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ABSTRACT

Harmonious relationship between management andes®rkust exist if the company
is to meet its corporate objectives. Harmoniolatianship ensures industrial peace,
avoid strike, lock out and increase production. KRk no exceptional. It is in the

interest of both the workers and management thaid gadustrial relations are

maintained. Society as a whole is also benefit&bod human relation creates an
atmosphere in which positive attitude and motivatdevelop. Such good relation
must exist among management and group of workemnenhand and management

and individual workers on the other.

The purpose of this study was to determine theofaaffecting industrial relations at
KPLC. Case study design was used since the popnlafithe study was small. The
study used questionnaire to collect data from éspondents. The data was analyzed
using descriptive statistics. Findings were intergd and inferences made and
presented using tables. The objective of the stay to establish the factors that
affect industrial relations at KPLC. The study fduwut that the major factor affecting
industrial relations was economic satisfactiont workers. Other factors included
negotiation skills of the management and union esgntatives, the trade union,
attitude of both management and workers, social psythological satisfaction,
education background of the workers and publicgyoéind legislation. The study
also found out that the respondents were satigfistdmost of the industrial relations
processes apart from the dispute handling procedtee role of government in

enhancing industrial relations issues and trainingdustrial relations issues.
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CHAPTER I: INTRODUCTION

11 Background of the Study

In today’s business world competition is the nanieth® game. Quality and

productivity are the critical improved areas whe&@mpanies can improve their
competitive edge. To attain this, however, theyniust work out a cooperative and
harmonious relationship between partners in pradonct workers and managers.
The term of the working relationship must be dedirend settled by collective
bargaining with each other. Healthy companies wititivated and cooperative work
forces survive and have a chance to overcome catopet Unhealthy firms with

internal, debilitating conflicts between labour andnagement can lag behind a fall

by the wayside (Aswathappa, 2005).

In the industrial field, people are concerned wathe another as employers and
employees, supervisors, workers, managers’ etahelfworkers are to work whole

heartedly, they must be satisfied. Good industrddtion is necessary to ensure
industrial peace to avoid strike, lock-out and ioréase production. For this, it is
necessary that workers are treated as human bambseot as machines. They have
their thoughts, feelings and emotions which musptmperly understood to help the
management to deal with the problems of workersengdfectively. It is in the

interest of both the workers and management thaid gadustrial relations are

maintained. Society as a whole is also benefit€hod human relation in industry
creates an atmosphere in which positive attituderaativations develop. Such good
relation must exist among management and group arkevs on one hand and

management and ‘individual’ workers on the otheerfda, 1999).

1.1.1 Industrial Relations

Industrial relations is the study of the relatiapshetween an organization and its
employees. The relationship covers a whole rangecadtective and individual
interactions and communication between employerd amployees. He further
explained industrial relations as a process by wieimployees and employers adjust

to the needs and wants of each other. Generatlysinial relations are important to



organizations because they provide for industre&xhdcracy by giving workers an
opportunity to express themselves. Procedures afsmble management of the
organizations to identify trouble spots and proldewithin the organization and

hence they provide for workers protest and an avdéounegotiation (Maund, 1997).

Essentially industrial relation is concerned while telationship between management
and workers and the role of regulatory mechanisnesolving any industrial dispute.
A formal description is concerned with the systemues and procedures used by
unions and employers to determine the reward ftorteeind other conditions of
employment, to protect the interests of the emploged their employers and to
regulate the ways in which employers treat emplsye®pecifically industrial
relations cover the following areas; collectivedazaning, role of management, union
and Government, machinery for resolution of indasttisputes, individual grievance
and disciplinary policy and practice, labour legigin and industrial relations training
(Aswathappa, 2005).

According to Graham & Bennett (1995) industrialatelns refers to all rules,
practices and conventions governing interactionsvéen management and their
workforces, normally involving collective employeepresentation and bargaining.
The rules of Industrial Relations procedures faitlisg wages and conditions of
work, resolving disputes and dealing with conflicésd for implementing a wide
range of grievance and disciplinary processes. Atieg to Verma (1999) industrial
relation is that aspect of the management, whickisdeith the man power of the
industry. The manpower includes all the workergerators and managers. He
continues to say cordial and peaceful relations raghly essential for increasing
production and economic growth of the industry.oiHabour relations in the industry
are responsible for troubles like strikes, protegjfitations, frustrations and labour
turnover. The nature of the relationship that tsxisetween an employer and
employees in an organization is referred to asuabelations or industrial relations
(Nzuve, 1997). A labour relation covers three sreelations between managers and
individual employees, the collective relations bedw employers and labour unions,
trade unions and the role of government in the leggun of the two above (Nzuve,
1997).



1.1.2 Factors affecting Industrial Relations

Social and psychological urges of workers affedustrial relations. It was felt long
back that man does not exist by bread alone. regessary to develop a supportive
climate around social and psychological rewardsetoployees. Workers are
interested in participating in managerial decisjagygesting some fruitful changes
in organizations, helping in redressal of grievandeb enrichment and two way
communications. Workers derive satisfaction frorasth schemes. For maintaining
sound industrial relations it is necessary for ngamaent to identify the social and

psychological needs of workers and try to fulfiésle needs (Saleeemi, 1997).

Existence of an enlightened and strong trade ugaes a long way in maintaining

smooth industrial relations. Trade unions memipersuade workers to increase the
productivity and force management to pay higher esags a reward to increased
productivity. Through collective bargaining a teadnion can prevent strikes and
lockouts. Industrial relations would be good onlfem both the management and
trade unions have equally powerful negotiating Iskil Generally speaking, well

trained and experienced negotiators, who act asdgebbetween management and
trade unions, would be helpful in creating a bariya atmosphere conducive to just
and equitable agreement between management ardunéohs. In a sharp contrast,
an inexperienced and ill trained negotiator wouldilsthe relations between labour
and management because he would not understandctdhettive bargaining is a

difficult human activity affecting the emotions @&@mployees and management.
Collective bargaining is not a trick or gimmickt rhust be carefully exercised by
competent people and top notch executives. Bdibuiaand management should
have empathy and they should live in others shdgsth should acknowledge the
existing legal obligations and should avoid a tewgeto make a mountain of a mole

hill. Then only sound industrial relations previaitthe enterprise (Saleeemi, 1997).

Industrial relations are a function of employer,pboyee and government policy and
regulation Governmentactively intervenes in management-union relatiqusHy
enacting labour laws and emphasizing the corposatgal responsibility. By so
intervening, the state is helping the corporatittnsheck their capricious managerial

actions on the one hand and helps the companylungoproblems about labour



force before they become emergencies. Labour émasted by the state would also
provide a formalized mean to the labour as welleasployers to release their
emotional dissatisfaction convening wages and itnes as well as working
conditions. Indiscriminately, all organizationsoskd follow labour laws.When
workers are reasonably educated, it becomes vesy &&x the management to
convince them about the corporate goals and metitta¢ workers towards these
goals. Unfortunately, in Kenya workers are illger in general (rank & file workers)
and perhaps that is the reason why labour unrésgiisand industrial relations poor.
Uneducated employees fall prey to the outside tuaien leaders who have their own
axe to grind, and trouble the organizations in \Whieey are working. Better worker

education results in sound industrial relationdg&ami, 1997).

