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Foreword from Her Excellency, Marie-Louise Coleiro Preca President of
Malta
It gives me great satisfaction to see the realisation of a
study on trade union perceptions and opinions in Malta, and
the publishing of its findings. Ever since I took the Oath of
Office as President of Malta, I encouraged the founding of
the National Forum of Trade Unions. The response from the
Unions was overwhelmingly positive, and the Forum has, since
then, provided the space and the opportunity for dialogue
among the unions.
The National Forum of Trade Unions has discussed a number
of currently challenging issues, including Active Ageing, which
ultimately, impinge not only on the economic environment we
live in, but , more importantly, on the wellbeing of workers and
their families.
I heartily thank all the Unions for their genuine cooperation, and
I encourage them, now more than ever, to continue to build on
the achievements they had so far in working in unity with each
other. This is even more relevant today, when we are faced
with the modern day challenges of globalization, and it would
prove difficult to respond to these challenges in isolation.
I show my appreciation to the Centre for Labour Studies of the University of Malta for managing the survey so
professionally. I also thank the Foundation for the Wellbeing of Society for supporting the study. I augur that the
outcomes of the study will benefit the Unions and all the workers.
My heartfelt thanks to you all.

Her Excellency Marie-Louise Coleiro Preca
President of Malta
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A Message from Professor Godfrey Baldacchino,Chair of the Board (as
Rector’s Delegate), Centre for Labour Studies, University of Malta
The Centre for Labour Studies (CLS) at the University
of Malta is very pleased to be associated with this firstever national sample survey of trade union perceptions
and opinions in Malta. From the Centre’s inception as the
Workers’ Participation Development Centre in 1981, trade
unions have been integral to the running of the Centre,
and the Centre’s work continues to be driven by a desire
to support the professionalisation of trade union cadres at
all levels. The CLS is in the business of providing training
and education, offering outreach opportunities to adult
learners, and undertaking quality social research in the
broad area of labour studies and industrial relations, of
which this survey serves as a timely and suitable example.
I especially commend Dr Manwel Debono, Senior Lecturer
at the CLS, for having taken on the task to design,
coordinate and analyse the survey within a considerably
short time; the President’s Foundation for the Wellbeing
of Society (PFWS) for generous financial support; and the
National Statistics Office for supporting and executing
the survey on a suitably determined representative
sample of respondents. A final word of appreciation to
Her Excellency, The President of the Republic of Malta,
Marie-Louise Coleiro Preca, for her unstinting resolve to
support and promote the indispensable work of trade unions in contemporary Maltese civil society, and to privilege
the work of an educational and research centre like the CLS in this task. The Forum Nazzjonali tat-Trade Unjons
(National Trade Union Forum) (FNTU) set up in 2014 under her patronage, is mainly to her credit.
I also thank the Director of the CLS, Dr Anna Borg, academic staff member Mr Luke Fiorini, administrative assistant
Ms Josephine Agius, executive officer Ms Stephanie Muscat and former graduate trainee Ms Jessica-Cilia Custò for
the crucial support they have provided to the running of the FNTU. It thanks to them, along with the hardworking
staff at the Office of the President, that FNTU events are organised.
I hope I am speaking on behalf of all those involved in the pioneering trade union study reported in this document
when I augur that its results provoke a fruitful and stimulating conversation on the role and function of trade unions
in Maltese Society in the 21st century.

Professor Godfrey Baldacchino
Chair of the Board (as Rector’s Delegate)
Centre for Labour Studies, University of Malta
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A Message from Dr. Ruth Farrugia, Director General,
The President’s Foundation for the Wellbeing of Society
The President’s Foundation for the Wellbeing of Society
is happy to support the carrying out of this survey and the
publishing of its findings. Trade Unions have an important
role in the protection of workers’ rights, which rights often
impinge on the wellbeing of individuals that constitute the
workforce.
In today’s economies, driven by fierce competition and often
facing uncertainty, it is important to stay competitive and aim
for more profit. Nonetheless it is equally important to uphold
and improve the wellbeing of workers and their families
through comprehensive policies that uphold principles of
democracy, social justice and human rights.
The President’s Foundation for the Wellbeing of Society is
confident that the insights provided by this survey will also
be important to understand better the true socioeconomic
situation in Malta. The findings can also help identify priorities
that can make the workforce more competitive, further
workers’ wellbeing and instil more interest in trade unions.
The President’s Foundation for the Wellbeing of Society continues to support initiatives that identify, nurture
and promote wellbeing. It augurs that the findings of this survey can be translated into better policies that
benefit all of society including those under-represented, minorities and marginalised groups.

