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Abstract 
This study explored the perception of teachers as members of trade unions on 
the effectiveness of their trade union; using Tanzania Teacher’s Union, as a 
case study. The study adopted a case study strategy where ten schools were 
involved in the study. Both qualitative and quantitative methods and ap-
proaches were used in data collection and analysis. A total sample of 209 res-
pondents was involved in the study. Documentary review was also adopted, 
where various documents related to the study were critically reviewed. The 
results demonstrated that members of TTU have positive perception on the 
effectiveness of TTU as a workers’ representation and do represents its mem-
bers. However respondents were skeptical on the issue of communication and 
keeping the members up to date on what is real going on within the union. 
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1. Introduction 

Trade unions can be described as the organized groupings of wage and salary 
earners with the purpose bringing to bear the economic, social, political and po-
litical interests of their members in labor relations and political system (Schil-
linger, 2005) [1]. The main purpose of trade unions is to maintain or improving 
the employment conditions of their members. Workers unions provides forum 
through which collective bargaining is used primary to secure worker’s econom-
ic rights (Babeiya, 2011) [2]. As new type of organizations trade unions emerged 
during industrialization in Europe in the second half of 19th, century. They later 
developed into more comprehensive organizations of the rapidly growing indus-
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tries (Schillinger, 2005) [1]. 
In Africa the organizations of wage and salary earners started after the World 

War Two when some of the colonial administrators put in place the legal prere-
quisites for the creation of indigenous labor organizations. Due to the absence of 
strong industrial base in Africa trade unions were mainly emerged in the public 
service and the public transport sector, mostly for teachers, railway and port 
workers. Labor organizations were also formed in the mining sector and to a 
lesser extent, in the plantation economy of east Africa (Thomas, 1999) [3]. 

Historically trade unionism in Africa were regarded as an important and 
driving force for the anti-colonial liberalization struggle, before they were trans-
formed in to transmission belts of ruling parties. Most of the present literature 
on trade unions in Africa argues for reducing efficiency of trade unions (Schil-
linger, 2005) [1]. In Tanzania like other African Countries labor Unions played a 
vital role in the economic, political and social evolution of the country since 
1940’s (Mukandala, 1999) [4]. Apart from representing workers on issues of 
common interests, the labor movements also acted as a freedom fighting move-
ments against British colonial rule. However after the independence trade un-
ions experienced a weak influence and power to effectively represent its mem-
bers (Kamugisha & Tefurukwa, 2015) [5]. 

On the other hand there is extensive literature on the effectiveness of trade 
unions in Africa there is a little empirical research on what makes unions effec-
tive in the eyes of employees (members). Employees are rational actors in their 
decisions to join trade unions. The desire of nonmembers for membership and 
member’s satisfaction with representation by their unions are higher where the 
union is perceived as an effective organization capable of delivering better terms 
and conditions for employees (Bryson, 2003) [6]. If the union is perceived as ef-
fective employees are more likely to think they have something tangible to gain 
from membership, either in terms of better wages, better non-pecuniary terms of 
employment or better assurance against arbitrary employer actions. Therefore in 
discussing the effectiveness of trade unions in Tanzania it is critical to focus on 
the perception of its members. It is from the above backdrop that this paper 
conceived to understand the effectiveness of trade unionism in Tanzania basing 
on the perception of teachers from Singida Municipality. 

Objectives of the Study 

The general objective of this study was to explore the perception of Tanzania 
teachers concerning the performance of their trade unions. More specifically the 
study attempted to: 

a) To assess the effectiveness of the trade union in communicating and shar-
ing information with its members; 

b) To determine the responsiveness of the trade union towards members’ 
problems and complaints; 

c) To determine whether the employer; (Government) is in favor of the trade 
union (TTU); 
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d) To evaluate the performance of the union to fulfill its objective as a work-
er’s representation 

