
PERCEIVEDINFLUENCEOFTHIRDPARTYINTERVENTIONSIN
TRADEDISPUTERESOLUTIONBYTRADEUNIONSINKAKAMEGA

COUNTY,KENYA

TSIMULIGEORGEIMBAYA

ARESEARCHPROJECTREPORTSUBMITTEDINPARTIAL
FULFILLMENTOFTHEREQUIREMENTFORTHEAWARDOFTHE

DEGREEOFMASTERSOFBUSINESSADMINSTARTION(MBA),
SCHOOLOFBUSINESS,UNIVERSITYOFNAIROBI

2016



ii

DECLARATION

STUDENT’SDECLARATION

Ideclarethatthisresearchprojectismyoriginalworkandhasnotbeenpresented

forExaminationorAcademicpurposesinanyotherUniversityorCollege.

……………………………… ………………………….

Signature Date

STUDENT:TSIMULIGEORGEIMBAYA

D61/78027/2015

SUPERVISOR’SDECLARATION

Iconfirm thatthisprojecthasbeensubmittedforexaminationwithmyapproval

astheuniversitySupervisor.

……………………………………... …………………………..

Signature Date

SUPERVISOR:ALEXJALEHA

LECTURER,

UNIVERSITYOFNAIROBI



iii

DEDICATION

Idedicatethisresearchprojecttomythreebeloveddaughters:MichelleVihenda,

AllianceGirls’HighSchool;HillaryM’mbone,GoibeiGirls’HighSchoolandSandra

Kageha,StarlightAcademy-Utawala.May they strive to excelbeyond my

academicachievement.



iv

ACKNOWLEDGEMENTS

Ipassmyheartfeltgratitudetomanyindividualsandgroupswhohavesupported

meinonewayoranotherinthisresearchwork.Thegreatest,mysupervisorAlex

Jaleha,whose guidance and advice has been inspirationaltowards the

completionofthisresearchproject.Itisalsoanopportunetimetoappreciatemy

colleaguesatwork;classmates,especiallygroupmembers,alllecturersandmy

familymembersfortheirunderstandingandsupport.Maytheblessingsofthe

AlmightyGodaboundinyouall.



v

ACRONYMS&ABBREVIATIONS

AMWU: AmalgamatedMetalWorkersUnion

CBA: CollectiveBargainingAgreement

COTU: CentralOrganisationofTradeUnions

CWU: CommunicationWorkersUnion

ILO: InternationalLabourOrganisation

FKE: FederationofKenyaEmployers

KBTFWU: KenyaBuilding,Timber,FurnitureWorkersUnion

KCSWU: KenyaCivilServantsWorkersUnion

KCGWU: KenyaCountyGovernmentWorkersUnion

KETAWU: KenyaElectricalTradesandAlliedWorkersUnion

KEWU: KenyaEngineeringWorkersUnion

KFL: KenyaFederationofLabour

KUCFAW: KenyaUnionofCommercialandAlliedWorkers

KUDHEIHA: KenyaUnionofDomesticHealthHotelEducationalInstitutions



vi

HospitalsandAllied

KHAWU: KenyaHotelandAlliedWorkersUnion

KMPDU: KenyaMedicalPractitionersandDentistsUnion

KNNU: KenyaNationalNursesUnion

KNPSWU: KenyaNationalPrivateSecurityWorkersUnion

KNUT: KenyaNationalUnionofTeachers

KPAWU: KenyaPlantationAgriculturalWorkersUnion

KUPPET: KenyaUnionofPostPrimaryEducationTeachers

KUSU: KenyaUniversityStaffUnion

KSPWU: KenyaSugarcanePlantationWorkersUnion

TAWU: TransportandAlliedWorkersUnion

UASU: UniversityAcademicStaffUnion



vii

TABLEOFCONTENTS

DECLARATION ii

DEDICATION iii

ACKNOWLEDGEMENTS iv

ACRONYMS&ABBREVIATIONS v

ABSTRACT x

CHAPTERONE:INTRODUCTION 1

1.1BackgroundoftheStudy 1

1.1.1TheConceptofPerception 2

1.1.2TradeDisputeResolution 3

1.1.3ThirdPartyIntervention 5

1.1.4TradeUnionMovementinKenya 7

1.1.5TradeUnionsinKakamegaCounty 8

1.2ResearchProblem 10

1.3ObjectiveoftheStudy 12

1.4ValueoftheStudy 12

CHAPTERTWO:LITERATUREREVIEW 13

2.1Introduction 13



viii

2.2TheoreticalFoundation 13

2.3ThirdPartyInterventionsinTradeUnionDisputes 18

2.4PerceivedInfluenceofThirdPartyIntervention 21

CHAPTERTHREE:RESEARCHMETHODOLOGY 22

3.1Introduction 22

3.2ResearchDesign 23

3.3Population 23

3.4DataCollection 23

3.5DataAnalysis 24

CHAPTERFOUR:DATAANALYSISFINDINGSANDDISCUSSION 24

4.1Introduction 24

4.2ResponseRate 25

4.3DemographicCharacteristicsoftheRespondents 25

4.3.1Designation 26

Figure4.1Designation 26

4.3.2Lengthofservice 27

Figure4.2Lengthofservice 27

4.3.3ExperienceinTradeUnionism 28

Figure4.3ExperienceinTradeUnionism 28

4.4Quantitativeanalysis 29

4.4.1PerformanceofThirdPartiesinTradeDisputeResolution 29

4.4.2PerceptionsonFactorsLeadingtoThirdPartySuccess 30



ix

4.5Frequencyanalysis 31

4.5.1TradeUnionRelianceonThirdPartytoResolveDisputes 32

4.5.2Keyissuesinthetradedispute. 33

4.5.3PerceivedInfluenceofthirdpartyinterventionontheTradeDispute

Resolution 34

4.5.4Theeffectsofthirdpartyinterventionstotradeunion 35

4.6.1Totalvariance 36

4.6.2Componentmatrix 38

4.6.3Componentidentification 39

4.7Discussionofthefindings 40

CHAPTERFIVE:SUMMARY,CONCLUSIONANDRECOMMENDATIONS 42

5.1Introduction 42

5.2Summary 42

5.4RecommendationsforPolicyandpractice 43

5.5Limitationsofthestudy 44

5.6SuggestionsforFurtherResearch 45

REFERENCES 46

APPENDICES 51

Appendix1:LetterofIntroduction 51

AppendixII:ResearchQuestionnaire 52

AppendixIII.ListofTradeUnionsinKakamegaCounty 56



x

LISTOFTABLES

Table4.1Designation 26

Table4.2LengthofService 27

Table4.3ExperienceinTradeUnionism 28

Table4.4PerformanceofThirdPartiesinDisputeResolution 29

Table4.5PerceptionsonFactorsLeadingtoThirdPartySuccess 30

Table4.6Modelsummary 31

Table4.7TradeUnionRelianceonThirdParty 32

Table4.8KeyIssuesinThirdPartyInvolvement 33

Table4.9InfluenceofThirdPartyInterventionoftheTradeDisputeResolution34

Table4.10TheEffectsofThirdPartyInterventionstoYourTradeUnion 35

Table4.11TotalVariance 36

Table4.12Componentmatrix 38



xi

ABSTRACT

Industrialrelationsisvitalforthesmoothflowofwork.Inthecourseofworking
together,theemployersandtheemployeeshavedivergentexpectationsfrom
eachotherandthesehavetobeharmonizedtoensuretherealizationofthefirms’
objectives.Inthisprocessthereareoftencomplaints,disputesandconflicts.The
idealsituationasenvisionedintheindustrialrelationsactisfortheemployerand
theemployeeunionstosittogetherandamicablyworktowardsresolution.Thisis
howevernotthecaseinmostinstancesastheseconflictsoftenspillovertothird
partyinvolvement.The studywas thus aimed atdetermining the perceived
influenceofthirdpartyinterventionsintradedisputeresolution.Theobjectiveof
thestudywastodeterminetheperceivedinfluenceofthirdpartyinterventionsin
tradedisputeresolutionamongtradeunionsinKakamegaCounty,Kenya.This
calledforacrosssectionaldescriptiveresearchdesignaswellasaqualitative
design.Thequantitativeaspectoftheresearchusedmeanandstandarddeviation
whilethequalitativeaspectusedphraseanalysisandfactoranalysisqualitative
research.Thestudytargetedofficialsfrom thetradeunionsinKakamegaCounty
from whom responseswerecollectedusingsemistructuredquestionnaires.The
data wasthen sorted then analyzed using descriptivestatisticsfollowed by
qualitativeanalysis.Thestudyfoundthatmostoftheindustrialrelationsconflicts
reachedlevelsofthirdpartyinterventiontoimplythattheagreementsbetween
tradeunionsandemployersaregettingfewerwithtimewithnearlyallconflicts
solvedbythirdparties.Thestudyalsofoundthatthethirdpartiesareperceivedto
beneutral,havelegalknowledge,areperceivedtobewisehaveahigherformal
powerthanbothpartiesintheconflict,havehighmoralandethicalstanding,are
credible,accessibleandarefairaswellashavecharisma.Thelimitationsofthe
studywasthatitwascarriedwithinKakamegaCountyandnotthewholecountry
andthereforethereisneedforfurtherstudy
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CHAPTERONE:INTRODUCTION