1.1.3 Kenya Power & Lighting Company (KPLC)

The Kenya Electricity Supply Industry (ESI) is ookthe sub-sectors in the energy
sector over which the Ministry of Energy (MoE) ecises oversight on behalf of the
Government of Kenya. The principal operators ia BESI are the Kenya Electricity
Generating Company (KenGen) which accounts forectos80% of generation, the
balance being provided by five (5) Independent RoReducers (IPPs) namely
Iberafrica Power (EA) Ltd, Tsavo Power Company L@Power4 Inc and Mumias
Sugar Company Ltd and Rabai Power Ltd. The KenyaelP@and Lighting Company
is responsible for transmission, distribution amthit supply of electrical energy to
end users. KPLC purchases power in bulk from Ken@ed the IPPs through
bilateral contracts or Power Purchase AgreemenBAgP approved by Energy
Regulatory Commission. Under the Energy Act, MoEeisponsible for formulation
and articulation of policies through which it prdes an enabling environment to all

operators and other stakeholders in the energgrsect

The Energy Regulatory Commission (ERC) was estadatisn 2007 under the Act as
an autonomous, independent energy sector regulaiitr powers to formulate

licensing procedures, issue licenses and permmitke recommendations for the
necessary regulations to be issued by the Minisegmulate, enforce and review
environmental, health, safety and quality codes staddards; set, review and adjust

electric power tariffs; approve power purchase armawork service contracts;



examine and approve meters, investigate complagtiseen parties, accredit energy
auditors, ensure competition, collect and maingergy data, protect stakeholders
interests and prepare an indicative national enplay. Other players in the ESI are
the Rural Electrification Authority (REA) mandatemupdate the rural electrification
master plan, implement the rural electrificatiomgmramme and promote the use of
renewable energy sources; the Geothermal Develdp@empany (GDC) formed in
2009 for the purpose of exploiting the hugely uptgp geothermal energy potential
and the Kenya Electricity Transmission Company (RATO) also formed in 2009

to develop new transmission lines.

KPLC is a limited liability company which transmitistributes and retails electricity
to customers throughout Kenya. KPLC is a publimpany and is listed at the
Nairobi Stock Exchange (NSE). KPLC is committed pividing high quality
customer service by efficiently transmitting andtdbuting high quality electricity
that is safe, adequate and reliable at cost effeddrrifs. The Board, Management
and staff of KPLC are committed to effective implmation and continual
improvement of the quality management systemsdabatplies with 1ISO 9001:2008
in order to consistently meet its customers an@rostakeholder’s requirements and

expectations.

The head office of KPLC is at Stima Plaza on Kolalead, Nairobi. The company’s
main functions are carried out under various davisi KPLC has 10 distinct divisions
carrying out different tasks namely Managing Dicest Distribution; Energy
Transmission; Information Technology and Telecomitations; Finance; Human
Resource and Administration; Planning Research Bedormance Monitoring;
Commercial Services; Suppplies, Stores & Transpod Company Secretary. In
addition KPLC is divided into four main regions nalgnNairobi, Coast, Mt. Kenya
and Western Kenya regions all of which are mandgedegional managersAt
KPLC, Union is fully recognized for the purpose aifllective bargaining. Pay and
conditions of employment are jointly agreed betwdenManagement and the Trade
Union for those who are union represented. KPLE &dotal of 7,279 employees.
2,317 of them are management employees wherea® Hpethem are union

employees. The union employees are representedttade union known as Kenya



Electrical Trade & Allied Workers Union (KETAWU).Management and Union
representatives meet after every two years so agree on pay and conditions of

work for the following two years.

1.2  Statement of the problem

Over the last decade, human relations concerns hateremained static, new

challenges have emerged, increasing the importaingederstanding human relations
at work. Four major issues now in the forefrore¢ aranaging knowledge workers,

managing diversity, addressing ethics and socgaesibility concerns and adapting
to international and cultural changes (Hodgetts €gét, 2005). In the fast changing

social environment and industrial set up it is sseey that industrial relations are

properly understood and given their proper placertsure peace and harmony in the
industry and to enhance industrial productivity fbe good health of the country

(Verma, 1999).

Most of the employees are union represented at KB any industrial action will
have adverse effect to the company as well as thieeecountry, since it is a
monopoly organization. The management and unigmesentatives must strive
towards maintaining industrial peace if they arat¢bieve the organization objective
of providing high quality customer service by efiatly transmitting and distributing
high quality electricity. Sound industrial relatios important to ensure industrial
peace, increase production, create an atmosphekehich positive attitude and
motivation develop. Sound industrial relations temhiance employees’ productivity
and commitment. For the last three years therenbadeen any industrial action at
KPLC, this can be attributed to certain conditiarsfactors and this study will

investigate the factors that affect industrial tielas at KPLC.

Studies done in the area of industrial relatiortduithe the following: A survey done
by Njihia (2002) on women participation in tradeams in Kenya found out that
69.41% of women members rated the presentatiossoies affecting women by the
trade union as very poor; Moraa (2006) who studheal strategies used by trade
unions in negotiating with the employers in Kenyaurfd out that negotiations

between Management and the Unions fail becausshbp stewards who represent



the employees are not fully equiped to do so; Mac{®003) looked at analysis of
women'’s participation in Trade Union leadership &mahd out that women in Kenya
trade unions are not involved in policy making whitas resulted to disparities in the
content and style of collective bargaining. A syrvdone by Kibet (2009) on
promoting industrial peace and management withoua unions through training
and development of the trade union officials (aseasment of Kenya Power and
Lighting Company Limited found out that the levéltmining and development of
trade union officials was still very low; Atandi@@3) looked at involvement of trade
unions in the application of performance managerpesgramme and found out that
Union is not fully committed to this implementatiosther studies include; Waweru
(1975) studied the development of personnel andisin@l relations in Kenya,
Kiranga (1975) looked at employee relations inipalar firms in Kenya, Byaruhanga
(1981) analyzed trade unions organization througktumly of National of trade
unions, K'obonyo (1981) looked at trade unionisnKenya: a study of the Railway
African Union (Kenya), Barasa (1982) studied thedhand the scope for accounting

information disclosure in collective bargainingkienya.

However, a review of literature showed that no gthéd been done on factors
affecting industrial relations at Kenya Power & himpg Company Limited. It was
thus important to investigate factors affectingusidial relations and therefore this
study attempted to fill this gap.

1.3  Objective of the Study

The objective of the study was to determine théofacaffecting industrial relations in

Kenya Power & Lighting Company Limited.

