 

 

Singer, L.R (1994): Settling Disputes: Conflict Resolution in Business, Families and 

the Legal System. Boulder, CO. Westview Press. 

 

 Swart, M. (2001): Advanced Communication Skills. Pretoria Haum. 

 

TANESCO Central Zone  July, 2012 Human Resource report, 

 

Tannenbaum, F. (1920): A Philosophy of Labour. New York: Afred A. Kropf, 29.  

 

 Ting-Toomy, S (2005): The Matrix of Face: An updated Face Negotiating Theory. 

In W.B Gudykunst (Ed), Theorizing About Intercultural Communications. 

 

„The CCMA five years on: Facing the challenges of Globalisation’ 11-13, 

November 2001, Johannesburg. Johannesburg: CCMA. 

 

Thomas, T. (2005): Changing role of Trade Union. Retrieved on 12/04/2012 from 

http://rediff.com/money/2005/apr/22guest2htm. 

URT. (2004): Employment and Labour Relations Act- Tanzania, Government 

Printer, Dar Es Salaam, Tanzania. 

Webb, S &Webb, B. (1894): History of the trade Unionism. Longman and Co. 

London, Chapter 1, cited by Hyman (2001 pp. 2). 

http://rediff.com/money/2005/apr/22guest2htm


87 

 

Webster E, (2007): Trade Unions and Political Parties in Africa: New Alliance.  

Strategies and Partnership.  FES briefing Paper No. 3/2007. 

 

Witternberg C.A, Mackenzie, S.T & Shaw, M.L (1997): ADR Flexibility in 

Employment disputes. Journal of Collective Negotiation in the Public Sector. 

Vol.26 Part.2. New York. American Arbitration Association. 

 

www.afriquejet.com/news/africa-news  Tanzanian president tightens screws on 

trade Union leaders. Website visited on 08/02/2012 (e-referencing).. 

 www.businesslink.gov.uk. The role of trade Unions and their representatives – 

websitevisited on 05/04/2012 (e-referencing). 

www.acas.org.uk  Disputes and Conflicts in the workplace. Website visited on 

12/04/2012 (e-referencing). 

 www.webarchives.nationalarchives.gov.uk – The role of the trade Union – What do  

they do? Website visited on 15/02/2012 (e-referencing). 

  

http://www.afriquejet.com/news/africa-news
http://www.businesslink.gov.uk/
http://www.acas.org.uk/
http://www.webarchives.nationalarchives.gov.uk/


88 

 

APPENDICES 

Appendix (i) 

RESEARCH QUESTIONNAIRES FOR. SMHR, MELR & PIRO 

 

Dear Sir/Madam, 

In order to conduct a research about the Challenges facing Trade Union in Tanzania 

in settling labour disputes at places of work, I would like to get your views 

concerning those challenges and steps that are taken by TUICO in dealing with 

those challenges. 

I hereby assure you that your responses are only meant for academic purposes and 

will not be disclosed to any other person. You are not forced to mention your name. 

 

PART ONE:  

CHARACTERISTICS OF RESPONDENTS  

1. General Information. 

 

 1.1 In which department do you work (Please tick) 

A) Engineering/Distribution 

B) Finance/Revenue 

C) Stores/Procurement 

D) Human Resources 

E) Other (Please mention)…………………….. 

    1.2 Sex (please tick) 

                a) Male          (    ) 

                b) Female       (    ) 
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1.3.Age 

Age in Years 18 - 35 36 - 45 46 - 55 > 55 

     

1.4 Marital Status. 

Single Married Separated Widowed 

    

1.5. Years of Service in Tanesco (Please tick) 

1 -5 6 - 10 11 – 15  16 - 20  21 – 25  26 – 30  > 30 

       

1.6. Level of Education 

Primary Secondary Diploma 1
st
 Degree Masters 

     

 

PART TWO 

CAUSES OF LABOUR DISPUTES  

2.1 In your opinion, would you say that trade disputes at places of work are 

inevitable? 

 i) Yes 

 ii). No. 

4.1 If the answer above is YES, what could be done to minimize trade disputes 

at places of work? 

……………………………………………………………………………………

……………………………………………………………………………………

…… 
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2.2 What are the possible causes of trade disputes at places of work? (mention at list 

three)..............................................................................................................................

........................................................................................................................................

......... 

PART THREE 

AWARENESS OF EMPLOYEES ON TRADE UNIONS AND LAW 

GOVERNING LABOUR DISPUTES  

3.1 Have you ever heard about Labour Law/ Employment and Labour Relations 

Act 

i) Yes 

ii) No 

3.2 Have you ever attended any training related to Labour Laws/Employment 

and Labor Relations Act?  (Please tick) 

     i) Yes 

     ii) No 

3.3 Are you a member of Tanesco recognized Trade Union 

      i) Yes 

      ii)  No 

3.4  What are the roles of the trade Union at places of Work (Mention at least 

three)     

..................................................................................................................................

..................................................................................................................................

