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ABSTRACT 

The proliferation of teachers’ unions in Zambia has led new teachers to consider certain factors 

before choosing which union to join. This happens against the backdrop of some teachers being 

automatically added to unions they did not apply to belong. This study was undertaken to assess 

the factors that influence newly employed teachers’ choice of teacher trade unions in public 

secondary schools of Lusaka District. The study considered the influence of expected economic 

benefits; peers and leadership of the unions. Using the cross-sectional approach, the study drew 

a purposively selected sample of 50 teachers recruited between 2014 and 2017 and subjected 

them to a structured questionnaire. Data was analyzed using descriptive statistics and Themes. 

The study found that new teachers were recruited to the unions by formal application, as was 

the case with 92% of respondents. Financial incentives were not a significant factor influencing 

teachers to join a trade union. The main factors influencing teachers to join the trade unions 

were individual benefits and the manner unions are managed. On the other hand, economic 

factors were found to have less influence on teachers’ decision to join unions in secondary 

schools.  In addition, most teachers in secondary schools joined unions of choice willfully. The 

study concluded that while the system of recruiting newly employed teachers was effective, 

the teachers were influenced more by personal factors rather than the attributes of respective 

unions and influence from peers. The study therefore recommends that teacher unions to be 

more competitive and service oriented in order to attract more members and remain relevant 

by providing quality service in the quest to improve conditions of service for the teachers they 

represent.  
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CHAPTER ONE: INTRODUCTION 

1.1. Overview 

This chapter seeks to highlight an overview of the research study background, research 

problem, significance of the study, the purpose of the study, the study objectives, research 

questions, and delimitation of the study as well as the theoretical framework of the study. 

1.2. Background of the Study  

Worker representation has been a critical aspect of the workplace since the dawn of 

industrialization. The interests of workers are represented in a formal setup through trade 

unions. This has been the practice in most organizations to protect workers from exploitation 

by employees. The phenomenon is that employers apply capitalist practices to employee 

labour at the lowest cost while employees demand that they are compensated at the highest 

rate of labour. Contemporary trade unions represent workers based on their professional 

work. For instance some trade unions represent mineworkers, others nurses, others teachers 

and so on and so forth.  

The employer-employee relationship is the most vital component in any business 

organization. This relationship has fundamental implications for an entire business 

undertaking and its effects can spill over to the other business organizations both locally and 

nationally. Focusing on Zambia, the trade union movement gained prominence as early as 

the 1930s (Stiftung, 2003). At the time, the trade union championed a struggle against 

industrial exploitation and colonialism. Prior to 1991, the United National Independent 

Party (UNIP) government was very hostile to unionism particularly the union leaders. 

However, after 1991 unions assumed their powers and autonomy largely because the new 

President Fredrick Chiluba had been a unionist himself. At last, unions flourished with the 

mother body being the Zambia Congress of Trade Unions (ZCTU, 2006). With time, most 

professions started breaking away from the mother union and formed stand-alone unions.   

Teacher unions are a vital stakeholder in education. Over the past few years, they have 

played an increasing role in teacher development and the debates around the 

professionalization of teachers. Since the cancellation of the ‘one union per industry’ policy, 

the teachers’ unions in Zambia have been splitting with new ones coming up over time. The 
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first was the Zambia National Union of Teachers (ZNUT). The ZNUT then saw a faction 

breaking away to establish the Secondary Schools Teachers Union of Zambia (SESTUZ). 

In like manner another new union emerged and was called the Basic Education Teachers’ 

Union of Zambia (BETUZ). Recently, two more teachers’ unions had been formed namely: 

NUPEZ and the Professional Teachers Union of Zambia (PROTUZ). The four registered 

teacher unions ZNUT, BETUZ, SESTUZ and PROTUZ would, however, merge into one 

union called the Zambia Teachers Union (ZATU), (Lusaka Voice, 2017).  

Teachers in Zambia are required to belong to one teacher’s union at a time and can freely 

move from one to another. The procedure of joining a trade union is left to the individual 

teachers at the time of employment who are free to move to any other union at any time 

during the course of their career. Each teacher’s union strategies for attracting and recruiting 

new members and retaining old ones. It has been learnt over time that new teachers are not 

adequately oriented concerning the procedure for joining teachers’ unions. In most cases, 

the newly recruited teachers find that they have automatically been allocated a union without 

their consent and formal application.  

There are more than 2,000 teachers being recruited by the government every year, most of 

which are allocated to a teachers’ union. It is also noticeable that teachers’ unions have put 

in place various strategies to cause teachers to move to their unions. In this regard, they go 

round schools promoting their unions and making teachers sign up with their union. Usually, 

the union officials indicate the benefits that the teachers would obtain if they joined. For 

example financing of teachers’ education, home empowerment and promotions.   

Belonging to a trade union is important in the Zambian public sector. Each trade union seeks 

to have high number of members. Workers join trade unions for various reasons as indicated 

by Bryson, (2002) and Barker, (2007) who acknowledged improved wages, working 

conditions, bargaining by the masses, and employee welfare and job security among others. 

Similarly, Randall (2007) argues that trade unions advocate for good relations between 

employers and employees by promoting and protecting the Freedom of Association, 

collectively bargaining agreements and resolving disputes. In addition, trade unions 

negotiate for wages, work rules, complaint procedures, recruitment procedure, dismissal and 

promotion of workers. More often than not union representatives are workplace 

representatives who are also co-workers to the other members.  
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According to NUPEZ, (2018) 98% of newly recruited teachers are members of a trade union 

within the first year of their being on the pay roll. Lusaka alone has approximately 5,000 

teachers recruited within the period 2014 to 2018.  

It has, however, not been established by research what factors influence teachers’ choice of 

trade union at the time of their employment. It was unknown whether newly recruited 

teachers consider changing the union that they have automatically been allocated. The 

present study therefore, was undertaken to assess how newly recruited teachers determine 

the choice of teacher trade unions in public secondary schools of Lusaka District. The 

reasoning was that since there are a number of teachers’ unions, teachers have personal and 

professional motives for joining a particular trade union. It is also notable that some 

employees join trade unions while others do not and or, may be considering joining a 

particular trade union.   

1.3. Statement of the Problem  

Since the liberalization of the Zambian economy and the policy allowing more than one 

union per industry, there has been an increase in the number of teachers’ unions in the 

country. Currently there are five trade unions representing teachers. There is ZNUT, 

NUPEZ, PROTUZ, BESTUZ and SESTUZ. Previously, membership was according to 

whether one was a primary, basic school, secondary or college teacher. Despite the increase 

in the number of teachers’ unions in Zambia, there is a challenge of teachers choosing the 

union to affiliate to on their own. The challenge is even greater for newly employed teachers 

who are affiliated without their consent. It was therefore, not clear what individual teachers 

look for in a union before joining. Similarly, it had to be established what services individual 

unions pledge to provide for members and whether the incentives provided really benefit 

the members.  

The main issue facing newly recruited teachers in Zambia is how to establish the basis for 

joining teachers’ unions; that is, out of their own choice, rather than imposed. There are 

many options available to the teachers due to the multiplicity of teachers’ unions, as the case 

is in Zambia. The other issue of concern is the question of what the teachers’ unions have 

to offer the teachers and why one union should be chosen over the other. This study 

endeavored to conduct an assessment of how newly recruited teachers from 2014 to 2017 

determined the choice of teacher trade unions in secondary public schools in Lusaka District.  
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According to Nzuve and Singh (2010), a worker may not want to join a union because it 

costs them money. Others believe that unionized or not, the benefits are the same as 

collective bargaining covers all workers. It is therefore, common to find some employees 

who are not unionized but reap the benefits of the bargaining process. This status quo 

necessitated the need to perform a research in Lusaka based on factors influencing newly 

recruited teachers’ choice of teacher trade unions in public secondary schools.  

 

1.4. Significance 

There are important factors that validate undertaking this study. The study findings may 

most likely influence policy direction regarding the registration of teachers to various trade 

unions.   

Secondly, the study may provide information on the prevailing practices in the teacher 

registration processes to teacher unions. This information will be useful to regulators and 

teachers’ unions.   

Thirdly, the findings of the study will reveal the actual perceptions and experiences of newly 

recruited teachers regarding their registration, which will in turn provide a basis for 

designing tools and strategies for registering new teachers by respective teacher unions. The 

study may provide a glimpse of how the perceived leadership of various teacher unions 

influence the teachers’ choices of teacher trade unions.   

The findings could act as a guide to un-unionized teachers to make informed choices for 

joining a specific union.   

Lastly, the study will significantly contribute to the body of knowledge regarding 

employees’ affiliation to trade unions and other matters of relating to teacher trade unions 

in today’s liberalized economy. 

1.5. Purpose 

The purpose of the present study was to assess the factors that influence newly recruited 

teachers’ choice of teacher trade unions in public secondary schools in Lusaka District.   
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1.6. Objectives 

1) To establish how various teachers’ unions in Public secondary schools in Lusaka 

District recruit the newly recruited teachers.  

2) To assess the extent to which expected economic benefits influence teachers’ 

choice of trade union in Public secondary schools in Lusaka District.  

3) To examine the influence of peers on teachers’ choice of trade unions in Public 

secondary schools in Lusaka District.  

4) To examine the extent to which the leadership of respective teacher trade unions 

influence teachers’ choices of unions in Public secondary schools in Lusaka  

District.  

1.7. Research Questions  

1) How are the newly recruited teachers in Public secondary schools registered by 

the teachers’ unions in Lusaka District?  

2) How do expected economic benefits influence newly recruited teachers’ choices 

of teacher trade unions in Public secondary schools in Lusaka District?   

3) What extent do peers influence newly recruited teachers’ choice of teacher trade 

unions in Public secondary schools in Lusaka District?   

4) How does the leadership of teacher trade unions influence the teacher’s choice of 

Union on Public Secondary schools in Lusaka District? 

1.8. Justification for the Research  

The justification for this study is that challenges in the choice of a teacher union have 

persisted. This is also seen in the way unions keep poaching each other’s members who are 

not well informed about incentives. As such, the study had to assess how teachers determine 

the choice of teacher trade unions in public secondary schools in Lusaka District. This was 

in trying to provide solutions to the poor choices teachers may have been making and 

establish the unions, which provide realistic incentives to their members as stipulated by 

union constitution. This study may help to evaluate the performance of the individual unions 
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and their relevance to the labour movement. Above all, the study greatly contributes to the 

body of literature and help unions to formulate sustainable strategies that will attract new 

members.  

1.9. Limitations 

There was a challenge accessing newly recruited teachers within Lusaka District, as the 

researcher had to enquire extensively to identify their location. Respondents were rare and 

the research mostly depended on referrals by some respondents who offered phone numbers 

of friends who were recruited within the research period.  

The research was based on one District, hence the finding only apply to Lusaka District, 

which may not be generalized countrywide.   

Some respondents were not willing to give out information due to personal reasons so some 

questions were not adequately answered as expected by the researcher.  

1.10. Delimitation 

The study was conducted in public secondary schools in Lusaka city. Private secondary 

schools were not included because teachers in these schools do not belong to any recognized 

trade unions. The study did not include teachers in other districts of the country. In addition, 

only teachers recruited between 2014 and 2018 were included in the study. The subject of 

the study was registration of teachers to any of the four teachers’ unions in Zambia (NUPEZ, 

SESTUZ, PROTUZ, and ZNUT).  

1.11. Ethical Issues  

Before embarking on this study, permission to conduct this research was sought from The 

University of Zambia Research Ethics Committee (UNZAREC) with ethical clearance 

number 026. Additionally, permission was sought through the District Education Board 

Secretary (DEBS) office and Head teachers from the participating primary schools in the 

District. Moreover, participants for this study were assured that the information provided 

would be kept confidential and only used for academic purposes.  
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1.12. Operational Definition of Terms 

Employer: refers to any person, public body, firm, corporation or company, who or which 

had entered into a contract of service to employ any individual, and includes the agent, 

foreman, manager or factor of such person, public body, firm, corporation or company 

(Labor Relations Act, 2007).  

Subscription fee: refers to the amount of money that employees pay to the trade unions in 

order to become members of the trade union.  

Teachers’ Union: refers to the organizations representing teachers’ interests to other 

parties.   

Trade Union: refer to an organization of employees whose principal purpose was to 

regulate relations between employees and employers, including any employer‘s 

organization.  

Unionisable employee: refers to employees’ eligible for membership of a trade union, in 

the case for teachers, Unionisable teachers’ implies qualified teachers who are worthy for 

membership of a trade union.  

1.13. Summary  

This chapter highlighted the background of the study, statement of the problem, research 

objectives, limitation and delimitation of the study, justification, ethical clearance and 

definition of key terms. The next chapter will highlight literature of the study.   
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CHAPTER TWO: LITERATURE REVIEW 

2.1. Overview 

This chapter presents the literature review. The chapter highlights major writings and other 

sources of the study. 

