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Abstract 

The topic of study wa a . un > t ml: mbas perception of U KCS services m 

Nairobi. Despite th fa ,t lh. t '. rinus ))l'Opk have stu died trade unions but none 

it rvant in Nairobi who were answering question naires. 

and dos ·d que.:ti n ' ere administered to the respondents. Primary data was 

collected which ' as summarized and analysed using descriptive statistics was 

pre ented in tables graphs and narratives. A five point Likert scale was used to 

measure and identify the extent members perception ofUKCS services. 

The stud) established that members perception is faced by various challenges and 

factors found to affect the members perception included lack of trust. lack of 

support by the government. lack of feedback. lack of skills. no existence of 

perception standards. inaccuracy in viewing and a negative attitude of the members 

towards UKC - services corruption. government interferences. wrangles among 

the official etc. From the finding of the study. it v-.a concluded that m mher 

perc ption ha been negati e in mo t ca .... . It ' ·a recommended that ~tron • 

mea ure b put in place o that the memb r perception can h u ful forint ndcd 

purp li . pr m ti n . improvin ' or ·in mdition . n:\-. rd ~ larie , 

ti n nd impro em nt of h lth and fct) in ' . Per pti n 

m imp rt n in th t ·h n nd Ul d it 

h uld urni h or m m nt hi h 

imp n f mpl • rnn nt. 

nd th r p rti 111 

. 
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CHAPTER ONE 

l TRODtJC'TlON 

1.1 Bnckground 

The f'ormutitllt t)l u ud uni n came up as a result of industrial revolution in 19th century in 

Britain und lhen .pread in Europe. Before that business was in its family ownership form 

called ''famil) bu iness ... the v.orkers relations with the employer were simple and straight. 

However. the e relations gradually changed to complex and strained, with the advent of 

industrial re\'olution. The growth of modern industrial establishments involving the 

employment of large number of workers in conditions which make them helpless in 

bargaining individuallY for their terms of contract. The workers were faced with number 
- - J 

of problems ranging from low wages rates, low salaries, poor working environment and 

health problems. As such the workers felt the need of having some organization to establish 

contacts with employer to protect their interest. This gave birth to trade unions in 

industrial organizations. Trade union has emerged over the period as a major institutional 

mechani m for re ol ing conflicts of interest between the workers and the emplo. r in a 

free ociet. like ours. It is against this background which led to trade union formation 

Alu hio; 19Q8). 

1 he tr d f K nyn c p 233 d fin the tr d uni n a : n iat ion r 

mbin ti n m m r th n 

r rnpl • ti n tr d 

um n un r lhi prin ipl hi h r un r it 



the regulation of relations between emplo) ~.;, and employers or between employees and 

employees or between employers nd l'mployas, whether such combination would or 

would not, if this Act or an t thtr~:h. rq ~. alcd had not been enacted, have been deemed 

to have bccrt an unhwtul ml in.Hion b) rl.!a~on of some one or more of its purposes being 

in restraint oft1 H.i ·. 

In dcvt.:lop~d countrie_ like Britain, associations of wage earners started to appear in the 

late I sth centur) mainly as a result of the development of factory industry. In Kenya 

po ition was different. Continuous association of wage earners started prior to the 

industrialization process. 'This was because the union came into being as vehicles of protest 

against working conditions. The employers involved were foreign and the working 

conditions were attributed not only to the disorder and uncertainty caused by the growth of 

money economies and commercial production. but equally to outside intervention· most 

trade unions therefore came into being either out of a direct confrontation of workers and 

employers or out of collusion between workers and politicians. 

The trade union mo ement in Kenya began in the early I 900' . l {owcver it took almo. t 50 

year b fore th fir t r al trade union mo ·ement b am a pcrman nt featur of th 

indu trial r I tion me imp )ft nt ch urr d ' 'hi h 

contribut d to th mer cnc of trad union . Th imp 1 of th th 

nli tm nt f ldi r fr m :. t Afri a tr mm n H nl) in rm l ut 

rp nt r . m nth 



Their experiences abroad in places like ltal), gypt, India, Cey lon and Burma had shown 

them new ways of life. After the \\ar. the) hnd to return home, but after see ing conditions 

ofwork in other parts ofth \\)rid .ml with the intensive training they were given, these 

people could not bt e pt· 1 Ill<: back and be contented with the term s and conditions 

of work at hom '. ~{) 0 lhCnt therefore became militant leaders of workers, but the 

colonial govnnnn:nt did n l gh e them a chance to organize themselves (Aiuchio; 1998). 

An indu trial union is a union composed primarily of semi-skil led, blue-collar employees in 

the manufacturing industries. The industrial union is often referred to vertical union . this 

is because it includes all workers in a particular company or industry regardless of their 

occupation. It thus, constitutes a mixture of skills and lacks the homogeneity in skill 

example Kenya union of Domestic Hotels, Educational institutions, hospital & allied 

workers (KUDHEIHA). A trade union. also called craft union, is an association ofworkers 

cutting across man~ companies and industries. It is called a horizontal union thi i becau e 

its members belong to one craft on a closely related group of occupations. Examples of thi 

type of union arc ones that ha e orgamzed by carpentries. electricians. and machinist . 

n emplo~ee a-. iation it. is al o known a fraternal order i g n~;rally c mpos do white-

ollar or pr fes i nal emplo~ees m cr c. ·ampl t chni ul and 

health mpl d c ampl I K. 1.U1. union : 'I h sc b in , t cth r nil 

rl 0 r n f indu trie r nd up ti n. 

hi h d Ill ith r 

m u t ri I ut up ti n I r m nu um n th r b II rn ith 



organizing technical, clerical, profe sional, upervLory and managerial staff separately 

from other workers (Nzuve; 1990). 

The union~ repn.:scnl lh ·i1 111 ·ml .1 s in collective bargaining negotiations with employers 

which dtl ·nnint !h m < f ervice for such members and sign such agreements with 

employn~ on b ·half of their members in handling dispute and grievances, the unions, 

following u procedure agreed upon with management which may vary from agreement, 

and the provi ions of the appropriate Kenya labour legislation represent their members in 

the handling of disputes and grievances that may arise, beginning with the initial stages 

and ad\ancing (if necessary) to the final stages. Organizing the unions by trying to 

increase their membership by attempting to persuade workers who qualify for membership 

to join the union. The unions attempt to better the conditions of the lives of their members 

b) providing them \">'ith a variety of projects and activities of a socio-economic nature (e .g. 

cooperatives. workers education courses). Maximize the wages and employment of their 

members ' ·ithin the framework of the wage v.·ork contract of employment ( egotiate 

within a framework). 

stabli h a joint rule making y tern which prote t b th th ir mt::mbcr form arbitrar~ 

mana_ m nt. a tion and allow them to participat m m dt:: '' ithin the 

r niz ti n m hi h they vork. !;p t o participator) rn n 't::mcnl rnpl 

ntri ut t m tter affi tin th m. • .·pr ial n nd a pir ti ln f 1 liti .11 

id oft 1r m mb r hip nd l d hi h r fl t thi n 



needs to be recognized by the political y tem nnd society. So the workers contribution is 

widely known and recognized ( 'zu, , 1 7). 

t .1.1 Perception 

Pcrccrtions vur) lw1 ' 1 '"· f if crcnt people perceive different things about the same 

situution Hut m 1r lh n that. "e assign different meanings to what we perceive. The 

meuntngs might change for a certain person. One might change one 's perspective or 

simp!) ma~e things mean something else. (WEB: 1990). Perception is the process by which 

am to create a meaningful picture of the world (Kotler; 2003). 

The main point is that perceptions can vary widely among individuals exposed to the same 

kind of situation. Perception has strategic implications for union of Kenya civil servants 

this is because members make decisions based on what the) perceive rather than on the 

objective reality. It is not eas) for members to evaluate the services rendered by the union 

neither positively or negatively. This is becau e of certain distinctive characteristics of 

ervices offered by them ( hiffman and Kanux: 2004). For each per on reality i a totally 

personal phenomenon ba ed on the per on· ne d . \\'ants. values and p rsonal e. ·periencc . 