.......... 
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3.5 In your opinion, do you think the Tanesco recognized trade Union ( TUICO) 

fulfills its objectives? 

i) Yes 

ii) No  

iii) I don‟t know 

 

3.6 What are the roles of the trade Union in dispute settlement at places of work?  

(Mention at least three) 

……………………………………………………………………………………

……………………………………………………………………………………

…… 

3.7 In your opinion, do you think the recognized trade Union is given due 

recognition and cooperation by Tanesco Management in dispute settlement and 

negotiations on matters of interest to workers? (Please tick) 

i) Strongly Agree 

ii) Agree 

iii) Disagree 

iv) Strongly Disagree. 

 

3.8 Is the trade Union involved in corporate objective planning process? 

 i).Yes 

ii)  No. 

3.9 If Yes, mention in what ways the trade Union is involved in Corporate objectives 

planning process. 
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……………………………………………………………………………………

……………………………………………………………………………………

…… 

3.10 To what extent does Tanesco provide financial support for trade union 

activities? 

i) Not at all 

ii) To a certain extent 

iii) To a great extent. 

 

PART FOUR. 

CHALLENGES FACING TRADE UNIONS IN WORKPLACE DISPUTE 

SETTLEMENT 

4.2 Do you think the trade Union (TUICO) is doing its best to prevent labour 

disputes in Tanesco? 

i) Strongly agree 

ii) Agree 

iii) Disagree 

iv) Strongly disagree. 

4.3. Please give reason(s)/explanations to support your answer in 4.2 above. 

……………………………………………………………………………………

…………………………………………………………………………………… 

4.4 Do you think the Tanesco Management is doing its best to prevent labour 

disputes in Tanesco? 

i) Strongly agree 

ii) Agree 



93 

 

iii) Disagree 

iv) Strongly disagree. 

4.5. Please give reason(s)/explanations to support your answer in 15 above. 

……………………………………………………………………………………

……………………………………………………………………………………

…… 

4.6 What are the challenges facing trade Union in Tanesco in resolving trade 

disputes? 

i) Lack of knowledge on labour law/Employment and Labour Relations Act 

among some employees. 

ii) Lack of knowledge on labour law/employment and Labour Relations Act 

among some Human Resources Officers. 

iii)  Lack of knowledge on labour law/employment and Labour Relations 

Act among some trade union leaders 

iv) Lack of Workers involvement 

v) Lack of involvement of trade Union in Corporate Planning process. 

vi) Lack of enough funds on the part of the trade Union. 

vii) Other Challenges (Please mention). 

……………………………………………………………………………………

…………………………………………………………………………………… 

4.7 In your opinion, what should be done to deal with the challenges mentioned 

in 18 above? 

i) Conduct training on labour law/employment and Labour relations to 

employees 
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ii) Conduct training on labour law/employment and Labour relations Act  to 

Human Resources Officers 

iii) Conduct training on labour law/employment and Labour relations Act  to 

Trade Union Leaders 

iv) Introduce workers involvement 

v) Involve trade Union in Corporate Planning process 

vi) Improve trade Union financial capability so as to enable it sponsor union 

activities 

vii)  Other Steps (Please mention). 

……………………………………………………………………………………

…………………………………………………………………………………… 

Appendix (ii) 

DODOSO KWA AJILI YA WATUMISHI WA KAWAIDA 

Ndugu, 

Ili kufanya utafiti kuhusu changamoto ambazo Vyama vya wafanyakazi 

vinakabiliana nazo katika kutatua migogoro ya kikazi sehemu za kazi, 

tungependa kupata maoni yako kuhusu changamoto hizo na jinsi Chama cha 

Wafanyakazi TUICO kinavyokabiliana nazo. Hivyo basi ili kufanikisha utafiti 

huu, tafadhali unaombwa kujibu maswali yafuatayo. Napenda kukuhakikishia 

kwamba majibu yako ni kwa ajili ya taaluma na ni siri kati yako na mtafiti tu. 

Hulazimiki kutaja jina lako. 

SEHEMU YA KWANZA: TAARIFA ZA JUMLA KUHUSU WAJIBU 

DODOSO 

1.1 Taarifa yako ya Jumla 

 Idara Unayofanyia kazi (Weka alama ya V ) 
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i) Ufundi 

ii) Fedha 

iii) Bohari/Manunuzi 

iv) Rasilimali Watu 

v) Idara nyingine ( Itaje) 

1.2 Cheo chako................................................................ 

1.3 Umri wako 

Umri (miaka) 18-35 36-45 46-55 >55 

Weka alama V     

1.4  Hali ya Ndoa. 

Hali ya Ndoa Kapera Ameoa/Olewa Wametengana Mjane 

Weka alama V     

 

1.5.Muda wako wa  Utumishi katika Shirika. (kwa miaka). 

1 -5 6 - 10 11 – 15  16 - 20  21 – 25  26 – 30  > 

30 

       

 

1.6. Kiwango cha Elimu (weka v) 

Msingi Sekondari Stashahada Shahada ya kwanza Shahada 

ya Juu 

     

 

1.7. Kituo chako cha kazi (Mkoa/Wilaya)…………………………………………… 
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SEHEMU YA PILI 

2. CHANZO/ SABABU ZA MIGOGORO KATIKA SEHEMU ZA KAZI 

2.1 Kwa maaoni yako migogoro  sehemu ya kazi katika Shirika la Tanesco 

haiwezikuepukika? 

        i) Ndiyo 

        ii) Hapana. 

2.2 .Kama jibu lako katika swali  2.1 ni NDIYO, nini kifanyike ili 

kupunguza/kuondoa migogoro sehemu ya kazi?........................................................... 