2.2. Trade Unions  

Trade unions fall under the wider concept of industrial or labour relations. Labor relations 

is an important term in theory and practice, Trebilcock, (n.d.) gives a detailed description of 

the associated terminology. The term labor relations, also known as industrial relations, refer 

to the system in which employers, workers and their representatives and, directly or 

indirectly, the government interacts to set the ground rules for the governance of work 

relationships. It also describes a field of study dedicated to examining such relationships. 

The field is an outgrowth of the industrial revolution, whose excesses led to the emergence 

of trade unions to represent workers and to the development of collective labor relations. 

There is general agreement, however, that the field embraces collective bargaining, various 

forms of workers’ participation (such as works councils and joint health and safety 

committees) and mechanisms for resolving collective and individual dispute. Relating to 

Zambia, Fashoyin, (2008) elucidates that the principal actors in the labor market are the 

government, labor unions, employer federations and employees. These are concerned with 

collective bargaining, trade disputes and their settlement, and workers’ participation in the 

undertakings. Together they illustrate the thrust and direction of public policy on labor, as 

they define the status and role of employers and workers, and their respective organization.  

A trade union (or labor union) is an organization of workers or employees who have 

combined to achieve common goals in areas such as in working conditions and protecting 

and promoting their mutual interests through collective action. A trade union, through its 

leadership, bargains with the employer or the management on behalf of the union members 

and negotiates labour contracts etc. The process of negotiating wages, work rules, complaint 

procedure and workplace safety is called collective bargaining. Historically, union 

representation and collective bargaining have been the keys to the growth of a stable 
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working population in developed economies and it has made it possible for workers to gain 

a more equitable share of the wealth that they create; they are able to improve working 

conditions and help workers gain job security. Changes in the political, social and 

educational environments regarding awareness of rights –such as the right to organize, the 

right to bargain and the right to settle the terms and conditions of the employment- have 

caused workers unions to spring up to protect and further workers interests. Thus, with the 

establishment of minimum wages, norms for mandatory work hours, ,provisions for health 

and safety, and overall improvement in working conditions, unionization has become 

instrumental in improving the quality of life of workers ( Rao 2010). The general features 

of trade unions are:   

• Association of employees or employers of independent workers.  

• Trade union is a permanent formation of workers; therefore, it is not casual.  

• Trade union mostly emphasizes joint, coordinated actions and collective 

bargaining.  

• It is formed to protect and promote all kinds of interests –economic, political 

and social-of its members. The dominant interest with which a union is 

concerned is, however, economic.   

• It achieves its objectives through collective action and group effort. 

Negotiations and collective bargaining are the tools for accomplishing 

objectives.  

The unions have transformed themselves rapidly from a mass protest movement into 

concrete and stable institutions. The major interest of industrial sociologists’ m the study of 

trade unions has been their internal control system and the extent to which there is 

membership participation m the control of unions. Trade unions are described as mutual 

benefit association in which the members are the prime beneficiaries. Most of the unions 

maintain a formal democratic structure with constitutions rectified by the membership, 

election of leaders, conventions at regular intervals to vote on important union policies.   

Yet, most of the leaders of large unions and national unions’ possess considerable power 

and influence in union matters and to keep themselves in power for extended periods. This 

phenomenon of centralized hierarchical structure is often explained in terms of membership 
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apathy. Studies have shown that very few members are active in the affairs of the union 

measured in terms of attending meetings, voting in elections, contesting for leadership 

positions and so forth. Leaders tend to have more power than they are entitled to as per union 

rulebooks. It could be stated that the amount of power exercised in an organization has a 

fixed quantity; therefore tend to exercise more power while members naturally exercise less 

power in most pertinent issues.  

Generally, it is those workers have more to lose, that is, those who are on a higher pay scale, 

more skilled, a longer service and higher job status who participate in union activities more 

frequently and actively. Another important theme of research in union organizations is the 

causes and conditions that bring about or promote oligarchic control structure the unions. 

The findings in this regard suggest that, membership apathy, lack of political and leadership 

skill among members, strategies adopted by the unions in attaining their goals, monopoly of 

administrative skills and communication structures by the leaders and the tendency among 

leaders to hold on to positions, render Unions less democratic.  

Contemporary Union leadership and authority tend to become increasingly centralized 

giving leeway for leadership to act independently without seeking approval from the 

membership. It is further argued that a leadership that seeks self-interest and overstay in the 

office tend to compromise with the capitalists.  

The primary functions of trade unions are to secure the interests of their workers and 

conditions of their employment. Rao (2010) adds that the main functions of a trade union 

include:  

• Bargaining for higher wages and for better working conditions for its members  

• Providing management with suggestions on personnel policies and practices.   

• Helping workers in getting the control of industry.   

• Protecting members against discrimination and unfair justice of employers.   

• Helping workers in all matters, which results in workers interests.  
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2.3. Trade Union Membership  

Trade union density and shifts in density are usually explained with two overall frameworks 

of understanding. Firstly, we have positions that focus especially on what could be called 

the structural determinants of trade union membership and density. Focus is on 

developments in the employment structure, the business cycles and other forms of macro 

structural change. Shifts in the employment structure from for example industry to service 

are used to explain changes in trade unions density (Ebbinghaus and Visser 2012 Bryson et 

al. 2011). Within this overall framework, we can also put positions that focus more on 

institutional characteristics on the labor market; for example, the case in that studies the so-

called Ghent effect on trade union membership (Rie et al. 2011). They analyze how national 

institutions like the unemployment benefit system influence the likelihood of employees 

becoming members of trade unions. Other areas of focus within this institutional perspective 

could be on how changes in collective bargaining structures and changing employment 

conditions influence membership. It is important to note that within these types of studies 

focus is mostly on different types of macro societal structures and how they influence 

membership recruitment and the trade unions in terms of density.  

The second overall framework for understanding trade union membership is focusing more 

specifically on the individual employee and on the individual’s interest in joining or leaving 

a trade union (Ebbinghaus et al. 2011). Individual characteristics related to the single 

employee are used to explain the likelihood of whether different groups are member of a 

trade union. Differences between men and women, between young and old, between skilled 

and unskilled are used to explain trends in union membership development (Schnabel and 

Wagner 2007). These types of studies tend to focus more on micro-oriented types of 

explanations. They focus on the motives for interests in trade union membership and are 

often based on studies using individual-level data. Hence, it is important to note that trade 

unions operate based on attracting membership to join with a view of attending to their 

grievances of common interest.  

Micro-sociological theories regarding the question of why employees join trade unions 

could be divided into two types: interest-based and norm-based motives for joining a trade 

union (Visser 2012). Employees join trade unions because they have an intrinsically based 

interest in joining; they gain some advantages by joining that they would not have if they 
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had not joined. That could be higher wages, more job security and representation on various 

matters of interest just to mention but a few. This is the basic assumption within rational 

choice oriented types of theories. The rational choice theories often have Olson (1965) as a 

central point of reference and stress the free-rider problem. Other positions stress the 

importance of norms and values, and argue that they have an autonomous influence on 

employees’ likelihood of joining a trade union. Some positions also argue that the normative 

motives could interpret within a rational choice framework (Coleman, 1990).  

Relating to density of trade unions, the higher the density, the higher is the likelihood of 

non-organized employees to join the trade union. According to Visser (2012), this could be 

explained within the theoretical frame of ‘social costume theory’. The Social costume theory 

argues that trade unions not only produce material goods such as high wages and security 

that can motivate employees to join a trade union, they also produce social norms stipulating 

that employees should be member of a trade union. The norms put pressure on non-union 

members and make it rational for the non-union members to join the union in order to avoid 

the sanctions that follow from violating the norms. The higher the density is on workplace 

level, the stronger is the norm expected to be, and the lower are the costs among the union-

members to sanction violation of the norm. Hence, people who do not believe in the social 

costume theory, may still refrain from disobedience because of the consequences of loss of 

reputation among the rest of the community (Visser 2012). The fact that existing density 

will influence the likelihood of employees joining the trade unions however, says nothing 

about how big this effect is compared to other types of factors influencing trade unions 

density.   

Within the motivational oriented theories about trade union membership there are some 

studies that stress the importance of the employees own normative and attitudinal 

characteristics (Schnabel and Wagner; 2007). Because trade unions are often connected with 

left wing policy development, some studies have analyzed correlation between employees’ 

political attitudes and the likelihood of them becoming members of a trade union. Various 

studies on the relationship between left-wing ideology and union membership consistently 

showed a significant positive correlation between the two variables (Riley, 1997). Attitudes 

and political orientation is also expected to influence the employees’ willingness to join a 

trade union especially today where politics have become very influential in shaping society.  
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The interests and norm of the individual employees motivate the actual choice of joining or 

not joining a trade union, but choice can be influenced by and embedded in the overall 

institutional and structural settings of the given society. Certain institutional arrangements 

have the capacity increase the advantages related to becoming a member of a trade union. 

In that sense, it is possible to combine the macro and the micro oriented explanations 

presented before (Fazekas 2011).  

2.4. Reasons for Joining Trade Unions   

The reasons for organizing a union may be immediate and specific. The general purposes 

for joining unions are as follows:   

i. Greater Bargaining Power: As an individual employee, a person has very 

little bargaining power. He or she cannot bargain with the employer alone. The 

better option for him is to join a union and be in a safer position. The union is 

a powerful tool, which compels employer to accept the demand posed by the 

workers for good working environment and better employment conditions.   

ii. Minimize Discrimination: There are many instances where an employer may 

discriminate their employees based on caste, religion and sex. A trade union 

can force the management not to discriminate but to treat every worker equally.  

The labor decisions of the management are monitored very closely, which has 

the positive effect in minimizing discrimination.   

iii. Sense of Security: Workers join unions mainly because of security purpose. 

The employees’ belief that unions can secure protection from unemployment, 

accidents and ill health. Unions help them in getting the retirement benefits of 

workers and force management to invest in the welfare of the employees.  

iv. Trade union carries out various researches for new campaigns and policies 

especially for government policy and for members. It has become very 

important for trade unions to understand policies within the confines of 

government, which should be effectively transmitted to the general 

membership.  
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v. Trade union membership helps safeguard its members’ job security, as union 

is there to campaign on behalf of its members. Well-meaning unions must 

champion member interests and grievances though this is mostly not the case 

of many labor movements.    

vi. Trade union ensures that health and safety regulation exist in an organization. 

All workers in a working place should have access to a safe working 

environment. Workers are better motivated when they are assured job security.                                                                 

2.5. Types of Unions   

Authors have tried to isolate three or four different types of unions.  Firstly, the Craft Union, 

historically the oldest, can be tracked back to the ‘model unionism’ of the nineteenth 

century. Second, the Industrial Union, of which two variants may be described: one is the 

‘monopoly industrial union’, which organizes all workers in one industry, while the other is 

the ‘single industry union’, which does not organize all of the workers in an industry, but 

restricts its recruitment to that industry. Third, the General Union: ideally open to all 

workers irrespective of industry, grade or geographical region. Fourth, the Occupational 

Union that is distinguished from the Craft Union on the ground that entry to the occupation 

is based more on ‘academic qualifications. (Jackson 1983).  

i. The Craft Union: The earliest form of trade union was of a craft type, in which 

the possession of certain trade skills was the basis for organization and in which 

these skills could be identified with jobs capable of being demarcated from 

others. Perlman (2014) points out that the primary goal of craft unionism is to 

better job opportunities to members of the union through the union’s hiring hall.  

ii. Industrial Unions: These unions include ranks all workers, skilled and 

unskilled, who are employed within a given industry. Visser (2012) points out 

those industrial unions owe their origin to the diffusion of the factory system in 

the late 19th and early 20th century. It is important to note that these unions were 

characterized by heterogeneity. They are often called as vertical organizations 

as they include the far ranging population of workers within an industry, skilled 

or unskilled. The knights of labour and industrial workers of the world were 

examples of this form. 
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iii.  The Professional and White-Collar Unions: They are concerned with non-

manual workers, and may be occupationally or industrially oriented. It may 

possess some certain qualification as craft unions. It mainly exists in the white-

collar area. For instance police, bank employees, teachers just to mention but a 

few.  

iv. General Union: A trade union, which has no form of restriction on categories of 

workers who may join. General unions are open unions and are generally large. 

(Jackson 1983). Today, small unions for different movements usually affiliate 

to bigger unions called the mother of all unions in a given country. Zambia 

Congress of Trade Unions (ZCTU) is a very good example of such a union in 

Zambia were any other union subscribes to.   

2.6. Global Perspectives of Teacher Trade Unions  

Various studies have identified the factors for trade union membership. The overall 

framework also incorporates on individual employees and their interest in joining or leaving 

a trade union. With most industries having a plural union system, employees have greater 

choice of which union to join, depending on their perceptions and possible benefits. This 

was established in the studies conducted by Schnabel and Wagner (2007) and Ebbinghaus 

et al. (2011). This entails that individual characteristics are significant for determining 

membership to a trade union in most professions.  Furthermore, Fazekas, (2011) identified 

that the characteristics of the union needed to match those of the individual employee. 