Dr Ruth Farrugia
Director General
The President’s Foundation for the Wellbeing of Society
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1. SUMMARY
The aim of this survey was to investigate the perspectives of the general adult population on trade unionism. The
target population for this survey consisted of all persons aged between 15 and 64 residing in private dwellings in
Malta and Gozo, totalling 278,439 persons. A stratified random sampling process was employed for this survey. A
total of 4,270 persons were contacted, of whom 1,512 participated, while another 2,262 persons were not eligible to
participate. This resulted in a net effective response rate of 75.3%. Data was collected by means of Computer Assisted
Telephone Interviewing (CATI) in November and December 2014. After examining and correcting inaccuracies, data
was analysed through the Statistical Package for the Social Sciences (SPSS).
About a third (33.8%) of all employees are currently trade union members. Another 18.4% were enrolled in a
trade union in the past. Male and female employees are similarly likely to be trade union members. However, when
considering all respondents (including the unemployed and inactive), women are more likely than men to have never
been unionised or to have stopped their trade union membership. Older male employees are much more likely to
be trade union members than younger ones, but there is no significant age difference in unionisation among female
employees. On the other hand, membership in trade unions, especially among female employees, tends to increase
with higher qualifications. Professionals, technicians and craft workers are the most likely occupational categories
to be unionised, while armed forces, elementary, agricultural and fishery workers are the least likely. Employees on
indefinite, full-time contracts, in the public sector, and in large private organisations are significantly more likely
to be trade union members than other employees. The most densely unionised economic activities are education
(57.7% of the respondents in this sector claim to be unionised), and health and social work activities (54.3%).
The main reason given for joining a trade union is to be protected from discrimination in cases of dismissal, overtime,
promotions, and other benefits (representing 39.8% of all reasons given). Many respondents also became trade
union members to maintain and improve their working conditions including their pay, or to be similar to other
employees. While women are more likely to have joined trade unions to be protected from discrimination and to be
similar to other employees, men are more likely to have joined trade unions to maintain and improve their working
conditions. On the other hand, the main reason given for not being unionised is by far lack of interest/ no need for a
trade union/ believe that they can care for themselves (representing 61.8% of all reasons given). Another substantial
number of respondents indicated that they did not join a trade union because they do not have a trade union at
the workplace.
43.5% of the employed respondents claim to have a signed collective agreement at their place of work. This figure
is influenced by the fact that over a fifth (22%) of the respondents are unsure whether they have a collective
agreement at their workplace. If one excludes this group of unsure respondents, the percentage of those who
have a collective agreement increases to a more substantial 55.8%. In general, the more qualified employees are
more likely to be working in an organisation covered by a collective agreement. However, apart from professionals
and technicians, operators and assemblers are more likely to be working in organisations covered by collective
agreements, when compared to employees in other occupations. Likewise, full-time employees are significantly
more likely to work in organisations covered by a collective agreement when compared to those who work parttime. However, there is no significant difference between those who work on a definite or an indefinite contract.
Excluding those who are unsure, 86.7% of employees in the public sector work in organisations covered by a
collective agreement, when compared to a much lower 35.8% of those working in the private sector. The chances
of being covered by a collective agreement increases in large organisations. Thus, while only 3.7% are covered in
companies with less than 10 employees, the figure increases to 71.6% in companies employing 250 persons or more.
The large majority of employees working in education, health, social work activities and public administration have
collective agreements in their organisation. On the other hand, few employees in wholesale, retail, repair of vehicles,
accommodation, or food services work in organisations covered by a collective agreement.
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Nearly half of all respondents (45.5%) are satisfied with the work done by trade unions in Malta. However, over
a third (36.8%) are unsure. Women tend to be significantly less sure than men about this matter. Unionised
employees are considerably more satisfied with the work done by trade unions when compared to non-unionised
employees (59.8% and 41.6% respectively). Employees’ level of satisfaction with the work done by trade unions is
not significantly related their age, level of education, type of occupation, type of contract (definite or indefinite,
full-time or part-time), or sector of employment (public or private). On the other hand, whereas women working
in smaller organisations are significantly more satisfied with the work done by trade unions when compared to
women working in larger organisations, the opposite is true among men. While employees in education, health
and social work activities are the most satisfied with the work done by trade unions, those working in information,
communication, transportation, storage, and manufacturing are the least satisfied.
The main reason why respondents are not satisfied with the work done by trade unions in Malta, is the belief that
trade unions do not truly help or provide for the needs of employees; 53.4% of all those who are not satisfied
indicated this reason. Significantly more women than men hold this view. The second most common reason (22.4%)
is that unions are perceived to be politically partisan. Significantly more men than women hold this view.
The majority of the respondents believe that trade unions play an important role in Malta in protecting the rights
of workers at the workplace (70.9%), in contributing to national debates (69.0%), in seeking unity among workers
(68.4%), and to a somewhat lesser extent, in offering individual services to their members (57.0%). When compared
to men, women are slightly less sure about the role being played by unions in Malta.
About a quarter of all respondents (24.1%) and nearly a third (30.0%) of employees sought help from a trade union.
The results of male and female employees in this regard are relatively similar. Operators, assemblers, professionals
and technicians are more likely to have sought help from trade unions when compared to respondents in other
occupations. Respondents in full-time and indefinite contracts are more likely to have sought help from trade
unions when compared to respondents in part-time and definite contracts. Employees working the public sector or
in large private organisations are also more likely to have sought help from trade unions. Employees in health, social
work activities, education and public administration are the most likely to have sought help from trade unions. On
the other hand, those working in wholesale, retail, repair of vehicles, accommodation, or food service, are the least
likely to have done so.