1.1BackgroundoftheStudy

Industrialrelationsisbestexplainedasasub-system oflaboradministrationthat

isconcernedwiththerelationshipwhichoccursattheplaceofworkbetween

employerandemployees.Itcanbeseenasarelationshipbetweentheemployee

andtheemployerattheenterpriselevelinrelationtorulesofemployment(Green,

1994).Itconcernsitselfwithmakingandadministeringofrules,whichregulate

employmentrelationshipregardlessofwhethertherulesareseentobeformalor

informal.Thisleadstosoundindustrialrelationspoliciesandindustrialrelations

conflictresolutionpracticeswhichareamongtheessentialelementsofgood

governance(Kaufmann,2004).Inanygivenlabourmarketandindustrialrelations

system,the framework ofhandling disputes is crucialto ensuring healthy

industrialrelationsafterthedisputehasbeenresolved.Inessencetherefore,in

theeventthattheserulesdonotnaturallyapplytotradedisputeresolution

betweenanemployerandatradeunion,othermeanshavetobesought;usually,

a third party(Rawls,2003;Miller,2003;Furnham etal,2007).Third party

interventionistheinvolvementofathirdpersonororganizationtohelpsolvea

disagreementbetweenanemployerandemployees(Khan,2007).Athirdpartyis

apersonoragroupofpeoplewhointerveneinatradedisputetohelpthose

stuckindeadlockresolvetheirconflict(Bercovitch,1991).Tointerveneisto

comeintoassistandsolveaconflict.Thisisthefocusofthirdpartiesintrade

disputesinorganizationsandworkenvironments.
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Thestudywasanchoredonthetheoryofperception(Daleetal1989,2012),

theoryofattribution(FisckeandTaylor1991)andthethirdpartyintervention

theory(Khan2007).Thetheoryofperceptionisconcernedwithhow sensory

systemsincorporateinformationaboutstatisticalpropertiesofthenaturalworld

intouniquedesignsbyrelatingincomingstimulitotheinformationreceived.This

thenresultsinareactionthatisshapedwithconstantsimilarexperiences.The

theoryofattributiondealswithhowindividualsattachmeaningtootherpeople’s

behavioraswellashowtheyattachmeaningtotheirownbehavior.

TradeunionsinKakamegaCountyarosefrom theneedbyworkerstofightfor

theirrightswithregardstoaperceptionthattheworkingconditionsandtermsof

conditionsofemploymentwerenotfavoringworkersatlarge.Mostworkers

perceivetheiremployersasexploiterswhogetmorefrom theworkersthanwhat

theygivebacktothesameworkersintermsofremuneration,allowancesand

recognitionofworkers’rights.Ontheotherhand,theemployersfeeltheyhave

eithergiventheworkersmorethantheydeserveorthattheworkersaremaking

unrealisticdemands;hencetheyignorethegrievancesraisedbytheworkers

throughtheirunions.Thus,thesedifferencesinperceptioninevitablyleadto

conflictbetweenbothpartiesthatusuallyendsinthirdpartyinterventionsdueto

hardstandsthataretakenbybothpartieswhiledisputing.

1.1.1TheConceptofPerception

Perception is how individuals form opinions aboutthings based on the

information they gatherfrom theirenvironmentand how they relate that
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informationtotriggersintheirenvironment.AccordingtoGeorgepitcher(1973),

perceptionentailshowsensorysystemsincorporateinformationaboutstatistical

propertiesofthenaturalworldintouniquedesignsbyrelatingincomingstimulito

the information received then reacting to the information.The theory of

perceptionisconcernedwithhowindividualsform opinionsaboutthingsbased

ontheinformationtheygatherfrom theirenvironmentandhowtheyrelatethat

informationtotriggersintheirenvironment.Italsopurportsthatperceptionis

basicallyshapedbylearning,memory,expectationandattention.Withregardsto

employees and employers,both undergo differentexperiences in the work

environmentandthereforetendtoperceivethingsdifferently.Thisisespecially

sowithregardstowhateachdesirestoattainfrom theworkingrelationship

(Helmholtz,1842;Daleetal,1989,2012).

Jones & Davis (1965)Opine thatperception concentrates on intentional

behaviour,ratherthan accidentalorunthinking behaviour.This means that

people’sperceptions,reactionsandattitudesareneveraccidental.Theyare

formedovertimeunderenvironmentalconditionsinwhichanindividuallives.In

terms oftrade dispute resolution,trade unions thathave observed how

governmentimposedthirdpartyinterventionshaveturnedouttoform opinions

andperceptions.Theseinturninfluenceformationoffurtherperceptionsabout

anyothersuggestedoreventualthirdpartyinterventioninsimilarissuesthat

maybebeneficialordetrimentaltobothdisputingparties.
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1.1.2TradeDisputeResolution

AccordingtotheLabourRelationsActNo.13of2007LawsofKenya,trade

disputeresolutioninvolvesinterventioninaconflictarisingamongemployers

andemployeesthatisconnectedwiththetermsorconditionsofemployment.It

occursinfivedifferentformsnamely:coercion,litigation,arbitration,mediation

andconciliation.Coercioninvolvespersuadingeitherpartytoactinaccordance

withwhattheaggrievedpartyexpectsusingthreatsandforce.Litigationentailsa

decisionreachedatbyajuryorjudgeincourtafterproceedingsthathavebeen

initiatedbetweentwoopposingpartiestoenforceordefendalegalright.In

termsoftradedispute,thiscouldariseduetobreachoftheindustrialrelations

actwithregardstotheminimum wagesforworkersorwithdrawalofallowances

andmedicalcoverforworkers.Arbitrationisaprivateconsensualprocesswhere

partiesinvolvedinadisputeagreetopresenttheirgrievancestoathirdpartyfor

resolution(Khan,2007).Mediationisavoluntary,non-bindingdisputeresolution

processinwhichaneutralthirdpartyhelpsthepartiestoreachanegotiated

settlementwhichisformalizedthroughwritingandsigningsothatitbecomes

binding(Fenn,2002).Conciliationistheprocesswhereacommissionerora

panelist,inthecaseofabargainingcounciloragencymeetswiththepartiesina

disputetoexplorewaysthatcanbeusedtosettlethedisputebyagreement

(Totterdill,2003).

Intheeventofatradedispute,alternativestolitigationhavegainedpopularity

andmostpeopleareadoptingthem fordisputeresolution(Burgess&Burgess,

1997;Morrill,2006).Thecommonerofthesetwoaremediationandarbitration
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(Rebach,2001). Thebasisfortradedisputeresolutionisinthetheoryofsocial

justiceandneoliberalism.ThetheoryofattributionthatwasfirstpositedbyKelly

(1967)andadoptedbyFiske&Taylor(1991),dealswithhowthecommonpeople

insocietyexplaineventsintheirlives,astheydo. Kelly’s(1967)positsthat

individualshaveinformationgatheredfrom multipleobservations,atdifferent

timesandsituations.Theseperceptionsarefurthershapedbytheirobservations

onconsensusreachedinmostrelatedissues,thedistinctivenessinhandling

otherissuesandtheconsistencyofdoingthese.Intradedisputeresolution,

tradeunionsareverykeenonconsensusreachedinothertradedisputesby

unionsandemployers,thedistinctivenessinsomeuniquecasesthatarehandled

differentlyandtheconsistencyofthirdpartiesininterning.Theseshapetheir

perceptionsabouttradedisputesandhelpthem decideoncertainbehaviourto

adoptinengageintradedisputeresolution.AccordingtoHeider(1958),human

beingsarenaïvepsychologistsconstantlytryingtomakesenseoftheworld

aroundthem.Theythustendtoseecause-effectrelationshipsineventsinwhen

therelationshipsdonotexist.Afterinternallyformingtherelationships,they

projectthem intheirbehaviour,attitudesanddecisions.Thisgenerallyaffects

disputeresolutionduetoalreadyformedopinions.

1.1.3ThirdPartyIntervention

Thirdpartyinterventionistheinvolvementofathirdpersonororganizationto

helpsolveadisagreementbetweenanemployerandemployees(Khan,2007).A

thirdpartyisapersonoragroupofpeoplewhointerveneinatradedisputeto

help those stuck in deadlock resolve theirconflict(Bercovitch,1991).To
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interveneistocomeintoassistandsolveaconflict.Thisisthefocusofthird

partiesintradedisputesinorganizationsandworkenvironments.Thirdparties

playseveralsignificantrolesintradedisputeresolutions.Theysometimesactas

facilitatorsbyorganizingandarrangingmeetingsbetweendisputingparties.

Theyalso facilitatebysetting agendas,guiding productivediscussionsand

keeping records ofthe discussions held in dispute resolution meetings.In

addition, they serve as consultants by providing an analysis and an

understandingoftheconflictfrom aneutralpointofviewsothatthetwoparties

disputingoutlinearesolutionstrategy(Young,1967).

However,notalldisputes can be resolved amicablyusing these two mild

approachesofconsultationandfacilitation.Somedisputesusuallycallfora

more aggressive approach thatusually involves mediation and arbitration.

Mediation isavoluntary,non-binding disputeresolution processin which a

neutralthirdpartyhelpsthepartiestoreachanegotiatedsettlementwhichis

formalizedthroughwritingandsigningsothatitbecomesbinding(Fenn,2002).

Conciliationistheprocesswhereacommissionerorapanelist,inthecaseofa

bargainingcounciloragencymeetswiththepartiesinadisputetoexploreways

thatcan be used to settle the dispute by agreement(Totterdill,2003).

Conciliationisthepracticebywhichtheservicesofaneutralthirdpartyisusedin

adisputeinordertohelpthedisputingpartiestoreduceorbridgetheextentof

theirdifferencesandarriveatanamicablesettlement.Itisusuallyaprocessof

rationalandorderlydiscussionofdifferencesbetweenthepartiestoadispute

undertheguidanceoftheconciliator.Mediationinvolvesaneutraloutsidethird
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partyrepresentativeknownasamediator,listeningtobothsidesoftheconflict

inacasualsetting(Monroyetal,1986).Heorsheshouldremainimpartialand

beindependentinordertoendupwithapeacefulandfairresolution.The

conceptofthirdpartyinterventionistiedtonegotiationtechniqueswithregards

to industrialrelations(Walton & Mckersie,1991);and managementstudies

(Lewicki&Saunders,1996).Besides,theconceptspansseveralmethodological

approaches such as firstperson account(Kissinger,1982);case studies

(Zartman,1995);andrationalchoice-basedapproaches(Raiffa,1982).

