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Abstract

The study sought to find out how being a membea tfade union affects the satisfaction of employadate
Cape Coast and Takoradi Metropolis derive fromrtfodds and also how it influences their commitmintheir
organizations. In other words, the study examinduektiher unionized employees were more satisfied and
committed to their organizations than non-unionieetployees. The research design employed for tiiy stas

the descriptive survey. A total of 400 respondemtse sampled from various financial institutionss(irance
and banking institutions), using the systematicdoan sampling procedure. The respondents includet 22
unionized employees and 176 non-unionized employ&he instrument used for the study was a set of
questionnaire consisting of the Weiss et. al 2GriMinnesota Satisfaction Questionnaire and Alled ®teyer
18-item organisational commitment scale. The dawewanalyzed using both descriptive and inferential
statistics to answer and test the research questiod hypotheses. The main findings of the studicate that
87% of the respondents believed that union memigeistimportant. Again, the findings suggest thattbe
average, unionized employees were more satisfigd thieir jobs that non-unionized employees, but-non
unionized employees were more committed to thejanizations than the unionized employees. Howeviast

of significance indicated that the two groups dad significantly differ in terms of their commitmeand job
satisfaction. The findings were discussed and gp@te recommendations were made.
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1.0 INTRODUCTION

1.1 Background to the Study

The term unionization is reflected in the total egsion of Ghanaian workers - both from the puktid private
job sectors. Beginning in the renaissance and ointiy into the present day, employees have alwaysd their
income to be insufficient (Peter Hart, 2006). Alas,the whole world finds itself in a serious eaoitturmoil,
the pendulum has swung from employers increasieg@ tiole to trimming down role towards employees. |
order for employees to fight for their right anélixdeserved income, they resorted to forming trawien as it
will be easier for them to bargain as a group thettividuals and this is in line with the literallyroverbial
translated saying “It is more difficult to breakanch of broom sticks than a single broom stick”.

According to Armstrong (1999; 694), trade unionsénhaxisted to “redress the balance of power
between employers and employees.” In other wondi®ns exist to let management know that they catadat
workers for granted and that there will be, fromdito time, alternative views on issues affectingpleyees.
Thus, Trade Unions are voluntary organisations &by workers to fight for improved economic andrkvo
conditions of their members at work.

A union has been defined as “a continuous assoniaif wage earners for the purpose of mainly
maintaining or improving the conditions of their skimg lives” (Webbs, 1920). Dunlop (1984) further
elaborated on the efforts of trade unions by citlmat they are primarily concerned with industjiaisprudence
— being involved in grievance and arbitration puhges, rules governing promotion, transfers, diswp
dismissals, etc.—and the economic regulation ofleynpent — regulation of salaries, benefits, workinagyirs and
terms of the wage—work bargain. Under the Labour65d, a trade union means any association of wsykiee
principal purposes of which are to promote andgmiotheir economic and social interests (Labour 2803).

From all these different definitions, it is evidehat the fundamental purpose of a trade unioa &ffer
its members protection and defence from the aritaation of management, and the economic systetimrwi
which they are employed.

Although Unionization in Ghana dated back in 194fer a successful strike by the country’s workers
which triggered a series of successful collectiggoas during which some few permanent organisatiwere
found, and afterwards, other Unions like The Gahd &ilver Smith’s Association, The Colony and Adhan
Motor Union, The Carpenter and Maison Union wesodbunded in 1920.Their aims were not fully resdis
until the constitution of the republic of Ghana wadorced to amend some of the old laws relatetiatde
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unions like the act which prohibits civil servaffitsm joining or organizing a trade union - InduatrRelations
Act (IRA) of 1958.