2. Literature Review 
2.1. The Role of Trade Unions: General Perspective 

In order to further enlighten this study, it is important to include section on the 
role of trade unions since it is difficult to measure the effectiveness of trade un-
ions if the main functions of unions are not clearly identified. According to 
Ghosh et al. (2009) [7] “Trade unions are legitmate system for organizing and 
promotion of worker’s rights and dealing with workers’ grievances”. According 
to Babeiya (2011) [2] trade unions have the responsibility of protecting the 
worker’s economic rights as their main responsibility. The exclusive purpose of a 
trade union is to protect the professional interests of its members. Babeiya 
(2011) [2] 

According to Ghosh et al (2009) [7], Babeya, 2011 [2], and International La-
bour Organization (2013) [8] the following are the primary objectives of Trade 
unions; to improve working and living conditions and to represent worker’s in-
terests in various for a (freeman & Medoff 1984 in Ghosh and et al 2009) [7], to 
offer responsive cooperation in improving levels of production and productivity, 
discipline and high standard of quality, to secure fair wages for workers, to en-
large opportunities for promotion and training, to promote identity of worker’s 
interests with their industries, to cooperate in and facilitate technological ad-
vancement by broadening worker understands of underlying issues, and to in-
fluence the state by making it more concerned about worker’s rights (Babeiya, 
2011) [2]. Apart from primary objectives of which trade unions play in the world 
of work, there are also other additional roles performed by the trade unions such 
as communication, welfare, education and research undertakings (Monappa, 
2000, in Ghosh et al., 2009) [7]. Through communication, unions are able to 
propagate and clarify information about their activities and policy. Through 
welfare activities, the labor unions are able to help their members in such mat-
ters as housing for example in quest to improve the member’s quality of life. 

2.2. Conceptualization of Organization Effectiveness 

Organizational effectiveness has been defined in a countless of forms, and there 
seems to be no consensus as to what constitutes a more universally agreeable de-
finition (Gibson et al. 1991) [9]. However, organizational effectiveness according 
to Zammuto [10] can be defined as the extent to which an organization is able to 
realize its objective goals in line with its mandate. Thus what is mean by effec-
tiveness is the accomplishment of recognized objectives of cooperative effort. 
The degree of accomplishment indicates the degree of effectiveness” (Gibson et 
al., 9991) [9]. In organizational and management studies, this is named as the 
goal approach model and its construct is based on proposition that “an organi-
zation is effective to the extent that it accomplishes its stated goals” (Cameron, 
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1986) [11]. Thus, according to Cameron, the goal approach model thrives in sit-
uations where the intended goals are unambiguous, universally agreeable, to be 
attained within a specified period and can be measured. Despite that other orga-
nizational effectiveness models exist, like the systems model, internal process 
model among others, the goal-oriented model seems to be more relevant with 
this study. Also there is little research on what makes unions effective in the eyes 
of the employees. According to Bryson (2003) [6], unions need to identify prac-
tical methods like improving the perception of employees regarding union effec-
tiveness as one way to recruit and retain membership. Therefore this study aims 
to explore the effectiveness of trade unions in Tanzania basing on the perspec-
tive of the employees/members. 

2.3. Trade Unions in Tanzania: Background and Experience 

The advent of trade unionism in Tanzania can be dated back to colonial days 
following the introduction of permanent wage labours. The first organizational 
initiative to form a trade union, according to existing records in 1927 when 
African motor Drivers and Mechanics in Moshi formed the union and even at-
tempted to stage a strike for the higher wages (Shivji, 1986) [12]. The union was 
silenced by the colonial government and was not heard any more. In 1930’s The 
Tanganyika African Government Servants Association was formed however it 
didn’t pose any threat to government (Mukandala, 1999) [4]. With the advent of 
nationalist struggles for self-government and independence led by TANU the 
formation of trade unions was reinforced by the end of 1956 there were twenty 
three unions with about 13,000 members. In 1955 Tanganyika Federation of La-
bour (TFL) was formed this was the significant achievement in the history of 
trade union in Tanzania (Mukandala, 1999) [4]. During Independence Struggle 
the nationalist movement led by TANU and the union movement led by TFL 
joined hands to fight a common enemy imperialist domination through colo-
nialism however after independence the relationship between TANU and trade 
unions went unfriendly. 