1.4  Significance of the study

The study explored the factors affecting industrédtions at KPLC. This study was
of importance to the Management of Kenya Power ghting Company Limited as it
provided information on how they can enhance gomtlistrial relations by dealing
with the factors that affect industrial relatio@ound industrial relations would result

to improvement in performance and productivity wipoyees.



It would also benefit Management and Union of otbeganizations as it provided
insight on some of the factors that affect indastrelations in organizations. This
would then help the organizations to maintain imdalspeace which is important for
them to accomplish corporate objectives. Scholdss &ound it important as it
increased the body of knowledge in the area ofstréal relations and also identified

gaps for further studies.



CHAPTER II: LITERATURE REVIEW

2.1 Industrial Relations

A major problem in any organization is to providenditions for good labour

relations. In some cases, managers may be ledndev whether they should give in
to a strike and whether they really need a uniBmery organization should strive to
induce good labour relations and ensure indugheéglce by avoiding labour unrest
such as strikes, work stoppages, boycotts and ldsk@Nzuve, 1997). Industrial

relationship is governed by a complex mix of indival and collective agreements,
implicit and explicit understandings, rights andigdtions enshrined in legal statues
and that other influences such as culture and dhenbe of power apply to it too. The
term industrial relations mean the collective relaship between employees and
management in an organization. The term industetdtions is referred to by

Armstrong (1997) as a system or web of rules remgamployment and the way in
which people behave at work. Industrial relatiehsoncerned with development,
negotiations, applications of formal systems whioblude rules, procedures that
govern collective bargaining, handling of disputes grievances, disciplinary

procedures and health and safety regulations amibregs.

Harrison (2001) views industrial relations as ateraction between employers and
the workforce in which collective behaviour is chahed through the working of
trade unions. Therefore, industrial relation regsiiemployers and trade unions to
work collectively with each other through colle&ibargaining procedural, norms,
consultation and consideration. Industrial relagisystem in Kenya are governed and
regulated by the trade disputes Act Cap 234 lawsesfya. The act set out policies
on industrial relations system and specifically emsvissues related to trade unions,
employees and employers respectively.

Essentially industrial relation is concerned whie telationship between management
and workers and the role of regulatory mechanisnesolving any industrial dispute.
A formal description is concerned with the systemues and procedures used by
unions and employers to determine the reward féorteind other conditions of

employment, to protect the interests of the emmloged their employers and to



regulate the ways in which employers treat emplsye®pecifically industrial
relations cover the following areas; collectivedazaning, role of management, union
and Government, machinery for resolution of indasttisputes, individual grievance
and disciplinary policy and practice, labour legigln and industrial relations training
(Aswathappa, 2005).

The scope of industrial relations is quite wideheTnain issues involved in industrial
relations include; grievances and their redressabrkers participation in
management, ethical code and discipline, colledisveaining and machinery for the
settlement of industrial disputes. According to rirggton (1998) a grievance is a
work related complain, discontents or dissatistactiexpressed openly by an
individual employee or a group of workers. It asideom anything that a worker
thinks, believes, feels or imagines being unfaine@nces can emanate from poor
relationship between workers and the managemenh wieekers feel they are not
treated fairly. It can on the other hand be causefdroblems associated with human
nature and the personal characteristics of the everland supervisors. Generally,
workers grievances are based on alleged violatibrexasting rights or unfair
treatment of workers by management. A well esthblisand properly administered
system for the timely and satisfactory redressamployees’ grievances is helpful in
improving industrial relations. It provides an @ttfor tensions and frustrations of
workers (Gupta, 1996).

A code of discipline if properly adhered to and ydx by both parties will help to
avoid unilateral and violent actions on either sidd thus improve industrial relations
(Gupta, 1996). Discipline is the regulation of lammactivity to produce controlled
performance. It is the action taken by manageenforce the organizational expected
standards and rules. According to Stewart (2008)rttain purpose of disciplinary
procedures is to encourage employees whose standamlork is unsatisfactory to
improve. Therefore, disciplinary procedures are about correcting behaviour.
Collective bargaining is a joint regulation of adies between employers and trade
unions. It is therefore concerned with rules the¢ @intly made together and
administered together. Chamberian (1997) defindiéatove bargaining as a process
of contracting for the sale of labour that is iefs terms and conditions of work.

Generally, collective bargaining is a process ajatiation about working conditions

10



and terms of employment between employer and eraplayrganization. It is a
discussion forum related to labour problems thaeddly of indirectly affects

industrial relations.

Disputes handling mechanisms are provided by tled Dispute Act Cap 234 laws
of Kenya. According to Trade Dispute Act Sectiora4]ispute can be reported to the
Minister of Labour on behalf of or by any party k¥t the dispute e.g. unions and
employers. The dispute must be in written formnsdyby the General Secretary and
sufficient copies given to the parties involvedtire dispute (Wayne, 2000). The
procedures of handling trade disputes are provideth the laws of Kenya and hence
the machinery must be adhered to by the partiesezord. Where workers are on go
slow or strike this is a sign of labour unrest/ptatvour relations. Disputes affect

industrial relations in the workplace.

2.2 Structure of Industrial Relations in Kenya

Several parties are involved in the industrial trefes system. The main parties are
employers and their associations, employees and uh@éns and the Government.
Federation of Kenya Employers (FKE) is the onlyogtzed representative of
employers by the Kenya Government. Its principgkeoiives are to promote good
industrial relations between employers and tradens) to encourage fair labour
practices amongst employers, to provide a forum donsultation between and
amongst members; to collect, collate and circulatermation and statistics and

advise members on their rights and obligations mpleyment matters; to initiate,

promote and support legislative measures whicHile® to benefit employers’ and

to present, advocate and defend the interests plogiers (Armstrong, 1997).

A trade union is an association created mainly ther purpose of protecting and
advancing the member’s economic interests in cdiorewith their daily work (Cole,

1995). Itis also a continuous association ofaeers for the purpose of maintaining
and improving the conditions of their work lives ¢b, 1980). The essential
characteristics of trade unions are that they atentary association of workers and
(employees): permanent in nature and not tempananasual; formed for collective

action by the workers to strengthen their bargaimgiower vis-a vis their employers;

11



and they changes with changes in socio-econondel End political environment if
they are to serve purpose to protect and promatectimmon interest of their
members. Trade unions are instruments of indlisieanocracy, cooperation, the
political system and socialism. They are rootethi#m economic, social and political
interests of the workers. They are considered doirstitutions experimenting
industrial democracy for the benefit of the workirigss. The element of cooperation
among workers with employers, government and atberpeting groups, is designed
to eliminate exploitation of the workers. Througbrkers participation in industry,

trade unions may help in the promotion of social(dhutua, 1998).