Eventually,everytradedisputehastoberesolved;irrespectiveofwhom the

decisionfavours;sinceeveryeconomicentityhasaneconomicimplicationon

thecountry’seconomicmarket.Thus,thethirdpartyinfluencemaybeperceived

as eithera benefitora threatto eitherparty thatwillfeelfavored or

disadvantaged in the resolution reached.In turn,this affects the working

relationshipbetweentheemployerandemployeeseithertothedetrimentofthe

organizationortoitsbenefit.

1.1.4TradeUnionMovementinKenya

TheTradeUnionMovementinKenyabeganinthecolonialdayswiththechange

ofBritishLabourPolicyinhercoloniesin1937,whenitenactedtheTradeUnion’s

Ordinance thatstipulated conditions underwhich Africans could organize

themselvesintotradeunions.Threeunionswereimmediatelyregistered,namely:

EastAfricanStandardUnion(EASU);EastAfricanStandardStaffUnion(EASSU)

andtheLaborTradeUnionofEastAfrica(LTUEA). Later,theOrdinancewas
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revisedin1940duetotheincreasedactivism ofAfricansinagitatingforwhat

theyfeltandperceivedtobetheirrights.Themovementthentookonapolitical

tempoespeciallywiththeriseoftheKenyaAfricanStudyGroup(KASG),which

waslaterreplacedbytheKenyaAfricanUnion(KAU).Thisunionelicitedsupport

from the Asian community,specifically from one BrotherMakhan Singh.

Thereafter,severalmore unions emerged in pre-independentKenya before

formation ofa majorNationalTrade Union thatwas known as the Kenya

FederationofRegisteredTradeUnionsin1952byBrotherAggreyMinyaasthe

SecretaryGeneral.Thisperiodwascharacterizedbyrivalriesamongtradeunion

leadersandbadmachineriesinrunningtheaffairsoftheemployers.Theworkers

werealsonotpaidfortheworkdoneyettheywereexpectedtopayhuttax.When

theybeganbeingpaid,thewageswereveryminimal-theycouldhardlymeettheir

basicneedsandpaythehuttax(Mboya,1955).Initiallytherewerelawswhich

werenotelaborateonhow todealwithtradeunionsandtradedisputes.Such

weretheTradeUnionsActCap236andtheTradeDisputesActCap234,which

werelatermergedintotheLabourRelationsAct.TheEmploymentAct226was

revised into the EmploymentActNo.11.The Regulations ofWages and

ConditionsofEmploymentCap229wasrevisedtoTheLabourInstitutionsAct

No.12.Thepromulgationofthenew constitutionin2010usheredinawhole

chapteronLabourRelationsmattersthathasprovisionsforworkerspicketing

andevengoingonstrikewithoutvictimization,foraslongastheyfollowtheright

procedure.
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1.1.5TradeUnionsinKakamegaCounty

Trade unions in Kenya and Kakamega Countyin particularhave been in

existencefordecades.Withtheenactingofnewlabourlaws2007,promulgation

ofthenewconstitution2010,thecountymanagestradedisputes.Accordingto

recordsattheRegistrarofTradeUnionsKenya,(AnnualReport2015)thereare

stillsplintergroupsthatkeeponarisinginthetradeunions.Thesecontinue

weakeningtheunionsandrenderthem incapableoffightingfortheworkers’

rightseffectively.The formerKenya Union forDomestic,Health,Education,

Institutionaland HospitalAllied (KUDHEIHA),which represents workers in

domestic,hotels,hospitals,educationalinstitutionsandalliedworkers,hassince

splitintomanyfactionssuchas:theHotelWorkersUnion,KenyaNationalUnion

ofTeachers(KNUT)forteachers,KNNUfornurses,KMPDUformedicsamong

others.KNUThasalsoovertimehadasplintergroupemergefrom it,Kenya

UnionofPostPrimaryEducationTeachers(KUPPET),forpostprimaryteachers,

whichwasacreationofthegovernment;tocounterthemightofthemother

union,KNUT.

Allthesplintergroupshaveledtoverymanypowerwranglesamongtheleaders,

causingdisunityandlackofdirectioninhandlingdisputeswhenevertheyhave

arisen.ThetwoseparateunionssignedcontradictoryagreementswiththeTSC

and the teachers ended up missing the award.In addition,theirmedical

allowancewasdulytransferredtoAONInsuranceCompany,withouttheconsent

ofbothunionsonthematter.Thenursesfeltthattheirissueswerenotbeingwell

handledbytheunionrepresentingbothnursesanddoctors.Inaddition,theyfelt
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thattheKenyaNursesNationalUnion(KNNU)thatisanationalbodyforall

nursesseemstobeveryamorphousandcannotmeettheneedsofallnursesin

theirrespectiveKakamegaCounty.TheythusformedtheKenyaNursesNational

Union–KakamegaBranch.Thehospitalityindustrytooisfacedwiththesame

issueswiththeriseofKenyaHotelAlliedWorkersUnion(KHAWU)forhotelsand

alliedworkers.

Sincethedecreeaboutbasicpayforthelowestemployedworkersissuedbythe

presidentingazetteSupplementaryIssueNo.19Wages(General)OrderNo.117

of1stMay2015intheLabourInstitutionsAct,thedomesticworkersandsecurity

guardseachfelttheyneededtohaveaseparaterepresentationfortheirrights

anddemands.KenyaNationalPrivateSecurityWorkersUnion(KNPSWU)came

uptofightfortherightsofsecurityworkers.Theirfocusisonbasicpayand

allowancesaswellasconditionsofworksuchasavailabilityofnecessary

securitytoolsandworkinghours.

Aseachofthegivenunionsregisterssplintergroups,morekeeponarisingas

workersdemandtohavetheirowndevolvedunionstofightfortheirrightsatthe

countylevel.Someareasaresultofpowerhungryindividualswhowouldwishto

havetheirpoliticalaspirationsrealisedinthecreationofnew factionsthatwill

availnew positionsforthem.Othersareoutofgenuineneedtohavebetter

representationatthegrassrootslevel.Allinall,theystillattractinterventionby

thirdpartiesandinsuchcases;theunions’perceptionaboutthisinfluencecan

bedetrimentalto therunning ofkeyorganizationsatthecountylevel,and
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consequently,amajorinfluencetoothercountiesandthecountryatlarge.

1.2ResearchProblem

Thebeginningofconflictresolutionmustinvolve“accountability,truthtelling,

reconciliation,institutionalreforms,good governance and reparations.In a

transitionalprocess ofjustice,economic consideration mustbe given first

prioritybecausethereconciliatoryprocessrequiresincentives”(Chesterman,

2005).Theincentivesareimportantforpolicymakersbecausethecostsand

benefitstheypresenttendtoalterpeople’sbehaviour.Moreover,thosedisputing

mustbe informed aboutthe costs thatcome with refusalto embrace

reconciliationandpeace,evenifitmeansinvitingathirdpartytoassistinthe

process(Mankiw,2001).Mbugua(2011)HoweverMbuguadiscussedalternative

disputeresolutionmechanismsandthelegalinstitutionsframeworkbutdidnot

lookintoperceivedinfluenceofthirdpartiesintradeuniondisputeresolution.

Amwayi(2015)studied on factors affecting performance oftrade unions

including leadership styles,the organizationalstructure and the regulatory

frameworkinKenya;citingthecasestudyoftheCommunicationWorkersUnion.

However,hedoesnotdiscusstheperceivedinfluenceofthirdpartyintervention

intradedisputes.Thereisthereforeneedtodomoreresearchontheperceived

influenceofthirdpartyinterventionbytradeunionsintradedispute.Thereare

someTradeUnionswhichareperceivedtobepro-governmentwhileothersare

not.Therefore,perception ofThird Partyinfluence on trade union dispute

resolutionwilldependonwhichsideofthedivideonebelongsto.
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InKakamegaCounty,with29tradeunionshandlingtradedisputes,itisinevitable

thatthirdpartieshavetoemploytacttoactasthevoiceofreasonbetweenthe

employersandtheemployees,representedbytheirunionleaders.Suchcases

haveoccurredbetweendoctors,nurses,teachersandsugarcanefarmersand

sugarcompanies.Insomecases,conciliationandmediationhasbeenused.In

others,arbitrationhasbeenhelpfulinarrivingatamicableresolutions.Atsome

point,eitherpartyhasalwaysbeensuspiciousofthethirdpartyhavingbeen

compromisedeitherbytheemployer,governmentoremployees.Resolutions

reachedhaverarelybeentakeningoodfaithsinceeitherpartymayperceivethe

thirdpartytobelackingimpartiality;orjustoutrightlyirrational.

AlthoughtherehavebeenseveralreportssuchastheKNUTreportonteachers

needsassessmentandtheKoechReportreviewed(2015)touchingonthirdparty

interventionsintheKenyaneducationsector;thereisnoknownstudythathas

beendoneontheperceivedinfluenceofthirdpartyinterventionsintradedispute

resolution in Kakamega County.The reports are notsufficientin drawing

conclusionsonwhatapproachshouldbetakeninhandlingperceptionofthird

partiesintradeuniondisputes.KakamegaCounty,beingoneofthelargest

counties,inevitablyfacesmostofthechallengeswithregardstotradedisputes

and third partyinterventions.The perceptions held byboth employers and

employees,representedbytheirunionsarethedrivingforcebehindcarryingout

thisstudy.Thefindingswillbeofhelptoothercountiesandthecountryatlarge,

onhow tohandletradedisputesandwillanswerthequestion:Whatisthe

perceivedinfluenceofThirdPartyinterventionintradeUniondisputeresolution
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amongTradeUnionsinKakamegaCounty,Kenya?