However, Ebbinghaus et al. (2011) went further to identify differences between male and 

female employees; young and old and skilled and unskilled. It is therefore apparent that on 

a global scale, trends in union membership are attached to the individual employee 

characteristics and those of the trade unions.  

There are a number of reasons behind teachers joining teachers’ unions. According to Wong 

(2000), teachers join unions due to their greater bargaining power. An individual employee 

has very little bargaining power as compared to that of his employer; therefore, the better 

course is to join the union that can take action against the employer on their behalf. In 

addition, Wong (2000), contended that some teachers join unions in order to minimize 

discrimination; there are claims that sometimes chances of favoritism and discriminations 
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between the employer and the employee do exist, so a union can compel the management 

to formulate policies that press for equality of treatment for all union members.  

Teachers’ sense of security is yet another reason advanced toward teachers’ joining the 

unions. This is because of their belief that it is an effective way of securing adequate security 

and protection from various types of hazards and income insecurity such as accidents, 

injuries, and illnesses just to cite a few. Some teachers join teachers’ unions due to their 

desire for a sense of participation. Here teachers join the unions because they believe that 

they can participate in the management of matters that affect their interests. They also feel 

that they can gain respect in the eyes of their fellow workers. There various matters of 

interest those teachers cannot champion alone but through the trade union.  

Sometimes, teachers join teachers’ unions in order to have a platform for self-expression. 

Here the teachers believe that when they join the unions, their voices are heard by the 

management and are given due respect than when they voice out alone. Lastly but not the 

least some teachers join unions for the betterment of relationships. The members feel that 

unions can fulfill the important need for proper maintenance of the employer – employee 

relationship. There are many demands that teachers may want to champion but individual 

teachers cannot afford to do this job single handedly but though unions for effective 

representation.   

The question of why employees join trade unions has been explained in two ways, placing 

emphasis on interest based or norm-based motives. According to Visser, (2012) the main 

reason for joining a trade union is that one has an interest in becoming a member, 

recognizing that they obtain benefits which they would not if they do not join.  

The study established job security and higher wages as essential motivators for joining trade 

unions. This approach is significantly similar to the rational theory, which stresses the free-

rider concept. The second consideration is of the significance of norms and values as having 

an influence on workers’ choice to join a trade union. For example, Coleman, (1990) 

acknowledged that the normative point is the start point for rational choices.  

While the above studies have concentrated on the micro aspects, Wagner (2007) found that 

using individual-level data was not adequate for analyzing union membership choices. 

Visser, (2012) acknowledged that trade unions produced material goods like higher wages, 
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job security and better conditions of services to members only. This being the case, those 

who are not members would choose to join so that they are not ‘free riders’. The compelling 

reason for joining in this regard is how well the union bargains for its members. By the 

social norms approach, Visser, (2012) further contends that the norms put pressure on non-

union members and make it rational for them to join the union in order to avoid the sanctions 

that follow from violating the norms. Thus as members of a unions the workers refrain from 

disobedience for fear of the consequences of losing their reputation as well as being found 

on the wrong side of the law.  

 Another important determinant of joining trade unions has been recognized in terms of how 

many employees favor each union. There is a phenomenon that certain trade unions will 

attract more members and have a higher reputation among workers of a particular industry. 

This has been appropriately termed as ‘density’ of the trade union. A study on this was 

conducted by Schnabel and Wagner, (2007) with the concluded that the higher the density 

of a trade union, the higher the probability of non-union employees joining.  

 Thus, it is established that existing trade union density influences employees’ choice. 

However, the study did not establish how big this influence would be in comparison to other 

types of factors influencing trade unions membership. There is a lingering quest to establish 

the effects workplace density especially among teachers as professionals. 

There is the view that union membership provides utility to members who choose to join. 

Thus, workers are motivated by the prospect of utility, which comes in various positive or 

negative ways. A study by Toubøl and Strøby, (2011) revealed that a negative incentive is 

for instance the prospect of being relieved of the pain caused by the peer pressure created 

by the social custom of the workplace. A positive incentive on the other hand could be to 

gain various goods that the union can offer, which is expected to grow as the union density 

increases thus increasing the union’s bargaining power and ability to provide goods. The 

findings of the study found that union density had the most impact on union recruitment 

unlike political attitude and the normative pressure of one’s colleagues.   

There is a temptation to regard trade unions as having strong political characteristics. In fact, 

the trade union leaders engage charismatic and political maneuvers in order to attract new 

members and retain the existing. Such was well established in a study by Riley, (1997) who 

indicated that there was a correlation between employees’ political attitudes and their 

likelihood of becoming trade union members. The study found that trade unions were of 
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left-wing policy development. Thus, attitudes and political orientation influenced workers’ 

willingness to join a trade union.  

The choice of a trade union was been found to be dependent on the characteristics of the 

individual employees and the trade unions, and the nature of the organization’s response to 

the demands of employees. Recently Fazekas, (2011) found that the interests of individual 

employees inspired the actual choice of joining or not joining a trade union more than any 

other variable. It was also established that interest was derived from the overall institutional 

settings and the characteristics of the trade union of choice. The study reveals that the 

employees were interested in accessing the best that their organization could offer, not 

necessarily the trade union. Thus if the organization was well placed to provide better 

conditions of service, then there was stronger propensity towards joining a trade union. 

However, if the organization was poor at meeting the demands of employees and collective 

bargaining was not yielding positive results, then the workers lost confidence in both the 

union and the organization. This led to new members not willing to join, as there was a high 

churn among older members.   

The reviewed literature indicates that focusing on the aspect of employee decision making 

with regard to union membership has yielded an understanding that there are individual and 

institutional factors that influence such decision-making. However, this study would narrow 

down to the teaching profession in Zambia with a focus on newly recruited teachers, an area 

that has not recently been studied. The elements of choice in terms of expected benefits 

influence from other teachers and leadership of teachers’ union be addressed.   

2.7. Trade Unions in Zambia  

Zampini, (2007) submits that in Zambia, industrial relations since independence have 

however been characterized by the progressive subordination of the trade unions to 

government, and the extension of governmental regulation of labor-management relations. 

Government claims the right to intervene as the 'custodian of community interest'. The 

extension of governmental control over the trade unions had not however, up to 1975 

reduced the political power of urban labor, which is a consequence not least of its critical 

role within the economy, and which any analysis of industrial relations must constantly bear 

in mind. Paradoxically, as the trade union movement has been increasingly subordinated to 
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government, government has at the same time remained weak as far as it has felt unable to 

reject the wage demands of urban labor and so to reduce the rural-urban imbalance.  

Since independence in 1964, Zambia has revised labor relations legislations. In terms of 

post-independence legislative developments the Trade Unions and Trade Disputes Act of 

1964 was the earliest piece of legislation to regulate trade union activities. This was repealed 

in 1971 and replaced with the Industrial Relations Act, which did not become operational 

until 1974. The Industrial Relations Act, 1971 which was repealed by the Industrial 

Relations Act, 1990. The Industrial Relations Act, 1990 repealed by the Industrial and Labor 

Relations Act, 1993 amended by the Industrial Labor Relations (Amendment Act 1997) and 

the Industrial Labor Relations Act, 1997, amended by the Industrial and Labor Relations 

Act, No. 8 of 2008 (Kani, 2010). 

Regarding participation by trade unions, Zambia has had the Mine Workers Union (MUZ) 

as perhaps the most dominant sector related union. Prior to and in the years after 

independence (1964 to 1975) the growth of an urban working class was a direct consequence 

of the growth of the mining industry. It was the miners who pioneered industrial action and 

established the militant tradition, which characterized the labor movement and out of which 

grew powerful industrial unions. The mining industry in addition has had a major influence 

upon wage movements, which then produced the country's high wage economy (Gertzel, 

1991).  

However, the Zambia Congress of Trade Unions has been the major player in the labor 

relations movement in Zambia. Created in 1964 by an Act of Parliament, the intention was 

to have a channel by which the UNIP government could communicate its policies to the 

workers as an agent funded by government. The ZCTU has had varied relationships with 

the government over time and since 1980 was largely disputed leading to the formation of 

the Movement for Multi-Party Democracy whose leader, Fredrick Chiluba (former ZCTU) 

became president in 1991 when multi-partism was reintroduced.  

During the First Republic, government owned the majority of the industries with 

management appointed along party lines. There was strong control of the party and its 

government on the labor force. The trade unions were responsible to government and closely 

related to the state. It was a fact that the trade unions lost their autonomy and potential to 
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effect policy changes in favor of the employees. Despite growing membership, the trade 

unions seemed to be fulfilling the mandate of government rather than representing the 

workers. The poor work conditions of the workers were not questionable and all public 

sector and parastatal workers quietly endured.  

Indeed, for much of the mid-1960s to the 1980s, Kaunda made unsuccessful overtures to co-

opt or subordinate the labor movement to his government. When he failed, Kaunda sought 

a partnership or alliance with the labor movement. Favorable policy initiatives such as 

making the ZCTU the sole labor center in the country as well as the one union per industry 

policy of 1971 were clearly helpful and attractive policies that sought to create a strong labor 

movement (Banda 1997).  

The Second Republic brought about a different scenario midway. There was a significant 

shift in industrial relations as workers across the country exhibited dissatisfaction with the 

major employer – the government. The unfolding scenario could be attributed to the pluralist 

perspective that trade unions change towards political orientation temporarily in defense of 

their long-term economic interest. Trade unions exist to advance the economic benefits of 

their members and when these are not appropriately realized, tensions arise. Implicit in this 

is the assumption that a free market or capitalist economy is better suited for positive labor 

relations that accommodate trade unionism than socialist systems, which were more 

dominant in the past.  

In view of the above consideration, the period of the 1980s was volatile in as far as labor 

relations are concerned. The economic decline of the 1980s gave impetus for the labor 

movement to dissent. The economic weakening of the UNIP regime was recipe for the labor 

movement and civil society to regain their lost autonomy. However, due to the authoritative 

mechanisms of the UNIP government it took longer for the labor movement to collectively 

mobilize against the regime. A number of trade unionists were intimidated and arrested. 

What followed were massive strikes and protests as the workers were losing a livelihood 

due to non-payment of salaries for months; massive lay-offs and forced retirement. Many 

of the parastatals were not recovering and were closing up. The very purpose of employment 

was defeated, exacerbated by an ailing economy with soaring inflation. Not even the 

provisions of the Act could be met. Thus, a drastic move was made to repeal the Industrial 

Relations Act of 1971 by the Industrial Relations Act, 1990.  
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The mid of the Second Republic saw a movement of labor relations whereby trade unions 

took up less autonomy from the state and their relationship was characterized by harmony 

rather than conflict. This is well supported by the concept of State corporatism, which 

implies that the state, through a combination of coercion and distribution of benefits, has 

managed to co-opt civil associations, most notably workers' associations. Within this 

perspective and with reference to African politics, some authors have argued that due to 

their close ties to the state, trade unions are part of the state-structures ('political society') 

rather than of civil society. Rather than being agents of change and democratization, trade 

unions are seen as brakes on change (Kraus 1988).  

Within a corporatist perspective, then, the end of the alliance between UNIP and the labour 

movement should not be understood as a quest for autonomy and democracy on the part of 

the trade union movement. Rather, it must be understood as a response to the economic 

recession in Zambia at that time. The economic decline and the increasingly stronger 

presence of and pressures from external factors such as the International Monetary Fund and 

the World Bank towards transforming the economic policies broke the postcolonial contract 

between the state and civil society.  

The Third Republic was characterized by the policies of the MMD Government under 

President Frederick Chiluba. Fashoyin, (2008) elucidates that from the very beginning 

President, Chiluba reneged on the promise to strengthen the labor movement which had 

been legally weakened through the 1990 Act. Chiluba’s liberalization policy led to massive 

privatization of government parastatals. Consequently, many workers lost their jobs without 

adequate compensation.   

There was little the labor movement could do to fight for the plight of the victims. The labor 

policy of the period clearly sought to subordinate the trade union movement, which 

weakened the employment relationship. Conversely, it strengthened employers, and any role 

they could play in this relationship. According to Kani, (2010) the election of Levy 

Mwanawasa as President in 2001 opened new direction from what labor had perceived as a 

hostile labor policy of his predecessor. Mwanawasa appeased labor by refusing to anchor 

his development strategy on privatization, thus assuaging the feelings of labor, which had 

suffered a state-orchestrated split, and had experienced massive membership loss.  
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The advent of political pluralism in 1990 in Zambia was used as a major thrust to justify the 

liberalization of the labor movement by the former government of Kenneth Kaunda. While 

it was publicly admitted in 1970 by the former head of state that the bargaining strength of 

trade union is undermined by the proliferation of trade unions, there was a major policy 

shift. In 1990, it was stated that trade unions had a duty to compete for membership and that 

therefore, the law should allow the proliferation of trade unions within industries. This was 

argued, to be consistent with the spirit of liberalization (Kani, 2010).  