2.3 Ni nini hasa vyanzo/ sababu za mogogro katika sehemu za kazi ndani ya Shirika 

la Tanesco? 

i) Maslahi duni kwa wafanyakazi 

ii).Mazingira ya kazi yasiyofaa. 

iii). Wafanyakazi kutopewa haki zao wanazostahili 

iv). Uelewa mdogo wa Sheria ya Ajira na Mahusiano Kazini miongoni mwa baadhi 

ya wafanyakazi 

v) Uelewa mdogo wa Sheria ya Ajira na Mahusiano kazini miongoni mwa baadhi ya 

Viongozi wa Chama cha  wafanyakazi. 

vi). Uelewa mdogo wa Sheria ya Ajira na Mahusiano kazini miongoni mwa baadhi 

ya Viongozi wa Menejimenti 

vii). Ukiuwaji wa sheria ya ajira na mahusiano kazini na taratibu/sera nyingine za 

kazi miongoni mwa baadhi ya wafanyakazi 

viii). Wafanyakazi kutoshirikishwa katika kutayarisha mipango ya kazi za Shirika  

ix). Chama cha wafanyakazi kutoshirikishwa katika kutayarisha mipango ya kazi za 

shirika 

viii). Sababu nyingine, (Zitaje) 
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........................................................................................................................................

........................................................................................................................................

.. 

SEHEMU YA TATU. 

 UELEWA WA WAFANYAKAZI KUHUSU CHAMA CHA WAFANYAKAZI 

NA SHERIA YA AJIRA NA MAHUSIANO KAZINI 

3.1 Je unafahamu kwamba kuna tawi la Chama cha Wafanyakazi mahali pako pa 

kazi. 

i) Ndiyo 

ii) Hapana 

3.2 Je unayafahamu majukumu ya Chama cha wafanyakazi mahala pa kazi? 

i) Ndiyo 

ii) Hapana 

3.3 Kama jibu ni ndiyo taja angalau majukumu matatu ya Chama cha 

Wafanyakazi mahala pa kazi. 

..................................................................................................................................

..................................................................................................................................

.. 

3.4 Je umewahi kusikia kuhusu Sheria ya Ajira na mahusiano kazini? 

i) Ndio 

ii) Hapana 

3.5.Je umewahi kuhudhuria mafunzo yoyote yahusuyo sheria ya ajira na mahusiano 

kazini. 

i) Hapana 

ii) Ndio 
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3,6 Kama jibu lako ni Ndiyo, ilikuwa ni lini (taja mwaka) ........................................ 

 

3.7 Je wafanyakazi huwa wanashiriki mafunzo yanayohusu Sheria ya Ajira na 

mahusiano kazini? 

i) Hata kidogo 

ii) Kwa kiasi kidogo 

iii) Kwa kiasi kikubwa 

iv) Kwa kiasi kikubwa sana 

3.8. Kwa maoni yako, wafanyakazi wanaieilewa Sheria ya Ajira na Mahusiano 

kazini? 

v) Hata kidogo 

vi) Kwa kiasi kidogo 

vii) Kwa kiasi kikubwa 

viii) Kwa kiasi kikubwa sana 

3.9. Kwa maoni yako, viongozi wa tawi la Chama cha Wafanyakazi mahala pako pa       

        kazi wanaifahamu Sheria ya Ajira na mahusiano kazini? 

        i)       Hata kidogo 

       ii)      Kwa kiasi kidogo 

iii) Kwa kiasi kikubwa 

iv)  Kwa kiasi kikubwa sana 

3.10. Kwa maoni yako, unadhani Tawi la Chama Cha Wafanyakazi mahala pako 

pa kazi linasaidia katika kutatua migogro ya kikazi mahala pako pa kazi? 

 i)Hata kidogo 

ii) Kwa kiasi kidogo 

 iii). Kwa kiasi kikubwa 
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iv). Kwa kiasi kikubwa sana 

 

3.11. Kwa maoni yako, unapendekeza nini kifanyike ili wafanyakazi waifahamu 

sheria ya Ajira na mahusiano Kazini? 

……………………………………………………………………………………

…………………………………………………………………………………… 

 

SEHEMU YA 4 

CHANGAMOTO ZINAZOKIKABILI CHAMA CHA WAFANYAKAZI 

KATIKA KUTATUA MIGOGORO MAHALA PA KAZI 

4.1 Je unadhani chama cha wafanyakazi mahali (TUICO) kinafanya juhudi za 

kutosha katika kuzuia migogoro sehemu ya kazi?  

i) Nakubaliana kabisa 

ii) Nakubaliana 

iii) Sikubaliani 

iv) Sikubaliani kabisa. 

4.2.Tafadhali toa sababu za jibu lako hapo juu. 

 …………………….............................................................................................. 