1.3ObjectiveoftheStudy

Theobjectiveofthestudywastodeterminetheperceivedinfluenceofthirdparty

interventions in trade dispute resolution among trade unions in Kakamega

County,Kenya.

1.4ValueoftheStudy

Althoughtherearetheoriesofperception,thereisnoin-depthresearchontheory

thathasbeencarriedoutonhowtradeunionsperceivethirdpartyinterventions.

Thisresearchthusenablesin-depthstudyontheperceivedinfluenceofthird

partiesbytradeunionsinKakamegaCounty.Besides,thirdpartyinterveners

havehadnotheoryorfoundationonhowtradeunionsperceivetheirinfluencein

tradedisputeresolution.Thisresearchhelpsinform theirdecisionsregarding

theirroles.

Inpracticethestudysoughttoassisttradeunionofficialstoensureeffective

tradedisputeresolution.Thestudyalsoaimedatassistingacademiatocarryout

furtherresearchonThirdPartyinterventioninTradeUniondisputes.TheMinistry

ofLabourandotherrelateddepartmentswouldalsobeabletousetheresearch

inpolicyformulationandguidelineswithrespecttothirdpartyintervention.Such

asthecreationofcommissionformediatorsandarbitratorsasanindependent

body.

Therefore,this studywas motivated to determine extentofthe perceived
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influence ofthird party interventions in disputes among trade unions in

Kakamega County.Italso forms the framework forhandling third party

interventionsinothercountiesinthecountry,aswellasotherworkenvironments.

Inaddition,itcontributestotheformulationoftheoriesonperceivedinfluenceof

thirdpartiesintradedisputeresolution,atopiconwhichverylittleresearchhas

beencarriedout.

CHAPTERTWO:LITERATUREREVIEW

2.1Introduction

Thissectionexplorestheoretical,conceptualandempiricalliteraturetouchingon

theoriesofjobsatisfaction,theoriesofsocialjusticeandthirdpartyintervention

frameworks.Thepurposeofthissectionwastoestablishthefoundationforthe

proposedstudyandidentifyaframeworkwithinwhichprimarydatawouldbe

contextualizedandinterpreted.

2.2TheoreticalFoundation

ThisstudyisanchoredonthesocialjusticetheorybyMiller(1991andRawls

(1971);the attributiontheorybyFiskeandTaylor(1991)andtheperception

theory(Daleet.al.1989,2012).
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Socialjustice is usually measured using explicitand tacitterms forthe

distributionofwealth,opportunitiesforpersonalactivityandsocialprivileges.In

theWesternandolderAsiancommunities,theconceptofsocialjusticeoften

referred to theprocessofmaking surethatindividualsfulfilled theirsocial

responsibilitiesandreceivedwhatwastheirduefrom society.However,basing

onthecurrentglobaltrendsinsocialjustice,theemphasishasbeenonbreaking

ofbarriersforsocialmobility,thecreationofsafetynetsandeconomicjustice

forallclassesofpeopleinsociety,irrespectiveoftheircapabilities.Theterm

justice has been in existence since time immemorialbutthe term was

understooddifferentlyfrom whatitisrightnow (Hantal,1996).Withregardsto

OuthwaiteandBottomore(1993),justiceistheevolutionofbasicsocialand

politicalinstitutionswithconsequentburdensandbenefits.Thesearenormally

expressedintermsofjusticeandinjustice.Thus,eachindividualshouldhave

whatisduetohim orher.Sabine(1973),statesthatthestateisperceivedas

moralcommunitieswhosepeoplepossessthelawandlivebyit.Withregardsto

tradedisputes,tradeunionsandemployersengageintradedisputeresolutionin

ordertoprovidejusticeforbothparties;evenifitinvolvesinvitingathirdpartyto

facilitatetheresolution.

Othertheoristshavedifferentconceptsaboutsocialjustice.Themostsignificant

onesaretheTheoryofJusticebyRawls(1971),supportedbyMiller(1991).

Rawls'conceptionofsocialjusticeisdevelopedaroundtheideaofasocial

contract.Inthiscase,peoplefreelyenterintoanagreementtofollowspecifically

setoutrulesforthegoodofeveryone,withoutconsideringtheimplicationsof
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theserulesfortheirownselfishgain.Rawlspositsthatrational,freepeoplewill

agreetoplaybytherulesunderfairconditionsandthatthisagreementis

necessarytoassuresocialjustice.Thisisbecausepublicsupportisveryvitalfor

acceptanceoftherulesofthegame(Rawls,2003:27-28).Theserulesor

principles"specifythebasicrightsanddutiestobeassignedbythemainpolitical

andsocialinstitutions,andtheyregulatethedivisionofbenefitsarisingfrom

socialcooperationandallottheburdensnecessarytosustainit"(Rawls,2003).

Rawls (2003)is very clearthatbeyond this socialarrangement,"certain

requirementsmustbeimposedonthebasicstructurebeyondthoseofthe

system ofnaturalliberty.Afreemarketsystem mustbesetwithinaframework

ofpoliticalandlegalinstitutionsthatadjustthelong-runtrendofeconomic

forces so as to preventexcessive concentrations ofproperty and wealth,

especially those likely to lead to politicaldomination." Beyond political

domination,extreme concentrations ofwealth "are likelyto undermine fair

equalityofopportunityaswellasthefairvalueofthepoliticalliberties"(Rawls,

2003:53).Theimplicationofthisisthatperceivedneutralthirdpartieshaveto

stepintoindustrialdisputestoensurethattheypreventexcessiveconcentrations

ofpropertyandwealththatcouldcausepoliticaldomination.Thisprovidesa

platform thatisa neutralplayground forthetwo partiesengaged in trade

conflictssothattheaggrievedpartyfeelstheirgrievanceshavebeeneffectively

handled.However,inmostcases,theinterventionbyathirdpartyisalways

lookedatsuspiciouslybytheaggrievedparty.Theyperceiveitasathreattotheir

attainingofsocialjustice.Accordingto(Miller,2003),
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people'sviewsaboutjusticearepluralisticand"veryoftenpeopledecidewhata

fairdistributionconsistsofbybalancingclaimsofonekindagainstclaimsof

another."Itfollowsthat"thesocialcontextinwhichthedistributionhastobe

made--ormorepreciselyhow thatcontextisperceivedbythosemakingthe

judgment--willdeterminewhichprinciplestandsoutastherelevantprincipleof

justice"(Miller,2003:63).Everyonewho isworking,regardlessoftheirjob,

deservesasalarytoprovideforbasicneeds.Salariescanstillbebasedon

educationlevel,skilllevel,degreeofresponsibilityassociatedwiththejoband

dangersface,Thismeansthatsocialjusticeisnotinconsistentwithamarket

economy.Hence,Millerholdsthatinequalitiesinsocietyareattimesjust.He

givestworeasonsforthisobservation.First,economicinequalitiesthatmotivate

peopletostriveformorearesometimesjustifiable.Secondly,inequalitiesmay

resultfrom differentialclaimsonmerit.Thisimpliesthat,thoseindividualswho

meritmorebecauseoftheirperformancesdeservemorethanthosewhomerit

less.Thebasisofthisiseducation,skills,andperformances).Althoughheposits

this,Miller(2003:70)notesthattoday'seconomicdisparitiesarenotacceptable.

Inaddition,hearguesthatcitizensbelievethegapbetweentherichandthepoor

todayisverywide.Besides,thebottom wageisnotalivingwageandthatthose

atthetoparebeingpaidmoneythattheyhavenotearned(Miller,2003:71).This

isajustificationtouseallmeansavailable,includinguseofthirdpartiesto

interveneintradedisputes,soastostrikeabalanceineconomicdisparities

betweentheemployersandemployees.
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Thetheoryofperceptionisconcernedwithhowindividualsform opinionsabout

thingsbasedontheinformationtheygatherfrom theirenvironmentandhowthey

relatethatinformationtotriggersintheirenvironment.Italsopurportsthat

perceptionisbasicallyshapedbylearning,memory,expectationandattention.

Employees and employers both undergo differentexperiences in the work

environmentandthereforetendtoperceivethingsdifferentlydependingonwhat

eachdesirestoattainfrom theworkingrelationship(Helmholtz,1842;Daleetal,

1989,2012).Astheemployerstrivestomeettheemployees’needs,heorshe

expects thatthe employees willgive back to the organization equally by

improvedsalesandproduction.However,motivatorscannotbeneutrallyapplied

toallemployeesbecausewhatmaybeamotivatortooneemployeemaybeade-

motivatortoanother.Forinstance,increaseinbasicpaymaymotivatethelower

cadre ofemployees butthe highercadres may be seeking forcognitive

advancementsintermsofadvancedtrainingandjobpromotions.Itistherefore

inevitablethattradedisputeswillarise.Inmostcases,theemployerandthe

employeedonotreachaconsensusbetweenthetwoofthem andusuallyseeka

thirdpartyintervention.However,theyagainbothviewthethirdparty’sinfluence

differently;eitherasa threatorbenefitto the welfare ofthe employeror

employees,dependingontheoutcomesreached(Daleetal,2012).

Theattributiontheorydealswithhow thesocialperceiverusesinformationto

arriveatcausalexplanationsofevents.Informationgatheredespeciallybythe

ordinarypeopleisexaminedandcombinedtoform acausaljudgmentthatis

carriedonwiththeindividual,thusformingthebasisfortheirbehavior(Fiskeand
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Taylor,1991).Attribution is both internaland external.Internalattribution

involvesassigningthecauseofthebehaviortointernalcharacteristicssuchas

theperson’spersonalitytraits,motivesorbeliefs;ratherthanoutsideforces.

Externalattributionentailsassigningthecauseofbehaviortosomesituationsor

eventsoutsideaperson’scontrol,ratherthantointernalcharacteristics.These

externalattributionsincludesituationalorenvironmentalfeatures.Hence,in

accordancetohoweitherpartyperceivestheotherinatradedispute,adeadlock

maybereachedindisputeresolution,necessitatinginterventionbyathirdparty.