Therefor to th member perc ptions are much more important than th 'ir knowled 1c of 

objectiv r alit. b au indi •idu I mak d i ion and t kc: eli n b d on ' h t th ' 

pcrcei d to bt.: r~.: lit ·. 

P r pti m m r f tr d uni n influ n d ., th r I m th 

m n r ur h u m m ntri uti n l p ri n 



allowances. They rarel; invest to creal fund. that could sustain members during the 

period of strike. They al o per· iv tht.:ir fOSitions as a springboard to political positions 

(Mobley; 1980). According t ( utu.1: I' 9!{) trad • union movement in Kenya started long 

before indcpcnd c11 \ in' l I d in the fight against colonialism. Trade unionism 

hecamt litil · lcs th 111 ru u I in r nya after the I I world war. According to (Mutua 1988) 

from th · h ·situnl l,·ninning in the 1950's and nationalization action in the early 1950's to 

growth and con.: lidation in the I 950's and 1960's trade unions in Kenya have paralled and 

greatly contributed to nationalism and the realization of an independent republic under 

majority rule. During the darkest days in the 1950's it was the trade union movement, 

which occupied the center of political stage. 

A survey carried by Flanagan (1990) shows that while most union members are satisfied 

with their representation. the fraction of non-union involves designing union 

repre entation has declined. Increased job satisfaction. job commitment. job impro cment 

and in reasing doubts the unions can improve wages and working condition have played a 

major role in the decline. Although weak the Kenya civil er ant trade union 

manag ment hi~hlights the poor working conditions of the civil en·ant . '1 h union 

throu h neg tiation with the go ernment ha mana_cd to achi . me minimal 

impro' m nt in term fconditi n of, r · and' liminary invc ti ation ). 

mb r ' p r pti n h lp th mpl ~· nd ' ·h t n titut dL rim in. ti n 

nt t . hi nfid 

mpl m nt nd u u nt hi h ri ri t 



information concerning the different grounds that arc protected under trade unton act, 

legal responsibilities for employ es ri 1•ht .n \ or\.. and who is protected, hiring practices and 

duties of organization to u lll tmt d. t~ ~mplo ~cs. 

In forming t h · em pi )) tb ut their rights and issues. while the majority of employers 

heliewd l'mpll)~e · right~ in the workplace were important but many of them were not 

providing in I( rmati n to employees. Employers had experienced complaints from the 

employees concerning health and safety. working conditions, wages etc. In perspective on 

di crimination the employers are able to identify a number of areas that they believed to 

constitute discrimination in workplace. Also help in gaining perceived benefits of positive 

practices. The employers cited the benefit of a positive work environment'' in attracting 

the best emplo_ ees. Government employees and employers learn barriers to po itive 

practices might be as a result of "limited resources (money and staff)". Both employees 

and employee \\ere able to access information and assist. They had their ov.n legal 

counsel as an important ource of information (Owuor: 1997). 

1.1.2 nion of Ken)·a Ci\·il n ·ant.! ni n 

The increa in th cone ntration of wag -earner in th agri ultural manufa turin' and 

other _ tor d to a greater awarene amon 

Th I d t th fi rmati n 

·1 h um n f K n., K 

p2 in u u t J nt il nt 

f th ir c onomi pli •Ill. 

aniz ti n in th 

und r th lr d 

ll r n nd al . 



advocating for democracy, it provided a channel for effective participation, communication 

and collective bargaining proce .. 

It was banned down by ttl( •n t'l'!ll11 ·nt on July 19, 1980 after 21 years of existence. Its 

offices wcr · ull d 1 · d \\11. the property seized and the union staff lost their jobs 

imml'diull:ly \'l'lthout compen ation. The President lifted the ban in 1992 and appointed a 

committee under the Chairmanship of Industrial Court Judge, Mr. Justice Saeed Cockar. 

to examine the need re-establishing the union and investigate the status of its property. 

The ban \\as finall) lifted and the UKCS re-registered on December I 01
h 2001. It was 

subsequently gazetted by the Registrar of trade unions on January 14th, 2002. It received a 

DPM circular dated February 21 51
• 2002 asking all civil servants on job group 'H' and 

below to join the union. Its assets and liabilities were taken over in 1980 by a government­

appointed caretaker. the Kenya Civil servants Welfare Association (KC WA) which also 

continued to administer a check-off system for civil servants until 1998. Its plots in everal 

towns country·wide were grabbed. Other property includes bungalows at Lang'ata. 

maisonette at Kariobangi. Following this plunder. the Union is now hou. ed temporarily on 

the ninth flc r of Ufundi Plaza. opposite Jevanjee Gardens at the corner of 1oi 

Avenu ktar D ddar treet, airobi Atv.oli; 2 

1.2 f th problem 

Th tr n th m mb r hip r, niz ti n i p iti pti n it m m 

r II r th rid h ' h d r m n t nl mpl 



but also their own members. Dru k r . uggt:. L that by 2020, we will see the virtual 

elimination of the blue-collar f ry ' orhr. Th ~rl: arc a number of challenges that 

h.lll •inp \l.ork conditions and increased competition confront trade unions in 

among firms lcadin • t in rc ourccs. Some or the criticisms based on what 

members ptrT ·h·c {lf Lh uni n. Po itivc membership perception is key but constructive 

critici~m is dsll a l)urce f impro' ement in service delivery (Kuria; 2002). The experience 

of the Union or Ken~ a h il er ants has been characterised by key incidences which elicit 

varied reaction from members. Such incidences include; unnecessary long notices 21 

days after which another 7 days must be given by union before industrial action can 

commence. During this period the ministry of labour can initiate voluntary or forced 

arbitration. As opposed to Britain whereby a secret ballot is no\1. requ1 red before 

industrial action can take place (Aluchio; 1998). A case at hand the Union of Kenya civil 

servants and the government Ministry of Health versus Ken) atta National Hospital 

employees disagreement over pay increment. Before even negotiation. the strike was 

declared illegal in June 2005 (Preliminary investigation). 

Government ha impo e some unworkable policie. to union_ for e. ·ample rc. triction for 

onl~ pe pi f IO\\ adre or grade to join union At time if ·ou arc an a tivc ofiiciul of 

uni n ~ ou c n b ru trated through tran fer t hard. hip area . H nc crcatin' car on 

or ·er to join union or participat acti ' l: in uni n matt t h nd i th r nt 

r • nt - ·hi h jud fhi h urt \\arn th m 

n tri I b ur thre ten tri ·in umrn ril... di mi 

r limin r in ti ti n . 



Related studies in the area of member per cption and other areas in the trade un10n 

include (K'Obonyo; 1981) who . tudi d tht l)p~.:rations oftrade unionism in Kenya: A study 

of the railways African uni )n K n~ .1). ( • Ut!mi; 1974) who looked at trade unions and 

government : A tud 1f uni n rH indu trial rl.!lations legislation in independent East 

Africa up 1<1 ]<)7 .... ( ~ 1 \Cru : 1975) who studied the development of personnel and 

industrial n.:lntil)n in Ken)a. Kiranga:l975) who studied the operations in particular 

firms in Kc.::nyu. ( jihia: 2002) \Vho conducted a survey of women's participation in trade 

unions in Kenya and Atandi: 2003) who looked at the involvement of trade union in the 

application of performance management programme. All these studies did not specifically 

address the perception of members of Union of Kenya Civil Servants services. This study 

therefore intends to fill this kno'"' ledge gap. 

13 ObjectiYes of the Study 

1. To establish hov. the members of the umon of Kenya Civil en·ants perceive the 

en•ice ofthe union. 

11. 1 o determine the factors that influence the perception of members of the union to its 

en• ice 

1.4 Importance of th tud.' 

1. Th tud) ' ill b u ful to trade uni n I d r hip in helpin th m und r t nd b tt r 

th ri u p r pti n fm mb r inc r their m m r . 



11. It will enable employers to understand the cha ngin g approach by trade unions towards 

representation of employ e in th nami world and in the spirit of "win-win '' 

partnerships, be mor · r ·sp >nsiH· h' th~ ir mployccs changing needs. 

iii . The study will conlt ihut 

t radl' un illiiS , 

I 1 to th wider hody of academic fi eld and in the area of 

1v. It" ill al 'l) ~nable member to understand their rights better. 