The labor relations movement of the Third Republic has remained largely split.  

Following the ratification of the ILO Convention 87 on Freedom of Association and the 

Right to Organize, the ZCTU split and many trade unions have formed. Today, contingent 

workers neither are mandated to join unions, nor are employers willing to countenance their 

membership in unions. On the other hand, contractual workers are themselves conscious of 

the temporariness of their employment, and are thus not motivated to join the unions. Unions 

have spent more and more of their time in developing survival strategies than devoting time 

to vigorous collective bargaining.  

In meeting the mandate of labor reforms, the government since 1964 has been a major 

determinant. While the Kaunda regime solely determined the level of workers’ conditions, 

the MMD Government introduced collective bargaining. This too was not eventually 

effective. Chanda, (2016) outlines that into the Patriotic Government regime, the 

Government made notable strides in improving the conditions of service for Zambian 

workers. The Employment Act No.15 of 2015, thereby effectively banning the practice of 

actualization, amended the Employment Act. Two reviews of the minimum wage were 

undertaken in 2011 and 2012 in order to promote the welfare of workers.  

More labor inspectors were recruited covering at least 60 per cent of labor offices across the 

country. Further, a national call center has been set up to receive calls from workers across 

the country, thus serving even areas where there are no labor offices. The Labor Department 

has been re-established to maintain a register of available skills in the country.  

In Zambia, the Constitution and the Industrial and Labor Relation Act provide for freedom 

of association and allow workers and employers to join and form unions. The Industrial and 

Labor Relation Act regulate this right. Trade union is any group or organization of 
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employees registered as a trade union under the Industrial and Labor Relation Act whose 

principal objectives are the representation and promotion of interests of the employees and 

regulation of relations between employees and employers; and includes a federation of trade 

unions.  

In accordance with the Zambian Constitution/draft Bill of Rights, workers have the right to 

form, join or participate in the activities and programs of a trade union. A person must not 

be compelled to join a union and the parliament must provide the legislation for the 

registration of associations. Trade union members are free to determine their own 

administration, programs and activities; and form and join a federation. The union must be 

registered within six months of its date of formation. As prescribed by the Minister, an 

application signed by at least 50 members is submitted to the Commissioner. Two duly 

certified copies of the constitution of the proposed trade union must accompany the 

application; and the Commissioner may require other information or document as by notice 

in writing addressed and delivered to the executive officer of the trade union within such 

period as may be determined by the Commissioner and specified in such notice. The 

employer may deduct union dues from the wages of the members only after their written 

consent.  

Presently, there are a number of trade unions in Zambia representing various employee 

groups. According to Following the Industrial and Labor Relations Act of 1993 more unions 

have emerged, some have split away from the mainstream unions while others have 

disaffiliated from ZCTU making the labor movement today more divided than ever in the 

history of the country. Thus, there are today twenty-five unions in Zambia. Of these, five 

had disaffiliated from the ZCTU in 1994 and one has rejoined. At least two unions have 

never been affiliated to the ZCTU although there are strong indications that they will apply 

for affiliation before the end of the year.  

The five unions that had disaffiliated from the ZCTU are the Mine Workers Union of 

Zambia (MUZ) and the National Union of Building, Engineering and General Workers  

(NUBEGW) the Zambia Union of Financial and Allied Workers (ZUFIAW) the Zambia 

National Union of Teachers (ZNTU) and the National Union of Commercial and Industrial 

Workers (NUCIW). These had grouped together to form the Federation of Free Trade 
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Unions in Zambia (FFTUZ) which had not yet been registered at the time of publication of 

this monogram. It is interesting to note that NUCIW had rejoined the ZCTU and the 

Technical and Trades Lecturers Union have lodged an application to the ZCTU. The 

University of Zambia Lecturers and Researchers Union (UNZALARU), which has never 

affiliated to the ZCTU is also considering applying for affiliation to the ZCTU (FES, n.d.). 

2.8. Nature of Teachers’ Unions and their Responsibilities   

The recruitment of teachers to trade unions is a phenomenon that goes with the very 

description of their nature. In his study, Giroux (2000) described teachers’ unions as 

associations of teachers who have joined to achieve goals in areas such as salaries and 

working conditions. He further adds that teachers’ unions exist to deal with problems faced 

by members, these problems include issues concerning the pay, unfair work rules and timing 

(period of work). Giroux’s argument is that teachers being recruited as they get together to 

improve their working conditions and to try to solve the problems they face among 

themselves form teachers’ unions. While this may be compulsory and statutory, it is 

apparent that when there are many unions, teachers have the choice of belonging to only one 

although they can switch to another at any particular time. This further indicates autonomy 

on the part of the individual teachers regarding which teachers’ union to belong.   

An earlier description by Lawn, (1987) defined teachers’ unions as organizations composed 

predominantly of teachers or education employees that provide support system for 

professionally oriented teachers. In this regard, joining a teachers’ union was meant to 

enhance the perpetual struggle towards the quality of teaching and learning on one hand and 

towards the enhancement of the status of the teaching profession in general on the other.   

A sound description of teachers’ union is imperative to this study as it provides the 

framework within which the discourse of choice to join the union can be understood. In his 

study, Shanker (1997) described teachers’ unions as having professionally oriented aims 

and characteristics. On one hand, teachers unions are meant to proffer the professional status 

of teaching and on the other the economic benefits of the teachers.  

The identified reasons for teachers’ unions include furthering the cause of the organizations 

of teachers; to promote peace, democracy, social justice and equality through the 
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development of education and collective strength of teachers; to seek and maintain 

recognition of the union rights of workers in general and of teachers  

Hence, teacher unions are viewed to be well placed to enhance the conditions of work and 

terms of employment of teachers, and to promote their professional status in general through 

support for member organizations and to support and promote the personal and the 

professional freedoms of teachers and the right of their organizations.  

Teacher unions participate in the formulation and implementation of educational policies to 

combat all forms of racism, bias and discrimination due to gender, marital status, age, 

religion, political opinion, social or economic status or national or ethnic origin. They 

promote and assist in the development of democratic organizations of teachers particularly 

where political, social, and economic or other conditions impede the application of the 

human and trade union rights. They advance terms, working conditions, and the 

improvement of educational services and further the development of the teacher union 

movement.  

The responsibilities of teachers’ unions have been well documented in literature. The unions 

of teachers in a global context have different responsibilities to carry out. The International 

Labor Organization (1995) posits that the first responsibility of teachers’ unions is to defend 

the rights and interests of members. In particular, the unions of teachers have the mandate 

to judge whether public educational provisions meet the acceptable criteria of social justice 

as formulated, for example, according to the ILO discrimination (Employment and 

Occupation). Recommendation1958 no.111 indicated that all persons should, without 

discrimination, enjoy equality of opportunity and treatment in respect of access to 

employment of their own choice based on individual suitability.  

Therefore, teachers’ unions are responsible for educating their members on several issues 

that pertain to their work to promote solidarity and action. Furthermore, Wong (2000) stated 

that teachers’ unions have a responsibility of judging real and practical possibilities of access 

by members to education. Teachers’ unions consider how they can best equip themselves 

for participation in the debate on policies and practices through appropriate programmes of 

workers’ education addressed to the leadership and the general membership.  
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This description of teachers’ unions and their responsibilities (ILO, 1995) informs the 

current study in the understanding that teachers’ unions have a ‘watchdog’ responsibility to 

ensure that educational stakeholders uphold the high standards required of the education 

sector and that no disadvantages are suffered in the provision of such education. It is 

important to appreciate this view as necessary in one’s choice of a trade union, not just 

focusing on the individual benefits that the members can derive. Drawing from the argument 

by Wong, (2000) teachers can obtain significant education to equip them for better provision 

of education in the sector, considering the challenges associated with advancing children’s 

rights while maintaining one’s professionalism.  

If for any reason one decides to join a teachers’ union, it must be that they understand and 

appreciate their functions. An important consideration is drawn from what is documented 

by Robbins, (2004) who argues that the teachers’ unions have three categories of functions 

classified as militant functions, fraternal functions, and social functions.  

Under the militant functions, the union activities lead to the betterment of the position of 

their members in relation to their employment. The aim is to ensure adequate salaries, secure 

better conditions of work and get better treatment from employers. When unions fail to 

accomplish these aims by a method of collective bargaining and negotiations, they adopt an 

approach and put up a fight with the management in form of go-slow tactics, strikes and 

boycotts. Therefore, these functions are known as militant or fighting functions.  

Teachers’ unions in a view to render help to members in times of need and when they are 

improving their efficiency perform the fraternal functions. Under these functions, the unions 

try to foster a spirit of cooperation and promote friendly relations among their members. 

They take up welfare measures to improve the morale of the members, they also arrange for 

legal assistance to members. Besides these, they undertake many welfare measures for their 

members, for example, school or education and other recreational facilities. The fraternal 

functions depend on the availability of funds, which the unions raise by membership 

subscriptions and donations from other organizations, and on their competent and 

enlightened leadership by organizing income-generating ventures.  
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Under the social functions, teachers’ unions undertake and organize welfare activities and 

provide a variety of services to their members that include organization of mutual funds, 

providing housing, cultural programmes, medical facilities and other social functions.  

 The international labor organization document (1975) argues that teachers’ unions have 

principles, which guide their functions. The relevant document then outlines four basic 

principles of teachers’ unions below.   

The first purpose of forming teachers’ unions is to give members the collective strength to 

combat injustice, to resist exploitation and to demand fair conditions of employment. 

Therefore, this purpose calls for a consensus among members in the first place on what is 

just and fair and that no gains can be secure until that consensus broadens to encompass 

general membership and this requires an education of social climate. The principle element 

of such a revolution is education that will help members to understand the need for 

acceptable labor standards. The teachers’ unions, therefore, need to educate their members 

in trade unionism.   

The second principle of teachers’ unions is that the aim of defending the interests of 

members must be translated into a programme of positive goals for workers. These must 

include the political and legal recognition of members’ rights. The goals must take an 

account of the means by which members can improve their conditions of life. Therefore, 

every teacher union member must be identified as one or as an individual.   

The third principle of teachers’ unions is that solidarity in pursuing these goals can be 

assured only if members understand the importance of them being part of the union. 

Teamwork is very important among members if success is to be gained or achieved. A team 

may entail a group of members where contributions of individuals are seen as 

complementary. Collaboration is the keynote of a team activity.  

The fourth and last principle is that these goals can be effective only if the leaders acquire 

appropriate skills. In leadership, there are key variables, which include the leader, their task 

or their goals, the group members and the environment or the situation. The leadership role 

may include required skills, principles, knowledge and personality. Hence, group members 

may not have the best blend of knowledge and skills but may need the motivation to achieve 

the overall objectives.  
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The role of teachers’ unions has been brought under criticism. According to Fullan, (1998) 

the role-played by the teacher unions, especially with regard to educational reform, is bleak. 

In contrast, the view that teacher unions are preoccupied with the wellbeing of their 

members, instead of the educational interests, is dominating both in historical and 

contemporary literature on education. It is argued that teacher unions are conservative 

institutions that are more concerned with teachers’ wellbeing, which has a tendency of 

alienating the educational interests of the learners. Hence, teachers unions are viewed 

variously depending on the perspective one decides to take.  

This implies that primary issues of concern to the teacher unions become those aspects 

centered on the material and working conditions of their members. However, there are those 

professional issues that teacher unions engage in with a prime target of improving the 

professional standing of teachers, only to find that meager benefits trickle down to learners. 

For instance, Bascia (1998) contends that in both Canada and the United States of America, 

teacher organizations have a shared concern over the so-called “bread and butter issues” and 

professional issues. Professional issues entail the broadening of teacher’s roles, capability 

and capacity to meet the needs of the learners. Hence, it is important to note that the role 

played by teachers is cardinal in the delivery of education for the betterment of the learners.   

Largely, the unions are more concerned with general labor issues, which cut across the 

whole world. Barber (1996) adds that the technological revolution and redefinition of the 

concept of ‘work’ make it difficult for the teachers to seek solutions relating to their sector 

from non-educational labor unions. However, Vaillant (2005) emphasizes the fact that the 

support of teacher unions is extremely important in championing educational reforms.  

In the midst of all the challenges, teacher unions have crucial role to play with regard to 

educational programs, policies and reforms. In fact, the unions are responsible for the 

coordination of their members and there is no educational policy that can succeed without 

sufficient consultation with the teacher, who is the person who deals directly with the daily 

encounters of the classroom situation. Teacher unions are well resourced, owing to the fact 

that they receive subscription fees from their members. As a result, they are a structured and 

organized labor force and can play a meaningful role in the formulation and implementation 

of policies focusing on the educational sector.   
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Bascia (1998) espoused this idea when she noted that teacher unions’ contribution towards 

policy formulation and amendments is largely unseen because of the perception of the media 

and scholarship that their intentions contravene positive steps towards good educational 

development. In fact, across the globe, teacher unions have received little media attention, 

except when they are at loggerheads with the state, especially on salary increment and 

related benefits (Leithwood and Menzies, 1998).  