2. AIM AND METHODOLOGY
2.1 Aim
The aim of this survey was to investigate the perspectives of the general adult population on trade unionism in
Malta.
2.2 Questionnaire
A brief questionnaire comprising 18 questions was developed by the Centre for Labour Studies at the University
of Malta. The questionnaire included items about demographics, trade union membership and attitudes towards
trade unions. It comprised both close- and open-ended questions. The questionnaire was modified by the National
Statistics Office (NSO) in order to be used in Computer Assisted Telephone Interviewing (See section 2.5). The NSO
carried out the data gathering part of the research process, as explained in the following sections.
2.3 Coverage and Response
The target population for this survey consisted of all persons aged between 15 and 64 residing in private dwellings
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in Malta and Gozo. A total of 278,439 persons were eligible to participate in the survey. Tables 1 and 2 below display
the distribution of individuals in the target population by sex, age group and district.
Table 1. Distribution of individuals by sex and age group

Table 2. Distribution of individuals by sex and district

2.4 Sampling
A stratified random sampling process was employed for this survey. This probability sampling method entails
partitioning the population into mutually exclusive sub-groups, and selecting an independent (simple) random
sample from each of these sub-groups to ensure a uniform distribution of the sample relative to a number of
pre-selected characteristics of the population. In this case, sub-groups were constructed relative to different
combinations of sex, age group and district. The stratified random sampling approach ensures a good spread of
the sample relative to the population and yields an unbiased gross sample.
In addition to this, quotas were used throughout the data collection phase to ensure that the required number of
individuals from each sub-group was obtained. The main advantage of using quotas is to ensure that an adequate
number of units are sampled from every sub-group, even in very small ones for which the probability of selection
is relatively small compared to other groups. Since the mechanism of selecting persons was made in a random
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manner, no significant bias was introduced by applying such quotas.
A total of 4,270 persons were contacted for this survey of whom 1,512 participated, while another 2,262 persons
were not eligible to participate. The ineligibles take into account wrong telephone numbers and persons who were
contacted at least once to no avail and were not contacted again due to having reached quotas. This resulted in a
net effective response rate of 75.3%.
Table 3 shows the distribution of the gross sample by type of response.
Table 3. Distribution of effective gross sample by type of response