4.3  Je unadhani Uongozi wa Tanesco unafanya juhudi za kutosha kuzuia 

migogoro katika sehemu za kazi? 

i) Nakubaliana kabisa 

ii) Nakubaliana 

iii) Sikubaliani 

iv) Sikubaliani kabisa. 
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4.4 . Tafadhali toa maelezo/sababu za jibu lako hapo juu 

……………………………………………………………………………………

…………………………………………………………………………………… 

4.5 Je kwa kiasi gani Chama cha Wafanyakazi (TUICO) katika kituo chako cha 

kazi kinasaidia katika kuhakikisha wafanyakzi  wenye kesi za kinidhamu za 

kikazi wanatendewa haki katika  mchakato mzima wa utatuzi wa mgogoro 

baina ya mfanyakazi husika na Uongozi? 

            i) Kwa kiasi kidogo sana 

     ii) Kwa kiasi kidogo 

           iii) Kwa kiasi kikubwa 

           iv) Kwa kiasi kikubwa sana 

 

4.6 .Ni nini changamoto zinazokikabili chama cha wafanyakazi (TUICO) katika     

kutatua migogoro ya kazi sehemu ya kazi katika Shirika la Tanesco? 

     i)       Uelewa mdogo wa sheria ya ajira ya ajira na mahusiano  

             kazini miongoni mwa wafanyakazi 

     ii).  Uelewa mdogo wa sheria ya ajira na mahusiano kazini miongoni mwa  

           viongozi  wa menejimenti.       

      iii) Uelewa mdogo wa sheria ya ajira na mahusiano kazini  

            miongoni mwa viongozi wa Chama cha wafanyakazi (TUICO) 

   iv). Wafanyakazi kutoshirikishwa katika masuala mbalimbali ya Shirika 

    v).   Chama cha wafanyakazi kutoshirikishwa kayika mipango ya kazi za Shirika 

     vi). Uwezo mdogo wa kifedha wa Chama cha wafanyakazi. 

     vii). Chanagamoto nyinginezo 

(Zitaje).…………………………………………………………………… 
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4.7  Kwa maoni yako, nini kifanyike kukabiliana na changamoto hizi? 

  i)  Kuendesha mafunzo ya sheria ya ajira na mahusiano kazini kwa 

wafanyakazi,  

       viongozi wa chama cha wafanyakazi, viongozi wa Menejimenti.  

iii) Wafanyakazi washirikishwe katika masuala mbalimbali yahusuyo shirika 

iv) Viongozi wa Chama cha wafanyakazi washirikishwe katika kupanga 

mipango ya kazi za Shirika 

v) Kuboresha uwezo wa kifedha  wa Chama cha wafanyakazi. 

vi)  Hatua nyinginezo (Zitaje). 

……………………………………………………………………………………

…………………………………………………………………………………… 

 

Appendix (iii) 

DODOSO KWA AJILI VIONGOZI WA CHAMA CHA WAFANYAKAZI 

MAHALA PA KAZI - TUICO   TANESCO (Mweneyekiti,  Katibu na Mjumbe) 

Ndugu, 

Ili kufanya utafiti kuhusu changamoto ambazo Vyama vya Wafanyakazi 

vinakabiliana nazo katika kutatua migogoro ya kikazi sehemu za kazi, 

tungependa kupata maoni yako kuhusu changamoto hizo na jinsi Chama cha 

Wafanyakazi TUICO kinavyokabiliana nazo. Hivyo basi ili kufanikisha utafiti 

huu, tafadhali unaombwa kujibu maswali yafuatayo. Napenda kukuhakikishia 

kwamba majibu yako ni kwa ajili ya taaluma na ni siri kati yako na mtafiti tu. 

Hulazimiki kutaja jina lako. 
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SEHEMU YA KWANZA:  

TAARIFA ZA JUMLA KUHUSU WAJIBU DODOSO 

1.Taarifa yako ya Jumla 

1.1 Idara unayofanyia kazi (Weka alama ya V ) 

vii) Ufundi 

viii) Fedha 

ix) Bohari/Manunuzi 

x) Rasilimali Watu 

xi) Idara nyingine ( Itaje) 

1.2 Cheo chako................................................................ 

 

1.3 Umri wako 

Umri (miaka) 18-35 36-45 46-55 >55 

Weka alama V     

 

1.4 Hali ya Ndoa. 

Hali ya Ndoa Kapera Ameoa/Olewa Wametengana Mjane 

Weka alama V     

 

1.5 Muda wako wa  Utumishi katika Shirika. (kwa miaka). 

1 -5 6 - 10 11 – 15  16 - 20  21 – 25  26 – 30  > 

30 

       

    1.6 Kiwango cha Elimu (weka V) 
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Msingi Sekondari Stashahada Shahada ya kwanza Shahada ya Juu 

     

 

1.7 Kituo chako cha kazi (Wilaya/Mkoa)…………………………. 

 

1.8.Lini uliingia katika Uongozi wa Chama cha Wafanyakazi TUICO TANESCO     

          katika tawi lako (taja mwaka) …………………………………. 

1.9.Je una nafasi gani ya Uongozi katika Chama cha wafanyakazi sehemu ya kazi. 

     i). Mwenyekiti 

     ii).Naibu Mwenyekiti 

      iii). Katibu wa Tawi 

iv). Mjumbe 

v). Nafasi nyingine (itaje)……………………………………. 