CHAPTER TWO 

LIT Tl1R REVIEW 

2.1 lntroduttiou 

The advl:nt t)l' glob liz ti '11. tructural adjustment and liberalization of the economy has 

c ·erted pres~·un: on indu trial relation field as labour market seek to fit into the pattern of 

things and event b) being liberalized as well. This has resulted in greater conflicts and the 

impact of the situation felt on the employees (Blunt; 1986). According to (Nzuve; 1997) 

workers join trade unions for various reasons. Members believe that union increase their 

share of the economic package, higher wages, increase benefit, shorter working hours and 

better working conditions basically assumed to improve the economic welfare of members. 

Members want protection from unfair dismissal and retrenchment by their employer. He 

went further to say that Employees are social beings and would want to belong and be 

recognized by their peers. A trade union therefore offers an avenue for affiliation with 

other workers \.\'ho share common interest. 

2.1.1 Trade unions 

The trade union tructure offer orne emplo. ee an opportunit: to 'ain-recoc.nition th t i 

not avail d to th rn in the bu ine s or ·umbe; - Ol ). lie gc . urtht;r to U) 

th t rn rker join tr d union to obtain in influ n in d c l 

th m. It pr n \CrlU r emplo. p rti ip ti n Hl m n.t • m nt. 1 h r 

j int n uh ti ill t in di iplin r. m Ill 



unton members simply as the regulation agrec:me::nt to employment or union shop close -

once you are employed, you b mt: a uni n m~.:mb~r automatically. 

At the core of industrial n i thl l.1hour contract, it 's an exchange relationship in 

which the workct ol r th I d u r of hi person in return for wages. But the exchange 

involved in this ll 111 1 li n 1 inh rcntly unequal. The contract places a worker in a 

sulwrdinat · p~l ·iti lJl ' hile the ' •age paid to him by the employer legitimises the latter' s 

control ov~r th former. Each of the parties in the employment contract endeavours to 

ma. ·imize iL own intere ts. In crouch's words; "The interest of the dominant role in such a 

relation hip can be defined as the maximization of control over labour, offset by the extent 

to which such ma.ximization will reduce the effectiveness, or incite the revolt, of the labour. 

The interests of the subordinates consist in eroding, evading or replacing domination. offset 

by the extent to which attempts to do so will either incite coercive sanctions or involve 

destruction of existing means for securing existence". 

Under capitali t system the interest of the workers and employers are more often than not 

at variance. This i more o with respect to remuneration. The employer alway try to set 

a wage rate that leaves them with part of the profit that i ufficient for paying factor of 

produ tion 

po ibl 

ir 

ell a de irable bu ine exp n ion. 1 he ' ork r try t 

rd r t pr vid fi r them lve and their familie 

Ill d home and t dre~ d ntl) . Wh t n "' 

m d h b th r. 

itu ti n th t i mi un 

nfli t inh r nt in th ml .,m nt itu ti n 

I l th highe t 

\ ·ith d and 

rkcr p 

hi di in 

nfli l. 

ilit . 



confrontation between employer and hi emplO) t.:e. a. a result of this, employers feel more 

comfortable to deal with work r. indt\ iduall . As crouch has pointed out ; "Purely 

capitalistic domination d p·nd nth \\lHk~:1 b~.:ing treated as an individual in the sense 

u lhf .1nd :-;old as a unit commodity and is neither embedded 

lie tivl!l)' organized as a restraint against the authority of 

thL·Iabout nt.trk •t" K' lb n~ : 1981). 

Realizing that the) \\ere subjected to more or less similar conditions. workers became 

aware of the need to unite in pressing for their demands. They realized that their strength 

lay in their numbers: that the) had no alternative but to combine and bargain joint!) for 

their demands and felt compelled to organize strikes if needed be. Workers' organizations 

(Unions) also aim at providing a countervailing power to that of management. Trade 

unionism. with collective bargaining that it gives rise to. has a wider intention of removing 

arbitrariness that the actors on the industrial relations scene may resort to. This roh.: is 

crucial for ecuring greater ecurity for the ' orkers protecting his job (against other 

\ ·orkers or redundancy etc.). protecting him when employed. and sick. injured at work. 

among others. The union al o eeks to protect th dignity of the worker from th abu. by 

the emplo)er or the sup rior. 

rk for greater i I j u ti . 1 h ) \\ i h t rk r. tr d n the asi _f 

m rit 11 th lour o kin. 

f 

nd th mp n m nd 



tn may turn out to be cramped or bad!~ \entilated ; it may be too hot or too cold; the 

lighting may be bad , the atm .pht•rt dusty and the process or work injurious to health. 

These conditions do affect m ·nt. I .md 1 h •sica I power. In some countries, particularly in 

the third \VOtld , ' (I td' ni ll , rc peeled to participate positively in the process of 

economk d ·v ·lopm ·nt . In Ken ·a. for instance; Government's key policy statement 

uppL·aring in s • .. il n I ~ p r 1 
• 10 of 1965 asserted; "The Government will assist Trade 

Unions to b~come im oh ed in economic activities such as cooperatives, housing schemes, 

workers discipline and productivity. and in general. to accept their social responsibilities.·· 

All in all. Trade Lnion movement exists to extend the influence of the working people over 

the policy and purpose of industry and to arrange for their participation in its 

management. 

2.1.2 Relations between government and trade union 

Government has keen interest in trade unionism and trade unton activities. The 

government plays two major roles in industrial relations cene. onstituting the two role:s 

are lav·.r-making and peace-keeping functions. In exercising its legislati ·c right the 

government generate statutes which are regulatory in nature. The pcac -kc~:ping role i 

practi d through arbitration (either voluntar) or compul r: . u of trihunal and a a 

I t r rt, int rvening directly hy the u e fin trument of c rcion - u u II) in th form 

of poli . p ramilitar; unit nd ven th militar_ m m • · tr~:me c f th 

p t nti I p r f rad nd th p r 
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world have passed legislations with varymg dt:grecs of cverity aimed at curtailing the 

power of organized labour (Aiuchio: 19 '). 

The extent to which tht: • )\ ·rnm nl lc •islations and policies are restrictive depends largel y 

on tht: rt:latitlllship bet' n uni n goals and government policies. As Ross amply argues; 

the strong~:r tht: nions become the more consistently do they demand the higher wages 

and improved living tandard which they are pledged to obtain. These demands confront 

them v•ith a et of dilemmas: Workers desire more consumer goods but the government 

feels that savings are necessary for capital expansion. Unions press for wage increases but 

the government seeks to avoid inflation in order to conserve foreign exchange. The 

capitalist system boasts of what has become to be known as free collective bargaining - a 

situation in \\hich the state does not intervene, in industrial relations matters. But as we are 

told b\ Roses. collective baraaining may create a wage structure which mav be ver\' 
-

0 
- -

different from the wage structure envisaged by the government's economic plan . Because;: 

of the possible interference with the development plan many go ernment in the 

developing countries have low degree of tolerance for anything involving' •ork toppagc. 

( andbrook; 1974) ha gi en a tatement which give. a fair ummar ' of th abov . He vs· . ' 

·Political lead r ha\ employ~d b th o r ion and reward licit th c mpli n o 

trade uni ni t within their ~nception of or aniz d lab ur' pr p r rol Ill 

hav trin ed re ul tor nd up rvi uni n 
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recapitulate, governments regulate labour management relation by providing industrial 

relations machinery which bind both the.> management and the union in their interaction 

or specially negotiations. Within 1his fr.tlllt work. the government enacts the legislations to 

safeguard the rcspet:tiw right {lf tht mana 'Cment, employees, workers' union as well as 

the rights and iut ·rt"l of the mmunity at large (K'Obonyo; 1981 ). 