Tables 4 and 5 show the distribution of the net sample by sex, age group and district.
Table 4. Distribution of net sample by sex and age group
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Table 5. Distribution of net sample by sex and district

2.5 Data Collection
Data was collected by means of Computer Assisted Telephone Interviewing (CATI) between 24 November 2014 and
5 December 2014. In CATI, although respondents are contacted by telephone, computers are used to enter data
obtained from respondents during an interview. In addition, another important aspect of CATI surveys is that each
sampling unit is randomly assigned among interviewers, and hence reduces interviewer bias to a bare minimum.
Numerous measures were taken to ensure that non-sampling errors were kept to a bare minimum. Experienced
interviewers were used throughout the data collection process and appropriate supervision was conducted.
Interviewers were provided with precise definitions of the terms used in the survey to avoid varied interpretations.
In order to reach a broader range of respondents and hence reduce non-response bias, surveys were carried out
between 1600hrs and 2000hrs on weekdays and between 0900hrs and 1300hrs on Saturdays. The CATI program
also allowed interviewers to schedule appointments. Recoding errors were reduced as answers in the CATI program
were recorded instantly.
2.6 Quality Control
A series of measures were implemented to certify that optimum quality was achieved in this survey. These consisted
of quality checks and in-built validation rules in the data collection program to limit the occurrence of non-sampling
errors. The data-entry program had a number of in-built validations so that skip patterns are executed exactly as
intended while responses are within a specific range. In addition, constant supervision during the data collection
stage ensured a harmonised data collection process.
The dataset was further subject to a series of other checks during the data-editing stage in order to identify any
remaining incorrect or logically misleading data. Missing values were imputed using a hot deck methodology, by
considering donors according to district, age group and sex of respondents. The mode of the respective category
was then taken as the imputed value.
2.7 Data Analyses
Data was analysed through the Statistical Package for the Social Sciences (SPSS). Descriptive statistics were derived
from such data and categorised according to a number of sections relevant to this research. Inferential statistics
using Chi Square analyses were also computed to examine the strength and significance of the relationships
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between different variables. In order to simplify the reading of the results, details of such statistics are not reported.
However, when the term ‘statistically significant’ is used to describe differences or relationships, such description is
based on the results of inferential statistics.
Figures based on a small number of reporting individuals (less than 50) must be treated with caution as they may
not be statistically representative.

3. RESULTS
3.1 Unionisation in Malta
A series of measures were implemented to certify that optimum quality was achieved in this survey.
3.1.1 Trade union membership status
Out of all respondents, the majority (56.7%) have never been unionised (see Table 6). While a forth (24.5%) used to
be trade union members, nearly a fifth (18.8%) are still trade union members. There is a significant gender difference
in the trade union membership status; relatively more women than men have never been members of trade unions
or have been a member in the past but are not anymore. This is related to the fact that women are much less likely
to be in paid employment than men.
About a third (33.8%) of the employed respondents (excluding the self-employed) are currently trade union
members. Another 18.4% used to be trade union members but are not anymore. Unlike the situation among all the
respondents, there are no significant gender differences in trade union membership among employees.
Table 6. Trade union membership status

Older employees are significantly more likely to be unionised when compared to younger ones (see Table 7). While
only 23.5% of the youngest employees (aged 15-24) are members of trade unions, the figure increases to 38.6%
among the oldest employees (aged 45-64). While older male employees are significantly more likely to be unionised
than younger ones, there is no significant relationship between unionisation and age among female employees.
The unionisation of employees increases significantly with their educational level. Thus, whereas only 26.1% of
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employees with no formal/ primary/ secondary level of education declare to be trade union members, the figure
rises to 45.1% among employees with a tertiary level of education. An analysis of the results by gender indicates that
level of education is strongly related to membership among female employees, but less among male employees.
Table 7. Trade union membership by age and education – Employees only