SEHEMU YA PILI 

 SABABU ZA MIGOGORO KATIKA SEHEMU ZA KAZI 

2.1. Je kwa maoni yako migogoro sehemu ya kazi inaweza kuepukika ? 

i)  Ndiyo 

ii). Hapana 

2.2  Kwa maoni yako, nini chanzo/ sababu ya migogro ya kikazi katika sehemu ya 

kazi  

i)  Maslahi duni kwa wafanyakazi 

ii).Mazingira ya kazi yasiyofaa. 

iii). Wafanyakazi kutopewa haki zao wanazostahili 

iv). Uelewa mdogo wa Sheria ya Ajira na Mahusiano Kazini miongoni mwa baadhi 

ya wafanyakazi 
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v)   Uelewa mdogo wa Sheria ya Ajira na Mahusiano kazini miongoni mwa baadhi 

ya Viongozi wa Chama cha  wafanyakazi. 

v). Uelewa mdogo wa Sheria ya Ajira na Mahusiano kazini miongoni mwa baadhi 

ya Viongozi wa Menejimenti 

vi). Ukiuwaji wa sheria ya ajira na mahusiano kazini na taratibu nyingine za kazi   

  miongoni mwa baadhi ya wafanyakazi 

vii).Sababu  nyingine (Zitaje)...................................................................................... 

 

SEHEMU YA TATU.  

UWELEWA WA VIONGOZI WA CHAMA CHA WAFANYAKAZI  

KUHUSU MAJUKUMU YA CHAMA NA  SHERIA YA AJIRA NA 

MAHUSIANO KAZINI  

3.1 Je unayafahamu majukumu ya Chama cha wafanyakazi mahala pa kazi? 

i) Ndiyo 

ii) Hapana 

3.2 Kama jibu ni ndiyo taja angalau majukumu matatu ya Chama cha 

Wafanyakazi mahala pa kazi. 

..................................................................................................................................

..................................................................................................................................

.......... 

3.3. Je unaifahamu Sheria ya Ajira na Mahusiano kazini? 

i) Ndiyo 

ii) Hapana 

3.4 Je umewahi kuhudhuria mafunzo ya Sheria ya Ajira na Mahusiano kazini? 

i) Ndiyo  
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ii) Hapana. 

3.5 Kama jibu lako hapo juu ni NDIYO, je umehudhuria mafunzo hayo mara     

ngapi?.................................................................................................. 

 

3.6. Je ni lini umehudhuria mafunzo hayo mara ya mwisho ?..................................         

 

3.7. Je kwa maoni yako, Wafanyakazi  katika kituo chako cha kazi wanailewa sheria 

ya Ajira na Mahusiano kazini ? 

i)  Ndiyo 

ii) Hapana 

3.8. Je Chama cha Wafanyakazi kinawasaidiaje wanachama wake (wafanyakazi) 

katika kuifahamu sheria ya Ajira na Mahusiano kazini? 

..................................................................................................................................

.................................................................................................................................. 

3.9. Kwa ujumla, unaeleza nini kuhusu hali ya utii ya sheria ya ajira  na mahusiano 

kazini na  taratibu nyingine za  kazi miongoni mwa baadhi ya wafanyakazi katika 

kituo chakao cha kazi. 

i) Mbaya sana 

              ii) Mbaya 

              iii) Nzuri  

xii) Nzuri sana. 

3.10. Kutokana na jibu lako hapo juu, nini sababu ya hali hiyo? 

..................................................................................................................................

..................................................................................................................................

.. 
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4. SEHEMU YA NNE.  

 CHANGAMOTO ZINAZOKIKABILI CHAMA CHA WAFANYAKAZI 

SEHEMU YA KAZI 

4.1.  Kwa maoni yako, hali ya mahusiano kati ya Chama cha Wafanyakazi na 

Uongozi      

         katika kituo chako cha  kazi ikoje ? 

         i) Nzuri 

         ii) Mbaya 

4.2.Je kwa kiasi gani Wafanyakazi wanashirishwa katika kutayarisha mipango ya 

kazi na sera za Shirika. 

i).Hawashirikishwi kabisa  

ii) Kwa kiasi kidogo sana 

iii) Kwa kiasi kikubwa 

iv) Kwa kiasi kikubwa sana 

4.3. Kama wanashirikishwa, ni kwa namna gani wafanyakazi wanashirikishwa 

katika kutayarisha mipango  ya kazi za Shirika. 

........................................................................................................................................

........................................................................................................................................

4.4. Je  kwa kiasi gani viongozi wa Chama cha Wafanyakazi wanashirikishwa katika 

kutayarisha Mipamgo ya kazi za Shirika 

i).Hawashirikishwi kabisa  

ii) Kwa kiasi kidogo sana 

iii) Kwa kiasi kikubwa 

iv) Kwa kiasi kikubwa sana 
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4.5. Je unadhani kuna umuhimu wowote wa wafanyakazi /Chama cha wafanyakazi 

mahala pa kazi kushirishwa katika utayarishaji wa Mipango ya kazi za Shirikai? 

i) Ndiyo 

ii) Hapana 

4.6. Toa sababu za jibu lako hapo juu. 

........................................................................................................................................

........................................................................................................................................

4.7 Je kwa kiasi gani Chama cha Wafanyakzi katika kituo chako cha kazi kinasaidia 

katika kuhakikisha wafanyakzi  wenye migororo ya kikazi wanatendewa haki katika  

mchakato mzima wa utatuzi wa mgogoro baina ya mfanyakazi husika na Uongozi? 

            i) Kwa kiasi kidogo sana 

     ii) Kwa kiasi kidogo 

           iii) Kwa kiasi kikubwa 

           iv) Kwa kiasi kikubwa sana 

4.8. Kwa maoni yako, nini madhahara ya  migogro itokanayo na ukiukwaji wa 

Sheria na taratibu za kazi miongoni mwa baadhi ya wafanyakazi? 