Inaddition,howathirdpartyintervenerisperceivedbyeitherpartywillinfluence

theprocessofdisputeresolution,especiallybasedonpreviousdisputeshandled

bythirdparties.

2.3ThirdPartyInterventionsinTradeUnionDisputes

Thirdpartyinterventionisthebringinginofathirdpersonororganizationtohelp

solveadisagreementbetweenanemployerandemployees(Khan,2007).Athird

partyisapersonoragroupofpeoplewhointerveneinatradedisputetohelp

thosestuckindeadlockresolvetheirconflict(Bercovitch,1991).Tointerveneis

tocomeintoassistandsolveaconflict.Thisisthefocusofthirdpartiesintrade

disputesinorganizationsandworkenvironments. Thirdpartiesplayseveral

significantrolesintradedisputeresolutions.Theysometimesactasfacilitators

byorganizing and arranging meetingsbetween disputing parties.Theyalso

facilitatebysettingagendas,guidingproductivediscussionsandkeepingrecords

ofthediscussionsheldindisputeresolutionmeetings.Inaddition,theyserveas

consultantsbyprovidingananalysisandanunderstandingoftheconflictfrom a
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neutralpointofview so thatthetwo partiesdisputing outlinearesolution

strategy(Young,1967).

However,notalldisputes can be resolved amicablyusing these two mild

approachesofconsultationandfacilitation.Somedisputesusuallycallfora

more aggressive approach thatusually involves mediation and arbitration.

Mediation isavoluntary,non-binding disputeresolution processin which a

neutralthirdpartyhelpsthepartiestoreachanegotiatedsettlementwhichis

formalizedthroughwritingandsigningsothatitbecomesbinding(Fenn,2002).

Conciliationistheprocesswhereacommissionerorapanelist,inthecaseofa

bargainingcounciloragencymeetswiththepartiesinadisputetoexploreways

thatcanbeusedtosettlethedisputebyagreement(Totterdill,2003).

Conciliationisthepracticebywhichtheservicesofaneutralthirdpartyisusedin

adisputeinordertohelpthedisputingpartiestoreduceorbridgetheextentof

theirdifferencesandarriveatanamicablesettlement.Itisusuallyaprocessof

rationalandorderlydiscussionofdifferencesbetweenthepartiestoadispute

undertheguidanceoftheconciliator.Mediationinvolvesaneutraloutsidethird

partyrepresentativeknownasamediator,listeningtobothsidesoftheconflict

in a casualsetting (Monroyetal,1986).The advantage ofmediation is it

encouragespartiestoreachanagreementondisputedmattersamicablythus

achieving a win-win situation.He orshe should remain impartialand be

independentinordertoendupwithapeacefulandfairresolution.

Theconceptofthirdpartyinterventionistiedtonegotiationtechniqueswith



21

regardsto industrialrelations(Walton & Mckersie,1991);and management

studies (Lewicki& Saunders,1996).Besides,the concept spans several

methodologicalapproachessuchasfirstpersonaccount(Kissinger,1982);case

studies(Zartman,1995);andrationalchoice-basedapproaches(Raiffa,1982).

Mostofthesetheoriesandmethodologicalapproachesaredrawnfrom military

approaches and outlooks on intervention.Hence,they have a dictatorial

connotationtothem,attractinganegativeperceptionofthirdpartyintervention

bytradeunions(Rowlands,1998&Weiss,1999).Butler(2003)alsoemphasizes

thatinterventionisstillveryambiguousandthatitisstillmainlyintheform of

militarizedintervention.Therouteissueisthefocus.Arbitrationisdoneoutside

thecourtsoflaw wherebybothpartiesagreeonaspecificthirdpartytobe

contractedtoarbitratebetweenthem.Theyalsoagreetoabidebythedecisionor

awardmadebythearbitratorirrespectiveofwhetheritfavourseitherpartyornot

(Raymond1994andRaiffa,1982;theKenyan,LabourRelationsAct2007,revised

2010).TheseareenshrinedintheConstitutionofKenya,2010;LabourRelations

Act2007revised2010,withrespectILO ConventionNo.98ontheRightsof

Workers.

Reagan(2002)arguesthatthefocusofmostthirdpartyinterventionsistoaffect

thedurationofconflicts.Itisalwaysdifficulttomeasuretheintentionsand

motivesofthethirdpartiesbutthismaybedoneineitherabiasedorunbiased

manner(Bett,1994).Allin all,literature largelyexistsonlyon quantitative,

empiricalorcasestudiesofthirdpartyinterventionsininterstateconflictsorcivil

conflicts.Thus,the findings available on such case studies are notvery
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applicableinthetradedisputescuttingacrosscountiesandtheiremployees’

unions.Moreover,suggestedoutlooksonhowtohandletheperceivedinfluence

by third parties are skewed towards militarized approaches thatare not

applicabletothetradedisputesinvolvingpeacefulinitiativesinforcingemployers

tomeetworkers’demandssuchasgoslows.Literaturealsorevealsthatthe

globaltrendto thirdpartyinterventionisthebiasedapproachinwhichthe

intervenertakessides,especiallywithahiddenmotive(Rioux,2001;Carment&

Harvey,2001;Liclider,2001).Moreover,some interventions interfere with

conflictsthatmayhavetakenanaturalcoursesoastoresultinsomething

meaningfulforbothparties(Luttwak,2001).

Eventually,everytradedisputehastoberesolved;irrespectiveofwhom the

decisionfavours;sinceeveryeconomicentityhasaneconomicimplicationon

thecountry’seconomicmarket.Thus,thethirdpartyinfluencemaybeperceived

as eithera benefitora threatto eitherparty thatwillfeelfavored or

disadvantaged in the resolution reached.In turn,this affects the working

relationshipbetweentheemployerandemployeeseithertothedetrimentofthe

organization orto its benefit. Mbugua (2011)in his paper“Overview of

Arbitration and Mediation in Kenya”discussesalternativedisputeresolution

mechanisms and the legalinstitutions framework.He does notlook into

perceivedinfluenceofthirdpartiesintradeuniondisputeresolution.Amwayi

(2015)discusses factors affecting performance oftrade unions including

leadershipstyles,theorganizationalstructureandtheregulatoryframeworkin

Kenya;citingthecasestudyoftheCommunicationWorkersUnion.Howeverthe
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twostudieshavenotdiscussedtheperceivedinfluenceofthirdpartyintervention

intradedisputes.Thereisthereforeneedtodomoreresearchontheperceived

influenceofthirdpartyinterventionbytradeunionsintradedispute.

2.4PerceivedInfluenceofThirdPartyIntervention

Severaltheoriesofinfluenceexisttoexplainsocialbehaviourwithregardsto

perceptionofissues.Thetheoryofcognitivedissonancepositsthatpeopleseek

consistency in their lives hence are sensitive to contradictions and

inconsistencies.Internaland externalattributionarebased onthecognitive

dissonancetheorywithregardstoconsequencesoffailedpersuasion(Kerr,

1992).Thesocialinfluencetheorycentresonattitude,whichisone’sevaluative

orientation towards a person,thing oridea.Persuasion involves changing

people’sattitudeswithagoalofchangingbehaviourusingnon-coerciveverbal

influence (Cartwright,1971). The social judgment theory purports that

persuasionoccursattheendoftheunderstandingprocessafteramessagehas

beenpassed.Thereafter,theindividualcompareswhatthemessagemeanswith

theirpositionontheissueathand.Thepositioncouldbethemostpreferredone,

basedonalternativesavailableortheperson’sego-involvementwiththeissue.

(Joachim,1992;Davis,1982;Wagner,1984)

Withregardstoperceivedinfluenceofthirdpartyinterventionbytradeunionsin

Kenya,theirinternalandexternalattributionshavebeenformedovertimebased

ontheirpastexperienceswiththirdpartiesintradedisputeresolution.These

pastexperiencesarecoupledwiththeirtakeontheirmostpreferredpositionon
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mattersraisedinthetradedisputeaswellasthealternativesavailableandthe

leaders’ego-involvementthatdeterminesthepublic’sperceptionofthem.In

mostcases,thirdpartyinterventioninKakamegaCountyhasinvolvedcoercive

verbalinfluencethathasbeentakenindifferentlybytradeunions.Thus,thereis

need to exploretheseinfluenceswith regardsto perception in thedispute

resolutionprocesswherethirdpartyinterventionissought.

CHAPTERTHREE:RESEARCHMETHODOLOGY

3.1Introduction

This chapterprovides the methodologyofthe study. Itgives the specific

proceduresthatwillbefollowedinundertakingthestudy. Theresearchdesign,

targetpopulation,sampleandsamplingtechniques,datacollectionmethodsand
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dataanalysisaredescribedinthischapter.

3.2ResearchDesign

Thisresearchdesignadoptedwascross-sectional,descriptivesurveyoftrade

unions.Thisdesignenabledtheresearchertodeterminetheperceivedinfluence

ofthirdpartyinterventionsintradedisputeresolution.Thereasonforusing

descriptiveisabletodetermineandreporttheexactwayinwhichvariablesare

(Cooper&Scindler,2007).Thedesignismorerelevanttothisstudybecauseit

madepossibletodrawconclusionaboutthevariableswithoutmanipulatingthe

respondentsandhenceallowedthemeasurementtobecontrolled.

3.3Population

ThepopulationofthestudyconsistedoftradeunionsinKakamegaCounty.

Thereare29tradeunionsinthecountyandallofthem wereinvolvedinthestudy;

thus,itwasacensussurvey.Thestudytargetedatleasttwounionofficialsin

eachoftheunions.Theseofficialsthuscomprisedthetargetpopulationthusa

targetof58officials.

