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ABSTRACT

This research paper analyzed the effects that trade unions have on industrial relations particularly

within the public sector in Kenya. Further this paper investigated extent to which the said effects

influence industrial relations in the public sector. This research is premised on a study of Kenya

Ports Authority as one of the largest state corporation in Kenya with the highest number of

unionized employees. Stratified proportionate random sampling technique was used to select the

sample. From each stratum, the study used simple random sampling to select 73 respondents

from Kenya Ports Authority in their various departments. Primary data was gathered using

questionnaires. Descriptive analysis was used to generate answers to the research problem.

Qualitative data analysis method was also applied in order to gain a better understanding and

possibly enable more insightful interpretation of the results from the analysis of the data that was

gathered using open ended questions. The study found there was a positive correlation between

industrial relations and reward and benefits, working environment, performance pay base and

staff training. Further the study established that the four independent variables studied, explain

84.1% of the industrial relations. However there are other effects of trade unions on industrial

relations that were not studied contributing to 15.9%. The study finally, showed that performance

pay base as a direct effect of trade unions has the greatest influence on industrial relations within

Kenya Ports Authority. This led to the conclusion that trade unions still have a role to play in

modern industrial relations in Kenyan parastatals. Further that the effects of trade unions have a

great significance to the industrial relations within the public sector.
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Introduction

Trade unions are a major component of the modern industrial relations system. In Kenya the

right to form and join a trade union is a fundamental human right enshrined in the Constitution

(Constitution of Kenya 2010). Trade unions in Kenya are involved in the formulation of national

labour policy through an umbrella body called the Central Organization of Trade Unions
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(COTU). In addition Kenya has codified trade union legislation into an act of parliament. The

Trade Unions Act of Kenya (Cap 233) as repealed by Labour Relations Act 2007 and defines a

trade union as an association of employees whose principal purpose is to regulate relations

between employees and employers, including any employers’ organization. With the expanded

democratic space, increased awareness of fundamental rights, in particular the right to organize

bargain and settle terms of conditions of employment labour unions have gradually been

strengthened especially in the pubic sector.

The case of study for this research is Kenya Ports Authority (KPA) which a state corporation

with the responsibility to "maintain, operate, improve and regulate all scheduled seaports" on the

Indian Ocean coastline of Kenya, including principally Kilindini Harbour at Mombasa. Other

Kenya Ports Authority ports include Lamu, Malindi, Kilifi, Mtwapa, Kiunga, Shimoni, Funzi and

Vanga. The Kenya Ports Authority was established in 1978 through an act of Parliament and is

located in Mombasa. Only the port of Mombasa is fully developed with modern equipment

hence making it the principal port in the region. At the port of Mombasa the Kenya Ports

Authority’s core business is to provide: Safe navigation, Pilotage, Berthing, Mooring, Pollution

control, Stevedoring, Shore handling and Storage services.

Kenya Ports Authority workers subscribe to a trade union called the Dock Workers’ Union

(DWU). DWU was officially founded in 1955. It was and continues to be the only employees’

union representing employees of the Kenya Ports Authority. It is stated to be the single largest

union deriving 95% of its members form the same place i.e. Kenya Ports Authority.

Literature Review

Theoretical review

This research reviewed select literature that summarizes a diverse spectrum of views about trade

union on industrial relations. These include the theoretical, conceptual and empirical review. The

theoretical framework is premised on Four theories including Expectancy Theory this theory

explains that motivation is only likely when a clearly perceived and usable relationship exists

between performance and outcome, and the outcome is seen as a means of satisfying needs

employees need due to increase in payment, Equity Theory suggests that people are not only

interested in rewards as such, which is the central point of expectancy theory, but they are also

interested in the comparative nature rewards, Goal Theory argues that an individual's motivation

is enhanced when feedback performance is available such fridge benefits while Operational

Management Theory point that employees want higher pay, more benefits, and job security.

Conceptual framework

Conceptual framework is a diagrammatic presentation of the relationship between dependent and

independent variables (Mugenda and Mugenda, 2003). In this study, the dependent variable

would be industrial relations while independent are effects of trade unions i.e. satisfactory pay
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based on performance, negotiated rewards and benefits, good working environment and staff

training and development as in figure 2.2 below.