The respondents’ occupation is significantly related to trade union membership (see Table 8). Professionals,
technicians and craft workers are the most likely occupational categories to be unionised, while armed forces,
elementary and agricultural and fishery workers are the least likely. When one examines trade union membership
by occupation and gender, one notes that males are similarly likely to be unionised whether they are in white, pink
or blue collar occupations. On the other hand, female blue collar workers are significantly less likely to be members
of trade unions when compared to those in pink or white collar occupations.
Employees on indefinite contracts are significantly more likely to be unionised than those on definite contracts
(35.8% and 24.4% respectively). When examining type of contract and trade union membership by gender, it
is apparent that while there are no strong differences among males, females are significantly more likely to be
unionised if they work on indefinite rather than definite contracts.
Employees on full-time contracts are also significantly more likely to be trade union members than those on parttime contracts. This result holds among both male and female employees.
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¹White collar workers consist of: Legislators, senior officials and managers; Professionals; Clerks. Pink collar workers consist
of: Service workers and shop and sales workers. Blue collar occupations consist of: Armed forces; Technicians and associate
professionals; Skilled agricultural and fishery workers; Craft and related trades workers; Plant and machine operators and
assemblers; Elementary occupations.

Table 8. Trade union membership by occupation and type of contract – Employees only

1
1

1

1

1

Treat with caution due to small sample size
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As can be seen in Table 9, respondents employed in the public sector are significantly more likely to be trade
union members than those employed in the private sector (55% and 22% respectively). The difference is similarly
significant among both male and female employees.
Trade union membership increases with the size of the company/organisation. Indeed, while only 6% of employees
in companies with less than 10 employees are unionised, the figure grows to 46.5% among respondents who work
in organisations employing 250 or more employees. The difference is substantial among both male and female
employees.
Table 9. Trade union membership by sector and organisational size - Employees only

1
1

Treat with caution due to small sample size

Trade union membership is also significantly related to the type of economic activity in which the employee works
(see Table 10). The most densely unionised economic activities are education (57.7% of the respondents in this
sector claim to be unionised), and health and social work activities (54.3%). On the other hand, employees in
professional, scientific, technical, administrative and support service (7.3%) and wholesale and retail trade, repair of
vehicles, accommodation and food service activities (10.1%) claim to be the least unionised.2
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Table 10. Trade union membership by economic activity – Employees only

One should note the difference between the economic sector consisting of ‘Professional, scientific, technical,
administrative & support service’ (listed in Table 10) and the occupational category of ‘Professionals’ (listed in Table
8). The findings between the economic sector and the occupational category diverge because the sector includes
several other occupations apart from professionals.
2
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3.1.2 Reasons for joining a trade union
As can be seen in Table 11 below, the main reason given for joining a trade union is to be protected from
discrimination, in cases of dismissal, overtime, promotions, and other benefits; this represents 39.8% of all reasons
given. A substantial number of respondents also join trade unions to maintain and improve their working conditions
including their pay (28.3%) and to be similar to other employees (19.9%). Women appear more likely than men to
join trade unions to be protected from discrimination and to be similar to other employees. On the other hand, men
appear more likely to join trade unions to maintain and improve their working conditions.
The reasons given by current employees for becoming a trade union member are in line with those given by all the
respondents.

Table 11. Reasons for joining a trade union1

2

2

1
2

More than one reason was given by some respondents
Treat with caution due to small sample size

3.1.3 Reasons for not joining a trade union
A variety of reasons were given by respondents for not being a trade union member (see Table 12). However, the
main reason is by far that they are not interested/ they don’t need a trade union/ or they believe that they can care
for themselves (61.8%). Another substantial number of respondents stated not to be unionised because they do not
have a trade union at the workplace. The reasons given by men and women are rather similar.
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Table 12. Reasons for not being a trade union member – All respondents1

1
2

More than one reason was given by some respondents
Treat with caution due to small sample size

Table 13. Reasons for not being a trade union member – All respondents1

1
2

More than one reason was given by some respondents
Treat with caution due to small sample size
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3.1.4 Coverage of collective agreements
Table 14 below indicates that 43.5% of the employed respondents have a signed collective agreement at their
place of work. This figure is influenced by the fact that over a fifth (22%) of the respondents are unsure about
this aspect. If one does not consider the latter group, the percentage of those who have a collective agreement
increases substantially to 55.8%. There is no significant gender difference in the respondents covered by collective
agreements.
Table 14. Availability of signed collective agreement at respondent’s place of work