3.4DataCollection

Thestudycollectedprimarydatathroughsemistructuredquestionnaires.The

questionnairesweredistributedtotwo(2)tradeunionofficialsfrom eachtrade

unionusingthedropandpickmethod.MugendaandMugenda(2003)observed

that,thepre-requisitetoquestionnairedesignisdefinitionoftheproblem andthe

specificstudyobjectives.Thestudyusedquestionnairesprimarilyduetotheir
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practicabilityand applicabilityto the research problem.The questionnaires

contained a mixture of open-ended and closed- ended questions. The

respondentswerealsogivenoptionsofcheckingseveralboxesandquestions.

3.5DataAnalysis

Thedatacollectedwasqualitative.Thiswasfirstsortedforconsistencyand

reliability before being subjected to the analysis.Inferentialstatistics was

thereforeusedtomakeinferencesaboutdifferentperceptionsheldbytrade

unionsaboutthirdpartyinterventionsintradedisputeresolutions.Theanalysis

thenmovedtoqualitativeaspectswheretherewasfirstaphraseanalysisusing

frequencyofdifferentphrasesintheresponses.Therewasalsoafactoranalysis

toexploredeeperintotheperceptionsandrankthem basedonthemagnitudeof

theirimpact.

CHAPTERFOUR:DATAANALYSISFINDINGSANDDISCUSSION

4.1Introduction

Thischapterfocusesonthedataanalysisandgivesadetailedoutlookofthe

dataanalysisaspointedoutinchapterthreewithemphasisonthefindingsof
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theanalysis.Thechapterfirstanalysestheresponserateandthedemographic

characteristicsoftherespondentstoestablishthecredibilityoftherespondents

thusvalidityofthestudy.Thisisfollowedbydescriptiveanalysisofthestudy

itemsintermsofmeanandstandarddeviation.

4.2ResponseRate

Allthequestionnaireswerereturnedhowever,fivequestionnaireswerefound

invalidduringthesortingthusatotalof36questionnaireswereusedforthe

studymakingaresponserateof87.81%.Sincethisiswithinthe67%accepted

thresholdforascholarlystudy(Baruch&Holtom,2008),theanalysiswascarried

out.

4.3DemographicCharacteristicsoftheRespondents

Thedemographiccharacteristicsoftherespondentswasusedtodetermine

suitabilityforthestudyanddesignation,lengthofservice,interactionswiththird

parties,responsibilities in the said union and otherresponsibilities.Those

officialswiththelongserviceintradeunionmovementweretheoneswho

adequately responded on how they perceive the influence ofthird party

interventionintradedisputeresolution.Becauseoftheirexperiencetheywere

abletorespondadequately.
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4.3.1Designation

Figure4.1Designation

Table4.1Designation

Designation Percentage

Chairperson 6

SecretaryGeneral 22

PublicitySecretary 18

LegalAffairsSecretary 12

BranchSecretary 32

Treasurers 10

Figure4.2andTable4.1aboveshowthattherespondentsweredrawnfrom all

levelsofthetradeunionsfrom chairpersons,secretarygenerals,specialist

secretaries and treasurers.The studyused more chairpersons and branch

secretariesastheyarethetechnicalofficersinchargeoftheindustrialrelations.
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Thisimpliesthattherespondentswereevenlyspreadamongthedesignation

withconcentrationontheactiveparticipantsintheindustrialrelationsprocesses.

4.3.2Lengthofservice

Figure4.2Lengthofservice

Table4.2LengthofService

Length(yrs) Percentage

Lessthanoneyr 4

1–5yrs 30

6–10yrs 55

Above10yrs 25

Figure4.3 andTable4.2aboveshowthatonlyonerespondenthadstayedinthe

currentdesignationforlessthanayearwithamajorityhavingtakenbetween1to
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abovetenyears.Thisthenimpliesthattherespondentshadtakenlongenoughin

theorganizationstorespondadequatelytothequestionnaireitems.

4.3.3ExperienceinTradeUnionism

Figure4.3ExperienceinTradeUnionism

Table4.3ExperienceinTradeUnionism

Experience

(yrs)

Percentage

Lessthanoneyr 2

1–5yrs 20

6–10yrs 58

Above10yrs 20

Figure4.4andTable4.3aboveshowthatnorespondenthadtakenlessthanone
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yearintradeunionism.Majorityoftherespondentshadbetween6to10years

andabove10yearsofexperienceintradeunionism.Thisthenimpliesthatthe

respondents had enough grasp ofindustrialrelations concepts to respond

adequatelytothestudy.

4.4QuantitativeAnalysis

Quantitativeanalysiswasdoneintermsofmeanandstandarddeviationforthe

structuredquestionnaireitemsandresultsgivenintable4.4and4.5below.

4.4.1PerformanceofThirdPartiesinTradeDisputeResolution

Table4.4PerformanceofThirdPartiesinDisputeResolution

N Mean Std.Deviation

Howadequatelydothirdpartiesrespond

whentradeunionsreportatradedispute

36 3.3793 .72771

Success ofthird partyintervention in

TradeUniondisputeResolution

36 3.2759 .88223

Hasyourtrade union adopted a third

partyinterventioncriterionintheirmost

recentindustrialconflicts

36 1.1786 .39002

Frequency that your union benefited

from thirdpartyintervention

36 3.0000 1.13389

Quickresolutionofthetradedisputeby

adoptionofthethirdpartyintervention

36 1.3333 .51640

ValidN(listwise) 36

Table 4.4 above shows thatthird parties somehow adequately responded

whenevertrade unionsreported disputes,(mean 3.3793,standard deviation
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0.72771),werefairlysuccessfulinresolvingdisputesreportedtothem bytrade

unions(mean3.2759,standarddeviation0.88223),andthattheunionssomehow

frequentlybenefitedfrom thirdpartyinterventionindisputeresolution(mean

3.00,standarddeviation1.13389).Italsoshowsthatmoretradeunionsadopted

thirdpartyintervention(mean1.1786,standarddeviation0.39002)andthatthe

thirdpartyinterventionalmostcertainlyledtoquickresolutionofdisputes(mean

1.3333,standarddeviation0.51640).

4.4.2PerceptionsonFactorsLeadingtoThirdPartySuccess

Table4.5PerceptionsonFactorsLeadingtoThirdPartySuccess

Thethirdpartiessucceedbecauseof

thefollowingfactors N Mean

Std.

Deviation

Empathy 36 2.7241 .64899

Neutrality 36 3.0000 1.06904

Skewdness 36 2.2759 .79716

Decision 36 2.8966 .77205

Assurance 36 3.0000 .88641

Establishment 36 3.0000 .88641

Location 36 3.2069 1.01346

Knowledgability 36 3.3448 .93640

ValidN(listwise) 36

Table4.5aboveshowsthattherespondentsratedthethirdpartiesgoodin

knowledgability (mean 3.3448,standard deviation 0.93640),location (mean

3.2069,standard deviation 1.01346),establishment(mean 3.00,standard
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deviation 0.88641),assurance (mean 3.00,standard deviation 0.88641),

neutrality(mean 3.00,standard deviation 1.06904),decision (mean 2.8966,

standarddeviation0.77209),andempathy(mean2.7241,standarddeviation

0.64899).Ithowevershowsthattherespondentsratedthethirdpartiesasfairin

skewdness(mean2.2759,standarddeviation0.79716)

This implies thatthe third parties are good in knowledgability,location,

establishment,assurance,neutralitydecisionandempathybutfairinskewdness.

4.5FrequencyAnalysis

Frequencyanalysiswasusedforthequalitativewordanalysisthatsoughtto

quantifythefrequenciesofparticularphrasestotheopenendedquestionsand

thisisgivenintables4.6to4.10below.

Table4.6ModelSummary

Relianceonthird

party

Keyissuesinthe

dispute

How thirdpartyintervention

influencedtheconflict

Effectsofthirdparty

intervention

N Valid 31 36 34 35

Missing 5 0 2 1

Table4.6aboveshowsthatalltheanalyzedquestionnairesrespondedtothe

item onkeyissuesinthedispute,onedidnotrespondoneffectsofthirdparty

intervention,two did notrespond on item on how third partyintervention

influencedtheconflictandfivedidnotrespondonitem onrelianceonthird
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partiesinconflictresolution.Sincethesewerewithinthenegligiblemargins,the

analysisonalltheitemswasseenasvalid.

4.5.1TradeUnionRelianceonThirdPartytoResolveDisputes

Table4.7TradeUnionRelianceonThirdParty

Frequency Percent

Cumulative

Percent

Valid 31 86.11 86.11

Adjudication 4 12.90 12.90

Arbitration 2 6.45 19.35

breakingstalemate 6 19.35 38.70

conciliation 5 16.2 54.90

expertopinion 3 9.67 64.57

Guidanceontechnicalaspects 3 9.67 74.24

lackoftrust 1 3.23 77.47

legaladvice 4 12.9 90.37

mediation 3 9.67 100.00

Total 31 100.0

Table 4.7 above shows that19.35% ofthe cases thatgo forthird party

intervention involve stalemate in negotiations,16.2 % conciliation,12.9%

adjudication,12.9% involveseekingoflegaladvice,9.67% expertopinion,9.67%

adviceontechnicalissues9.67% mediation,6.45% arbitrationand3.23dueto

lackoftrustbetweentheemployerandtheemployee.
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Thisthusimpliesthatmostofthedisputesthatreachthirdpartyintervention

levels are involving stalemate in negotiations,conciliation,adjudication and

seekingoflegaladvice.Theonesthataveragelyreachthislevelinvolveexpert

opinion,adviceontechnicalissuesmediationandarbitrationandtheleastcases

reachingthirdpartyinterventioninvolvelackoftrustbetweenemployerand

employees

4.5.2Keyissuesinthetradedispute.