........................................................................................................................................

........................................................................................................................................

.......... 

4.9 .Ni chanagamoto gani Chama cha wafanyakazi katika kituo chako cha 

kinakabiliana nazo katika kutatua migogoro ya kikazi katika kituo chako cha kazi? 

 

i) Uwelewa mdogo wa Sheria ya Ajira na mahusiano kazini miongoni mwa 

baadhi ya wafanyakazi.. 
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ii) Uwelewa mdogo wa Sheria ya Ajira na mahusiano kazini miongoni mwa 

baadhi ya Maafisa Rasilimali Watu.. 

iii) Uwelewa mdogo wa Sheria ya Ajira na mahusiano kazini miongoni mwa 

baadhi ya viongozi wa Chama cha Wafanyakazi 

iv) Wafanyakazi kutoshirikishwa katika kutayarisha mipango ya kazi za 

Shirika. 

v) Kutoshirikishwa kwa Chama cha wafanyakazi katika mchakato wa 

utayarishaji wa Mipango ya kazi za Shirika.      

vi) Uwezo mdogo wa kifedha kwa upande wa Chama cha wafanyakazi. 

vii) Changamoto nyingine (Tafadhali zitaje). 

……………………………………………………………………………………

……………………………………………………………………………………

…… 

4.10. Kwa maoni yako, nini kifanyike ili kukabiliana na changamoto hizo hapo juu? 

 i)  Kutoa elimu  kwa wafanyakazi, viongozi wa menejiment, na viongozi wa 

Chama  

    cha wafanyakazi  kuhusu Sheria ya Ajira na Mahusiano kazini  

iv) Wafanyakazi washirikishwe katika kutayarisha mipango ya Kazi na Sera za 

     Rasilimali Watu ndani ya Shirika 

v) Chama cha Wafanyakazi kishirikishwe katika kutayarisha mipango ya kazi na  

     Sera za Raslimali Watu ndani ya Shirika  

vi) Uwezo wa Kifedha wa Chama cha wafanyakazi uimarishwe/ uboreshwe ili 

kukiwezessha kugharamia mipango na shughuli mbalimbali za kichama. 

vii)     Hatua nyingine (Tafadhali zitaje). 
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……………………………………………………………………………………

………………………………………………………………………………… 

Appendix (iv) 

DODOSO KWA AJILI VIONGOZI WA KAMATI TEULE TUICO 

TANESCO  

 

Ndugu, 

Ili kufanya utafiti kuhusu changamoto ambazo Vyama vya wafanyakazi 

wanazopambana nazo katika kutatua migogoro ya kikazi sehemu za kazi, 

tungependa kupata maoni yako kuhusu changamoto hizo na jinsi Chama cha 

Wafanyakazi TUICO kinavyokabiliana nazo. Hivyo basi ili kufanikisha utafiti huu, 

tafadhali unaombwa kujibu maswali yafuatayo. Napenda kukuhakikishia kwamba 

majibu yako ni kwa ajili ya taaluma na ni siri kati yako na mtafiti tu. Hulazimiki 

kutaja jina lako. 

Taarifa yako ya Jumla 

1.1 Idara Unayofanyia kazi (Weka alama ya V ) 

xiii) Ufundi 

xiv) Fedha 

xv) Bohari/Manunuzi 

xvi) Rasilimali Watu 

xvii) Idara nyingine ( Itaje) 

1.2.Cheo chako................................................................ 

1.3 Umri wako 
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Umri (miaka) 18-35 36-45 46-55 >55 

Weka alama V     

 

1.4 Hali ya Ndoa. 

Hali ya Ndoa Kapera Ameoa/Olewa Wametengana Mjane 

Weka alama V     

 

1.4.Muda wako wa  Utumishi katika Shirika. (kwa miaka). 

1 -5 6 - 10 11 – 15  16 - 20  21 – 25  26 – 30  > 30 

       

 

1.6. Kiwango cha Elimu (weka alama V) 

Msingi Sekondari Stashahada Shahada ya kwanza Shahada ya Juu 

     

 

1.7 Kituo chako cha kazi............................................................ 

1.8. Nafasi yako katika kamati Teule ya Tuico Tanesco ( Weka alama V) 

i) Mwenyekiti 

ii) Katibu 

iii) Katibu Msaidizi 

iv) Mjumbe 

v). Nafasi nyingine (Itaje)………………………………. 