Figure 1: Perceived Effects of Trade Unions on Industrial Relations

Empirical review

According to Hirsch and Schumacher (2000) on balance unions are detrimental to company

performance and economic efficiency but in addition to union’s negative effects, union’s

representation and collective bargaining provide workers with varying degree of workplace

democracy, collective voice, monitoring of working condition, protection from discrimination

and enforcement of contractual provisions. Lovell et al. (2002), using data of Current Population

Survey, U.S. Census Bureau found that workers in the retail food industry who are union

members have significantly higher wages, higher rates of health insurance coverage, larger

employment-based contributions to health insurance premiums, and higher rates of pension

coverage than non-union workers. Full-time and part-time workers, women, and single mothers

in the retail food industry all benefit from union membership.

Shafiq-ur-Rehman (2003) wrote about Pakistan that now role of labour unions is broad based and

in additions to their collective bargaining role unions are involved in social, educational and

recreational activities. He also expresses that unionization can the morale and motivation of the

work force by improving the nature of jobs or by changing workers’ perception of their jobs.

Robles et al. (2004) are of the view that unions are also promoters of social capital in the

economy by representing workers’ petitions, exerting a pressure aimed to improve conditions at

the workplace and acting as employees’ voice easing communication between workers and

employer which leads to help degree of job turnover consequently reducing training cost of new

employees. Robles et al. asserted about unions’ role for wages that empirical evidence has shown

that unions exert an upward pressure on wages.

Satisfactory pay based on performance.

Negotiated rewards and Benefits

Good working environment

Training and development

Industrial Relations

Dependent Variable
Independent Variables
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Research Methodology

The scope of this study was the trade union officials, Kenya Ports Authority management and

unionized employees of the Kenya Ports Authority to establish the role of trade unions on

industrial relations in Kenyan parastatals. Descriptive survey research design was adopted. The

main focus of this study was quantitative. However some qualitative approach was used in order

to gain a better understanding and possibly enable a better and more insightful interpretation of

the results from the quantitative study. The study employed Stratified proportionate random

sampling technique to select the sample. From each stratum, the study used simple random

sampling to select 73 respondents from Kenya Ports Authority in their various departments.

Primary data was gathered using questionnaires. The data instrument addressed the four research

objectives where it was sub-divided into two sections. The first section of the questionnaire

enquired general information about the respondents, while the next sections answered the four

objectives and how they influence industrial relations within Kenya Ports Authority. The

researcher involved three research assistants to help in distribution of questionnaires to the

targeted respondents. The questionnaires were administered through drop and pick later method.

The quantitative section of the instrument to be employed used both a nominal and a Likert type

scale format to determine each of the variables. A 5 point Likert scale ranging from 1 to 5 were

used as answers to statement like questions. The Likert - type format is selected as the format

yields equal - interval data, a fact that allows for the use of more powerful statistical used to test

hypotheses (Kiess & Bloomquist, 2008).

The study generated both qualitative and quantitative data. Quantitative data was coded and

entered into Statistical Packages for Social Scientists (SPSS Version 17.0) and analyzed using

descriptive statistics. Qualitative data was analyzed based on the content matter of the responses.

Responses with common themes or patterns were grouped together into coherent categories.

Descriptive statistics involved use of absolute and relative (percentages) frequencies, measures

of central tendency and dispersion (mean and standard deviation respectively). Quantitative data

was presented in tables and graphs and explanation were presented in prose. The study also used

inferential statistics to establish the effects of trade unions on industrial relations. Specifically,

the study used Spearman correlation to establish this relationship. The correlation coefficient was

two-tailed as the relationship outcome was expected to be either positive or negative and at 95%

confidence level. The research made use of frequency tables and figures to present data. The

finding was intended on answering the study’s research questions. Data collected was assembled

and reports were produced in form of tables and figures and qualitative analysis was done in

prose.