The Central and State Government evolve, influeamoé regulate relations through
laws, rules, agreement, awards of courts, execwtiw financial machinery. The
Government has played on increasing role in indlstelations in part by becoming
the biggest employer and partly by regulating wogkiconditions in the private
sector. The industrial court was established utiueTrade Dispute Act. Cap 234 of
the laws of Kenya and its main objective is theleetent of trade disputes which
have not been settled between the employer andrtipdoyees. The industrial court
is empowered to make awards to the aggrieved marparties. The award is final
and there is no provision for appeal and the dewssiare binding. When making
decisions the court take into consideration theonat economic conditions, the
financial position of the employer(s) and the eript Collective Bargaining

Agreement (CBA) (Armstrong, 1997)

2.3 Factors Affecting Industrial Relations

According to Armstrong (1997) improvements to thdustrial relations climate can
be attained by developing fair employee relatiomdicigs and procedures and
implementing them consistently; line managers aaht leaders who are largely
responsible for the day-to-day conduct of employe&gions need to be educated and
trained on the approaches they should adopt; teespy should be achieved by
communicating policies to employees and commitnrareased by involvement and
participation processes; problems which need tadselved can be identified by
simply talking to employees, their representatiaesl their trade union officials
(Armstrong, 1997).

12



Managers have been adopting reactive strategiesrdswndustrial relations. In the
changed scenario however, there is a need for {weastrategy. A proactive strategy
involves decisions on communication of company qsuphy, developing
relationships with employees and unions, develogiampetence of managers and
supervisors and ways of dealing with conflict asl arhen it occurs. (Aswathappa,
2005). Some of the salient factors affecting effectindustrial relations include
economic satisfaction of the workers, social angcpslogical satisfaction, strong
labour relations, negotiating skills and attitudenmanagement and workers, public
policy and legislation, education background of tikerkers as well as leadership
(Saleemi, 1997)

2.3.1 Economic Satisfaction of the Workers

According to Saleemi (1997) to maintain sound inidalsrelations, it is necessary to
satisfy the primary needs of the workers namelgdfcclothing and shelter. Verma
(1999) says that to maintain good human relatiorwgoakplace the management must
ensure that the workers wages and salaries ateeupdrket rate, fair and just, to give
reasonable living of the employees. The finanitieéntives that are associated with
the job is one primary ingredient in the procesgjioe and take, and compromise
between employers and employees. Such incentiegsr cprimary wages and
salaries, various fringe benefits that enter tlwtupé such as overtime pay, bonuses,

insurance plans, stock-ownership plans and pemd#ons (Nzuve, Singh 1992).

An employee reward system consists of organizagiamtegrated policies, processes
and practices for rewarding its employees in acmaed with their contribution, skill
and competence and their market worth. It is dgped within the framework of the
organization’s reward philosophy, strategies ankicigs and contains arrangements
in form of processes, practices, structures andquhares which will provide and
maintain appropriate types and levels of pay aherotorms of reward (Armstrong,
1997). According to Armstrong 1997, the organas pay practices should be

internally equitable and externally competitive.

13



2.3.2 Social and Psychological Satisfaction

Organizations should develop supportive climateuadosocial and psychological
rewards to employees if they are to maintain sanddstrial relations. This they can
achieve by adopting participative management, iefiicredressal of grievances and a
two way communication. To improve industrial redas an organization should have
a well planned communication system so that anygésiin the organization may be
known to employees, it should also develop and e democratic work
atmosphere, and get the work done by consultaBaggestion and participation
rather than by autocratic, dictatorship forceful nmer (Verma, 1999). Good
communication lines should be developed from mamege to employees and
employees to management. A well established andepisoadministered system for
the timely and satisfactory redressal of employgegvances is helpful in improving
industrial relations. It provides an outlet for s&ms and frustrations of workers
(Gupta 1996).

All the basic policies and principles as well a®gadures relating to industrial

relations should be properly communicated to thepleyees and management.

Failure to communicate effectively the fundamenthbjectives of the existence of

business would result in poor industrial relatiorBersonnel managers should take
utmost care in communicating the general objectofabe enterprise and see that the
individual objectives and corporate goals are ingtaence. Absence of knowledge
about corporate goals may result in conflict witldividual employee goals and

would be detrimental to industrial relations (Arnosig, 1997).

Frank (1997) defines employee participation as ‘twmicating with employees
through ‘visual management’, team briefings, gettihem to play a part in quality
circles and groups such as advisory boards’. Hesditis as one of the factors that
influence labour relations at work that is more amore managers prefer to employ
employee participation as a tool in leadership tideo to enhance good individual

relations (direct) rather than to use employee riagdions such as trade unions.
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2.3.3 Trade Unions

Trade unions are a major component of the modedostnial relations system. A
trade union of workers is an organization formedamykers to protect their interest
and improve working conditions. Individual workefiad it more advantageous to
band together and seek to establish their termsanditions of work. They realize
that if they bargained as a group they would haweoge bargaining power over the
employers and the employers find it advantageousidal with a group or a
representative of a group rather than dealing wdhh individual over a length of
time (Monappa, 2004). According to Saleemi (19%i¥tence of enlightened and a
strong trade union goes a long way in maintainingoath industrial relations.
Employer organizations as well as trade unions lshba able and willing to deal
with mutual problems freely and responsibly. Bathould accept collective
bargaining as the cornerstone of good industritioms. A genuine desire on the
part of the employers on the basis of equality@sassary. Government agencies
should assist the two sides in public interesbbRm centred negotiation rather than
a legalistic approach is desired. Widespread uaimhmanagement consultations and

information sharing is helpful in maintaining soundustrial relations (Gupta, 1996).

Unions’ organizers must recognize that the worldohas changed sharply and has
become more complex. They no longer have homogeset of problems but a
widely diverse set of problems. Instead of appomtstaff members as political
stewards, unions are selecting union organizers amy on the rank and file
members, but also from colleges, law schools ahdratducational institutions (This
greatly contributes to industrial peace becauseethwho are appointed are able to
negotiate peacefully for the needs of the worked ey also understand frequent
confrontations will neither benefit the managemenot the union. Unions must
promote the union’s ability not only to improve vesgand benefits but to help make

work more meaningful and increase employee padimp (Holley, Jennings, 1994)

2.3.4 Negotiating Skills & Attitude of Management ad Workers

Managers and supervisors need to develop competandeandling industrial

relations. Such competence may be developed byrtigamanagers and supervisors
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in industrial relations. Negotiating skills mustrin part of the training offered to

managers. Training should not be confined to tlamagers and supervisors alone,
union leaders and employees must also be assoeidtethe programme, as they are
much a party to a conflict as supervisors (Aswablaa@005). Gupta (1996) says that
both management and trade unions should adopiy@oatititudes towards each other
in order to enhance sound industrial relations. &dgment must recognize union as
the spokesman of workers grievances and as cusdia their interests. The

employer should accept workers as equal partneasjaint endeavour. Unions and

workers on their part must recognize and acceptidfinies of employers.