After independence the Tanzania Government led by TANU had actively le-
gislated in order to manage labour organizations. Reading through Acts made 
after independence one notes that the freedom of Trade Unions obtained 
through hard struggle had been curtailed. There was established a sole trade un-
ion by State legislation, and there was ouster of jurisdiction of ordinary courts of 
laws with regard to laws affecting disciplinary code and settlement of disputes in 
certain areas. Kamugisha & Tefurukwa (2015) [5] noted that in 1964 the gov-
ernment enacted Act No. 818 to undermine the autonomy of trade unions. Its 
repercussion was that, NUTA was affiliated to TANU, membership was com-
pulsory; the president had the power to dissolve or establish trade unions, and 
some employees earning high salaries were denied membership. Bana (2011) 
[13] viewed all these as the breach of the ILO requirements that forbidden trade 
unions to depend on political parties. The government introduced the new trade 
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unions Act No. 24 of 1979 and the Jumuiya ya Wafanyakazi Tanzania 
(JUWATA) was formed. The ruling part entirely dominated the new trade un-
ion. JUWATA was like NUTA its operation and coverage, although it incorpo-
rated Tanzania Zanzibar. JUWATA resulted to the formation of the Organiza-
tion of Trade Unions (OTTU) which imitated characteristics from JUWATA. 
All these accounted for the ineffective of the trade Unions to effectively 
represent the demand of its members. As Babeya (2011) [2] observed that due to 
all these; trade unions were not autonomous as they were the victims of strictly 
control from the state which was the main employer. 

With the introduction of multiparty democracy the labour movement scena-
rio in Tanzania had completely changed. Trade unions were now legally made 
autonomous from 1998 when the OTTU act was repealed by the trade union Act 
No. 10 of 1998 [14] in which the Trade Union Congress of Tanzania (TUCTA) 
as a federation was established in 2001 legally replacing OTTU (Bana & Mukan-
dala, 2006) [15]. Act No. 10 of 1998 resulted to the formation of many trade un-
ions in Tanzania the thing which resulted to the fragmentation. Finally the pow-
er and the role of Trade Unions declined. This has rendered it partially impotent 
to be able to fight effectively for workers’ interests. 

The prescriptions of the international Monetary Fund (IMF), the World Bank 
and the advent of New Public management resulted in the move to make the 
Government of Tanzania small to cut off unnecessary expenditures. The gov-
ernment as the major employer retrenched its employees. This resulted in sub-
stantial loss jobs to many Tanzanians in the formal economy. The labor move-
ment in Tanzania experienced a sharp split which left it severely weakened. The 
general situation of the labor movement in Tanzania since independence up to 
the present is in a dismal state mostly due to its weakened state and hence lack of 
ability to effectively champion the cause of its members. Further Kamugisha & 
Tefurukwa (2015) [5] observes that government interference in the affairs of the 
labor movement has eroded its vibrancy. 

2.4. Trade Unions in Tanzania: Legal and Regulatory Framework 

The constitution of the United Republic of Tanzania of 1977 forms the basis 
upon which the fundamental rights of association to belong to any organization 
are founded upon. Article 20, sub-article 1) of the Constitution of Tanzania of 
1977 [16] States satates that, Every person has a freedom, to freely and Peacefully 
assemble, associate and cooperate with other persons, and for that purpose, ex-
press views publicly and to form and join with associations or organizations 
formed for purposes of preserving or furthering his beliefs or interests or any 
other interests. By linking with the Constitution of United Republic of Tanzania 
trade unions in Tanzania are formed in accordance with the provisions of the 
employment and Labor Relations Act No 6 of 2004 [17]. This Act provides the 
legislative framework regarding the formation, registration and general opera-
tions and management of trade unions. It also sets the road map for strike and 
lockout action, collective bargaining, and employment dispute resolution. The 
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act defines trade unions as and also the tripartite consultative mechanism. 

3. Methodology 

The study was aimed to explore the perception of workers on the performance of 
trade unions in Tanzania. Therefore the design adopted for the study was a case 
study strategy where ten schools were involved. Both Quantitative and qualita-
tive primary empirical data were collected through survey questionnaires distri-
buted to members of Tanzania teachers Union (TTU) and interviews. The study 
investigated participant’s perceptions of trade union effectiveness in Tanzania by 
using an attitude scale to measure participant’s position on questionnaire state-
ments.  