Whether or not employees have a signed collective agreement in their organisation is not significantly related to
their age. However, the level of education of the respondents is related to the availability of a collective agreement.
Employees with a post-secondary or tertiary level of education are more likely to work in an organisation covered
by a collective agreement when compared to lower qualified employees. In fact while only 45.1% of employees
with none/ primary/ or secondary level of education work in organisations covered by a collective agreement, the
figure grows to 62.7% among those with a post-secondary or tertiary level of education3. Highly qualified female
employees are more likely to be working in organisations covered by collective agreements when compared to
highly qualified males.
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Table 15. Availability of signed collective agreements by age and education – Employees only

1

1

of employees

of employees
32.2
53.8
37.3
37.7
1

Treat with caution due to small sample size

As can be seen in Table 16, professionals, operators and assemblers, and technicians, are more likely to be working
in organisations covered by collective agreements, when compared to those in other occupations.
While 64.4% of employees in definite contracts work in organisations covered by a collective agreement, the figure
decreases to 54.4% among those on indefinite contracts – however, the difference between the two groups is not
significant. On the other hand, full-time employees are significantly more likely to work in organisations covered
by a collective agreement when compared to those who work part-time (58.4% and 36.6% respectively). Such
difference is stronger among female than male employees.

3

These results exclude ‘don’t know’ answers.
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Table 16. Availability of signed collective agreement by occupation and type of contract – Employees only

1

Treat with caution due to small sample size

While 86.7% of employees working in the public sector are in organisations covered by a collective agreement, the
figure drops significantly to 35.8% among employees working in the private sector (see Table 17). The difference holds
true among both male and female employees. On the other hand, the larger the private organisation, the more likely it
is to be covered by a collective agreement. Indeed, the chances of being covered by a collective agreement increase
from 3.7% in private organisations with less than 10 employees to 71.6% in companies employing 250 persons or more.
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Table 17. Availability of signed collective agreement by sector and organisational size - Employees only

As can be seen in Table 18, the large majority of employees working in education, health & social work activities and
public administration have collective agreements in their organisation (83.5%, 80% and 72.5% respectively). On the
other hand, few employees in wholesale, retail, repair of vehicles, accommodation, food service, and professional,
scientific, technical, administrative & support service work in organisations covered by a collective agreement (16.1%
and 23.1% respectively).
Table 18. Availability of signed collective agreement by economic activity – Employees only

Treat with caution due to small sample size

2
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3.2 Attitudes Towards Trade Unions
3.2.1 Satisfaction with work done by trade unions
Nearly half of the respondents (45.5%) are satisfied with the work done by trade unions in Malta. However, over a
third (36.8%) are unsure (see Table 19). Women tend to be significantly less sure than men about such matter.
Employees’ results follow the same trends of the results among all respondents. However, the ratio of ‘don’t know’s
is smaller among employees.
Table 19. Satisfaction with work done by trade unions in Malta

Table 20 indicates that unionised employees are significantly more satisfied with the work done by trade unions
when compared to non-unionised employees (59.8% and 41.6% respectively). This difference is strong among both
male and female employees. A larger percentage of non-unionised employees do not have an opinion on such
matter when compared to unionised employees.
Table 20. Satisfaction with work done by unions by unionised vs non-unionised employees

2

1

Treat with caution due to small sample size
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Employees’ age and their level of education are not significantly related to the level of satisfaction with the work
done by trade unions (see Table 21). In other words, younger and older employees, and lower and higher qualified
employees are similarly satisfied with the work done by trade unions.
Table 21. Satisfaction with work done by trade unions by age and education – Employees only

The employees’ occupation and type of contract are not significantly related to their level of satisfaction with the
work done by trade unions (see Table 22).
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Table 22. Satisfaction with work done by trade unions by occupation and type of contract – Employees only

1

Treat with caution due to small sample size

As can be seen in Table 24, employees working in the public sector are only slightly more likely to be satisfied with
the work done by trade unions when compared to those working in the private sector – the difference between
the two groups is not significant. On the other hand, whereas women working in smaller private organisations are
significantly more satisfied with the work done by trade unions when compared to women working in larger private
organisations, the opposite is true among men.
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Table 23. Satisfaction with work done by trade unions by sector and organisational size - Employees only