According to Holley, Jenning (1994), the main okjex of training and development
was to improve performance in a specific job; tlisdone by increasing one’s
knowledge and skills. If the objective of trainirggto improve job performance, the
training should therefore be designed using a judlysis information about what is
required to do the work as in the case of tradenunfficials. The training in this case
should be tailored towards improving industrialatgns. Training and development
activities provide shared experiences that pronuoigerstanding among employees
with many different histories; it also enhances esieness and employee
commitment and hence results to smooth induseiations (Schuler, Jackson 2003).
Trade union officials should be able to move froomare passive attitude to a more
proactive attitude in training and development alst ensuring that the level of trade
union officials in training and development hasr@ased so as to enable them to

encourage industrial peace in the industry.

Armstrong (1999) noted that for negotiation to sex; the negotiators must have
good negotiating skills and these include: analghbdity which refers to the capacity
to assess the key factors which will affect theatieging stance and tactics of both
sides; Empathy which refers to the ability to poeself in the other party’s shoes to
understand not only what they are hoping to achlawealso why they have those
expectations and the extent to which they are deted to fulfil them; planning

ability that is they should not only be able tovelep and implement negotiating
strategies and tactics but to be prepared to béfée interactive skills which is the

ability to relate well with other people to be peasive without being domineering;

communicating skills which is the ability to convéyformation and arguments
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clearly, positively and logically while also beipgepared to listen to the other side

and respond appropriately.

2.3.5 Public Policy and Legislation

Industrial relations system in any country is ldygdetermined by the ideology of its
government, which is also the legislator. This nseghat the industrial relation
system reflects the socio-economic and politicaoldgical characteristics of the
party in power. The central and state governmentve, influence and regulate
industrial relations through laws, rules, agreemseatvards of courts, executive and
financial machinery. The Government has playedneneasing role in industrial
relations in part by becoming the biggest emplayed partly by regulating working
conditions in the private sector. The GovernmérKenya has enacted procedural as

well as substantive laws to regulate industriadtiehs in the country (Saleemi, 1997).

Industrial disputes may often be due to the inadegugovernment machinery
regarding the settlement of disputes. For instgjoae@rnment machinery, has settled
an insignificant number of disputes because botheimployers and employees are
litigation minded and secondly the personnel dealimith the cases may be
hopelessly inadequate, further the officers who amtrusted with the job of

conciliation may not be adequately trained to sedisputes and problems. Trade
unions affiliated to major political party and eaphrty tries to engineer strike to
demonstrate its political strength thus making eéraiions a sacrificial goat. Quite
obviously, the political party which is in power sha tendency to favour union
organization which is affiliated to it. The resuwitould be inevitably be labour

conflicts and disputes (Aswathappa, 2005). Goodistrial relations must be based
on a solid legal framework that account for ecormanid social conditions and allow
the employer to build and grow his business whiteviging employees with

equitable and safe working conditions, stable egmpknt and minimum standards.
The framework must also allow employees to voiceirtlopinion and be part of

business decision making processasp(//www.scribd.com/doc/18961201/Industrial

relations.
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2.3.6 Education Background of the Workers

When workers are reasonably educated, it becomgseasy for the management to
convince them about the corporate goals and metitta¢ workers towards these
goals. Unfortunately, in Kenya workers are iliitr in general (rank & file workers)
and perhaps that is the reason why labour unrésgiisand industrial relations poor.
Uneducated employees fall prey to the outside tuaien leaders who have their own
axe to grind, and trouble the organizations in Whleey are working. Better worker
education results in sound industrial relationdd&ami, 1997). Workers should be
trained on issues of labour relations and humaatioel skills if an organization is to

maintain good labour relations.

According to Armstrong 1997, training should belpeon based in the sense that is
should be planned to fill the gaps between whaplgecan do and what they need to
do, now and in the future. The problem be a negaihe in the form of a weakness
that needs to be remedied. Or it may be positaeabse it refers to how the need to
develop new skills or enhance knowledge to meetréutrequirements will be

satisfied. The training in this case should hekoive labour relations now and in the

future.

2.3.7 Leadership Style

Creating and maintaining a good industrial relagiefimate in an organization may
be the ultimate responsibility of the top managetneadvised by personnel

specialists. But the climate will be strongly ughced by the behaviour of line
managers and team leaders. The personnel functonhelp to improve the

effectiveness of this behaviour by identifying atefining the competences required,
advising on the selection of supervisors, ensutimg they are properly trained,
encouraging the development of performance manageprecesses which provide
for the assessment of the level of competence aethiby line managers and team
leaders in handling industrial relations or by pdarvg unobtrusive help and guidance

as required (Armstrong, 1997).
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Flippo (1984) cites competent and fair leaderstipoae of the various things that
employees need or want from the organization. Geadership help to ensure that
the organization and their jobs continue to existaddition, people tend to respect
persons from whom orders and directions are toebeived. It is frustrating for an
employee to be subjected to leadership from arvidhdal who seems unworthy or
incompetent and this may lead to insubordinatiofaok of respect, thus worsening

the relationship between that employee and thesleadeven other subordinates.

Dessler (2005) notes that employees with abusiveruste and authoritative

supervisors are more likely to quit their jobs atwd report lower job and life

satisfaction and higher stress if they remain @sehjobs. The lower the job and life
satisfaction and the higher the stress, the pabeermrelationships at the workplace
since tension is high and conflicts occur frequentlherefore, the way in which

supervisors behave towards their subordinates tafour relations. Cole (2002)
draws reference from the Ohio studies done by Stagtli Coons which were based
on a leader behaviour description questionnairee Tésponses when analyzed
revealed two distinct behaviour patterns; one ersighd employee relationships
while the other emphasized the organization oftés&. It was found that employee
satisfaction was greatest under leaders who wéee tagh on employee relationship
and feelings. Employee satisfaction will affectateinships at workplace since it
directly affects the sense of well being or beloggess of employees to the
organization. As such the behaviour pattern ofléaelers affects labour relations in

an organization.
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CHAPTER Ill: RESEARCH AND METHODOLOGY

3.1 Research Design

The study design was a case study. Case studyiiglapth investigation of a single,
individual, group or event. Case studies emphasétailed contextual analysis of a
limited number of events or conditions and theiatienships. This design was

appropriate for this particular study because thgufation of the study was small.

3.3 Data Collection

Data collection for this study was collected by meaf questionnaires, both
structured and unstructured. The questionnairee agministered to 11 management
representatives and 13 union representatives whe based in central office, Stima
Plaza. The questionnaire had three main secticamsiely; Section | consisted of
guestions in respect of personal background infaonaSection Il had questions in
respect of procedures in industrial relations aectiSn 111 consisted of questions on
factors affecting effective industrial relationskdgnya Power & Lighting Company
Limited. This method was considered more appropridue to the nature of
information required which was confidential to trespondents and gave accurate
data. In addition, the method eliminated any lagpersonal opinions which would

have affected the whole research.