Generally, teacher unions are perceived to be antithetical to educational change and 

advancement. Carlson (1992) conducted a study that paints a negative image of the teacher 

unions in the context of education reform. His research findings showed that in the United 

States of America (USA), a local teacher union rejected proposals for contractual provisions 

that introduced staff development programs that were meant to enhance the teachers’ 

understanding of the curriculum and to unleash their full potential in the execution of their 

duties. This conduct is not peculiar to the teacher organization cited by Carlson and it is not 

exceptional to the USA. In South Africa for instance, there has been resistance from the 

teacher unions whenever the (DBE) introduced a new curriculum (Masumbe and Cotzer, 

2006).  

In the analysis of the role of teacher unions in education reform, Barber (1996) establishes 

a nexus between the trade union function and professional function. It is asserted that there 

is compelling evidence that the two aspects are integrally related. In other words, the success 

of the trade union role depends on the achievement of professional goals and vice versa.  

Fredriksson (2004) indicates with empirical evidence that, perhaps, it would be useful for 

the teacher unions to fully articulate on the working environment of their constituency and 

develop the education system in the end. On the same score, using Ghana as a case study, 

Fredriksson, (2004) further advocates for a strategic partnership between the governments 

and teacher unions as the epitome in improving quality of education. This partnership should 

be grounded on shared responsibility, wherein both parties can identify each other’s roles. 

For instance, teacher unions can ameliorate the quality of education by promoting an interest 

among teachers and other education sector employees in improving their work; cutting 

unreasonable teacher absenteeism; and attracting projects that will improve the quality of 

the education. It is important to note that a unionist perspective dictates that the government 

can improve the quality of learning and teaching by giving sufficient attention to the 
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following areas: salaries, teacher education and working environment in schools. This 

perspective has been used to champion the need for teachers to join unions for representation 

on such matters of interest in the teaching fraternity.   

Teacher unions are at the center for the restoration of teacher professionalism and the culture 

of learning and teaching (Ratteree, 2004). Hence, in the constituency of the education 

organizations, teachers occupy a crucial part in the teaching and learning process. Therefore, 

success with regard to the enhancement of the culture of learning and teaching largely 

depends on the active participation of teacher unions on the entire process. It is therefore 

significant for the teacher unions to motivate their members to commit themselves to the 

provision of quality education against all odds. However, factors that encourage and 

discourage teachers to unleash their full potential for the benefit of the learners cannot be 

over-looked. Hence, teacher unions must draw lessons from the education situation 

(practice) in their attempt to improve the level of education. However, instilling a 

professional code of conduct among the teaching corps cannot be left to the teacher unions 

alone.  

2.9. Teachers’ Unions in Zambia  

In Zambia, teachers in their various unions are expected to be in a position to influence 

government policies concerning education, such as curriculum changes, the organizational 

structure of the school system and professional training. Zambia has five teachers’ unions, 

namely, the Zambian National Union of Teachers (ZNUT), the Secondary School Teacher’s 

Union (SESTUZ), The Professional Teachers Union of Zambia (PROTUZ) The Basic 

Education Teacher’s Union (BETUZ) and the National Union of Public and Private 

Educators of Zambia (NUPPEZ). These unions give the profession the strength, 

respectability, prestige and protection it deserves. These professional bodies have the duty 

of educating their members and the public, and keeping people aware of new developments 

and ideas in the profession, thus professional literature has to be produced periodically in 

order to carry out that obligation. In producing professional literature, each of these unions 

have a research department, which carry out research and disseminate findings at national 

and international for a (Simuyaba and Chibwe, 2015).  
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2.10. Factors Affecting Teachers’ Choice of Trade Union  

At every work place, workers tend to bulge to the influence exerted by friends and coworkers 

leading to change in attitude. This is done in conformity to group customs and norms 

(Pravin, 2010) so that one does not feel out of place. In a number of situations, employees 

decide to join unions because of peer pressure and influence. For example, friends and 

colleagues may compel a non-union employee to join a union. As such teachers’ decisions 

to join unions do not occur in a social vacuum, rather they may be influenced by the 

decisions and pressure from family, co-workers, managers, employers, government and 

union organizers.  

An individual’s social interactions, both inside and outside the workplace influence them to 

join or reject the union (Cooke, 2003). However, it is paramount to note that human beings 

have the strong urge to be accepted by their immediate society. Mostly, a union gives a true 

society which every member needs to be part of.  

Teacher expectations of the trade union affect choice. Barling, Fullagar and Kelloway 

(2002) established that members choose not to belong to a trade union or in some cases join 

another trade union perceived as being able to meet their expectations. Therefore, the onus 

is on the union leaders to achieve their organizational objectives in order to be seen as 

effective organizational leaders.  

There are economic factors that influence one’s choice of trade union. Economic conditions 

refer to the financial gain a person would get after joining a trade union in relation to the 

salary, allowances and living standards. This factor is likely to compel teachers to join the 

labor unions so that their standard of living is improved (Handley, 2009). The world over, 

the teaching profession has for a long time been characterized by poor pay and poor working 

conditions and therefore does not enjoy a revered status like other professions.  

2.11. Review of Similar Studies  

Teachers’ unions are well placed to provide training and development of their members. 

This is important because if appropriately educated and skilled, teachers can provide better 

professional services. The union leadership should invest in activities that will bring about 

resources to enhance the wellbeing of teachers and empower them with tools to deliver on 

their profession. This view was sustained in a study by Shipota (2013), who investigated the 
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role of teacher unions in the provision of workers’ education in Kafue District. The findings 

showed that teacher unions were not doing enough in providing teacher members’ 

education. The further revealed that Teacher Unions had little involvement in the 

professional upgrade and updating of teachers’ on the changes and innovations. The unions 

cited lack of material and financial resources as the reasons for their failure to deliver as 

expected.  

It has been established in previous studies that any teacher’s choice of joining a trade union 

was influenced by the activities of the leadership in that union. If the teacher felt the 

leadership was executing their mandate well, then they opted to join, if not, then they did 

not. Influence from other teachers (peers) has been found to be a significant factor for 

joining a teachers’ union. Teachers share much information about their unions and influence 

each other accordingly. The third important reason for joining a teachers’ union is economic 

benefits. These factors were well established in a study by Kaberia (2015), in Kenya. This 

study revealed that the majority of teachers joined because of the strong union leadership, 

whereas peer pressure from colleagues was a reason why majority the unionized teachers 

were considering joining. The study further found that teachers’ economic conditions and 

union leadership influenced teachers’ choice of labor unions.   

In an industry of multiple unions, no one trade union can attract all the workers. There are 

often good reasons for members being dispersed across various unions. It is worth taking 

consideration that multiple unions exist amidst reducing numbers of members. In a study by 

Mwangi (2013), it was established that there seems to be widespread recognition of the 

rational base of trade unions in the literature on industrial relations throughout the twentieth 

century. However, in the recent years, union membership has drastically dwindled because 

of privatization of public enterprises and liberalization of the economy. The study found 

that the economic conditions faced by workers influenced their intention to join and remain 

in the trade unions. Largely, workers were not allowed by their employers to join trade 

unions if they wanted to do so. There was a high level of victimization for employees who 

intended or have joined trade unions and this influenced their intention to join the trade 

unions. Further, the study found that the indicators of the intention to join and remain in the 

trade unions were; member's loyalty, union activism behavior and members' contribution.  
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2.12. Theoretical framework  

The study will be built around the expectancy theory, which holds that the motivation of an 

individual to do a given activity depends on the extent of the expected results’ contribution 

to their own needs and goals. The crucial point this theory drives home is that individuals’ 

behavior are based on their subjective perception of reality rather than on their objective 

reality.  

For the purpose of this study, the expectancy theory is relevant because it is the desired 

outcomes that results from joining a teacher trade union. The desired outcome that an 

employee might yearn for in joining a union include; improvement of employees’ economic 

conditions and the general welfare of the employee. An individual will most likely be 

motivated to join a teacher union if; for example, they feel that the monthly union 

contribution is cheaper. An individual would be motivated to join a teacher union if the peer 

group norm and the expected outcome place them at the same level with the colleagues. A 

teacher would also join a labor union if the expected outcome were the identification with 

the leadership of the teacher trade union 

2.13. Conceptual framework   

The choice to join or not to join a particular labor union is conceptualized as a product of 

interrelated factors such as member’s, economic benefits, peer influence and the 

management of teacher unions. The above variables are the independent variables which 

further lead the employee to make a decision whether to join a teacher union or not, the 

dependent variable. The conceptual framework is presented as a figure below.  

 

Figure 2. 1. Conceptual Framework 
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The conceptual framework shown in Figure 2.1 Illustrates the relationship between the 

independent and dependent variables. The framework shows that the teacher’s choice of a 

trade union is perceived as dependent on economic benefits, peer influence and management 

of the trade union. This indicates that many factors maybe at play when teachers want to 

subscribe to a particular teacher union in Zambia.  

2.14. Summary  

This chapter emphasized literature for the current study, which pointed to trade unions in 

general, types and nature of trade unions and factors affecting teacher choices of trade 

unions. Furthermore, theoretical framework and conceptual framework were highlighted. 
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.1. Overview  

This chapter presents the research methodology that was used for the study. The chapter 

highlights the research design, delimitation, target population and sample size. The chapter 

further gives the data collection procedure and details of data analysis.  

3.2. Research Design  

This was a cross-sectional study with the quantitative approach. The people studied were all 

newly recruited teachers, which was their similar characteristic. The teachers were recruited 

at different times; were of different ages and locations. This is a requirement in cross-

sectional studies whereby Cherry, (2019) indicates that it involves looking at people who 

differ on some key characteristics at one specific point in time. The quantitative approach 

was adopted on the basis that the research data included numerical coding of the responses 

basing on a structured questionnaire. Furthermore, data was analyzed using emerging 

themes.   

3.3. Study Area  

This study was conducted in Lusaka District in the Lusaka Province of Zambia. The study 

area was chosen because it is a large urban city in the Country and that most unions are well 

established in schools. There are many public secondary schools in Lusaka District from 

which education is accessed but for purposes of this study, only ten will be studied.  

3.4. Target Population  

The study targeted all the teachers recruited into public secondary schools from 2014 to 

2017 in Lusaka District who belong to four teacher unions NUPPEZ, SESTUZ, PROTUZ 

and ZNUT.There are 33 secondary schools in Lusaka District to which 717 teachers had 

been recruited (MoGE, 2018).Therefore, the study targeted all the 717 secondary school 

teachers recruited in Lusaka District, from which the study sample was drawn. 

3.5. Sample Size  

The study sample was determined at 50 newly recruited teachers. The basis for this sample 

size was the recommendation by Kombo and Tromp, (2006) that a minimum of 5% of the 
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population can be used as an appropriate sample size for quantitative studies. The teachers 

were drawn from the public secondary schools within Lusaka District, whichever had newly 

recruited secondary school teachers who were members of any of the trade unions or are yet 

to join. 

3.6. Sampling Procedure  

The study used non-probability sampling since the distribution of the newly recruited 

teachers per school was not known and the actual stations of work for any of the teachers 

could be any of the 33 secondary schools in Lusaka. In this regard, purposive snowball 

sampling was recommended. According to Hancock et al, researchers to select individuals, 

groups and settings that maximize understanding of the phenomenon use (2009) purposive 

sampling. It involves asking participants who have already been selected for the study to 

recruit other participants. In this study, the researcher consulted with a few head teachers 

and officials at the District Education Board (DEBS) offices to establish which schools had 

newly recruited teachers posted to them. The researcher then engaged some of the teachers 

and obtained leads to other newly recruited teachers until the sample of 50 was achieved 

through snowball sampling.  

3.7. Primary and Secondary Data  

Data for this study was collected from newly recruited teachers, published documents and 

reports. Both primary and secondary data was collected. This study obtained primary data 

using the designed instruments administered to the respondents, that is, the newly recruited 

teachers. This data was in form of descriptive and statistical data about the newly recruited 

teachers regarding choice of trade unions as conceived for the study. Secondary data was 

collected from available literature; previous research; journal articles, books, online sources, 

union documents and other sources. This data was used to inform the study regarding what 

other scholars have documented and to identify gaps to be filled by the researcher. 
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3.8. Data Collection 

Data was collected using structure questionnaires which was distributed to the respondents. 

3.8.1. Questionnaire 

A structured questionnaire was used to obtain data from the study respondents, that is, the 

newly recruited teachers sampled within Lusaka District. According to Reynolds, (2014) 

structured questionnaires are useful as they enable quantitative information to be gathered 

from a large sample.   