The employer-emplo)ee relationship is one of domination and subordination. Yet the two 

have to co-exist since the) are interdependent. The militant stance often assumed by class 

conscious workers is perceived by the employers as a threat to their profits, power. 

influence and authority. The owners of capital have, therefore, resorted to various ways 

and maneuvers of counteracting the disruptive tendencies of the workers organization. One 

way of achieving this goal is through the use of ideology in crouch's word; ideas may define 

certain social positions as carrying intrinsic entitlements to recognition of supenorit). or to 

the enjoyment of certain standards of life; b) the same token. other positions will be 

defined in terms of negative entitlements. In this way. the concept of ideology and authority 

legitimating becomes close!) related to the notion of ocial Latus." ·r h control oC infact 

monopoly over. economic resources provide an employer with a strong weapon for 

regulating the behaviour of \\Orkers. In crouch' 'The inequality of the e.·chang in the 

employment ~ituation) implie at one nd the am tim an incqualit) ofc )nomh: rc\ •a rd 

and auth rity relati n hip:· 'I hu in a ituation ' •h r the p oduct of I h ur j ri in, 

b dien m ur d b norni rc\ •ard. 
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not the autonomous collective organization of\\orkcr. can be prevented.' If this cannot be 

done, and history have shown that thi::- is thl cas~,;, then other ways have to be found to 

handle the collective power of th ' t 1 k~: r!-1. IIi 1h rat~ of un-employment and the threat of 

the dismissal have pwvidt 1 • tr.1int (K 'Ohonyo; 1981 ). 

The cmplt)wcs l·l) u e the polic) of welfare capitalism as a means of' forestalling or 

delaying th · devel 1pment of a strong resistance to their policies, programmes and 

organization of work. Thus sometimes provides the welfare facilities (even if the inferior in 

quality). The) exercise control over their workers even during the latter's non-working 

hours and. on the whole. always try to play a paternalistic role in the relationship with 

their employees. Through various tactics. they try as much as they can to handle, if not to 

manipulate, are enacted to offices. Infact, in extreme cases. the employing organization 

rna~ patronize the union so much as that it (the union) comes to depend on it for virtually 

most of the essentials. Another tactic used to handle radical union officials who are 

employees of the organization whose members the) represent is to offer them rewards by 

way of quick promotions so as to render them ineffective in their nion work (K' bonyo: 

1981). 

In hort, th method that som employer" ha'e us d t humbl their employ and the 

letter' rganization ha_ b en call d paternali m ) me' •riter . But 1 

"ta tic ti n' onflicts in hum n 

un mm n. lndu tri I r 
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relationship between the persons who pro\ ide tht.: labour, or their agents, who provide 

capital. In other words, much of th on~.;(; rn in the.! industrial conflict has been with the 

union-management solution . In this :-.llHh how\!v\!r, focus will be on the intra-Union 

conflicts. These.: arc <.'on tli 

as pi ring tandi<.hll'" 1~11 th 

th.ll .Hi~l: h tw~~n two or more officials and potential or 

ni( n po ts . onflicts arise as a result of differences, real or 

pcrcciwd. Thi!' C{luld b difference about information available to the interested parties. 

u diflcrenct: about mean~ for attaining common goals, differences about goals or difference 

ofvalues (K'Obonyo: 1981 ). 

Lack of information or accurate information leads to a breakdown in communication. This 

escalates into widespread rumours, distortion of issues and consequently, mistrust and 

suspicion. The means of attaining an agreed goal may cause a serious rift. For instance. 

some members of a group rna) prefer peaceful and diplomatic negotiations with the 

employer while another section of the group may opt for a radical approach that does not 

allow for modification in the original demands if such modification is cen to be in favour 

of the opponent. 

Conflicts involving difference_ in l!oal ha mor nou con~ quencc nd re v n more 

difficult t rc~ h . lnfa .t if oal in que ti n n: of r at i nifi nc it i diffi ult t 

imngin hO\ th p rtic involved c n ' ork to th indu tri I r I ti n . 
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distributions of whenever gams the Union makes among all the cadres of the Union 

members. Different value systems I o hrt:c-d nf1ict. In the worlds of Bruce Cooper et. al.: 

"Values are things that me)\ u • th.ll :ll' ount for large potions of our behaviour" 

(Ananaba; 1979). 

There un:. for e. umpl . th e '' ho believe strongly in workers participation in management 

while there are th e -.: ho believe otherwise. Some feel happy and comfortable under a 

paternalistic ystem ,·hile others cannot just tolerate it. Power struggles in Trade Unions 

involve competitions in building up support. The resulting formalities are coalitions or 

factions. Richard Sandbrook has defined faction broadly as; a segment of a clientage 

network organized to compete with a Unit or Units of a similar type within one or more 

political arenas. It is a coalition of followers recruited on the basis of mercenary ties by or 

on behalf of a leader. who is in conflict with another leader or leaders." 

Building and maintaining factions involve using whatever relationships offered by the 

social networks such as ethnic identity. The) are also based on expectation of some benefits 

accruing to the Individual concerned. As Grillo ha apt! · aid. "mutual supp rt entails 

mutual benefits which may be as basic a ca h transaction. a po t on a committee. or a 

cholarship abroad."' Where Trade union are c ·pected or r quircd to support th rulin, 

politi al party. th p rty un tions tend to pill ' r to th union. 'I hu th uni n offi ial 

et di id ·d into opp in' group in lin ' ith th p liti al p rtl. f tit n the id nti , itt . 
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scholars. mainly political scientist and hi tori n. most of these studies have focused on the 

role the Government has play din inJustri. \ rdntion. and the influence the Trade Unions 

have hand on the politic ofth ounlr). I Ill f'orL·ign scholars that have contributed in this 

field include Richard li c tnsdan. Roger Van Zwanenberg, Kerstin Leitner, 

M. Kiloh nd S. Sti ·ht · ·. I h m< t prominent local writers. In this area Makhan Singh and 

Clement I ut~..·mbe. In ddition the e booh there are several articles and these by both 

foreign and local :tudent Juchio: 1998). 

For more than a quarter century the labour movement .in Kenya has made significant 

strides for workers. The transition from colonial rule to independence saw the installation 

of important labour laws which were progressive by Third World standards. A 

comprehensive minimum wage Jaw mandates both wages and wage increases. trikes are 

legal. Dismissals can and are regularly appealed by unions to the industrial court. In recent 

years. ho~·ever . these rights ha e been gradually eroded because of an ever increasing 

population and slow gro\\ ing econom~ where job creations ha simply not kept pace with 

the number looking for work.. It' a combination that could be a "'time bomb'' for the 

country. notes the U .. Labour Department. The Kenyan go ernmcnt ha created a ne" 

Mini try of anpower De elopment and D ployment to addre the problem but the 

Mini tr) · mand t -cr at job \ •ith littl c.apit I in a tight \ •orld h 
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influence exercised by the Unions since ind pendence. Whi le most of these studies cover a 

wide Spectrum of Trade Unions in h. n~ a. non ... of them has deal specificall y with labour 

on the UKCS But several oftht:m h. h :1 ·hapt~r or section of a chapter on (UKCS). That 

notwithstanding, the <.:on ·lu it ns lh ') make arc general and, by and large, to most of the 

cou ntry's 'Jrutk Union • in luding (UKCS). ·r he Central Organizations of Trade Union is 

located at olidarity Hou located next to 'Gikomba' Market is t he umbrella body of all 

trade union . OT currently represents about 45 active Unions that affiliates out of 

which Kenya Shoe and Leather Workers Union and Jockey Workers Union remains 

expelled. Kenya l\ational Union of Teachers (KNUT) and Union of Kenya Civil Servants 

(UKCS) v.·ho were excluded from being affiliates of COTU through a presidential decree of 

1965. Subscribing members of COTU currently stands at about 330,000 but potential 

members are about 1.5 million. The FKE is located at Waajiri house upper hill opposite 

Nairobi Hospital. lts postal address is P.O Box 48311 00100 Nairobi. It was registered in 

January 1959 under the provision ofthe Trade Unions Act (Cap 233). Membership to the 

federation is open to individual employers, companies. firms. as ociations, federations and 

other bodies. local authorities. It however does not cover Civil en·ants and the A rmcd 