Results and Discussion

The study targeted a sample of 73 respondents’ from Kenya Ports Authority. However, out of 73

questionnaires distributed 58 respondents completely filled in and returned the questionnaires,

this represented a 79.5% response rate. This is a reliable response rate for data analysis as



International Journal of Human Resource and Procurement Vol.1, Issue 5, 2013

http://www.ijsse.org ISSN 2307-6305 Page | 5

Mugenda and Mugenda (2003) pointed that for generalization a response rate of 50% is adequate

for analysis and reporting, 60% is good and a response rate of 70% and over is excellent.

Coefficient of Correlation

To compute the correlation (link) between the study variables and their findings, the study used

the Karl Pearson’s coefficient of correlation (r) as indicated in figure 7.1 below. From the

findings, it was clear that there was a positive correlation between industrial relation and reward

and benefits as shown by a correlation figure of 0.526, it was also clear that there was a positive

correlation between industrial relation and working environment with a correlation figure of

0.609, there was also a positive correlation between industrial relation and performance based

pay with a correlation value of 0.736 and a positive correlation between industrial relation and

staff training with a correlation value of 0.511. This shows that there was a positive correlation

between industrial relation and reward and benefits, working environment, performance pay base

and staff training.

Figure 2: Coefficient of correlation
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Industrial Relation Pearson Correlation 1

Sig. (2-tailed)

Reward and Benefits Pearson Correlation .526 1

Sig. (2-tailed) .0032

Working Environment Pearson Correlation .609 .3421 1

Sig. (2-tailed) .0021 .0014

Performance Pay Base Pearson Correlation .7360 .1240 .0621 1

Sig. (2-tailed) .0043 .0120 .0043

Staff training Pearson Correlation .5110 .3420 .0000 .1660 1

Sig. (2-tailed) .0172 .0031 1.000 .0031

Coefficient of Determination

Coefficient of determination explains the extent to which changes in the dependent variable can

be explained by the change in the independent variables or the percentage of variation in the

dependent variable (industrial relation) that is explained by all the four independent variables

(reward and benefits, working environment, performance pay base and staff training). The four

independent variables that were studied, explain only 84.1% of the industrial relation as

represented by the adjusted R2. This therefore means that other effects of trade unions that
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influence or impact on industrial relations of Kenyan parastatals not studied in this research

contributes 15.9% as demonstrated in figure 7.2 below. Therefore, further research should be

conducted to investigate the other roles (16.6%) that will enhance industrial relation.

Figure 3: Model Summary

Model R R Square Adjusted R Square
Std. Error of the

Estimate

1 0.917 0.841 0.751 0.4538

Regression coefficient

Further the study conducted a multiple regression analysis so as to determine effects of trade

union in encouraging good industrial relation. The study applied the statistical package for social

sciences (SPSS) to code, enter and compute the measurements of the multiple regressions for the

study. Multiple regression analysis was conducted as to determine the relationship between role

of trade union and industrial relation and the four variables. As per the SPSS generated in table

4..., the equation is:

(Y = β0 + β1X1 + β2X2 + β3X3 + β4X4+ ε) becomes:

Y= 1.308+ 0.558X1+ 0.785X2+ 0.620X3+0.731X4

Equation 7.3.: Regression coefficient

The regression equation above has established that taking all factors into account (Reward and

Benefits, Working Environment, Performance Pay Base and Staff training) constant at zero,

industrial relation will be 1.308. The findings presented also shows that taking all other

independent variables at zero, a unit increase in reward and benefits will lead to a 0.558

influence on industrial relation; a unit increase in working environment will lead to a 0.731

influence on industrial relation; a unit increase in performance pay base will lead to a 0.785

influence on industrial relation and a unit increase in staff training will lead to a 0.620 influence

on industrial relation. This infers that performance pay base has the most influence on industrial

relation followed by working environment then reward and benefits while staff training

contributed little to industrial relation.