1.9. Una muda gani tangu uingie katika kamati teule ya TUICO TANESCO  

      (miaka)................... 
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SEHEMU YA PILI  

SABABU ZA MIGOGORO KATIKA SEHEMU ZA KAZI 

2.1. Je  unadhani migogoro ya kikazi katika sehemu ya kazi inaweza kuepukika? 

i). Ndiyo 

ii). Hapana 

2.2  Kwa maoni yako, nini chanzo/ sababu ya migogro ya kikazi katika sehemu ya 

kazi  

      katika Shirika la Tanezsco 

i) Maslahi duni kwa wafanyakazi 

ii).Mazingira ya kazi yasiyofaa. 

iii). Wafanyakazi kutopewa haki zao wanazostahili 

iv). Uelewa mdogo wa Sheria ya Ajira na Mahusiano Kazini miongoni mwa baadhi  

     ya wafanyakazi 

v)   Uelewa mdogo wa Sheria ya Ajira na Mahusiano kazini miongoni mwa baadhi 

ya  

      Viongozi wa Chama cha  wafanyakazi. 

v). Uelewa mdogo wa Sheria ya Ajira na Mahusiano kazini miongoni mwa baadhi 

ya   

     Viongozi wa Menejimenti 

vi). Ukiuwaji wa sheria ya ajira na mahusiano kazini na taratibu nyingine za kazi   

  miongoni mwa baadhi ya wafanyakazi 

vii).Sababu nyingine  (zitaje)…………………………………………………….. 
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SEHEMU YA TATU 

3. UELEWA KUHUSU MAJUKUMU YA KAMATI TEULE TUICO TANESC O 

NA SHERIA YA AJIRA NA MAHUSIANO KAZINI. 

 

.3.1. Je Unayafahamu  majukumu ya Kamati Teule ya TUICO – TANESCO ? 

i) Ndiyo 

ii). Hapana 

3.2. Kama jibu ni NDIYO, taja angalau matatu. 

........................................................................................................................................

........................................................................................................................................

......... 

3.3.  Kwa maoni yako, ni kwa kiasi gani Kamati teule ya TUICO TANESCO, 

imeweza  

    kutekeleza majukumu yake (Weka alama V) 

i) Kwa kiasi kidogo sana. 

ii) Kwa kiasi kidogo 

iii) Kwa kiasi Kikubwa 

iii) Kwa kiasi kikubwa sana. 

3.4. Umewahi kuhudhuria mafunzo ya Sheria ya Ajira na Mahusiano kazini?  

(WekaV )       

 i) Ndiyo 

ii) Hapana 

 3.5.  Kama jibu la swali la 5 hapo juu ni Ndiyo, je umehudhuria mafunzo hayo mara 

ngapi? ................................................................ 

3.6.  Je lini ulihudhuria mafunzo hayo mara ya mwisho.............................................. 
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3.7. Kwa maoni yako wafanyakazi wa Tanesco wanailewa Sheria ya Ajira na 

Mahusiano kazini? 

i). Ndiyo 

ii). Hapana. 

3.8. Je Kamati teule ya TUICO – TANESCO inawasaidiaje wafanyakazi wa 

TANESCO kuielewa Sheria ya Ajira na mahusiano kazini. 

........................................................................................................................................

........................................................................................................................................

.. 

3.9. Kwa ujumla, unaeleza nini kuhusu hali ya utii ya sheria ya ajira  na mahusiano 

kazini na  taratibu nyingine za  kazi miongoni mwa baadhi ya wafanyakazi katika 

kituo chakao cha kazi. 

i) Mbaya sana 

              ii) Mbaya 

              iii) Nzuri  

xviii)   Nzuri sana. 

3.10. Kutokana na jibu lako hapo juu, nini sababu ya hali hiyo? 

..................................................................................................................................

..... 

SEHEMU YA NNE 

4. CHANGAMOTO ZINAZOKIKABILI CHAMA CHA WAFANYAKAZI 

KATIKA KUTATUA MIGOGORO YA KAZI MAHALA PA KAZI. 

4.1. Nini maoni yako kuhusu hali ya mahusiano kati ya Uongozi wa juu wa Shirika 

na Kamati teule? (Weka alama V) 

i) Mbaya  
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ii) Nzuri 

 4.2. Je unadhani kuna umuhimu wowote wa wafanyakazi /chama cha wafanyakazi 

mahala pa kazi kushirikishwa katika utayarishaji wa mipango ya kazi na sera za 

Shirika 

i) Ndiyo 

ii) Hapana     

4.3. Toa sababu za jibu lako kwenye swali la 4.2. hapo juu. 

........................................................................................................................................

........................................................................................................................................

.. 

4.4. Je ni kwa kiasi gani wafanyakazi wanashirikishwa katika kutayarisha mipango 

ya kazi na sera za Shirika ? 

i)  Hawashirikishwi kabisa 

ii) Kwa kiasi kidogo sana 

iii) Kwa kiasi kikubwa  

iv)Kwa kisi kikubwa sana 

4.5 Kama wanashirikishwa, ni kwa namna wafanyakazi wanashirikishwa katika 

kutayarisha mipangoya kazi na sera za Shirika. 

……………………………………………………………………………………

…………………………………………………………………………………… 

4.6 Je Kamati Teule –TUICO TANESCO inashirikishwa katika katika 

ktayarisha mipango ya kazi za na sera  shirika ? 

i) Ndiyo 

ii) Hapana 
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4.7 Je ni kwa namna gani Kamati teule inashirikishwa katika kutayarisha mipango 

ya  

      kazi  na sera za Shirika.  (Toa maelezo) 

..................................................................................................................................

..................................................................................................................................

.. 