3.4  Data Analysis

The questionnaires were edited for completenessansistency before the data was
processed. Analysis was done using descriptiviistita such as percentages and
frequencies to determine the distribution of thepmndents’ response to the factors
affecting industrial relations at KPLC. The finggwwere presented using distribution

tables.
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CHAPTER IV: DATA ANALYSIS, FINDINGS AND DISCUSSION

4.1 Response Rate

Findings on this chapter were based on determitiiegfactors affecting industrial
relations at Kenya Power & Lighting Company Limite@ihe data was collected from
various respondents in form of questionnaires. ygialwas done using descriptive
statistics such as percentages and frequenciegtéonune the distribution of the
respondents’ response to the factors affectingsim relations at KPLC. The data

was presented in form of distribution tables.

The response rate was high and only four questimsavere not returned.  Out of
the 100% administered questionnaires, a total 8 88mpleted questionnaire were

returned as shown in the table below.

Table 4.1

Category Percentage
Total Responses 83

Total Non Responses 17

Total 100

This was a good representative of the whole pojouland thus gave reliable results.

4.2 Demographic Characteristics of the Respondents

Respondents were asked to give information aba@it gersonal background such as

age, gender, marital status, number of years tlaelyworked and highest level of

education.
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4.2.1 Age Distribution of the Respondents

All the twenty respondents were aged above 30 y@&% of the respondents were
aged 30-39 years, 40% 40-49 years and 35% of thera above 50 years. Table 4.2

below give a summary of their responses.

Table 4.2

Age Percent
20 — 29 Years 0
30-39 Years 25
40-49 Years 40
Above 50 Years 35
Total 100

This shows that those who were chosen as both umind management
representatives were mature experienced peopls.i$hn line with the expectation
that for one to be a union or management repretbeggayou must have worked in the
company for more than ten years. The age and levelxperience are thus key
determinants on who is chosen as management omn uepresentatives, young

inexperienced people are thus disadvantaged.

4.2.2 Gender of the Respondents

85% of the respondents were male and 15% were éermable 4.3 below shows the

summary of the results.

Table 4.3

Gender Percentage
Male 85

Female 15

Total 100
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This shows that women were not well representadduostrial relations. Majority of
the representatives were men. Since the repres@stadre selected, men seem to
have an upperhand. This is also in line with et that most of the people who held

senior positions in the company were men.

4.2.3 Marital Status of the Respondents

All the twenty respondents were married. Table #elow summarises their

responses.

Table 4.4

Gender Percentage
Single 0

Married 100
Widow/Widower 0
Separated 0

Total 100

From the above results, we can conclude that theesentatives were mature and

responsible people. This is also in consistentle the age of the respondents.

4.2.4 Length of Service

All the twenty respondents had worked for more tteamyears in the Company. Their
responses are summarized in table 4.5 below.

Table 4.5

Number of Years WorkedPercent
at KPLC

1-5 Years 0

6-10 Years 0
11-19 Years 45
Above 20 Years 55
Total 100
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This showed that all those who represent manageamehtinion had worked with the
company for more than ten years. This means kiegt tinderstand the operations of
the company and were experienced people. Mostewhthad grown up the ladder to

their current positions. This is also in consisteith the age of the respondents.

4.2.5 Respondents’ Highest Level of Education

15% of the respondents had Secondary level educdi@® had college education
whereas 35% of the respondents had reached unywkngel. The table below gives a

summary of the respondents’ qualifications.

Table 4.6

Highest Level of Education | Percentage
Primary 0
Secondary 15

College 50
University 35

Total 100

Most of the respondents had college level educatimhhad a wealth of experience in
the working field. This is also in line with thepectation that the management and
union representatives must have considerable kmigelef they are to succeed in

their role of enhancing industrial relations.
4.3 Industrial Relation Procedures

The respondents were asked to rate the processexludtrial relations such as
grievance handling procedure, disciplinary procedurcollective bargaining and
dispute handling procedures. They were also toldate management, trade union

and the Government in their role of enhancing itriaiselations.
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4.3.1 Grievance Handling Procedure

Table 4.7 below summarizes the results.

Table 4.7
Average Rating
Fairness of Grievance Handling 4.05
Length of time taken to resolve a grievance 4.2
Overall Satisfaction with the Grievance Handlingdé&dure | 4.1

From the above results, the respondents were dbnestisfied with fairness of
grievance handling procedure which had a mean@%.4[his may be because there
were consultations between management and uni@rebafaking final decisions on
grievances. The respondents were also satisfi¢d the length of time taken to
resolve grievances which was rated at a score2of Zhis may be attributed to the
fact that this mechanism is within the organizatibns making it faster. They were
also satisfied with the overall grievance handlprgcedures which was rated at a
score of 4.1. The internal mechanisms i.e. managerand union seem to be
working well towards resolving grievances. Gengraltherefore the grievance
handling procedure was satisfactory and was ratesleathe average score of 4. The
fact that less time is spent on grievance handiiegns that management and union
representatives are released to involve themselweasther productive and important
activities that are beneficial to the Company. Akb® employees’ openness is
enhanced because they know that their issues gvilaioly dealt with, their morale is
also enhanced leading to higher productivity. lalso likely that there will be fewer

disputes since most of the grievances are faidglued.
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4.3.2 Disciplinary Procedures

The table below summarizes the results.

Table 4.8
Average Rating
Fairness of Disciplinary Measures 4.05
Length of time taken to investigate Disciplinargea 4.2
Overall satisfaction with the Disciplinary Proceelsir 4.2

From the above results, the respondents were dbnestisfied with fairness of
disciplinary handling measures which was rated @%.4They were generally satisfied
with the length of time taken to resolve disciptynaases and with the overall
disciplinary procedures that were rated at 4.2 eadtis could be because the
management and union are the ones involved inptfuisedure and they seem to be
effective in their role of enhancing industrial agbns. Generally, therefore the
disciplinary procedure was satisfactory. The feé&of disciplinary measures means
that the employees will not work in fear of beirrgranalized or victimized and their
morale will also be enhanced. The less time takeresolve the disciplinary issues
also means that tension and anxiety which may teadore conflicts is reduced and

maintained at a level that may not cause serialisstnial action.

4.3.3 Collective Bargaining

Table 4.9 below summarizes the results.

Table 4.9

Average Rating

Length of time taken to complete the Collectived@aning Process | 4.0

Overall satisfaction with the Collective BargainiBgpcess 4.05

From the above results, respondents were genesafigfied with the time taken to

complete collective bargaining process which wasdat 4.0. The respondents were
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also satisfied with the overall collective bargamniprocess which was rated at 4.05.
This is in line with the above finding that the pedures handled by management and
union representatives seem to be effective. Gdgerttherefore the collective
bargaining was satisfactory. The satisfactiondlective bargaining means that the
employees are satisfied with the terms and conditiof service as discussed by the
management and union representatives. Trust i$y likedevelop between the two
parties and working together in implementing thdl€&tive Bargaining Agreement
will be easier and effective.