Forces Currenth· it has 2484 member . 
. -

2.2 Challeng facing tbe trade unions 

Politi I nd I o crnment interfer n : In Kcn;a ilu ti n thc:.rc i n f) 

n n ti 21 d after \ •hi h noth r 7 d . mu t I\ n ) uni n 
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leadership as been provided b) out ider's e pe iall) profes ional politicians. Leaders being 

afflicted to one or the other part). the union. wcr' more engrossed in toeing the lines of 

their political lead .rs and prot· ·tin.• \ ork rs interests. Iron ically in many cases the 

lillh: krH" k:d • of the background of labour prob lems 

fundurnt.:ntllls ol lilt• I• uni ni m, the techniques of industry and even little general 

education. N·1tur II) uni n nnot be expected to function efficiently and on a sound basis 

under guidance of ·u h leader (preliminary Investigation). 

orne of the \eteran leaders like Atwoli (COTU). late Adongo (KNUT) and Dennis Akumu 

have appreciated the need for strengthening the trade union movement in Kenya by stating 

that ·· if the trade union movement is not united and strong enough to achieve its 

objectives. the industrial structure to be built in Kenya on the basis of full fledged open 

democrac) \Vould not ha e firm foundations and the state in spite of its best 'ideas and 

design would find difficult to ensure fundamental rights to the working class". At pre ent 

trade union Ia k vitality due to one rea on or the other as tated earlier. Their vitality 

therefore need to b strengthened and the real treneth mu t come from within it elf. In - -
Kenya the Indu trial Relation operate \\ithin th frame\ ·ork of lndu trial Relation 

Charter fir t i ned in 19 2. ·This chart r laid a foundation for lndu trial f dation in 

K n.: m num r of \'8.' . It sp It out the of man em nt and 
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final arbiter when the disputes arise bet\veen civil avants and their employers under this 

agreement (Cockar; 1981 ). 

Waweru (1984) agrees uu.l umnHuizcs the whole concept of industrial relation in Kenya. 

He argues "Throt~gh time. trad~.: union movement in Kenya has continued to be subjected 

to severe restriction by the Government. The Industrial Relations Court had been as an 

effective and indifferent instrument of meting out industrial justice. However, over the 

years. the increasing encroachment by the Government on its activities, for instance 

through the issue of wage guidelines has cast doubt to the Court's independence. Yet, 

however, the court seems to command great respect of both employers and workers, 

probably due to the stature of its current incumbents:· 

He further argues that."' Establishing the Industrial Court introduced into Kenya 

industrial relations systems. somewhat complicated procedures to be followed before a 

legal strike can take place. Even when all procedure has been followed, the Minister for 

labour may still declare a strike illegal. On the whole the (Trade Disputes) Act and its 

subsequent rules and procedural regulations have tended to minimize the freedom of the 

workers in re orting to the strike as a last \Veapon in his fight against the recalcitrant 

emplo. er· . He finally argues that "Indeed. ince 1974 there has not been an) strike worthy 

of the name in Kenya. orne ob er ers point out this as e ident of the Kenyan industrial 

y tern. While thi may be true in orne re p t, it mu t be pointed out that the hostility 

h wn b th ' rnment toward trike ncti n is it elf a real dbinccntiv l< n.: ~ ort ll 
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effectively contained the workers". The working-class history in general of Kenya. On 3rd 

November 2000. The civil servant ' um n ·ould be revived by June if the Cabinet agrees, 

for registerin g the union \\'a. am nt~ mnjor onditions given to the Government by the 

International Labour Or •ani7.,\l1 n On 15111 December 2000 the World Bank rejected calls 

by retirees thut it intcn·t!n ·s in the civil service retrenchment issue. More than 100 

retrenches had marched to the Bank's offices seeking an explanation on how the money it 

had relea ed for the program was being disbursed. On 4th February 2001 Labour Minister 

Joseph Ngutu has final!) ended his silence over calls on him to lift the ban slapped on the 

Civil Servants Union 21 years ago. (Source: World History Archives and Civil Servants 

Journals at COTU Headquarters). The other writers on the Kenya Trade Union 

movement have not been reviewed either because they have negligible on UKCS (K) per se. 

Finally, it is hoped that this study will be an improvement on the earlier works on the 

subject and not a mere repetition of the same and it is noted that little has been done on the 

"UKCS .. ifan) (Multinational monitor; 2003). 

One challenge facing trade unions today is that many organizations attempt to keep unions 

out of their plants. They feel that this gives them greater freedom over the control of 

Labour costs. Perhaps more importantly, they fee that the) retain a degree of flexibility of 

Labour deplo_'ment that is often reduced by the many agreements that Labour leaders. 

under ' tandabl) wi h to make to "better" the term of emplo ment of their members. If a 

compan) I flt=:ibility it may lo c the abilit) to inno at and to be competitive. (PcdZ 

and dd· 2 01) in a tudy on the Malay i n b n ·in • union n tc th t th union de otc!\ 
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are central to establishing a strong bond among. t un10n members. These have included 

such things as charity luncheons. gamc.:s. treasure hunts, dinners, dances and trekking. 

Such events arc especially important wh~n there are no disputes and in the context of a 

decline in local commuuit) bt)Jl I" und falling social interaction amongst workers in the face 

or increasing work demand" and competition from television, video and other electronic 

machines that make \\Orker confined to their homes. These special services, which seem 

not to be a mainstream union, Activit)', emphasize collective identity. Thus unions need to 

compete with alternati\e forms of expression that are available to workers. 

(Peetz and Todd; 2001) also note that such cultural mechanisms are also important to pre­

empt ethnic divisions that may otherwise arise within the workforce. Banks differ in the 

ethnic compositions of their workforces, according to their ownership and customer base, 

but cultural reinforcements and the emphasis on solidarity and consistency (e.g. through 

industr) bargaining) minimize the potential for internal union damage due to ethnic 

division. 

(Lucio and Stuart: 2002) document the modernization of employment relations vta 

partnership as is articulated in terms of the need to mo e awa from adversarial to 

cooperation. (Kochan and Osterman; 1994) argue that partnership is based on reinforcing 

collecti e oic mechanisms at the strategic, human rc. ourcc department and workplac 

I ct. Underpinning thi commitment to voice i investment in training and devt!lopmt:nt 

nd f: irn at · rk. Ba ically, the challeng i on trade union to move awa • from 

rkcr right t pi yin un tiv rol tn 



influencing management decision making in favor of improved workers conditions. Like all 

sectors, trade unions face the challenge of lnf rmation and Commu nication Technologies 

(ICTs) in generating unions rcncv. II .111 l~.:nhancin' negotiation and bargain ing. lt has been 

argued that I 'Is otTer t.Hlil)ns n '" ''as of mobilizing and engaging with members and 

potential members und thut the~ create opportunities for strengthen ing the union 

movement on un intt:rnational . cale (Diamond and Freeman, 2002). 

The term "E-union'" (Darlington. 2000) and "cyber union" (Shostak, 1999) were used to 

describe the new form of unions that would arise as a result ofthis technological revolution. 

While unions have embraced ICTs, and in some cases used the technologies innovatively, 

we have yet to see the genuine e-union or cyber union. Trade Union negation process is also 

subjected to the increased presence of regional trading blocs. That regional trading blocs 

may be more than market-making arrangements has encouraged the view that they may be 

a possible site of social-standard setting. particularly on Labour and environmental 

matters (Cook and Katz, 1994). The revival of the East African Communit) is set to allov. 

for free movement of Labour among the three east African states of Kenya, Uganda and 

Tanzania. This will affect trade union negotiations within the individual member states, as 

there would be a need for standardization. among other requirements. Ananaba pointed 

out that' . It is not uncommon to hear that orne full time alaried officials of trade unions 

are on th payroll of the employer who worker they repre ent '' in and '1 onic" is a 

P pul r ni ·nam in 'ai robi. 'I hu . it refer to a union and his connection and d~.:als with 

mpl ; r n n ba; 1979 . 
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CHAPTER THREE 

RESE R H METHODOLOGY 

Th is section outlilll:s tl11: n: · '<H ·h d ·siun that was used to meet the object ives of the study. 

The de ign gave the frame\\ ork of the study, the target popu lation, sampl ing design, data 

collection procedures and data analysis technique. The research was carried out in 

Nairobi. 