Moreover, Ghana joined the International Labour d@igation in 1957 and immediately the
Convention Peoples Party (CPP) Government ratifieghy of the ILO Conventions including the ‘core’
Conventions that guarantee workers the right aeldiom to form or join unions (Convention No. 8%k tight
to collective bargaining (Convention No. 98), atiohi of forced labour (Conventions Nos. 29 and 1@&d
equal treatment (Conventions Nos. 100 and 111).yMdmer ILO Conventions that sought to promote stdal
harmony and welfare of workers were also ratifidese included Conventions on hours of work in gtdy
weekly rest, minimum wage fixing, labour inspectionderground work by women, employment servicghti
work by women, social policy, working environmentild labour, labour administration, and many osher
Ghana ratified 46 ILO Conventions in all but wemdyofortified after the Constitution of Ghana, 19%2ame
into force (ILO Decent Work Pilot Programme, Ghana)

The Constitution of Ghana, 1992, came into force 70lm January, 1993. Its Chapter 5 covers
“Fundamental Human Rights and Freedoms”. Sectid@)1states that “Every person in Ghana, whateveir th
race, place of origin, political opinion, colougligion, creed or gender shall be entitled to thedamental
human rights and freedoms of the individual corgdiin this Chapter, but subject to respect forritets and
freedoms of others and for the public interestéctibn 21 sets out general freedoms such as freedepeech.
Section 21(1)(e) guarantees every person the righiork under satisfactory, safe and healthy dioos, and
the right to receive equal pay for equal work withdistinction of any kind. Workers are further argsl of rest,
leisure and reasonable limitation of working hoansl periods of holidays with pay, as well as rematien for
public holidays. The Constitution also provides fbe right of workers to form or join trade uniof their
choice for the promotion and protection of theiomemic and social interests; forced labour is grvdd. Thus
“Every worker has the right to form or join a tradeion of his choice for the promotion and protctof his
economic rights and social interests”.

There are two national trade union centres in Gh#ra Trades Union Congress of Ghana and the
Ghana Federation of Labour. Ti&hana Federation of Labour (GFL) is a national trade union centre of
Ghana, affiliated with the International Trade UmiGonfederation. The Trades Union Congress (TUGhef
Ghana is the main umbrella organization for tradmm activities in Ghana. The membership of otladrolr
organisations outside the TUC family is currentfjimated at around 300,000. This means out of amated
formal sector workforce of 1.2 million about twathis unionised. This represents just about seyereent of
the total labour force in Ghana which is estimatedi2 million.

Ghana TUC offers policy interventions for propebdar market policies, education and knowledge
empowerment of its membemBecause of the influences of the neo-liberal petiaf free market that “promote
firing of workers without any reason”, there hawaeh cases where employees were dismissed withasnms.

In order to curtail the repetition of such occunes, Ghana Trade Unions have been advocating tifieation

of the ILO Convention 158 which provides that anptyee’s job should not be terminated without r@aso
(TUC Bulletin, 2009:2). Additionally, Ghana Tradenidns have been consistently advocating sociabdisg as
one of the key pillars of the ILO Decent Work agerhd against steps of employers to use the ecormisis

to blackmail workers and governments to acceptuafiexibility and wage freezes to weaken laboanstards.
In 2006, Ghana labour movement played a criticl i ensuring the introduction of a new pensiom, lpassed
in 2008 and new Pay Policy which is expected tat gtaJuly, 2010. With the new public sector paforens, the
government intends to put all public sector workersone salary structure called the Single Spinarga
Structure to address Ghana'’s salary inequities.

What is more is that, presently the total membersiitrade unions in Ghana has over 500,000, which
guarantees union members to bargain for bettegesvavork hours, benefits, workplace health andtgaand
other work-related issues. How then, does traderuniembership affect job satisfaction and orgaiunat
commitment of employees in the various organizationGhana?

Job satisfaction could be defined as positive fiegli that employees have towards their jobs
(Schermerhorn, Hunt and Osborn, 1997:98) or satisfa and loyalty that employees have towards tjotis
(George and Jones, 1996:66-67; Moorhead and Griff@95:64). Job satisfaction is an employee’s gdner
attitude towards his job (Robbins, 1986:104) anthdaerved the events and/or elements which anmmeel
attaches importance. Besides individual variabkesdender (Vaydonoff, 1980:178; Hulin and Smitt67§ age
(Lee and Wilbur, 1985:782), marital status, edwusat@nd personality (King et al., 1982:120) wager{&n
1979), promotion (Jamal and Baba, 1991), workingdéions (Near et al., 1984), job and jobs’ chagastics
(Robbins,1991:172) also affect job satisfactiore¢f&in,1993: 37).