4.8 Je ni kwa kiasi gani Kamati teule inasaidia katika kuhakikisha kwamba 

wafanyakazi wenye migogoro ya kikazi wanatendewa haki katika mchakato 

mzima wa utatuzi wa mgogoro baina ya mfanyakazi na uongozi? 

i) Kwa kiasi kidogo sana 

ii) Kwa kiasi kidogo 

iii) Kwa kiasi kikubwa  

iv) Kwa kiasi kikubwa sana. 

4.9. Kwa maoni yako, nini madhara  ya migogoro itakanayo ukiukwaji wa sheria 

na taratibu za kazi miongoni mwa baadhi ya wafanyakazi? 

.................................................................................................................................. 

4.10. chanagamoto gani ambazo KamatiTeule inakabiliana nazo katika kutatua 

migogoro ya kikazi? 

i). Uwelewa mdogo wa Sheria ya Ajira na mahusiano kazini miongoni mwa 

baadhi ya  

  wafanyakazi.. 

ii).Uwelewa mdogo wa Sheria ya Ajira na mahusiano kazini miongoni mwa 

baadhi ya Maafisa Rasilimali Watu.. 

iii). Uwelewa mdogo wa Sheria ya Ajira na mahusiano kazini miongoni mwa 

baadhi    
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      ya viongozi wa Chama cha Wafanyakazi 

     iv).Wafanyakazi kutoshirikishwa katika kutayarisha mipango ya kazi za Shirika. 

v). Kutoshirikishwa kwa Chama cha wafanyakazi katika mchakato wa 

utayarishaji wa  mipango ya kazi za Shirika.      

vi)Uwezo mdogo wa kifedha kwa upande wa Chama cha wafanyakazi. 

vii). Changamoto nyingine (Tafadhali zitaje). 

........................................................................................................................................

........................................................................................................................................ 

4.11. Kwa maoni yako, nini kifanyike ili kukabiliana na changamoto hizo hapo 

juu? 

 i)  Kutoa elimu  kwa wafanyakazi, viongozi wa menejiment, na viongozi wa 

Chama  

    cha wafanyakazi  kuhusu Sheria ya Ajira na Mahusiano kazini  

ii) Wafanyakazi washirikishwe katika kutayarisha mipango ya Kazi na Sera za 

     Rasilimali Watu ndani ya Shirika 

iii) Chama cha Wafanyakazi kishirikishwe katika kutayarisha mipango ya kazi 

na  

     Sera za Raslimali Watu ndani ya Shirika  

iv) Uwezo wa Kifedha wa Chama cha wafanyakazi uimarishwe/ uboreshwe ili 

kukiwezessha kugharamia mipango na shughuli mbalimbali za kichama. 

v)     Hatua nyingine (Tafadhali zitaje). 

……………………………………………………………………………………

…………………………………………………………………………………… 

 

 



117 

 

APPENDIX (V)  

Focus group guide for TANESCO HR department officers (SMHR, MELR & 

PIRO), trade union leaders and special negotiation committee members. 

1. In your opinion would you say that workplace disputes are inevitable? 

2. What should be done to minimize/eliminate trade disputes at your place of works 

3. What are the possible causes of trade disputes at places of work 

4. Have you ever heard Employment and Labour Relations Act? 

5 Have you ever attended any training related to Employment and Labour Relations 

Act? 

6. Are you a member the TANESCO recognized trade Union (TUICO) 

7. What are the roles of the trade union at the place of work ( Mention at least three) 

8. In your opinion do you think TUICO fulfills its objectives? 

9. What are the roles of trade union in dispute settlement at the place of work 

10. In your opinion, do you think the TUICO is accorded due recognition and 

cooperation in by TANESCO Management in dispute settlement process and 

negotiations on matters of interest to employees? 

11. Does TUICO participate in corporate planning process? If yes, how does it 

Participate? 

12. Does TANESCO Management provide any financial support for TUICO 

activities? 

13. Do you think Tanesco Management is doing its best to prevent labour disputes 

within TANESCO? 

14. What are the challenges facing trade unions (TUICO) in settling disputes at 

places of work in Tanesco. 

15. In your opinion, what should be done deal with the identified challenges? 
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APPENDIX (VI)  

INTERVIEW GUIDE FOR EMPLOYEES 

1. In your opinion would you say that workplace disputes are inevitable? 

2. What should be done to minimize/eliminate trade disputes at your place of works 

3. What are the possible causes of trade disputes at places of work 

4. Have you ever heard about the Employment and Labour Relations Act? 

5. Have you ever attended any training related to Employment and Labour Relations 

Act? 

6. Does employees attend training related to Employment and Labour Relation Act? 

7. In your opinion do employees understand the Employment and Labour Relation 

Act? 

8. Are you aware of the existence of a trade union branch at your place of work? 

9. What are the roles of the trade union at the place of work (mention at least three). 

10. In your opinion do you think TUICO fulfills its objectives? 

11. What are the roles of trade union in dispute settlement at the place of work? 

12. Does TUICO participate in corporate planning process? If yes, how does it 

participate? 

13. Does TANESCO Management provide any financial support for TUICO 

activities? 

14. Do you think Tanesco Management is doing its best to prevent labour disputes 

within TANESCO? 

15. What are the challenges facing trade unions (TUICO) in settling disputes at 

places of   work in Tanesco. 

16. In your opinion, what should be done deal with the identified challenges? 

 