3.1. Sample Population 

The target population was members of Tanzania Teacher’s Trade Union (TTU) 
which is the only Trade Union with large number of members in Tanzania and 
its members are primary and secondary school teachers. The data were collected 
from secondary and primary schools located in Singida Municipality. The totals 
of ten schools were selected comprised of 5 primary schools and 5 secondary 
schools. The respondents were teachers who are members of TTU and therefore 
the total sample size was 209 teachers. 

3.2. The Instrument Used 

The survey instrument used to collect data was questionnaire. The questionnaire 
was divided in to three parts. Part 1 comprised questions related to the demo-
graphic characteristics of the respondents. Part two comprised questions related 
to overall perception of respondents on unions ability to communicate with its 
members and union’s responsiveness on the member’s problems and part 3 
comprised with the questions related to overall perception of respondents on the 
performance of the union. The instrument was first pilot tested with two schools 
including one primary school and the second was the secondary school. A total 
number of ten teachers were selected to fill the questionnaire. This was done to 
ensure the validity of the research instrument. Their suggestions were incorpo-
rated before the distribution of the final questionnaire to the selected sample of 
the study. 

4. Findings and Discussion 
4.1. Demographic Background of the Respondents 

The demographic characteristics of the respondents of the study, as shown in 
Table 1, revealed that majority (123 (58.9%) of respondents are females while 
the remaining (86 (41.1%) are males. Furthermore, most of respondents (42.6%) 
were between the age group 31 - 45. Followed by those within the age group of 
18 - 30 years (28%) Respondents within the age group 55 years and above com-
prised a small number of 7.7% making them the least represented of all the age 
groups profiled in the study. 
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Table 1. Demographic data of the respondents. 

Demographics Number of Respondents (N) Percentage (%) 

Total sample 209 100 

sex 

Male 86 41.1 

Female 123 58.9 

Total 209 100 

Age 

18 - 30 Years 60 28.7 

31 - 45 Years 89 42.6 

46 - 55 Years 44 21.1 

55 Years and Above 16 7.7 

Total 209 100 

Education Level 

Certificate/Diploma 116 55.5 

University Degree 93 44.5 

Total 209 100 

Length of Union Membership 

Less than 1 year 18 8.6 

1 - 5 Years 68 32.5 

5 - 10 Years 48 2 

10 - 20 Years 33 15.8 

More than 20 Years 42 20.8 

Total 209 100 

Source: Field data (2017). 

 
In order to cover the cross-reference the above observed trend and to ensure 

that the data were unbiased, respondent’s years of their membership of the trade 
union were also examined. The results shows that respondents who have been 
members of the union between 1 - 5 years comprised majority of 68 equals to 
32.5%/those who have been members for 5 - 10 years were second with 23% and 
those with more than twenty years of membership were third with 20.8%. Fur-
thermore those with less than one year of membership occupied the least repre-
sentation of this study. Table 1 shows further statistical analysis of the demo-
graphics of respondents. This is interesting because the study comprises with 
experienced teachers. 

4.2. The Effectiveness of the Trade Union in Communicating and 
Sharing Information with Its Members 

The effectiveness of the trade union in communicating and sharing information 
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with its members was also examined. This aimed at finding out how effective is 
the trade unions in sharing information with its members. The results as shown 
in Table 2 reveal that, majority of respondents 49.3% Disagreed that the union 
shares information with its members. This shows that the members of the union 
have no access to information of their trade union. The results also shows that 
there is no consensus among the members of the union on how often the union 
shares its information as shown in Table 3 below. This indicates that the union 
members are not so sure on how often the union shares its information with its 
members. This may be caused by inconsistency of TTU in sharing information 
to its members. It is important to note that the members of a trade union have 
the right to know what their organization does, how the various conflicts and 
situations are handled and about the decisions of board members and other im-
portant leaders of the union. Members need the best possible information about 
the policy and what is real happening within and outside the union. 