1

Treat with caution due to small sample size

Employees in education, and health and social work activities are the most satisfied with the work done by trade
unions (58.8% and 58% respectively stated to be satisfied). On the other hand, employees working in information,
communication, transportation, storage, and manufacturing are the least satisfied with such work (30.7% and 30.2%
respectively stated not to be satisfied).
Table 24. Satisfaction with work done by trade unions by economic activity – Employees only
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3.2.2 Reasons for lack of satisfaction with the work done by trade unions
Table 25 indicates that the main reason why respondents are not satisfied with the work done by trade unions in
Malta is the belief that trade unions do not truly help or provide for the needs of employees (53.4%). Considerably
more women than men hold this view. The second most common reason is that unions are perceived to be politically
partisan (22.4%). Considerably more men than women hold this view. The third reason given is that trade unions are
perceived to be driven by their personal interest or the agenda of the people they know (9.3%).
Table 25. Main reason for lack of satisfaction with work done by trade unions in Malta –
All respondents

1

Treat with caution due to small sample size

As can be seen in Table 26, gender differences regarding the main two perceived reasons for lack of satisfaction
with trade unions are stronger among employees than among all respondents.
Table 26. Main reason for lack of satisfaction with work done by trade unions in Malta – Employees only

1

Treat with caution due to small sample size
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3.2.3 Role of trade unions in Malta
Table 27 indicates that the majority of the respondents believe that trade unions play an important role in Malta in
protecting the rights of workers at the workplace (70.9%), in contributing to national debates (69.0%), in seeking
unity among workers (68.4%), and to a somewhat lesser extent, in offering individual services to their members
(57.0%). When compared to men, women are slightly less sure about the role being played by unions in Malta.
Table 27. Whether trade unions play an important role in Malta – All respondents

The results among employees follow the same trends of the results among all respondents (see Table 28). However,
understandably, the ratio of ‘don’t know’s diminishes in size.
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Table 28. Whether trade unions play an important role in Malta – Employees only

3.2.4 Help sought from trade unions
Out of all respondents, about a quarter (24.1%) sought help from trade unions (see Table 29). Men are significantly
more likely to have sought help from trade unions when compared to women. This appears to be related to the fact
that women are much less likely to be employed than men.
Nearly a third (30.0%) of all employees admitted to seeking help from a trade union. There is no significant gender
difference regarding employed respondents. On the other hand, over half (54.2%) of the unionised employees
sought help from trade unions.
Table 29. Help sought from trade unions

4
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Table 30 indicates that older employees are significantly more likely to have sought help from a trade union when
compared to younger employees. Indeed, while 44.7% of those in the 45-64 age bracket sought help from a trade
union, the figure drops to 10.1% among those in the 15-24 age bracket. The more qualified employees are also
more likely to have sought help from trade unions than the less qualified ones. While only a fourth (25.2%) of the
employees with none/ primary/ secondary qualifications sought help, the figure increases to over a third (36.2%)
among tertiary educated employees. When focusing on gender, it is observed that the relation between level of
education and help sought from trade unions is only significant among female employees. In other words, whereas
the more qualified female employees are more likely to have sought help from trade unions than the less qualified
ones, no such relationship exists among male employees.
Table 30. Help sought from trade unions by age and education – Employees only

Operators and assemblers, professionals and technicians are more likely to have sought help from trade unions
when compared to respondents in other occupations (see Table 31). Besides, respondents in full-time and indefinite
contracts are more likely to have sought help from trade unions when compared to respondents in part-time and
definite contracts.
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Table 31. Help sought from trade unions by occupation and type of contract – Employees only

1

Treat with caution due to small sample size

Table 32 indicates that employees working the public sector are more likely to have sought help from trade unions
when compared to those working in the private sector. Besides, employees working in larger private organisations
are also more likely to have sought help from trade unions when compared to those working in smaller private
organisations.
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Table 32. Help sought from trade unions by sector and organisational size - Employees only

1

Treat with caution due to small sample size

As can be seen in Table 33, while employees in health, social work activities, education, and public administration
are the most likely to have sought help from trade unions, those working in wholesale, retail, repair of vehicles,
accommodation, food service and in professional, scientific, technical, administrative and support service are the
least likely to have done so.
Table 33. Help sought from trade unions by economic activity – Employees only
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