3.1 Research design 

A descriptive survey design was used to carry out the study so as to establish ho\\ the 

member of the union of Kenya civil servant perceive the services of the union and to 

determine the factors that influence perception of members of the union to its sen ices. 

This design was considered appropriate for the stud). \.\hen the objectives of the study is to 

describe the extent perception of groups according to (Malhotra: 1996). 

3.2 Population 

The target population for the stud) were those who are in job groups A to L numbering 

5209 (P CK: 2005). The members who are in job groups M and above are none union 

member . 

3.3 ample 

1 he mplc izc c n i ted of So/t in ch job r up in th p lpulation of tudy of mc:mb rs II\ 
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group. Stratified techniques was use. The sample units were selected on convenience basis 

as in Table 3. 

Table 3 

,Job group Total No Sample 

A 1 15 6 

B I 200 10 

c 300 15 

D I 560 28 

E 690 35 

F 700 35 

G 850 43 

H 779 39 

J 560 28 

K 285 14 , 
L 170 9 

Total 5209 I 262 

3.4 Data collection 

The researcher used primary data collected b) using sem1 structure questionnaire 

(Appendix ll). The questionnaire in appendix 11 \\as completed by re pondents. The 

questionnaire '"'ere divided into five section name\) ection ''A'', ection "B", ection 

"C' ection D. and ection E. ection "A·· ought to get the bio-data of the re pondent . 

Que tion "8" (I ·u_ed on to e tablish the objecti es members per cption of the union 

and ' ·ere further di ided . o a clearly describe the extent of members 

p r pti n t 1ward th obj ti e of UK , rvi clit n ·· ' ou •ht to 1\:t in l rmntion 



on how the union management relations be improved in the will service. Section "D" deals 

with economic and social ventures . t.: tion .. E" deals with control of the union by the 

government and conflict amon • 1 thl' m~mh rs. 

The qucstionnai res wert.' '\dmini ·t ·r<.!d h\ a research assistant who dropped and picked the 

questionnaire~ lat~:r. 

3.5 Data analysis 

The que tionnaires were edited for completeness and consistency and coded so as to enable 

the data to be analyzed. The researcher used descriptive statistics including, cross 

tabulations and frequency to analyse the perception of members of the services offered by 

UKCS. 



CHAPTER FOUR 

DATA A Y 1 AND FINDINGS 

4.0 Introduction 

Data was analyzed usin g de" ·rir tivc statistics i.e. frequencies and percentages have been 

used extensive! to :ummurizc the data and is presented in table, pie charts, bar graphs 

and narratives. 

4.1 Response rate per job group 

Job Group Frequency Percentage 

A 4 2% 

B 7 4% 

c 10 5.5% 

D 19 10% 

E 30 16% 

F 28 15% 

G 27 15% 

H 23 13% 

J 20 11% 

K iO 5.5% 

L 6 3% 

Total 184 100 

4.1.1 Gender of respondents 

The respondents were not equall) distributed in terms of gender. The majorit) of the 

respondents 84% were men and 16% were women shown in chart 1. 

Chart 1 Gender 
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4.1.2 Respondent's age 

Majority ofthe respondents 68% \\ere 1g~:d between 41-50 years, 14% were aged between 

51-60 years, 18% were aged b~,;lwt:t'n l-'10 years shown in figure 1 below. 
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4.1.3 Level of Education 

Frequency 

Percent 

Out of 184 of the respondents 52% had a university education, 36% had college education, 

and 12% had secondary school education as shown in figure 2 below 
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4.1.4 Years worked in the civil service 

Out of 184 respondents, 44% hav ht't.:n in th ' ci il .crv ice Cor above 16% years, 25% for 

the period between 11-15 years, IX"r, had' orkcd Cor 9-12 years, 4% had worked for 4-8 

years and 9% had W(>rk ·d I{H l ·hm )Cars as indicated in figure 3 
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4.2 Analysis of members' perception of activities offered by UKCS. 

From the analysis of activities of UKCS to it members 80% have the feeling that little has 

been done in attaining their expectation as per the activities of the union to its members. 

45°/o are of the opinion that salaries has been achieved to a moderate extent but taking 

general level of the economy into account 60% has the perception that little has been done 

in that line by KCS. 59% of members are of the view that enough has not been done b} 

UKCS in protecting their members from unfair treatment by the government. From the 

findings 65% have the feeling that UKC has done recommendable job in terms of 

improving hour of' ork. medical benefits and leave allO\ ances. About 70% are of the 

opinion that 1980's been on UJ.....C activitie dealt a big blow to the members as a result of 

that nc~ative p rccption ofUJ.....C activitic to its members. 

4.2.1 n ly i of members perception of union-managem nt relati n. 

F r m th find in , 7 % opinion th t un1on m na 'l:llll:nt 

r I ti n 1 n L rdi I ':hich 



government interferes with UKCS affair a lot \\ hich contributed to negative perception of 

members to union services. 60% fc Is that !!0\ ernmcnt at times transferred union officials 

at the headquarters in Nairobi wh' ar~ th' 10vcrnmcnt employees to other stations with 

the sole purpose <>f muki11 · th 'Ill in ·fkcti c in terms of their contribution to the union 

services. 50°-o r~cls thul some union officials who are employees of the government have 

been giYcn promotion to \\eaken-their commitment to the union leadership. 88% of 

members f~ds that officials of UKCS should only be civil servants and 97% feels that there 

is no full time officials at the branch levels which is affecting UKCS activities to its 

members. 

4.2.2 Analysis of members perception of economic and social ventures by UKCS 

55% feels that UKCS has done little in the area of economic and social ventures and 

nothing has been achieved in terms of accommodation. I 00%, have the opinion that 

UKCS is doing nothing to its members in cases such as long sickness, accidents. 

disablement and so on. 81.5% feels they have not benefited in courses and training and 

88% are of the opinion that much has not been in that area. 

4.2.3 Analy i. of Control of the union by the government and conflict among t the 

members: 

54% feel that there i. too much restriction ofUKC cr ices by the government and 47% 

arc of the opini n that nothin can be realized with uch restriction. 70% feels that k ~ 

ha no und finnnci I ba and 8 l% K i n t affiliat d to other bi, er trad unwn , 

futur n t prom1 m th t m in r • n r onf1i t 



between the government and members have been alaries, terms and conditions of service. 

66% are of the opinion that impo..,tti n of kadt: r, and lack of confidence amongst the 

leaders, holding of regular elect tons' oul I not address that issue. 



CHAPTER FIVE 

SUMMARY. CO CLUSIO SAND RECOMMENDATIONS 

This chapter compatTS thl' timlin<><: of this study with other findings discussed m the 

litcratu rc. Conclusion · ol the tUd) arc presented with the recommendations based on the 

conclusion. subsequently the suggestion are made for further study. In summary, the study 

shows that members perceptiOn of the services offered by union of Kenya Civil Servants 

has not been impressive. 

5.1 Summary 

The stud~ focused on the members' perception of the services of the union of Kenyan -

Civil sen ants to its members. It was carried out in Nairobi. The study objectives were 

aimed at establishing the perceptiOn of the members of the union of Kenya civil servants 

and determine the factors that influence the perception of members of the union to its 

services. The stud) established that members perception is faced b) various challenges and 

factors found to affect the members perception included lack of trust. lack of upport b) 

the government. lack of feedback. lack of skills. no existence of perception standards, 

inaccuracy in viewing and a negative attitude of the members towards UKC - en•ices 

corruption, government interferences. wrangles among the officials etc. rom the findtng 

of the ·tudy. it was concluded that members perception ha been negative in most cases. lt 

wa recommended that tron mea ure b put in plac . o that the member perception 

can b u ful for intend d purp like, pr m tion • improving ' • rkin' Hldition 

r rd a mm d ti n nd impr \Cm nt f he lth and a ct ,· I n ' or · p .1 ~.: .. 



Perception of members is important m an organization m that when well analyse and 

executed, it should furnish or make a\ ailnbk to management critical information on which 

decisions impact on organization . u ·~ss on the side of employees, government, employers 

and other parties involv · Wl)uld 1 in. l·orcmost the researcher established that members 

perception or the scrvi ·cs t 'Ill' otTcrcd by their union is below their expectation as it was 

evidenced by l't:\'1 union members. 