4.3.4 Dispute Handling Procedure

The results are summarized in table 4.10 below.

Table 4.10

Average Rating

Length of time taken to resolve Dispute by the btdal Court| 2.7

Overall satisfaction with the Dispute Handling Redare 3.0

From the above results, respondents were notisdtigith the length of time taken to
resolve disputes which was rated poor at a sco&7of This could be due to the fact
that the length of time taken to resolve disputeseareported to the government was
too long compared to the length of time taken &ohee grievances and disciplinary
issues. Respondents were fairly satisfied withaerall dispute handling procedures
which was rated at 3.0. This could be due to tetfaat disputes took too long to be
resolved in the industrial court. It could alsolimrause the management and union
have no control of how the disputes are resolvethé industrial court or by the
Government. The dissatisfaction with dispute himgdprocedure may lead to less
disputes being reported to the industrial courtesithe management and union trust
have already been eroded. The management and oragrnthen be motivated to
work together to resolve issues within their meaithout having to involve the

external mechanisms i.e. the government or thesinidli court.
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4.4  Role of Management, Trade Union and Government

Table 4.11 below summarizes the results.

Table 4.11

Average Rating
Management 4.25
Trade Union (KETAWU) 4.05
Government 2.55

The respondents were satisfied with the role of agament and trade union of
enhancing industrial relations which were ratedvabitne score of 4. This could be
because the management and trade union seem torkergvon the same pace to
improve industrial relations. They are committead an control of the level of
industrial relations in the organization. The regpents were however not satisfied
with the role of government in enhancing industredations which was rated poor at
a score f 2.55. The respondents seem to be blamenGovernment which they have
no control over. This is in consistent with thémg of the dispute handling procedure
which was found to take a long time. The ratingnainagement and trade union is in
line with the finding on the satisfaction with digliinary, grievance and collective
bargaining which are management and trade unigronssbility. The dissatisfaction
with government dispute handling machinery may ltdsumore initiative on the side
of management and trade union to resolve issuelsoutitreporting them to the
industrial court or to the government since thegnseto have lost trust in the

government.

4.5 Factors Affecting Industrial Relations

Respondents were asked to rate industrial relatadn€PLC and factors affecting
industrial relations. These factors included saléwguse allowance, medical cover,
performance related bonuses, communication, emelqgyarticipation, employee
representation by trade union (KETAWU), negotiatitills of union representatives,

negotiation skills of management representativegyude of management to workers,
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attitude of workers to management, implementatidnlegislation, training on
industrial issues, leadership and education lewélshe workers. The results are

summarized in table 4.13 below.

Table 4.12
Average Rating
Salary 4.1
House Allowance 4.1
Performance Related Bonuses 4.25
Communication 3.9
Employee Participation 3.9
Employee Representation by Trade Union (KETAWU) 4.15
Negotiating Skills of the Union Representatives 4.15
Negotiating Skills of Management Representatives 4.25
Attitude of Management to Workers 4.1
Attitude of Workers to Management 4.05
Implementation of Legislation 4.05
Leadership 4.05
Education Levels of the Workers 4.1
Medical Cover 3.2
Training of Industrial Issues 2.85

Most of the above factors were rated above 4 wiiak good. This included salary,
house allowance, performance related bonuses, gewloepresentation by trade
union (KETAWU), negotiating skills of managementpmesentatives, negotiating
skills of union representatives, attitude of mamaget to workers, attitude of workers
to management, implementation of legislation, lesitip and education level of the
workers. Salary and house allowance were rated stoge of 4.1. This could be
because these two are reviewed every year thus theontinuous improvement of
their terms of service each year. The performaetsted bonuses was also rated
good at a score of 4.25. This was recently intceduin the company. All these
factors are in control of management and unionasdstablished in this study, they

are harmoniously working together towards soundisirébl relations. The fact that
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the employees are satisfied with the salary andgéa@llowance is in line with the
finding on the satisfaction with the collective daining, since these are issues of
collective bargaining. Satisfaction with the abdaetors may be the reason of no

industrial action in the organization for last thrgears.

The respondents were fairly satisfied with commatiann and employee participation
which were rated at 3.9 This could be due to #ut that the employee satisfaction
survey which gives employees a chance to air thieiws and opinions is only held
once every year. This may not be a sufficient ghoehannel of employee
participation. Medical cover was also rated fdil3&2. This could be because the
medical cover has not been reviewed over thewasiears. The fair satisfaction with
the communication, employee participation may let lower social and
psychological satisfaction of the workers which mimen be reflected as poor
interpersonal relationships among the workers dwr tsupervisors.  However,
Training in industrial relations was rated poomatcore of 2.85 thus the respondents
were not satisfied with training of industrial issu The dissatisfaction with the
training on industrial relations issues could beawse the training only targets the
representatives and rarely the line managers wlakso responsible for industrial
relations. The frequency of the training may absolacking as well as relevance.
Less training on industrial relations to the linemagers may lead to poor inter-

relations between them and the workers which mex tlasult to more grievances.

The table below shows how the factors affectingugtdal relations were ranked in

descending order by the respondents.

Table 4.13

No. | Ranking of Factors Affecting Industrial Relations in descending order

Economic Satisfaction

Negotiation Skills

Trade Union

Attitude of Management and Workers

Social and Psychological Satisfaction

Education Background of the Workers

N O O A W NP

Public Policy & Legislation
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Economic satisfaction was ranked as the first faaftecting industrial relations at
KPLC followed by negotiating skills, trade unioradfitude of the management and
workers, social & psychological satisfaction, edima background of the workers
and lastly the public policy and legislation inttleader. This ranking was attributed
to the fact that financial satisfaction is onelad thajor reason why employees engage
in organizations thus it was in line with the exja¢ion that one would be more
concerned with their financial stability before ithesocial and psychological
satisfaction. Negotiation skill of the representss and the trade union was also seen
as key factors determining the industrial relati@isKPLC. This is because the
representatives are expected to be knowledgealdettsn trade union should be
willing and able to represent the workers if thenpany is to achieve its target of
sound industrial relations. The internal mechagism. the management and union
were raked first because they were in full condfche industrial relations issues. The
public policy and legislation was ranked last sifices the last option in resolving
industrial relations issues. The management andutfien have no control of the

government and how they resolve disputes.

The respondents were generally satisfied with tideistrial relations at KPLC which
was rated at 4.1. This could be because the mitemechanisms i.e. the management
and the union seem to be working jointly and arée &b resolve grievances,
disciplinary issues and other conflicts in timeheiit engaging in industrial action.
This satisfaction is reflected by less industrigtian which may then result to overall

employee satisfaction and boost their morale.
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CHAPTER V: SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Summary

The response rate was 83% and it thus gave reliabldts. The age distribution of
the respondents was above 30 years and all themdspts were married. This
showed that the representatives were mature, exued people who had worked for
the company for more than ten years. Most of dspeondents had reached college
level, however their working experience seem toegihem an edge in their
negotiating skill and ability to represent uniordamanagement and in their role of

enhancing industrial relations.