At 5% level of significance and 95% level of confidence, working environment had a 0.0285

level of significance; staff training showed a 0.0276 level of significance; reward and benefits

showed a 0.0249 level of significance and performance pay base showed a 0.0202 level of

significance hence the most significant factor.
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Figure 4: Regression coefficient

Model

Unstandardized

Coefficients

Standardized

Coefficients

t Sig.B Std. Error Beta

(Constant) 1.308 1.342 1.623 0.357

Reward and Benefits 0.620 0.310 0.172 4.342 .0249

Working Environment 0.731 0.156 0.210 3.532 .0285

Performance Pay Base 0.785 0.322 0.067 3.542 .0202

Staff training

0.558
0.245 0.148

3.458
.0276

Summary of findings

The study establishes that the effects of trade unions have a great influence on industrial relations

within Kenya Ports Authority and the public sector in general. Performance based pay influences

working relation to a very great extent. The Kenya Ports Authority also uses competence based

pay, merit based pay, organization wide incentive and payment by results. From the study it is

also clear that performance based pay serves various purposes to a great extent to enhance effort,

to upgrade workforce quality, to attracting talent and in motivating effort. It further establishes

that performance based pay links compensation to a measure of individual, group or

organizational performance and the pay system influences working relation. However, the

findings indicate that although pay system motivates staff, it lacks appropriate quantum of pay,

has a poor mix of intrinsic and extrinsic reward and is limited by lack of tools to measure

performance.

On rewards and benefits, the study found that rewards impacts work relation to a large extent.

Majority of the employees were satisfied with their job reward/emoluments. The findings

showed that at Kenya Port authority reward system consist of use of fringe benefits, awards,

bonus payment, promotion and salary increment which are fairly applied to all workers.

On working conditions, the findings indicate that good working environment impacts on

industrial relations to a great extent. The findings also indicate that most of respondents find their

values to be similar to the organization’s values and are proud to work for Kenya Ports

Authority. Kenya Ports Authority working conditions were found to be characterized by benefits,

flexibility of working hours, balanced workload, and use of new technologies, ability to

influence decisions, job security, promotion and advancement opportunity and good relationship

with supervisors.
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On staff training, the study found that staff training and development influences working relation

to a great extent. The training influences working relations to a great extent were such as

approach of training, frequency of training, quality/ content of training and relevance of training.

The aspects of training and development used to a great extent by Kenya Ports Authority to

enhance working relation were such as consultants, training courses and seminar, supervisory

assistance and mentoring and job instructions. The study also found that well trained employees

have created good working relations.

On regressing, the study found there was a positive correlation between industrial relation and

reward and benefits, working environment, performance pay base and staff training. Further the

study established that the four independent variables that were studied, explain only 84.1% of the

effects of trade unions on industrial relation as represented by the adjusted R2, however there are

other effects of trade unions that were not studied contributing to 15.9%. The study finally,

showed that performance based pay has the greatest influence on industrial relation followed by

working environment then reward and benefits while staff training had lesser impact on

industrial relations in the selected case study.

Conclusions and Recommendations

Based on the findings presented in the summary above, the study concluded that

industrial relations are influenced by performance based payment system, staff training and

development, performance measurement and work environment. Performance-based pay being a

form of organizational pay structure which motivates employees to adopt a more active role their

work place as it reflects in their pay. Performance based pay system thus enhances

industrial relations by upgrading workforce quality, attracting talent and motivating effort.

Kenya Ports Authority has adopted this strategy to boost its industrial relations by competence

based pay, merit based pay, organization wide incentive and payment by results. According to

Landau and Leventhal (1976), performance-based pay serves to enhance effort and upgrade

workforce quality, motivate effort and attract talent when effort and talent are not easily

observed.

The study also concludes that Kenya Ports Authority approach to training, its frequency,

quality/content and relevance affects performance as trained employees ensure sustainability of

quality service, rely less on supervision and are less likely to deliver substandard services hence

good industrial relations. As Harrison Rosemary (2005) put it, training and development ensures

that randomness is reduced and encourages specialization and consistency in performance.

Kenya Ports Authority approach to training includes consultancy, training courses and seminar,

supervisory assistance and mentoring and job instructions to encourage good industrial relations.

Rewards system also influences industrial relations at Kenya Port authority. Reward systems are

directed towards encouraging behaviour that will contribute to the achievement of its objectives.