Table4.8KeyIssuesinThirdPartyInvolvement

Frequency Percent

Cumulative

Percent

Valid 36 100 100

breachofCBA 8 22.22 22.22

electiondispute 3 8.33 30.55

Paydispute 14 38.89 69.44

workingconditions 11 30.56 100.0

Total 36 100.0

Table4.8aboveshowsthat38.89%ofdisputesreachingthirdpartyintervention

wereaboutpaydisputes,30.56% onworkingconditions,22.22% onbreachof

CBAand8.33%onelectiondisputes

Thisimpliesthattheunionsmostfrequentlytakeissuesinvolvingpaydisputes,

workingconditionsandbreachofCBAsforthirdpartyinterventionandrarelytake

issuesofelectiondisputesforthirdpartyintervention
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4.5.3PerceivedInfluenceofthirdpartyinterventionontheTrade

DisputeResolution

Table4.9InfluenceofThirdPartyInterventionoftheTradeDisputeResolution

Frequency Percent CumulativePercent

Valid 34 94.44 94.44

legaladvice 18 52.94 52.94

peacefulsolution 13 38.24 91.18

timelyresolution 3 8.42 100.0

Total 34 100.0

Table4.9aboveshowsthat52.94% oftheunionsbenefitedfrom legaladvice

from thethirdparties,38.24% benefitedfrom peacefulresolutionsand8.42%

benefitedfrom timelyresolutions.

Thisimpliesthattheinterventionofthirdpartiesbenefitedtheunionsandthe

employersbygivinglegaladviceandleadingtopeacefulresolutions.Ithowever

showsthatthemattersthatwentforthirdpartyinterventionsdidnotleadto

timelyresolution.
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4.5.4TheeffectsofthirdpartyInterventionstoTradeUnion

Table4.10TheEffectsofThirdPartyInterventionstoYourTradeUnion

Frequency Percent CumulativePercent

` 35 97.22 97.22

enforcementoforders 5 14.29 14.29

legalunderstanding 4 11.43 25.72

neutrality 12 33.41 59.13

savingtime,

benchmarks

1

6

2.86

17.14

61.99

79.13

peacefulresolution,

enhanceperformance

4

3

11.43

8.57

90.56

100

Total 35 100.0

Table4.10aboveshowsthattheadoptionofthirdpartyinterventioninindustrial

relationsdisputesledtoneutralityin33.41% ofthecases,gettingappropriate

benchmarksin17.14%ofthecase,enforcementoforderin14.29%ofthecases,

legalunderstandingin11.43%ofthecases,peacefulresolutionin11.43%ofthe

cases,enhancingperformancein8.57%ofthecasesandsavingtimein2.86%of

thecases.

Thisimpliesthatthebiggeststrengthofthethirdpartiesisneutralityfollowedby

gettingappropriatebenchmarks,enforcementoforders,legalunderstandingand

peacefulresolution.There is howevera slightchallenge in the third party
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interventionleadingtoenhancedperformance.Themostseriousweaknessin

thethirdpartyinterventionisthetimetakentosolvethedisputes.

4.6.1Totalvariance

Table4.11TotalVariance

Compo

nent

InitialEigenvalues ExtractionSumsofSquaredLoadings

Total %ofVariance Cumulative% Total %ofVariance Cumulative%

1 4.310 30.784 30.784 4.310 30.784 30.784

2 2.237 15.976 46.760 2.237 15.976 46.760

3 1.566 11.187 57.947 1.566 11.187 57.947

4 1.112 7.945 65.892 1.112 7.945 65.892

5 .994 7.097 72.989 .994 7.097 72.989

6 .831 5.939 78.928 .831 5.939 78.928

7 .689 4.922 83.850 .689 4.922 83.850

8 .604 4.316 88.166 .604 4.316 88.166

9 .569 4.061 92.227 .569 4.061 92.227

10 .388 2.768 94.995

11 .338 2.415 97.410

12 .201 1.435 98.845

13 .108 .775 99.620

14 .053 .380 100.000

ExtractionMethod:PrincipalComponentAnalysis.

Table4.11aboveshowsthattheanalysisidentifiedatotalof14factorsthat

identifytheperceptionsoftradeunionsonthirdpartyinterventioninconflict
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resolution.Thesefactorswerethenlistedinorderofthemagnitudetowhichthey

influencetheoutcome.However,thesystem eliminatedfactorswhoseinfluence

wasbelow0.5eingeinvalueasthisisseenasaweakcorrelation.Thisthusleft9

factorswithstronginfluenceontheidentificationoftheperceptionsoftrade

unions on third party intervention in conflictresolution.Factor1 has the

strongestinfluencewitha30.784eingenvalue.Thatisfollowedbyfactortwoup

tofactor14inthatorder.

4.6.2ComponentMatrix

Table4.12Componentmatrix

Component

1 2 3 4 5 6 7 8 9

B1 .870 -.138 .137 -.032 .032 -.048 .118 -.028 -.009

A4 .777 .148 -.012 -.089 .206 .055 .129 -.051 -.384

B2 .720 -.453 .060 .049 -.130 .178 -.308 -.027 .178

A3 .610 .023 -.323 -.215 .394 -.019 -.153 .459 .137

B3 .576 .266 -.434 -.003 -.005 -.219 -.118 -.415 .399

A6 .536 -.037 -.146 .406 -.500 -.247 .021 .398 .018

A2 .520 -.343 .323 .290 .111 -.515 .193 -.138 -.097

A10 .510 .115 .359 .445 .334 .318 -.342 -.062 -.085

C2 -.447 .311 .439 .296 .391 -.067 .217 .167 .373

B4 .399 .856 .133 -.002 .038 -.126 .060 -.029 -.040

A5 .396 .813 -.126 -.194 -.143 .107 .110 .052 -.022

A9 .372 .122 .654 -.114 -.444 .314 .123 -.005 .171

A8 .365 -.411 .360 -.640 .139 -.110 .115 .046 .115
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Component

A7 .349 -.334 -.463 .246 .113 .420 .529 -.048 .099

ExtractionMethod:PrincipalComponentAnalysis.

a.9componentsextracted.

Thetable4.12aboveshowstheninecomponentsextractedthathaveahigh

influenceontheperceptionsoftradeunionsonthirdpartyinterventioninconflict

resolution.Thesefactorshavealsobeenlistedwiththequestionnaireitemsthat

theycorrespondto.Thetopshowsfactors1to9whiletherowsshow the

questionnaireitems.Thisisthenthefactorusedtoidentifythevariablesby

identifyingthecommonalitiesinthetestitemstheycorrespondto.

4.6.3Componentidentification

Table4.13ComponentIdentification

Component Componentname

1 Neutralityofthirdparty

2 Legalknowledge

3 Wisdom

4 Formalpower

5 Moralstanding

6 Credibility

7 Accessibility

8 Fairness

9 Personality

Thetable4.13aboveshowsthatthethirdpartyderivetheirsuccessandmerit

attentionoftradeunionsbasedmostlyontheirperceivedneutralityfollowedby
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legalknowledge,wisdom,formalpower,moralstanding,credibility,accessibility,

fairnessandlastlypersonality.Thisimpliesthattradeunionsmostlypreferthird

partiesthatareseentobeneutral,havelegalknowledge,areperceivedtobe

wisehaveahigherformalpowerthanbothpartiesintheconflict,havehighmoral

and ethicalstanding,are credible,accessible and are fairaswellashave

charisma.

4.7Discussionofthefindings

Thequantitativeanalysisfoundoutthatmoretradeunionsadoptedthirdparty

intervention.Thisisinlinewiththefindingsofdaleetal(2012)thatindustrial

relationshipisfastleavingthehandsofemployersandemployeesandmoving

intothedomainofthirdparties.Thisiscontrastedwiththeearliertimeswhen

therewasalmostcertaintyofdisputesbeingsolvedbyemployersandemployees

amicablyraisingnoneedforthirdpartyintervention(Miller2003).Theargument

byKhan,(2007)thatthirdpartiesarenotverymotivatedtotakeupindustrial

relationissuesisshownbythefindingthatthethirdpartiesrespondedaveragely

whenevertradeunionsreporteddisputes,Chesterman,(2005)attributesthisto

therigorousnatureofindustrialrelationsdisputesandthecunningnatureofthe

lawyersbothfrom theemployerandemployeewitheachtryingtooptimizeand

cedetheleastground.Thisoftenputsthethirdpartyunderconstantstrainin

bringingthetwopartiestogether(Mbugua,2011).

The studyalso determined thatthe third parties were fairlysuccessfulin

resolving disputes reported to them by trade unions and thatthe unions
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averagelybenefitedfrom thirdpartyinterventionindisputeresolution.Thisisin

agreementwithSifuna(2010)whosaysthatintheKenyancontext,theeffortsof

thethirdpartiesareoftenfrustratedbyanypartyfeelingdissatisfiedleadingto

appealsandcounteractionbytheparties.Thisishowevercounteredbythefact

thatthethirdpartiesareconsideredknowledgable,welllocated,established,give

assurancetotheparties,areneutral,makefirm decisionsandhaveempathy

(Gathoga,2011).Theyarehoweverseentolackskewdnessthusoftenoutwitted

bytheemployers’lawyersimpactingontheirsuccess,(Husnahetal,2013).

Thestudyalsodeterminedthatmostofthedisputesthatreachthirdparty

intervention levels are involving stalemate in negotiations, conciliation,

adjudicationandseekingoflegaladvice.Theonesthataveragelyreachthislevel

involveexpertopinion,adviceontechnicalissues,mediationandarbitrationand

theleastcasesreachingthirdpartyinterventioninvolvelackoftrustbetween

employerandemployees.ThisishowevercontrarytothefindingsbyFenn,(2002)

whoputelectiondisputes,disciplineandmediationontopofthelist.Thisis

explainedbyAmwayi(2015)whoassertsthattherecentlegislationsinthe

countryandtheriseofthegovernmentasanemployerhaswithtimeempowered

theemployersandweakenedtheunionssuchthatunionpositionsarenolonger

majorsourcesofconflictsandthattheunionsareunderconstantpressureby

theirmemberstogivethem bettertermsputtingthecoreofunionactivityto

betterpayandbetterworkingconditions.