3.9. Data Collection Procedure 

To administer the questionnaires, appropriate permission was obtained from the University 

of Zambia Ethics Committee, Permission was sort through DEBS office to gain access to 

respective schools where respondents work. The researcher administered the questionnaire, 

one school at a time to consenting teachers. 

3.10. Validity and Reliability 

Validity and reliability were adequately considered by the researcher for the credibility of the 

research findings. 

3.10.1. Validity 

In this study content and face validity was undertaken to measure how the questionnaire was 

testing the variables accurately. The instrument was analyzed by a research expert at UNZA. 

Following their advice, the questionnaire was adjusted before being administered. Construct 

validity was undertaken to measure the degree to which the questionnaire items measured each 

of the variables. Internal consistency was used on the questionnaire items to test for internal 

consistency. 

3.11. Reliability 

By the Cronbach Alpha, the questionnaire was found suitable for administration on the actual 

study respondents. 

To measure reliability, the Cronbach Alpha of coefficient was run on 29 items of the 

questionnaire.  The alpha coefficient for the 29 items of the questionnaire was .817, meaning 
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that the items had a high level of internal consistency, taking that a reliability coefficient of 

.70 or higher is considered “acceptable”. The α coefficient of reliability ranges from 0 to 1 

3.12. Data Analysis  

Being a mixed study, statistical analysis was used for descriptive statistics using frequencies 

and percentages.   

3.13. Ethical Considerations 

Conducting this study was based on applying appropriate ethics. All the respondents were 

included by individual consent following granting of permission by management of the 

institutions involved in the study. No coercion was used to obtain responses as the respondents 

completed the questionnaires individually within the given time. Privacy was ensured with 

utmost confidentiality regarding the identities of the respondents and the information obtained 

in the study. Data was summarized into a coded format and the used questionnaires shredded 

upon completion of the study. All matters relating to conducting the study were done within 

the ethical framework of the University of Zambia and Zimbabwe Open without any 

deviations. Any information or data which is not of the author has been dully acknowledged. 

3.14. Summary  

The chapter highlighted in general the methodology adopted for the study. It indicated the 

research design, study area, target population as well as the sample size. Furthermore, the 

chapter indicated the data collection procedure, validity and reliability of the study and some 

ethical consideration before stating how data was analyzed. 
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CHAPTER FOUR: PRESENTATION OF FINDINGS 

4.1. Overview  

This chapter is the presentation of the findings based on the data collected from 50 

respondents in the study. This chapter is divided into sections of the respondents’ 

demographic characteristics and the findings of the study according to the research 

objectives. Frequencies are used alongside percentages to easily interpret responses given.  

  

4.2. Demographic Characteristics of the Respondents 

The demographic characteristics of respondents were categorized by gender, age, grades 

taught, qualification held, year employed and teachers union one belongs. 

Gender and age of respondents is indicated in Table 4.1. By gender, 26 of the respondents 

were male representing 52% of the total respondents. Female respondents were 24 

representing 48%. This indicates minimal difference in the number of teachers by gender. 

In terms of age, the majority of 66% were aged 35 to 44 years representing a frequency of 

33 out of a total of 50 respondents. Those aged above 44 were 13 indicating 26% while 4 

respondents making up 8% were in the age group 25 to 34 years.  

 Table 4. 1: Gender and Age of Respondents.  

Gender 

Male  

Frequency  Percentage  

26  52.0  

Female  

Total  

24  48.0  

50  100.0  

Age  

35 to 44 years  

Frequency  Percentage  

4  8.0  

25 to 34  33  66.0  

Above 44  13  26.0  

Total 50  100.0  
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According to grades taught, Table 4.2 indicates that the majority 28 teachers out of 50 

respondents taught all grades (grades 8 to 12) while 20 teachers taught learners grade 8 and 

9 (Junior secondary level) making up 40%. A minority of 2 teachers while taught grade 10 

to 12 (senior secondary level) giving only 4% of the respondents.   

 

Table 4. 2: Grades Taught  

Grades  Frequency  Percentage  

8 and 9  20  80.0  

10 to 12  2  4.0  

All grades  28  56.0  

Total  50  100.0  

By qualification, respondents had Diploma, first Degree and Master’s Degree. 25 of the 

respondents had first Degrees, which is 50% of the total respondents. 21 respondents 

recorded having Diploma by qualification indicating 42% of the total number of 

respondents. A minority of 4 teachers out of 50 possessed post graduate degrees giving 8%. 

Table 4.3 shows a summary of the teacher’s highest professional qualifications among the 

respondents.  

Table 4. 3: Qualifications Held  

Qualification  Frequency  Percentage  

Diploma  21  42.0  

Degree  25  50.0  

Master’s Degree  
4  8.0  

Total 50 100.0 

     

By year of employment, Table 4.4 shows that the majority of teachers were employed in 

2014 with 32 out of 50 representing 64% with fewer in 2015 (16%) and others in 2016 and 

2017 at 10% respectively. The figures indicate reduction in enrolment of teachers in 

secondary schools have been reducing drastically over the years from 2014 to 2017.   
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Table 4. 4: Year Employed  

Year Employed  Frequency  Percentage  

2014  32  64.0  

2015  8  16.0  

2016  5  10.0  

2017  5  10.0  

Total 50 100.0 

     

In terms of union membership representation, of teachers recruited from 2014 to 2017, Table 

4.5 shows that the study had majority representation from ZNUT with 21 members out of 

50 teachers, which is 42%. 14 members giving 28% of the total while PROTUZ had 12 

members giving 24% of representation represented SESTUZ.  

The union with the lease representation was NUPEZ with only 3 members giving 6%.   

Table 4. 5: Teachers Unions Represented in the Study  

Union  Frequency  Percentage  Cumulative Percentage  

NUPEZ  3  6  6 

PROTUZ  12  24  
  

30 

SESTUZ  14  28  
  

58 

ZNUT  21  42  100 

TOTAL 50 100  
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4.3. How the newly recruited teachers are recruited by various teachers’ unions  

The study assessed the procedures by which new teachers joined the respective teachers’ 

unions. Teacher recruitment by Unions varied from 2014 to 2017.   

According to Table 4.6, the majority of 46 teachers out of 50 had joined teacher unions by 

application. Only a minority of 4 teachers out of the 50 did not join teacher unions by either 

application or personal choice. Hence, 92% of the teachers joined teachers unions using 

formal means by applying to respective union of interest. This entails that majority of the 

teachers enjoy their democratic right to choose a teacher union of choice as opposed to being 

registered to a specific teacher union without their concert which has been reported in certain 

instances in other parts of the country.   

Table 4. 6: How New Teachers are recruited by Teachers Unions  

  Frequency  Percentage  

  

No application, deduction from pay  

  

2  4.0  

  

No personal choice, directed to register  

  

2  4.0  

  

Applied to one and got registered  

  

40  80.0  

  

Applied, registered by a different union  

  

6  12.0  

Total  50  100.0  

  

4.4. How expected economic benefits influence teachers’ choice of trade union  

With regard to economic benefits, 21 out of 50 teachers agreed that better working 

representing 42% was the most dominant factor among respondents for choosing 

trade unions. 20 out of the 50 respondents agreed that collective bargaining success 
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representing 40% compelled teachers to join trade unions. Wage increase and 

financial incentives representing 16 and 1 teacher respectively agreeing being 

compelled to join trade unions.   

Table 4.7 gives a summary of how economic benefits influence teacher’s choice of trade 

union.  

Table 4. 7: How economic benefits influence teachers’ choice of trade union  

  Frequency  Percentage  

Financial Incentives  1  2%  

Wage Increase  16  32%  

Collective Bargaining success  20  40%  

Better working and Negotiation  21  42%  

 

According to Table 4.8, the study found that the most significant factors compelling the 

teachers to join any union was individual benefit with 40 out of 50 respondents agreeing to 

this factor representing 80%.   

Events for members was second with 22 out of 50 respondents agreeing to this factor 

representing 44%. Recommendation by fellows, majority teachers belonging to the union, 

admirable old members’ benefits and reward programs and scholarship recorded the least 

responses of 18, 13, 12 and 7 respectively.   
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Table 4. 8: Reward Factors that Compelled Teachers Joining Teacher Union (A)  

  Frequency  Percentage  

Reward Programs and Scholarship  7  14%  

Recommendation by fellows  18  36%  

Majority of Teachers belong to the Union  13  26%  

Events for Members  22  44%  

Admirable old members benefits  12  24%  

Individual benefits  40  80%  

According to Table 4.9, union management factors that compel teachers to join unions 

include democratic management, goodwill management, and good record of 

accomplishment and general leadership of the union. A majority of 31 out of 50 

respondents confirmed that union leadership compelled teachers to join the union 

with 62%. Good record of accomplishment of the union was second with 24 out of 

50 respondents in agreement giving 48%. Goodwill and democratic management has 

the least respondents in agreement as factors that compel teachers to join teacher 

unions with 17 and 16 respondents respectively.  

Table 4. 9: Union Management Factors that Compelled Teachers to Join the Union 

(B)  

Union Management  Frequency  Percentage  

Democratic Management  16  32%  

Goodwill Union Management   17  34%  

Good Track Record  24  48%  

Leadership of the Union  31  62%  



 

45 

 

Teacher satisfaction with teachers union is given in summary form in Table 4.10. As 

indicated, 27 out of 50 respondents agreed being comfortable of joining peers union 

giving 54%. However, 25 out of 50 respondents were happy with union leadership 

giving 50%. Only a minority 16 out of 50 teachers had intentions to switch to another 

union giving a minority 32%.   

Table 4. 10: Teachers’ Satisfaction with Teacher Union  

Teacher Satisfaction  Frequency  Percentage  

Happy with Union Leadership  25  50%  

Comfortable joining Peers Union  27  54%  

Intention to switch to another Union  16  32%  

  

4.5. The influence of peers on teachers’ choice of trade unions in Lusaka.  

The study assessed how peer influence fit in among the factors that influenced teachers’ 

joining of trade unions. The specific aspects considered here included influence form peers, 

school administration, teachers’ would as well as comfort ability to belong to any union.   

School factors that compel teachers to join teacher unions are highlighted in Table 4.11. 

Highest on the responses given is the free will of teacher to choose a union of their choice 

and 44 out of 50 respondents mentioned that they willfully joined a union of their choice 

representing 88%. Comfort of belonging to a teacher union can also influence teacher’s 

choice as a school factor to belong to a union. 30 teachers felt comfort ability to belong to 

any union, which translated into 60%.   

However, 17 and 12 respondents felt peer influence and school administration respectively 

influenced their decision to join teacher unions representing 34% and 24% in that respect. 
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Table 4. 11: School Factors that Compelled Teachers Joining the Union (C)  

  Frequency  Percentage  

Influence from Peers  17  34%  

School Administration   12  24%  

Teacher at will  44  88%  

Comfort ability to belong to any Union  30  60%  

 

4.6. How Union Leadership Influences Teachers’ Choices of Unions  

The study assessed how the teachers perceived the management of the trade unions and 

whether it was satisfactory. The study indicated that 31 out of 50 respondents indicated that 

leadership of the union giving 62% influenced teachers’ choice of unions while a minority 

of 16 out of 50 respondents representing 32% agreed that democratic unions influenced their 

choices of unions.  

 

Table 4.12 shows summary of Union leadership influence choice of union one may decide 

to join.   

Table 4. 12: Union Leadership Influence on Choice of Union  

Union Leadership  Frequency  Percentage  

Democratic Union  16  32%  

Leadership of the Union  31  62%  
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4.7. Summary  

The chapter provided presentation of finding. This chapter provided respondents’ 

demographic characteristics and the findings of the study according to the research 

objectives using frequencies alongside percentages to easily interpretation. 
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CHAPTER FIVE: DISCUSSION OF FINDINGS 

5.1. Overview  

This chapter is the discussion of the findings of the study, which are in the previous chapter. 

The discussion of findings adds details to the study findings by indicating the relationship 

to what obtains in practice and what other scholars and researchers have documented. The 

discussion is in accordance with the major themes of the study.  

5.2. How the Newly Recruited Teachers are Recruited by Various Teachers’ Unions.  

The first study objective was to establish how various teachers’ unions recruit the newly 

recruited teachers. The study found that the majority of newly recruited teachers were 

registered into teachers unions through the regular channel of application. It remains that 

under conditions of competition among teachers’ unions, teachers who do not belong to a 

union are automatically added through the unions. The study suggests that teachers were 

aware of the procedure of applying to join their union of choice and were appropriately 

registered. The common practice is for union officials to distribute application forms to 

schools through their representatives based at the schools. This is indicative enough that 

teachers joined union of choice because they took the formal step of applying in written as 

opposed to being added to a union automatically.   

The outlined procedures for joining teachers unions are similar to what obtains elsewhere. 

It makes sense that teachers should make personal choices when joining the union. 

According to Graham and Bennetts (2008), unions have specific objectives: they seek better 

wages and working conditions for their members. The most obvious reason why workers 

joined unions was that they wanted something that they cannot get on their own: better 

wages and working conditions.  