Roberts (1994) states that good reward system consists of both non-financial rewards such as

acknowledgment of effort e.g. saying ‘thank you’ and financial rewards which incorporate fixed

and variable pay and employees benefits, which together comprises total remuneration leading to
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a employees satisfaction and consequent better performance. Kenya Port authority reward system

consists of use of fringe benefits, awards, bonus payment, promotion and salary increment which are

fairly applied to all employees.

The study further concluded that work conditions impact on industrial relations. Whyte (1955)

postulated employee motivation to be influenced by the employees’ relationship among

themselves, the management and the general work environment such as teamwork,

promotional/recognition strategies, communication flow, decision making, workload and

duration. Kenya Port authority work environment is characterized by assorted employees’

benefits, flexibility of working hours, less workloads, use of new technologies, ability to influence

decisions, job security, promotion and advancement opportunity and good relationship with

supervisors.

References

Armstrong. M (2003), Human Resource Management Practice. 8th Edition London Kogan page
ltd

Beardwel Ian & Holden, (1997), Human Resources Management; A contemporary perspective,
Pitman Publishing, Cambridge

Beja P. (2012). Kenya: ‘KENYA PORTS AUTHORITY hires 3,100 workers on Permanent
Terms’, Daily Nation Newspaper, 5th November 2012.

Booth, A.L. & Frank, J. (1999) ‘Earnings, productivity, and performance-related pay’, Journal of
Labour Economics, Vol. 17, No. 3, pp.447–463

Busienei (2005) ‘Effects of Trade Union Membership on Employee Perception of Job Security
and Fair Treatment by Management in the Manufacturing Industry in Kenya’

Carter, N (1991), "Learning to measure performance: the use of indicators in organizations",
Public Administration, Vol. 69 pp.85-101.

Chan, Y. (2004), "Performance measurement and adoption of balanced scorecards: a survey of
municipal governments in the USA and Canada", International Journal of Public Sector
Management, Vol. 17 No.3, pp.204-21.

Cole G.A. (1999) Personnel Management, 6th edition Betts educational publishers. London

Crawford, A.J., J.R. Ezzel & J.A Miles (1995) “Bank CEO Pay-Performance Relations and the
Effects of Deregulation”, Journal of Business, Vol. 68, p. 231-256

Franco-Santos, C., Smith S & Powel N. (2007), "State and local government performance: it's
time to measure up", The Government Accountants' Journal, Vol. 48 No.1, pp.40-6.

Hackman & Oldham (1980), "Inducing a definition of ‘hope’ through the use of grounded theory
methodology", Journal of Advanced Nursing, Vol. 9 No.4, pp.357-62.



International Journal of Human Resource and Procurement Vol.1, Issue 5, 2013

http://www.ijsse.org ISSN 2307-6305 Page | 10

Hall, B.J. & J.B. Liebman, (1998) “Are CEOs Really Paid Like Bureaucrats?” Quarterly Journal
of Economics, CXIII(3): p. 653-691

Harrison Rosemary (2005). Learning and Development. CIPD Publishing. pp. 5

Herzberg, F., Mausner, B. & Snyderman, B. (1968), The Motivation to Work, Wiley, New York,
NY

Heyes, J. (2000). `Workplace industrial relations and training’ in Training in the Workplace:
Journal of Monetary Economics, Vol. 36, p. 405-431

Hubbard, R.G & D. Palia (1995) “Executive Pay and Performance: Evidence from the 22 U. S.
Banking Industry”, Journal of Financial Economics, Vol. 39, pp. 105-130.

Huselid, M. A. (1995) The impact of human resource management practices on turnover,
productivity and corporate financial performance, Academy of Management Journal,
38(3), 635-672

Kaplan, R.S & Norton, D.P (1992), "The balanced scorecard: measures that drive performance",
Harvard Business Review, pp.71-9.

Kapuge, A.M. & Smith, M. (2007), "Management practices and performance reporting in the Sri
Lankan apparel sector", Managerial Auditing Journal, Vol. 22 No.3, pp.303-18.