5.2 Conclusions 

The conclusion derived from the study that the primary focus of this research has been on 

attempt made to gauge the benefits made available to members by the UKCS in fulfilling 

its role as a vanguard ofworkers rights and interests. In doing so. attention has been paid 

not only to the traditional UKCS role of the procurement ofwages, decent housing and the 

betterment of other terms and conditions and service for the workers-or to the provision of 

counten. ailing power to that of government particular\} in as far as the workers dignity 

and personal respect are concerned. but also to the Union's efforts in organizing and 

stimulating the workers interest in pulling their resources together and collective!). with or 

without assistance from the government. 

econdly. an effort has been made to expo e and explain the nature of the interaction 

between KC and its external environment- specifically. the Government. The empha is 

ha been on the intended a well as the actual effect of tho. e relation ·hip on the policie of 

K nd it functionin '· Thirdly, analy i of internal dynamic~ of the nion ha been 

und th 
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the conni t that have pia •ucd th Union 

nt whi h h vc u led u h nf1i t . 



In its objectives, UKCS, tried to initiatt: or obtain and maintain some services for its 

members both inside and outside tht•ir place~ of work. It promised to seek facilities for 

members to get training und ·lm.llion r le\ant to their work, and for making them aware 

of their rights and obligatil111 \\Orkers; to obtain legal advice and any other ass istance 

on any matter aiTccting any of the members and arising from their relations with the 

government. It also promised to collect and circulate among members information 

concerning the Union and to print, publish, and issue papers, periodicals, books, circulars 

and other literature for the general education of the members. lt also pledged to provide 

relief in sickness, accident, disablement, victimization of trade disputes, and an) assistance 

to the members immediate dependents. On housing, it sought to establish and assist in the 

operation of tenant purchase housing schemes for Union members and to provide social 

and welfare services like nurser~ schools, adult literacy classes, recreational centers and the 

like. However, it is evident that only a few of these objectives had realized UKCS. There 

was a regular circular for emitting information from the headquarters to the branches. but 

there was no newsletter and unlike other Trade Unions in the country, ideas could not 

emanate from the branches on a regular and systematic basis. 

An attempt made to implement the Union's pledge on education, but at best this most!\ 

benefited Union official and orne employees of the union such as secretaries. Members 

recei ed legal a i tance in de er ing ca e but the Union had yet to employ its O\\'n fulltimc 

le al d' i r. M t of the bj cti •e had not taken ro t and there \ •ere no indic tion th t 

th ) " uld in th for futur . Th r ~ n for thi •ere • id to h , b n 



inadequacy of funds coupled with uncommitted and incompetent leadership. At times 

competition for leadership in UKC arena propels the incumbent officials to keep up the 

fight to keep terms and condiuon or ~1..'r i l! for their members. This is because the 

retention of their orliciul p )•dti ll\s in the Union depends, among other things, on the degree 

of backing tht.:) get from tin.: rank and file. which backing is enhanced by the tangible 

benefits that lltm to lh~ nion members as a result of the Union 's efforts. In the light of 

this, the UKCS official were very likely to continue pressure for improvement in the terms 

and conditions of sen ice for the employees. They would also continue the role of 

protecting the Union members from the arbitrary and unfair decisions or actions of the 

Government. This is because their survival as UKCS leaders depended very much on 

whether or not they convince the Union members that they were actively committed to the 

objective was of the Union. However. it is worth noting that with the stringent provisions 

of the labour laws and the consrant warnings and threats of punitive measures by the 

political leaders against those bent on disrupting industrial peace. it was very unlike!; that 

any militant posture assumed b; UKCS would be translated into industrial action of the 

kind witnessed in June last year 2005. This means that the Union's success in getting the 

government to impro e the workers remuneration and other terms and conditions of 

er ice as well as protecting workers dignity would be determined, large!) be hrewd 

negotiation and adjudication by the indu trial court. 

k K any \ r ·er JOin onl · when it is ~Uffi ientl · attractive to them. In other ''ord . it 

h t b rea n bl) cl r t them th, t the nion i makin • a cnuinc m rt a companied 

b.: hi h pr th ir I t. iv .n the rc tri tion imp< 



Government in 1980s and 1990s, particular with rt.:spect to the use of strike as a weapon, 

UKCS would increasingly find it difficult to pressurize th e government to yield to its 

demand . Though not of its own dt in •. this :-.ituation would portray the Union as a toothless 

bulldozer in the c 'CS or it 111 ·ml r . '1 h1s would most likely lead to apathy and , hence, 

lack of intt:rest tt) join th nion. in cit would not be adequately attractive. 

UKCS objectives concerning socio-economic ventures were unlikely to be realized in the 

foreseeable future primarily because of lack of adequate funds. The Kenya governments 

restrictive measures were ver) likely to continue into the future, more so because its 

priorities in economic development and emphasis it placed on harmonies and peaceful 

industrial climate were unlike!) to charge, at least not in the foreseeable future. In this 

respect, UKCS weak power base. emanating from the aforesaid restrictions, would 

continue to be due to government restrictions. 

5.3 Recommendations 

As deduced from the findings recommendations are adduced to the facts that since most of 

members of UKCS perceive that little is done by the union for their general welfare to 

impro eon their perception. UKC should try to build good and corporative relationship 

with both worker and employers thi would reduce conflict. It should a\ o achie e 

commitments thr ugh \ orkers invol cment in communication proces e . Pa t c. perienccs 

indicate th t p litical rivalrie , di unity amon the rank of\ ·orkcrs and o on ha ·c been 

f trcn th in the K nity in the union i thcrc ·fl rc nc c itv 
"' 

•unit i th trcn th '. 



All union members with different political uffilintions should have one policy, programme, 

objective and one method for thl' \.1\ HJr movements free from political influence. At 

present union lcudcrsh ip in the h nds of pol1ticians who have more concern for their 

political ideologies than l()r interest of \\orking class. This has weakened U KCS. Therefore 

one WU) of strengthening the trade union movement is the provision of leaders from the 

ranks of the '"ork.ers themselves. 

On account of poor financial resources the workers movements/strikes did not prolong and 

ended in failure. Therefore the maintenance of strike funds by the unions is a necessity. 

Thus strike fund would be used to help workers during strikes as "strike pay". This will 

not only strengthen the bargaining position ofthe unions, but they will also get the loyalty 

of the workers. 

Welfare activities for workers along with efforts to improve the financial status the union 

may effective\~ start activities such as the provision of da) schools for children creches at 

work place night schools for adults. reading rooms. libraries co-operative stores. 

gymnasium. and o on. In partnership agreement this is a situation in which both parties 

that i management and union agree to work together to thci r mutual ad antage and to 

achi e a limatc of more coop~:rati e and therefore less ad er. e ef ects to the industrial 

relation . The main value to partn rship agreement such a continuou c. chance of 

in fl rm ti n dev 1 d de i i all partie mutual tru ·t and 



respect recognition of central role of collecti e bargaining and joint vision for future and 

ways to attain it. 

Corruption is a discas wh1c h 11 • • i to h cured ones and for all for the success of the union. 

ln this case bcl"lHl' ont be ·oml: an official of UKCS official he/she must be vetted into 

details and stiller measures for those who are found to be corrupt. A way needs to be 

found to limit the number of union officials who are at the same time employees of the 

government. This is because these people are not very reliable as they have a divided 

loyalty. Things are even more critical at the branch levels where none of the officials is 

full time employee of the union. Thus these officials devote very little of their time to union 

activities as they have to work fulltime for the government. I feel that away out of this lies 

in making at least the Branch Secretary a full time employee of the union. The snag here is 

likely to be shortage of funds. however, with proper planning there is no reason why this 

bottleneck should not be overcome. 

5.4 Suggestions for further research 

The study has noted that the major challenge of having a surve) on members perception of 

UKC services. should be relied on for the intended purpose. This would make it a proper 

tool for \ eighing general \ ork condition and welfare of civil ·ervants. This help in 

measuring their ati faction '> ith union ervices to them. It i critical to find hov. of u e 

memb r p rception report\ ould affect their\ •ork. '1 hi r quires further rc. arch . 
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Dear Sir or Madam. 