The respondents were generally satisfied with tievgnce handling procedure. The
fairness, length of time taken and overall satisbacof the grievance handling
procedure was rated good. The respondents waresalisfied with the disciplinary
handling procedures; they were satisfied with &sés1of the procedure, length of time
taken and with the overall disciplinary handlingpgedures. The respondents were
generally satisfied with the collective bargainpr@cess; they were satisfied with the
length of time taken to complete the collectiveda@ming process and the overall
process. The respondents were however, not satisfith the dispute handling
procedure in terms of length of time taken to resotlispute and the overall
satisfaction with the whole procedure. Generallye respondents seemed to be
satisfied with the role of management and tradeorunin enhancing industrial
relations at KPLC. The respondents were howevesatsfied with the role of the

Government in enhancing industrial relations.

Respondents were generally satisfied with the imddsrelations at KPLC. They
were also satisfied with some of the factors aifgcindustrial relations such as
salary, house allowance, performance related benusaployee representation by
trade union (KETAWU), negotiating skills of unioepresentatives, negotiating skills
of management representatives, attitude of manageroe workers, attitude of
workers to management, implementation of legistatieadership and education level
of the workers. They were fairly satisfied with nomunication, employee

participation and medical cover. They were howewer satisfied with training in
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industrial relations issues. Economic satisfactwas ranked as the first factor
affecting industrial relations at KPLC followed Imggotiating skills, trade unions,
attitude of the management and workers, social &clpslogical satisfaction,
education background of the workers and lastlyghblic policy and legislation in

that order.

5.2 Conclusions

The objective of the study was to establish théofachat affect industrial relations at
KPLC. The study found out that the major factoreafing industrial relations was
economic satisfaction of the workers. Other factocduded negotiation skills of the
management and union representatives, the trade uaititude of both management
and workers, social and psychological satisfactiedyucation background of the
workers and public policy and legislation. The dstualso found out that the
respondents were satisfied with most of the indhistelations processes apart from
the dispute handling procedure, the role of govemmin enhancing industrial

relations issues and training of industrial relagigssues.

53 Recommendations

From the findings and conclusion of this study tbkowing recommendations are
very crucial; first the management should lookted tssue of training, they should
carry out an evaluation of the training policy ®sess its relevance, efficiency, and
value additions towards improving industrial redas at KPLC. Secondly the
training and development should be conducted freiiypieo enhance industrial
relations. Thirdly, the medical cover should beiewed in accordance with the
changes in the economy. Also the management stwomet up with other means of
communication and employee participation such amtelk and use of suggestion
box. The government should also fasten the didpamelling procedure. More women
should also be elected as both management and wepyasentatives to enhance

gender balance.
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5.4  Suggestion for Further Research

The following related areas can be researched addoup to the knowledge of what
this study has achieved as far as industrial maiatis concerned. First there is need
to carry out an evaluation of factors affecting usttial relations in government
parastatals in Kenya, secondly a study should Ime do establish training needs of
management and union representatives at KPLC. Wiliselp in designing training
and development activities that will meet the taigdustrial peace. Thirdly, a study
should be conducted to establish the effects dbfa@ffecting industrial relations to
organization’s performance. The findings from tisisidy will help to improve

performance of the organization.
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APPENDIX |

Questionnaire

Introduction

This study seeks to establish the factors influsmaffective industrial relations at
Kenya Power & Lighting Limited (KPLC).
express are your own personal views. Pleasereeltd state your own honest views.
Your views will be held in utmost confidence andlwiot be revealed to anyone.
You do not need to fill your name. There is ndntigr a wrong answer, what matters

is your personal views.

To indicate your response, please circle the nunfbede) that best suits your

opinion.

To answer the questions you will use a 5 pointescal

SECTION |

What is your age bracket?
20 years — 29 years

30 years — 39 years

40 years — 49 years
Above 50 years

State Your GENAEr ..o e

What is your marital status?
Single

Married

Window/Widower
Separated

How many years have you served at KPLC?
1 year — 5 years
6 years — 10 years

11 years — 19 years

It is imptamt that the opinions you



d) Above 20 years

5. What is your highest level of Education?
a) Primary
b) Secondary
c) College
d) University degree

Section Il
1. Looking at the grievance handling procedureRt &, how can you rate the
following?
Very Poor Very
Good
Fairness in grievance handling 1 2 3 |4 5
Length of time taken to resolve a grievance 1 213 |%
Overall satisfaction with the grievance 1 213|465
handling procedure
2. Looking at the disciplinary procedure, how yaterthe following?
Very Poor Very
Good
Fairness of Disciplinary Measures 1 2 |13 |4 5
Length of time taken to investigate disciplinary 213|465
cases
Overall satisfaction with the disciplinary 1 213|465
procedures




3. Looking at collective bargaining, how can yoterthe following?

Very Poor Very
Good
Length of time taken to complete the collectivé 213|465
bargaining process
Overall satisfaction with the collective 1 2 1314|5
bargaining process
4. Looking at dispute handling procedure, how cain sate the following?
Very Poor Very
Good
Length of time taken to resolve dispute by thel 213|145
industrial court
Overall satisfaction with the dispute handling 1 213|145
procedure
5 How can you rate the following in their role @ffr@ncing industrial relations
at KPLC?
Very Very
Ineffective Effective
Management 1 2l 3 4 5
Trade Union (KETAWU) 1 2| 3| 4 5
Government 1 2| 3 4 5




Section Il

3. How would you rate KPLC on the following issues?

Very Very

poor good
Salary 1 2 13|45
House Allowance 1 2| 3 4 5
Medical Cover 1 2 1314|565
Performance Related Bonuses 1 2 |3 |4 5
Communication 1 2 13|45
Employee Participation 1 2 3 4 5
Employee Representation by Trade Union (KETAWU) 1 3 4|5
Negotiating Skills of the Union Representatives 1 3 4|5
Negotiating Skills of Management Representatives 12 (3|45
Attitude of Management to Workers 1 B 5
Attitude of Workers to Management 1 B 5
Implementation of Legislation 1 2 3 4 5
Training on Industrial issues 1 2 3 4 5
Leadership 1 213 /4|5
Education Levels of the Workers 1 ? B 4 5
4. Arrange the following in the order in which thaffect industrial relations at

KPLC.

a) Economic satisfaction of workers

b) Social and Psychological satisfaction
c) Trade unions (KETAWU)

d) Negotiating skills

e) Attitude of management and workers
f) Public policy and legislation

g) Education background of the workers



5. How can you rate industrial relation at KPLC?

Very poor| 1 2 3 4 5 Very good

6. Other comments regarding industrial relationsRiLC