Landau, S.B. & Leventhal, G.S. (1976) ‘A simulation study of administrators’ behaviour toward
employees who receive job offers’, Journal of Applied Social Psychology, Vol. 6, No. 4,
pp.291–306

Learner, R. (1986). Concepts and Theories of Human Development (2nd ed.). New York:
Random House).

Levintal, D. (1988) ‘A survey of agency models of organization’, Journal of Economic Behavior
and Organization, Vol. 9, No. 1, pp.153–186

Locke, E. A., Latham, G. P., & Erez, M. (1988), The determinants of goal commitment.
Academy of Management Review, 13, 23–39.

Meyer, P.J. & Smith, A.C. (2000), "HRM practices and organisational commitment: test of a
mediation model", Canadian Journal of Administrative Sciences, Vol. 17 No.4, pp.319-
31.

Ministry of Labour, Government of Kenya (2011), “Labour Commissioner’s Annual Report for
the Period 1st January to 31st December 2011”

Morgan, D.P. (2000) “Judging the Risk of Banks: What Makes Banks Opaque?“ mimeo, Federal
Reserve Bank of New York.

Mugenda, O. M & Mugenda, A. G (1999), Research Methods. Quantitative and Qualitative

Murphy, K.J. (1998a) “Executive Compensation,” Handbook of Labour Economics, Vol. 3,
North Holland



International Journal of Human Resource and Procurement Vol.1, Issue 5, 2013

http://www.ijsse.org ISSN 2307-6305 Page | 11

Murphy, K.J. (1998b) “Performance Standards in Incentive Contracts”, mimeo, University of
Southern California

Neely, A., Gregory, M. & Platts, K. (1995), "Performance measurement system design: a
literature review and research agenda", International Journal of Operations &
Production Management, Vol. 15 No.4, pp.80-116.

Neely, A., Mills, J., Platts, K., Richards, H., Gregory, M., Bourne, M., Kennerley, M. (2000),
"Performance measurement system design: developing and testing a process-based
approach", International Journal of Operations & Production Management, Vol. 20
No.10, pp.1119-45.

Oliver, R.L. & Anderson, E. (1995) ‘Behavior – and outcome-based sales control systems:
evidence and consequences of pure-form and hybrid governance’, Journal of Personal

Selling and Sales Management, Vol. 4, No. 3, pp.1–15

Patching, Keith (1999) Management and organization development: beyond arrows, boxes and
circles. McMillan: Hound mills

Patton, D., Marlow, S. (2002), "The determinants of management training within smaller firms in
the UK: what role does strategy play?", Journal of Small Business and Enterprise
Development, Vol. 9 No.3, pp.260-70

Pinder, C. C. (1998). Work motivation in organizational behaviour. Upper Saddle River, NJ:
Prentice-Hall.

Robert Heller, (1994), Effective Leadership, 1st Edition, Pauline’s Publication, Nairobi
Safaricom Prospectus, (2008).

Sloof, R. & Praag, M.V. (2005) ‘Performance measurement, expectancy and agency theory’,
Tinbergen Institute Discussion Paper.

Sullivan, A. & Steven M. Sheffrin (2003). Economics: Principles in action. Upper Saddle River,
New Jersey 07458: Pearson Prentice Hall. p. 472.

Trevino, L.K., Brown, M.E. (2005), "The role of leaders in influencing unethical behaviour in
the workplace", in Kidwell, R.E., Martin, C.L. (Eds),Managing Organizational Deviance,
Sage Publishing, London, pp.69-96.

Vemic, J. (2007) Employee Training And Development And The Learning Organization,
Economics and Organization, Vol. 4, No 2, pp. 209 – 216

Vroom, V. H. (1964). Work and motivation. New York: Wiley.

Whyte, W. F., Ed. (1955), Money andMotivation: An Analysis oflncentives in Industry. New
York: Harper and Row, 1955.

Zingales, L., (2000) “The next 2000 years,” Paper presented at the American Finance
Association Meetings, July.

http://www.pearsonschool.com/index.cfm?locator=PSZ3R9&PMDbSiteId=2781&PMDbSolutionId=6724&PMDbCategoryId=&PMDbProgramId=12881&level=4