APPENDIX I 

LETTER OF INTRODUCTION 

RE: REQlJEST FOR RESE CH PROPOSAL DATA 

1 am a student undertaking a degree in Masters of Business Administration at University of 

Nairobi. I am carrying out a research proposal project in partial fulfillment of the degree 

requirements. 

The research proposal topic is: 'MEMBERS PERCEPTION OF THEUNION OF KENYA 

CIVIL SERVANTS '. (A case study within Nairobi). 

I kindly request you to fill the attached questionnaire. The information you will give will be 

used purely for academic purposes and will be treated as confidential. 

Thank you. 

Your~ faithfully. 



(Please tick where appropriate) 

Personal Details: 

I. What i your name? 

APPENDIX II 

QUESTIONNAIRES 

S ' tion A: Demographics 

2. (Optional) .......................................................................... . 

3. What is your Designation? .......................................................................... . 

4. Please indicate your Gender [ ] Male [ ] Female 

5. Please tick the age bracket in which you fall. 

Below 20 years [ ] 

21-30 years [ ] 

31-40 years [ ] 

41-50 years [ ] 

51-60 years [ ] 

Above 60 years [ ] 

5. Please indicate your Level of Education 

Primary [ ] 

Secondary [ ] 

College [ ] 

University [ ] 

Other (Specify) ...................................................... . .. ··························· 
6. for how many years have you worked as a ci il sen ant? 

Below 3 years [ ] 

4-8 year [ ] 

-12 year l 1 

13-15 ye r l I 
b e I y ar [ ] 

7 



SECTION B: ACTIVITIES OF UNION OF KENYA CIVIL SERVANTS 

Please put a tick in the box that represent-;. ur f~.;dings? 

A five point Linkert scale is used w dt:st·ribl! th' extent of members perception towards the 

activities ofUKCS 

Scale: 1 to no c ·tl·nt -- to littl e:tent 3 = to a moderate extent 4= to large extent 5 = to 

a very large C/ll:nl. 

Statement 1 2 3 4 5 

I. Do you think the UKCS has achieved its objectives 

Statement 1 2 3 4 5 

2. Is the minimum salary paid to civil servants adequate? 

Statement 1 2 3 4 5 

.., Considering the general wage level In the economy as a whole .). 

would you say that salaries paid to the servant employees are 

enough? 

Statement 1 2 3 4 5 

4. Do you think salary increases that have been given to civil ervants 

since have been due to the efforts of KCS? 

Statement 2 3 4 5 

5. Ha the rcpre~ alary review commi ion 

t to r view term and condition of K contrihut d to th 1r any 

d. 



Statement I 2 3 4 5 

6. Do you think the ban on UKCS in 1980. dealt a big blow to the 

union 's objectives? 
'---

'tnt ·m ·nt l 2 3 4 5 

7. To what r . lt:nl j.; th UK CS concer~ed with the workers wages 

currently'? 
.._ 

Statement 1 2 3 4 5 

8. Do you think the UKCS has scored in connection with the following 

since its inception? Hours of work, Medical benefits and Leave 

allowances disturbance 

Statement 1 2 3 4 5 

9. Does the UKCS act in any specific instances while protecting its 

members from unfair treatment by the government? 



SECTION C: UNION- MANAGEMENT RELATIONS 

Please put a tick in the box that rcprc~~nt . our fcdings? 

A five point Linkcrt scale b; us l1 \) I ·s ril~.: the extent of members perception towards 

Union - managcme11t rdati H\ ·• 

Scale: 1 to no cxlmlt 2= w •t littk c. tent 3 =to a moderate extent 4= to large extent 5 =to 

a very large extent. 

Statement 1 2 3 4 5 

1. Is it necessary for the union's Headquarters staff to be employees 

of the government? 

Statement 1 2 3 4 5 

2. Should union officials who are not civil servants continue holding 

their offices? 

Statement 1 2 3 4 5 

..., Does the Union have any fulltime officials at the branches? .). 

Statement I 2 3 4 5 

4. Has the Union. at one time or another. experienced a situation 

where Union officials who are employee of the Government have 

b n given quick promotion to weaken commitment to the Union 

objecti e ? 
-

0 



Statement 1 2 3 4 5 

5. Has there ever been a _ ituation "h~: re the Government has 

transferred the Union'. oni i II , t th1. 11 'adquartcr in Nairobi who 

arc the Government l'mpltl~~o·~o·s to other stations with the sole 

purpose or lll!lldn, th 'Ill in ·I~· ti c in terms of their contribution 

to the UnilHl u ·ti\'ili ·s'.' 

tatement 1 2 3 4 5 

6. llas the Government at any time sponsored people of its union 

leadership positions during elections? 

Statement I 2 3 4 5 

7. If the answer to D.6 is positive, has the practice been frequent? 

Statement 1 2 3 4 5 

8. Have the various kinds of tactics employed by the Government to 

weaken the Union been successful? 



SECTION D: ECONOMIC AND SOCIAL VENTURES 

Please put a tick in the box that repr ·s.:nts you1 fedings? 

A five point Linkcrt scale is ust•d 1~ k:->l rib~ th~ extent of members perception towards 

economic and social venturl'" · 

Scale: 1 to no extent _ lo littl • e ·tent "' to a moderate extent 4= to large extent 5 = to 

a very large c:tent. 

Statement 1 2 3 4 5 

I. One of the unions objectives is to improve the living standards of 

its members in terms of accommodation. To what extent do you 

think the UKCS has achieved in this area? 

Statement I 2 3 4 5 

2. The objectives of educational/training courses for union members 

have been to expose them to new negotiation and communication I 

skills I 
I. Do you think those who have attended courses/training 

have benefited? 

I 
II. Do you think enough has been done in the area? 

I 

' 
Statement 1 I 2 

.., 
4 I s 1 .) 

I I 
.... The union has been using the media and its manuals to disseminate I I .). 

Lin~ rmation to its members. Do you think the flow of information 

I i adequate? 
~ -- .._ 



Statement 1 2 3 4 5 

4. The UKCS is an affiliate of other trad~ unions-;-;1d ensure that they 

not left behind during trade union:-; cnnl~r~nces which arc 

organized loculi~ and i111 rn uinn.lily. i.l'. (I LO). Do you think this 

add value to it~ objc I i \' 
- ----

~ 

Statement 1 --- 2 3 4 5 

5. Docs th e union give an~ kind ofreliefto its members in cases such 

as long sickness. accidents. disablement, among others? 



SECTION E: CONTROL OF THE UNION BY THE GOVERNMENT AND 

CONFLICT AMONGST THE MEMBERS 

Please put a tick in the bo thai r~pr ·~ ·nt. our feelings? 

A five point Linkcrt :cui· is u d IO describe the extent of members perception towards 

control of the union b ' th l!l.) · •rnment and conflict amongst the members 

Scale: 1- to no c. tent 2.= to 1 little extent 3 =to a moderate extent 4= to large extent 5 =to 

a very large e:tent. 

Statement 1 2 3 4 5 

l. To what extent does the government restrict the activities of 

UKCS? 

Statement 1 2 3 4 5 

2. Do you think the operations of the union can be realized when 

there are restrictions? 

Statement 1 2 3 4 5 

3. Should the union activities be liberalized and not be interfered 

with by the government? 

Statement 1 2 3 4 5 

4. Do you think the union has a sound financial base? 

'" tatcment 2 3 4 

ffiliate of any other bi , r trade union? 



Statement 

6. To what extend is the future ofUKCS promising? 

SlnH·nn•nt 

S()(l filr '(\Jl ni l to unton members and 

1\l: b ·en s !aries and terms and condition 
7. The main rea 

govcrnmrnt lu 

service. Do you think rea__-on for the conflict is binding? 

the 

of 

Statement 

8. Union elections popularize the un10n and its objectives to 

members. Do you think the non-holding of election have 

improved the union activities and service delivery to its member? 

Statement 

9. The imposition of leadership in the union has threatened the 

existence of the union and lack of confidence amongst the leaders. 

Do you think the holding of regular elections would address this 

issue? 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 