The study findings show that the teacher unions adhere to the laid down procedures for 

obtaining members. In accordance with the Zambian Constitution, workers have the right to 

join or participate in the activities and programs of a trade union. A person must not be 

compelled to join a union and the parliament must provide the legislation for the registration 

of associations. The employer may deduct union dues from the wages of the members only 

after their written consent.  
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There was an indication that teachers were free to switch between unions. This aspect was 

a strong factor in the unions’ competition for members. Perhaps the cause for some unions 

indirectly adopting teachers to their union without consent. In this regard, Johnson (2004) 

in his empirical examination of union density in six countries namely; Ecuador, Mexico, 

Nicaragua, the United States of America, Venezuela and Canada, talks on the intra-union 

challenges, he argues that individual unions operate in isolation; they do not capitalize on 

their individual differences in membership strengthening and technical abilities to assist 

each other. The implication is that some unions appear to have better conditions than others 

do and as a result, some members leave their unions and opt to join other splinter unions 

with a view that they would provide better conditions because they expect information 

sharing and technical assistance from such unions.  

5.3. How Expected Economic Benefits Influence Teachers’ Choice of Trade Union  

The second study objective was to assess the extent to which expected economic benefits 

influence teachers’ choice of trade union. The study assessed how economic benefits 

provided by the teachers unions could compel new teachers to join. Economic benefits were 

identified as those that would provide direct financial and material gains to the teachers once 

they joined the union. The study found that economic benefits were not a strong determinant 

for joining a teacher’s union. Most of the teachers indicated weak association with purported 

economic factors that would accrue to an individual once they join a teacher union. All 

respondents agreed less to economic factors with all factors highlighted getting less than 

50%. Teachers are not sure whether the individual unions would be influential at collective 

bargaining, improving working conditions and wage increases. The teachers indicated that 

there were no significant training and financial incentives offered by the unions that would 

compel them to join. In this regard, it was found that the unions in terms of their provision 

of economic benefits did not significantly attract teachers. Hence, most teachers are less 

interested in gaining economic benefits from teachers unions with regard to secondary 

school teachers.   

The teachers were not sure that any union would singularly provide financial benefits. In 

practice, teachers unions promise prospective members many financial benefits.  

However, they have not expressed such potential. The teachers’ unions promise economic 

benefits but do not provide such to most members. Some of the common ones are promises 
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to assist members with building materials, plots, loans, educational sponsorships and funeral 

grants, among others. It is apparent that the promises are only used for attracting 

membership. In reality, very few members obtain the benefits. Teachers have knowledge 

from older members that unions do not give financial incentives easily. 

Toubøl and Jensen (2011), have considered the aspect of obtaining economic benefits from 

the perspective of union density. From this perspective, the act of joining the union is an 

instrumental one motivated by the prospect of increased utility. The utility can come in 

various forms that create negative and positive incentives. A negative incentive is for 

instance the prospect of being relieved of the pain caused by the peer pressure created by 

the social custom of the workplace. The social custom and thereby the pain from the peer 

pressure, gains strength the higher the density is. A positive incentive could be to gain 

various goods that the union can offer, which is taken to grow as the union density increases 

thus increasing the union’s bargaining power and ability to provide goods.  

Teachers were neutral regarding joining the unions because they negotiated higher wages. 

The neutrality arises because the unions actually exist to negotiate higher wages for their 

members. Therefore, there was no greater expectation for any union to do it differently. 

Similarly, the issues of salary negotiations affect all teachers even if they are unionized. 

Unions no longer bargain individually but collectively with government. No individual 

union is seen to be more influential than the others are.   

While the current study found that unions’ bargaining power was not a significant 

determinant of joining teachers unions, a study by Handley (2009), found it most significant. 

The bargaining power of is seen as an important factor which influences decision making 

by teachers to belong to a particular union of choice. This referred to the profit a person 

would get after joining a trade union, in terms of salary, allowances and leaving experienced 

by the teachers, which compelled them to join the labour unions so that their states could be 

improved.  

In terms of negotiating better working conditions, the teachers unions took responsibility to 

assist needy teachers on matters such as studies, illnesses and funerals. However, this was 

done more according to the merit of the need than mandatory.   
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The teachers unions were strong on sensitization of members on teachers’ rights. In cases of 

abuses related to conditions of service, the unions were found to be intervening. For example 

when teachers were charged wrongfully, the unions stood in to speak for their members.  

Teachers were neutral about joining the teacher unions in order to obtain training. This is 

because the unions were not actively sponsoring teacher training. Most teachers in school 

were under self-sponsorship.  There were isolated cases where the unions had sponsored the 

education of their teacher members.  

Assistance with asset acquisition was not a significant factor for joining the teachers’ unions. 

There was a lack of commitment by the unions to assisting members and this was not part 

of their regular mandate. Thus when teachers unions assisted members with the acquisition 

of property, it was in extreme cases with no assurance that all those who applied for such 

assistance would obtain it.  

The teachers agreed that they would join the union because it enhanced job security. This 

could be sustained because the unions were meant to speak for teachers who have been 

mistreated. The teachers unions extended their help even to retired members who have been 

assisted with transportation and accommodation such as when they were pursuing their 

payment and had no means to meet their stay away from home. Unions are important for 

the part they play to negotiate for better pay.  

Unions are important as they support teachers with their personal issues. As a body 

representing teachers, unions help with personal issues such as conflict with administrators, 

delayed transfers, recommendations, upgrade, confirmations etc. the unions are the 

collective voice of the members on professional matters. They speak where individual 

teachers cannot. They defend the economic equality and rights of teachers variously in order 

to improve the overall welfare of teachers.  

In practice, it was found that the unions paid lip service when it came to assisting members 

with matters such as study leave, mother’s day, local leave and vacation leave.  

There were concerns that the unions could do more to enhance teachers’ benefits even after 

retirement.    

According to Graham and Bennetts (2008), the economic situation being experienced by the 

employee is the motivating factor for employee unionization with the view of improving the 
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economic conditions. The study found that union leadership influence teachers ‘choice of 

labor unions in public schools.  

Unlike the current study, Grobler et al. (2006) found that there were economic benefits 

associated with union membership. Employees would be motivated to join a union for job 

security, negotiating better wages and benefits, better working conditions. Unions in the 

name of fairness, justice and humanity demanded fair wages for the laboring class. This 

meant that unions aid their members in improving their economic conditions.  

Other researchers have established that the aspect of better conditions and economic benefits 

was better for unionized employees. Thus, choice was based on employees’ desire to access 

the benefits. Unionized workers enjoy a better annually adjustable pay. Unionized workers 

can go on a legal strike without losing their job. Employer attitude and behavior significantly 

influenced workers’ choice to become and remain union members. The greater the extent to 

which an employer is prepared to recognize a union, the more likely the workers were to be 

unionized (Bain and Price, 2003).  

The fact that teachers have to make a choice which union to join is in line with the rational 

element that humans possess. Unionization as the product of a process, weighing costs and 

benefits of participating, expectations about the degree to which the union would be able to 

realize these motives. Klandermans(1986) as quoted by Schnabel and Wagner(2007).   

  

5.4. Reward factors that Compel Teachers Joining the Union  

The study found that most teachers joined a particular union by recommendation of fellow 

teachers. The understanding is that teachers indicated some of the benefits obtainable. It was 

also found to be important that a number of teachers from the same school belonged to the 

same union for better coordination and uniformity at the local school level. This provided 

the ability to sort out issues with the union as one voice. For example, the distribution of 

materials for teachers’ day has been easier in schools that have many members belonging to 

a particular union than if they were few.  

New teachers are likely to join the union with majority following as there is a lot of 

information available easily from the old members. The old members talk about the 

experiences of travel and exploration of other countries, which the new teachers hear about 

and would love, to experience.  



 

53 

 

Although the study found that there were no admirable members’ benefits to compel the 

new teachers to join the union, there were cases when retired members had been assisted 

financially and materially when stranded. Some members have been assisted to purchase 

property. There have been partial sponsorships of members’ education.  

However, the study found that teachers were interested in obtaining individual benefits from 

the unions as a reason for joining. Over 40 out of 50 respondents acknowledged joining 

teacher unions due to the need to gain personal benefits variously through the many 

incentives that teacher unions may offer. This entails that teachers had personal agendas to 

pursue through the union. Some of the individual needs of teachers, which the unions can 

address, include confirmation in service, salary upgrade, help with disciplinary issues, and 

mistreatment at work, abuse of teacher’s rights and as a referral for specialist services. Of 

course, teachers would want to be identified as individually belonging to an established body 

of professionals, in this case the teachers union. This is indicative that unions, which offered 

the best incentives for teacher members, would position itself well to attract high 

membership. This is true especially for new teacher unions such as NUPPEZ and PROTUZ, 

which have championed the need to address individual needs of members especially in large 

cities such as Lusaka.   

The study undertaken has similarities in findings to Kaberia (2015) whose study in Kenya 

found that leadership of the labor union as an important compelling force influencing 

teachers to join unions. However, Kaberia (2015) indicated that the peer pressure from 

fellow employees, the employees’ economic conditions and the labor unions ‘monthly 

subscription fee, leads to the employee to make a decision to join or not to join one labor 

union compared to the other.   

According to Johari and Ghazali (2011), commitment is the highest goal of a trade union. 

This is determined by the socialization, leadership, satisfaction and perceived 

instrumentality relativized by different circumstances of the operating sector. He suggests 

that this commitment of members is mainly driven by the factor of having a common goal, 

which bases on similar core principles. The competition between different trade unions and 

the aspect of common validity of collective agreements forced the trade unions to act under 

rational economic conditions.  
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Attracting more members was found to be a significant orientation of any teachers’ union. 

Johari and Ghazali (2011) opine that a trade union has to retain old members and to attract 

new ones in order to increase their power of negotiation. Therefore, a trade union has a 

service equivalent commercial interest to create commitment. This commitment has to be 

communicated better to new potential members than other competing trade unions.  

The employees can support the trade unions on two different ways. Firstly, they can become 

a member and pay a membership fee. Secondly, employees can work voluntarily supporting 

the activities of the trade unions.  

While the current study concentrated on the factors that compelled teachers to join the union, 

a study by Nzuve and Singh (2010) cited that the reasons why a worker may not want to 

join a union could due to cost involved. The belief that trade unions are unnecessary and 

that one will get the same benefits since collective bargaining covers all members in similar 

or equivalent grades are other reasons.  

5.5. Influence of Peers on Teachers’ Choice of Trade Unions in Lusaka.  

The third study objective was to examine the influence of peers on teachers’ choice of trade 

unions in Lusaka. The study assessed how peer influence fit in among the factors that 

influenced teachers’ joining of trade unions. The study found that peer influence was not a 

strong determinant of joining a teacher union. It was found that teachers had the liberty of 

joining any union they felt comfortable. Thus with or without peers, one was likely to choose 

and join a union. In practice, teachers have the freedom to switch between unions and re-

join the ones they left. Thus when not satisfied with the current union or when compelled, 

teachers could leave to join another union.   

While peer influence was not a strong factor in this study. This finding is contradictory to a 

study by Waddington and Whiston (2007) who observed that the collective reasons were 

central among employees join unions. This study reveals dynamic nature of how teachers 

are influenced to join teacher unions of choice. Moreover, this finding consolidates the free 

will that individual teachers exercise when joining teacher union of choice. Hence, personal 

decision has largely influenced joining of teacher unions among teachers in secondary 

schools. However, teachers expressed comfort to join peers union with at least 50% of the 

respondents acknowledging being at peace to join peers union. This is a clear indication that 

teachers had confidence in peers though the final decision would be reached individually 
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after scrutiny of various aspects on individual unions based of benefits that can accrue at 

individual level.    

A study by Pravin (2010) reveals that peer group influence refers to the influence exerted 

by friends and co-workers on an employee to change his attitudes in order to conform to 

group customs and norms. In some cases, employees would decide to join unions due to 

peer pressure and influence. For instance, friends and colleagues may prevail upon a non- 

union employee to join a union. This entails that whenever the unionized employee puts 

constant pressure, the employee would ultimately yield to such pressure and decide in favor 

of joining a union. Workers‘ decisions to join unions did not occur in a social vacuum but 

were influenced by the decisions and pressure from family, co-workers, managers, 

employers, government and union organizers. Behavior characteristics of human society 

have coercing effect of the group upon individual members who came to share common 

expectations of the group.  

There was an indication that school management played weak role in teachers’ choice of 

trade union. This finding is contradictory to a study by Metochi (2002) who argued that 

active leaders at school level promote participation both directly and indirectly through their 

influence on members’ attitude towards the union. The respondents indicated that the union 

is well managed.   