Respondents were also asked to provide their opinion whether the informa-
tion provided by TTU is useful or not. The results as shown in Table 3 indicate 
that majority of respondents 53.6% agreed that the information shared by TTU 
is useful. 23.4% of the respondents disagree that the information provided by 
TTU is useful 17.2% of respondents do not agree that the information provided 
by TTU is useful 4.3% of respondents strongly disagree that the information 
provided by TTU is useful while the minority 1.4% strongly agree that the in-
formation shared by TTU to its members is useful. The results above depict a 
positive perception of TTU members towards the information shared to its 
members. 

4.3. The Responsiveness of the Trade Union towards Members’ 
Problems and Complaints 

The study also interested to know the responsiveness of TTU towards members 
problems and complains. Table 4 depicts the perception of trade union mem-
bers regarding its effectiveness towards member’s problems and complains. The 
results indicated that 33.5% of the respondents agreed that the union is respon-
sive towards member’s problems and complains. 21.5% of the respondents 
 
Table 2. The union communicates and shares information about its activities. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Agree 55 26.3 26.7 26.7 

Don’t know 22 10.5 10.7 37.4 

Disagree 103 49.3 50.0 87.4 

Strongly disagree 26 12.4 12.6 100.0 

Total 206 98.6 100.0  

Missing 12 3 1.4   

Total 209 100.0   

Source: Field data (2017). 
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Table 3. How often the TTU does shares its information? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

monthly 17 8.1 9.6 9.6 

six months 42 20.1 23.7 33.3 

Every year 45 21.5 25.4 58.8 

I don’t know 73 34.9 41.2 100.0 

Total 177 84.7 100.0  

Missing 13 32 15.3   

Total 209 100.0   

Source: Field data (2017). 

 
Table 4. The union takes up and responds to member’s problems and complains seriously. 

 Frequency Percent Valid Percent 
Cumulative  

Percent 

Valid 

Strongly agree 10 4.8 4.8 4.8 

Agree 70 33.5 33.5 38.3 

Don’t know 43 20.6 20.6 58.9 

Disagree 45 21.5 21.5 80.4 

Strongly disagree 41 19.6 19.6 100.0 

Total 209 100.0 100.0  

Source: Field data (2017). 

 
disagree that the union is not responsive towards member’s problems and com-
plains. 20.6% of respondents don’t understand whether the union was respon-
sive to member’s problems and complaints. 19.6% of respondents strongly dis-
agree that the union is responsive towards member’s problems and complains. 
While 4.5% of respondents strongly agreed that the union was responsive to-
wards member’s problems and complains. On the other hand, 33.5% of respon-
dents agreed that the union is responsive towards member’s problems and com-
plains this percent is not strongly enough to conclude that the union is respon-
sive. Most workers join trade unions with the expectation of being protected 
from exploitation and believing that trade unions are the voice of workers, and 
that their problems and complains can be solved through them. Therefore their 
perception on how trade union is effective on responding their workplace prob-
lems and complains is significant important. As put forward by Mpangala (2006) 
[18] that, if Tanzania trade unions want to satisfy its members must set their 
minds to think for their members first and not their individual interests. 

4.4. To Determine Whether the Employer; Government Is in Favor 
of the Trade Union (TTU) 

As it shown in Table 5, the majority of respondents 41.1% agreed that the gov-
ernment respects and takes the union and its activities seriously. 29.2% stated 
that they do not know whether the government respects and takes the union and 
its activities seriously. 25.4% of respondents disagree that the Government 
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Table 5. The Government respects and takes the union and its activities seriously. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly agree 5 2.4 2.4 2.4 

Agree 86 41.1 41.1 43.5 

Don’t know 61 29.2 29.2 72.7 

Disagree 53 25.4 25.4 98.1 

Strongly disagree 4 1.9 1.9 100.0 

Total 209 100.0 100.0  

Source: Field data (2017). 

 
respects and takes the union and its activities seriously 2.4% of respondents 
strongly agree that the government respects and takes the union and its activities 
seriously. 