Thefactoranalysisrevealedthattradeunionsmostlypreferthirdpartiesthatare
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seentobeneutral,havelegalknowledge,areperceivedtobewisehaveahigher

formalpowerthanbothpartiesintheconflict,havehighmoralandethical

standing,arecredible,accessibleandarefairaswellashavecharisma.Thisisin

agreementwiththeassertionofOjiambo(2012)thatthethirdpartychoiceis

morebasedonperceptionandmostlyneutralityandlegalaswellastechnical

knowhow.

CHAPTERFIVE:SUMMARY,CONCLUSIONAND

RECOMMENDATIONS

5.1Introduction

Thechapterdealswithasummaryofthefindingsasgiveninchaptertwo

followedbyadiscussionofthefindingsinrelationtotheliteraturereview as

depicted inchaptertwo;followed byrecommendationsbothfortheoryand

practiceandfuturestudies;thenfinallyaconclusion

5.2Summary

Thedemographiccharacteristicsofrespondentsshowedthattherespondents

wereevenlyspreadacrossthetradeunionseliminatinganypossiblebias,were

evenly spread among the designation with concentration on the active

participantsintheindustrialrelationprocesses,hadtakenlongenoughinthe

organizationstorespondadequatelytothequestionnaireitems,hadenough

graspofindustrialrelationsconceptstorespondadequatelytothestudy.
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Thequantitativeanalysisfoundoutthatmoretradeunionsadoptedthirdparty

interventionandthatthethirdpartyinterventionalmostcertainlyledtoquick

resolutionofdisputes.Italsofoundoutthatthirdpartiesrespondedaveragely

whenevertradeunionsreporteddisputes,werefairlysuccessfulinresolving

disputes reported to them bytrade unions and thatthe unions averagely

benefitedfrom thirdpartyinterventionindisputeresolution.Inaddition,itwas

seenthatthethirdpartiesaregoodinknowledgability,location,establishment,

assurance,neutralitydecisionandempathybutfairinskewdness.

Itisalsoseenthatmostofthedisputesthatreachthirdpartyinterventionlevels

areinvolvingstalemateinnegotiations,conciliation,adjudicationandseekingof

legaladvice.Theonesthataveragelyreachthislevelinvolveexpertopinion,

adviceontechnicalissuesmediationandarbitrationandtheleastcasesreaching

thirdpartyinterventioninvolvelackoftrustbetweenemployerandemployees.

Moreover,thestudydeterminedthattheunionsmostfrequentlytakeissues

involvingpaydisputes,workingconditionsandbreachofCBAsforthirdparty

interventionandrarelytakeissuesofelectiondisputesforthirdpartyintervention

andthattheinterventionofthirdpartiesbenefitedtheunionsandtheemployers

bygivinglegaladviceandleadingtopeacefulresolutions.Ithowevershowsthat

the matters thatwentforthird party interventions did notlead to timely

resolution.

Thestudyalsofoundoutthatthebiggeststrengthofthethirdpartiesisneutrality

followed bygetting appropriate bench marks,enforcementoforders,legal
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understandingandpeacefulresolution.Thereishoweveraslightchallengeinthe

thirdpartyinterventionleadingto enhancedperformance.Themostserious

weaknessinthethirdpartyinterventionisthetimetakentosolvethedisputes.

5.4RecommendationsforPolicyandpractice

Basedonthefindingsofthestudy,thefollowingrecommendationsaremade:

First,thethirdpartiesshouldfindwaysofensuringhighersuccessintheir

interventionasthestudyshowedthatitisaverage.Theareasofmoreserious

concernasseeninthestudyisthespeedoftheresolutionandtheabilityofthe

thirdpartiestoenforcethedecisionsarrivedatintheirpresence.Thiswouldthus

callforlookingintothelegislativeandtechnicalareasaroundtheroleofthird

partyinterventionintoindustrialrelationstomakeitmoresuccessful.

The study also recommends for more structuralengagements between

employersandemployeestoavoidallissuesgoingforthirdpartyintervention.

Thisisfrom thefactthatmostoftheissuesmakingittothirdpartyinvolvement

stem from stalematesinthenegotiationprocess.Thiscanbeavoidedbyboth

theemployersandtheemployeeswillingtoconcedegroundsandconcludethe

deliberation amicablywithoutneed forthird partyintervention given thatit

consumestimeandresolutionofconflictsthroughthirdparty.Besides,itdoes

notleadtoincreasedperformanceasitindicatesstrainedrelationshipsbetween

employersandemployeesespeciallywherearbitrationandconciliationissought

ratherthanmediation.
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Thereisalsoarecommendationforthethirdpartiestogomoreformediation

ratherthanarbitrationandconciliationasmostthirdpartiesareseentogofor

thelatterleadingtomorestrainedrelationshipbetweenthemajorplayersinthe

industrialrelationships.

5.5Limitationsofthestudy

HavingthestudybasedinKakamegaCountyitwasnotentirelytothewhole

country.

Giventhatthestudyhasgivenpreferredtraitsofthirdpartiesbyemployees

throughtheirunions,asimilarstudyshouldbecarriedoutamongtheemployers

such thatthere is a balanced perception ofthe third party intervention

consideringbothunions’andemployers’perception.

Astudyshouldalsobetakentodeterminetheinstitutionsorkindsofindividuals

thatmeettheseperceptionssuchthatthereisanestablishedbodyofthird

partiesforconsistencyandreliabilityinthirdpartyintervention.Thisisfrom the

widediscrepanciesseenintheresponsesasseeninthestandarddeviations

abovetoshowthereisnostandardizedapproachbythirdpartiesaseachthird

partyfollowshisorherintuitiononthematterbroughttoattention.



47

Finally,thereshouldbeaquantitativestudytodeterminetheeffectofthirdparty

interventiononthesolutionofindustrialrelationdisputesandconflicts.

5.6SuggestionsforFurtherResearch

The study has thus found the traits ofthird parties to industrialconflict

resolutionsthatmakethem successfulinsolvingthesedisputes.Ithowever

shouldnotimplythatthethirdpartiesshouldbethefirstoptioninconflict

resolutionastheydonotdothisingoodtime,donotcreateharmonyinthework

placeanddo notbringimprovementinperformanceevenaftersolvingthe

conflicts.Employersandemployeesarethusbetteroffengagingindialogueto

solvetheconflictsbetweenthemselveswithoutinvolvingthirdpartiesandonly

takingthatoptionwhentheconflictescalatestolevelsbeyondthetwoofthem.

Sincetheresearchconcentratedonperceivedinfluenceofthirdpartyintervention

bytradeunions,thereisneedforfurtherresearchbytheemployerssoastogeta

comprehensiveresults.
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APPENDICES

Appendix1:LetterofIntroduction
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AppendixII:ResearchQuestionnaire

Kindlyanswerthefollowingquestionsbytickingintheappropriateboxor

fillingthespacesprovided.

PartA:Generalinformation

1.Nameofyourtradeunion____________________________________________

2. Whatisyourdesignation?_________________________________________

3.Whatisyourtotalworkexperienceinyears?

Lessthanayear []

Between1and5years []

Between6and10years []

Above10years []

4.Whatisyourlengthoftimeinthetradeunion?

Lessthanayear []

Between1and5years []

Between6and10years []

Above10years []

PartB:ThirdPartyIntervention

5.Inyourview,howcantradeunionsrelyonthirdpartiestoresolvetheir

disputes?
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----------------------------------------------------------------------------------------------------------------

----------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------

6.How adequatelydothirdpartiesrespondwhentradeunionsreporta

tradedispute?(Ratetheitemsintheboxbelow:5=veryadequately,4=

fairlyadequately,3=adequately,2=poorlyand1=verypoorly.)

Very

adequately

FairlyAdequately Adequately Poorly VeryPoorly

7. a)How wouldyouratethefollowingaspectswithrespecttothird

partiesintheprocessoftradedisputeresolution?(Ratetheitemsin

theboxbelow:5=excellent,4=verygood,3=good,2=fairand1=poor)

Aspect 5 4 3 2 1

Empathy

Neutrality

Skewdness

Indecision

Assurance

Establishment

Officelocation
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Knowledgeability

b)HowdoyouratethesuccessofthirdpartyinterventioninTradeUnion

dispute?

5 4 3 2 1

c)HowFrequenthasyourunionbenefitedfrom thirdpartyintervention?(Rate

intheboxbelow:5=veryfrequently,4=fairlyfrequently,3=frequently,2=

minimallyand1=notatall.)

5 4 3 2 1

8. Hasyourtradeunionhandledanyindustrialconflictsintherecent

past?

[]Yes []No

9.Hasyourtradeunionadoptedathirdpartyinterventioncriterionintheir

mostrecentindustrialconflicts?

[]Yes []No
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10.Howmanytradedisputesaresettledthroughthirdpartyinterventionin

yourunion:

Inoneweek []

Inonemonth []

Inayear []

11.Iftheanswerisyes,kindlystatethenameofthethirdpartyandthekey

issuesinthetradedispute.

………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………

………………

12.Didtheadoptionofthethirdpartyleadtoaquickresolutionofthe

tradedisputeinyourtradeunion?

[]Yes []No

i. Ifyouranswerisyes,pleaseexplainhowitinfluencedtheconflict?

………………………………………………………………………………………………………………………………………

………………………………………………………

Ifyouranswerisno,pleaseexplainhowitinfluencedtheconflict?

………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………

……………………………………
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13.Whicharetheeffectsofthirdpartyinterventionstoyourtradeunion?

a)……………………………………………………………………………………………

b)……………………………………………………………………………………………

c)……………………………………………………………………………………………
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AppendixIII.ListofTradeUnionsinKakamegaCounty
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