5.6. Extent to which teacher union leadership influences teachers’ choices  

The fourth objective was to examine the extent to which the leadership of respective teacher 

trade unions influence teachers’ choices of unions. These findings indicated that leadership 

of the union influenced decision by teachers to subscribe to a given union. 31 out of 50 

respondents expressed strong indication that union leader influenced their decision to settle 

for a particular teacher union. Barling, Fullagar and Kelloway (2002) found that attitudes 

towards both local unions and its officers were highly correlated with union loyalty. 

Members could choose not to belong to a trade union or in some cases join another trade 

union which they perceived as more likely to meet their expectations, so union leaders 

needed to demonstrate that their (union) achieved organizational objectives to ensure they 

were seen by their stakeholders as effective organizational leaders.  

According to Metochi (2002), union leader‘s behavior would had both a direct and 

significant effect on willingness to participate in trade unions activities and an indirect effect 
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through member attitudes. There was a significant link between leadership behavior and 

member attitudes. Metochi (2002) further adds that transformational leadership by the union 

officials also had a significant impact on either both socialization into a union or general 

union attitude. Furthermore, Thacker, Fields and Barclay (2000) contend that leaders’ 

behavior is vital for fostering attitudes towards the unions. Individuals who have strong 

belief on how well a union is managed will translate such attitudes to participation in union 

activities.  

The effects of leadership behavior on union members had a great impact on the perception 

that members had on the union (Fullagar; 2002, Kelloway and Barling; 2003). It cited 

transformational leadership to examine potential contribution of leadership characteristics 

in influencing the union’s socialization process and attitudes to organized labor. Metochi 

(2002) also found that transformational leadership by the union officials also had a 

significant impact on either both socialization into a union or general union attitude. Hence, 

sound union leadership is an important determinant teachers’ willingness to join teacher 

unions.   

Inefficiencies in union leadership can affect the desire by teachers to subscribe to teacher 

union. It can be argued that when the union is affected by relative inefficiency, it weakens 

the union’ operations and as a result, members lose confidence in the union and then they 

really opt to move away from the original unions and from the unions of their liking. On the 

other hand, this should not be the case because when unions are hit by relative inefficiency 

they are supposed to initiate income-generating activities to raise funds to run their unions.  

This study concentrated on the factors for joining trade unions by teachers in secondary 

schools. The current study established that there were substantial reasons for joining a trade 

union taken by newly recruited teachers. There are other scholars who affirm similarly by 

Guest and Dewe (2008) who found that benefits, pensions, medical insurance, paid vacation, 

holidays, personal holidays, sick pay, overtime premiums, shift differential just to mention 

but a few were generally better for those in unions than those who aren‘t unionized. Union 

facilities are safer than non-union facilities. A union contract gives employees the 

immediate right to address an unsafe condition. As a union worker, one will have the 

confidence that their superiors protect them from potential abuses, as they stand protected 

by their union. Where workers are unionized, they cannot be fired, demoted, prevented from 

promotion without sufficient cause. Unions stand in to represent such members. This affirms 
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that unionized workers tend to be better workers than their non-union counterparts (Guest 

and Dewe, 2008) are. However, today in Zambia, benefits and conditions of service accrue 

to all teachers regardless of whether they are affiliated to a teacher union or not. This 

situation has discouraged many teachers not to join teacher unions.   

There is a wide range of motives that influenced employees’ decision to join a union or to 

resist joining the labor unions. The findings of this study are well related to what Palanathan, 

(2012) found in a study. The study found that there were a number of benefits that members 

obtained by joining a professional workers’ union. A worker feels very weak when he is 

alone. Union provides him an opportunity to achieve his objectives with the support of his 

other fellow beings. The union protects the economic interest of the workers and ensures a 

reasonable wage for them, so it improves the economic lot of workers by securing higher 

wages, bonus, allowances and perquisites. The Union helps the workers in getting certain 

amenities for them in addition to higher wages such as house to live, congenial working 

conditions. The union also provides (in certain cases) cash assistance at the time of sickness 

or termination of job. The union conducts negotiation between workers, management, and 

acts as machinery for settlement of industrial disputes.   

The trade union is also beneficial to employers as it organizes the workers under one banner 

and encourages them to follow peaceful means for getting their demands accepted. It lessens 

violent class conflicts. The trade union imparts self-confidence to the workers and they feel 

that they are an important part of the organization and not simply a cog in the machine. It 

enhances sincerity and discipline among the workers. It provides for promotion and training 

and helps the workers to go to higher positions. It challenges the promotions, which are not 

made as per the promotion policy of the organization. It ensures stable employment for the 

workers and opposes the move of the management to replace the workers by automatic 

machines. By belonging to a trade union, workers get an opportunity to take part in the 

management and oppose any decision, which adversely affects them (Palanathan, 2012).  
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5.7. Summary  

The chapter provided discussion key finding. The discussion was arranged in accordance 

with the major themes that emerged under presentation of findings. 
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CHAPTER SIX: CONCLUSIONS AND RECOMMENDATIONS 

6.1. Overview 

This chapter gives a conclusion derived from the findings of the study and it brings out 

suggested recommendations that can help to add to the body of knowledge. 

6.2. Conclusions  

The study concludes that there has been an effective system of teacher recruitment to the 

trade unions in as far as the procedure of applying and being registered is appropriately 

done. Although economic benefits where not a significant determinant for joining the 

teachers unions, it was found that individual teachers had personal benefits that they pursued 

other than the general ones. It is asserted that the aspect of economic benefits has not been 

well applied in Zambia. Recommendation by fellow serving teachers was a significant 

reason for joining the teachers unions at school level. The influence of peers was not found 

to be a strong determinant as teachers had the liberty to join whichever union they wanted, 

influenced more by the culture of the school as indicated by the serving teachers majority. 

There was a significant link between leadership behavior and member attitudes to join a 

specific union.   

This study has indicated that the expectancy theory is applicable among secondary school 

teachers because union leadership has influence on individual decision by teachers to join a 

union of choice. However, peer influences as well as economic aspects are less important 

driving forces in choice of union subscription among secondary school teachers. The study 

indicated that Secondary school teachers are influenced by personal benefits that may accrue 

to them as members of a particular teacher union, which has a bearing on the union, they 

settle for when applying.   

In relation to the conceptual framework, findings indicate that management of teacher 

unions is an important and strong independent variable, which influences decision making 

among teachers to join a particular union of choice. In addition, economic incentives were 

found to be weak in influencing teachers’ decision to join teacher unions among secondary 

school teachers.   

  



 

60 

 

6.3. Recommendations   

i. There is need for the teachers’ unions to use competitive marketing strategies to 

attract members. This may involve diversifying their service provision to include 

better economic incentives for members if membership of teacher in high 

numbers is to be sustained especially among secondary school teachers.  

ii. There is need for the teachers’ unions to open up service centers where members 

can easily access services in form of information nearer to their respective 

locations. These centers should also provide personalized services to members 

so that they are fully aware of their rights and obligations under the union for 

them to access benefits of being members to teacher unions.  

iii. Teachers unions should desist from the practice of obtaining members without 

their notice. All teachers should be given the opportunity to apply and join any 

union at their own will. Hence, control measures must be put in place to ensure 

that unions adhere to the laid down procedures in recruiting members among 

teachers to ensure that individual teachers exercise freedom of choice.   

iv. The teachers unions should work hand-in-hand with the school administrators to 

promote their products by providing handbooks for would be members which 

can be accessed easily through schools for teachers to make informed decisions 

before joining a particular teacher union.  

v. There is need to improve union leadership in teacher unions in Zambia if teachers 

are to be attracted to join teacher unions because effective leadership is an 

important aspect of union subscription by secondary school teachers. Deliberate 

mechanisms must be put in place to ensure that union leadership provides 

effective and efficient leadership, which can woo more teachers to join as 

members. The trade union leadership and management need to be strengthened 

in order to achieve, not only the increase in numbers but also the quality of 

service offered to union members.   

 

 



 

61 

 

6.4. Suggestions for further Studies 

The study proposes follow-up research in the following areas: 

i. There is need to undertake future research on how trade union membership dynamics 

influence the choice of trade unions in schools. 

ii. Proper procedures must be put in place to ensure that the newly employed teachers 

are recruited into teacher trade unions in an effective and efficient manner. 

iii. A comparative study must be undertaken at national scale on factors influencing 

trade union membership among teachers in both primary and secondary school. 

iv. More sensitization should be done in schools on teacher trade unions so that the 

newly employed teachers understand how these teacher unions operate as well as 

how they are managed. 

6.5. Summary  

This chapter brought out the conclusion, recommendations and suggestions of the study. 

The recommendations have been based on the themes as they emerged in the study findings.   
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APPENDICES         

Appendix i. Questionnaire 

AN ASSESSMENT OF FACTORS INFLUENCING NEWLY EMPLOYED 

TEACHERS’ CHOICE OF TEACHER TRADE UNIONS IN PUBLIC 

SECONDARY SCHOOLS IN LUSAKA DISTRICT   

TEACEHR’S QUESTIONNAIRE  

 

Dear Participant,  

My name is Vaidah Lisa Nzala, and I am a University of Zambia postgraduate student 

pursuing a Master of Educational Management Degree. You have been selected as a key 

respondent to complete this questionnaire for the study: “An assessment of factors 

influencing newly employed teachers’ choice of teacher trade unions in public secondary 

schools in Lusaka district”  

This questionnaire has been designed to solicit information for purely academic purposes.  

Please answer the questions to the best of your knowledge. Please be assured that your 

answers shall be kept confidential and only be used to the carrying out of this study  
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PART I: DEMOGRAPHIC CHARACTERISTICS   

 Tick the box that is adjacent to your correct response.  

1. What is your gender?   

Male  1  

Female  2  

2. What is your age?  

3. What grade do you teach?  

4. What is your highest level of qualification?  

Diploma level    

Degree level    

Higher degree level    

Other (specify)    

5. Which year were you employed as a teacher?  

2014    

2015    

2016    

2017    

2018    

  

PART II  

6. Do you belong to any teachers’ union?  

Yes    

No    

  

7. If Yes to question 6 which teacher’s union do you belong to?  

NUPPEZ    

PETUZ    
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PROTUZ    

SESTUZ    

ZNUT    

  

8. If No to question 6, explain why you are not a member of any union.  

______________________________________________________________________ 

______________________________________________________________________ 

______________________________________________________________________ 

9. If yes to question 6, how did you join the union you belong to?  

Did not apply, just saw deduction on pay-slip    

Had no personal choice, was just directed to register    

Applied to one and got registered    

Applied but was registered by a different union    

10. Have you ever changed to join another teacher union?   

Yes    

No    

11. If yes to question 10 explain why you changed unions.  

________________________________________________________________________  

________________________________________________________________________  

________________________________________________________________________  

12. To what extent did the following aspects influence your decision to join the teachers’ 

union?  

    Strongly 

Disagree  

Disagree  Neutral  Agree  Strongly 

Agree  

A.   Financial incentives provided to members            

B.   Wage increases negotiated by the teacher unions            

C.   The union’s success in collective bargaining            

D.   The union’s success at negotiating better working 

conditions for its members  
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E.   Training offered to members to improve their 

skills and increase their marginal productivity  

          

F.   Provides support to acquire personal assets            

G.   Enhance members’ job security by ensuring the 

union worker is not fired without a valid and 

concrete reason.  

          

H.   Supports members with their personal issues            

I.   Provides a collective voice to matters affecting 

teachers  

          

J.   Defend the economic equality and rights of 

teachers  

          

K.   Provision of professional reward programs and 

scholarships.  

          

L.   Recommendation by fellow teachers            

M.   Majority of the teachers belong to the union            

N.   The functions organized for member teachers to 

meet together  

          

O.   Admirable benefits received by older members            

P.   Democratic management of the union            

Q.   Goodwill of the teacher’s union management            

R.   Good track record of the union            

  

13. To what extent would the following reasons influence your decision regarding switching 

to another union?  

   Strongly 

Disagree  

Disagree  Neutral  Agree  Strongly 

Agree  

A.  Leadership of the union            

B.  Economic benefits accruing to members            

C.  Influence from other teachers            

D.  School administrators            

E.  Other reasons (specify):       
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14. What do you think are the benefits of being a member of a teacher union? Explain.  

_________________________________________________________________ 

_________________________________________________________________ 

_________________________________________________________________ 

_________________________________________________________________ 

_________________________________________________________________ 

PART III  

15. For each question, indicate the extent to which you agree.  

   Strongly 

Disagree  

Disagree  Neutral  Agree  Strongly 

Agree  

A.  Teachers can join any union at will            

B.  I am comfortable belonging to any union            

C.  All teachers unions are the same            

D.  Any union can automatically register a teacher 

without their consent  

          

E.  I have obtained unique benefits from my union            

F.  I have received direct help from my union            

G.  My union has a good reputation            

H.  I am happy with my union leadership            

I.  I am more comfortable joining my peers’ union            

J.  My colleagues have influence on which union to 

join  

          

K.  I have intentions of switching to another union            

  

End  

  

 

 