This can be reflected from the government efforts to make the operation of 
the trade unions free in the country. The ratification of two ILO conventions 
adopted in 1948 and 1949 set out the essential elements of the freedom of asso-
ciation, the right to organize and the importance of collective bargaining. The 
government also enacted Employment and Labor Relations Act No 6 of 2004 
[17] which provide the legislative framework regarding the formation, registra-
tion and general operations and management of trade unions. It also sets the 
road map for strike and lockout action, collective bargaining, and employment 
dispute resolution. The Act defines trade unions and also the tripartite consulta-
tive mechanism. 

4.5. The General Performance of the Union on Fulfilling Its  
Objective as a Worker’s Representation 

Table 6 shows the respondent’s perception on the overall performance of TTU. 
The results indicated that 21.1% of respondents stated that the performance was 
not good at all. 23.9% indicated that its performance was poor and 44.0% Per-
ceived that its performance was fair and 11.0 indicated that its performance was 
good. 

The question “Has belonging to the union benefited you in any way?” was 
posed to the respondents and 106 respondents said “yes’’ while 90 respondents 
said “no’’. 13 of the respondents did not give any response. 

The above results as shown in Table 7 depict that the members of the union 
perceived that the performance of the union is fair and some of them have bene-
fited from belonging in the union. This result reflects with the earlier study done 
by Ongori H and Meti-Lysson J, (2011) [19] in Botswana. 

5. Conclusion, Recommendations and Limitations of the 
Study 

5.1. Conclusion 

Of utmost significance to the study was to evaluate the effectiveness of trade un-
ionism in Tanzania as workers’ representations based on the perceptions of their  
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Table 6. The respondent’s rate about the union performance in protecting its members 
against unfair workplace practices and treatment at the place of work. 

Label this column Frequency Percent Valid Percent Cumulative Percent 

Valid 

Failure 44 21.1 21.1 21.1 

Poor 50 23.9 23.9 45.0 

Fair 92 44.0 44.0 89.0 

Good 23 11.0 11.0 100.0 

Total 209 100.0 100.0  

Source: Field data (2017). 

 
Table 7. Does Union benefit you in any way? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

No 90 43.1 45.9 45.9 

Yes 106 50.7 54.1 100.0 

Total 196 93.8 100.0  

Missing 23 13 6.2   

Total 209 100.0   

Source: Field data, 2017. 

 
members. Critical areas of measuring effectiveness of trade unions were ex-
amined such as union ability of sharing information with its members, respon-
siveness of trade unions towards members’ problems and complains; the em-
ployer’s attitude towards unions and the general performance of the trade un-
ions as to fulfill its objectives as worker’s representation. 

In light of the above it can be concluded from this study that members of TTU 
have positive perception on the effective of TTU as a workers’ representation 
and do represents its members. But there is a problem in areas of communica-
tion and keeping the members up to date on what is real going on within the 
union. This has been a major concern for members who think that they are be-
ing marginalized by the union executive and many think that executive do pur-
sue their own interest at the expense of its members. This has in fact made them 
reluctant to show interest to union activities. 

5.2. Recommendations 

Based on the results from the study it can be recommended therefore that, the 
unions have to ensure that there is always an organic link between the unions 
and members at the grassroots. To this end, the participation of members in 
various trade union matters is of paramount importance. Union members 
should exactly know what is going on within the union. 

Furthermore, unions need to expand their image and convince the workers 
that they can deliver the goods to the expectations of their members. 

https://doi.org/10.4236/jss.2018.64021


A. Nchimbi 
 

 

DOI: 10.4236/jss.2018.64021 253 Open Journal of Social Sciences 
 

5.3. Limitations 

Although the findings of the study found to be reliable, the fact that a small 
sample size of the respondents (209) were involved and restricted to a single 
Trade union (TTU) the results limit the possibility of generalizing the findings 
to all trade unions in Tanzania. Future research on this subject could focus on 
extending the studies of this nature to a wide range of Trade Unions to include 
diverse respondents. However despite the aforementioned limitations the study 
findings offer a profound contribution to the ever expanding knowledge on 
Trade unionism in developing Africa. 
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