According to Meyer et al. (2002), job satisfactisna determinative of organizational commitment.
Based on the multidimensional nature of organimaiccommitment, there is growing support for a ¢are
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component model proposed by Meyer and Allen (19%l).three components have implications for the
continuing participation of the individual in theganization. The three components are:
Affective Commitment: Psychological attachment to organization.
Continuance Commitment: Costs associated with leaving the organization.
Normative Commitment: Perceived obligation to remain with the organzati

The main difference between organizational commitmeand job satisfaction is that while
organizational commitment can be defined as thetiema responses which an employee has towards his
organization; job satisfaction is the responset dnaemployee has towards any job. It is considénatithese
two variables are highly interrelated.
1.2 Statement of the Problem
Although a wide variety of studies have been urademn to explore the nature of the relationship betwjob
satisfaction and employee commitment of trade ummamber employees as well as non-member employees,
Schwochau (1987) still believes that the relatigmsbetween union membership and satisfaction and
commitment are complex and still not fully undecstoHence, this study is to find out the naturdeetxor
degree to which unionization affects job satistaté&nd employee commitment.

Also in the Ghanaian setting, a few studies oraedes have been done in the area of relationship
between unionization, employees’ job satisfactiod arganisational commitment.
1.3 Purpose of the Study
The purpose of this study was to investigate anscrilze the effect of unionization on employees’ job
satisfaction and organisational commitment. Thalstalso investigated how age and gender relatejtio
satisfaction and the specific subscales of the BEota Satisfaction Questionnaire (MSQ).
1.4 Research Question/Hypotheses
This study answered one research question analib&ving 4 hypotheses.

Research questionl. How do employees perceive unionization in eganisation?

Hypotheses:
H;: Male and female employees will differ in termstloéir Job Satisfaction.
H,: There will be Gender difference in employees’ @rgational Commitment.
Hs: Unionization has a significant effect on emplag/elob Satisfaction.
H,: Unionization has a significant effect on orgatimaal commitment of employees.

2.0 Literature of Related Review
This section presents literature relevant to thecept of job satisfaction and organizational commeitt, and
how employees’ associations facilitate or otherligese work attitudes.

Job satisfaction and organizational commitment haeeived considerable attention from industrial
and organizational psychologists, management ssigntand sociologists over the years. Building tha
theories of Maslow, Frederick Hertzburg (1974) ssigd that the work itself could serve as a pradciource
of job satisfaction. His approach led to the afeeationed two-continuum model of job satisfactionenéjob
satisfaction was placed on one continuum and jebatiisfaction was placed on a second. Hertzbeng'sry
recognized that work characteristics generated ibgatisfaction were quite different from those tedaby
satisfaction. He identified the factors that cdmite to each dimension as “motivators” and “hygierfighe
motivators are intrinsic factors that influenceisfattion based on fulfiiment of higher level neesh as
achievement, recognition, and opportunity for giowEhe hygiene factors are extrinsic variables thath as
work conditions, pay, and interpersonal relatiopsithat must be met to prevent dissatisfaction. Whagiene
factors are poor, work will be dissatisfying. Howey simply removing the poor hygiene does not exuat
satisfaction.

Similarly, when people are satisfied with their johotivators are present, but removing the motigto
does not automatically lead to dissatisfactioneBgally, job satisfaction depends on the extrim$iaracteristics
of the job, in relation to the job’s ability to fillones higher level needs of self-actualizatiblence, the two
continuum model of Hertzberg's Motivator-Hygienettas theory.

Process theories attempt to explain job satisfadiip looking at expectancies and values (Gruneberg,
1979). This theory of job satisfaction suggests tharkers’ select their behaviours in order to ntbeir needs.
Within this framework, Adams’ (1963) and Vroom (P9&ave become the most prominent theorists. Stacy
Adams’ suggested that people perceive their joh asries of inputs and outcomes. Inputs are fastach as
experience, ability, and effort, while outcomeslie things like salary, recognition, and opportniThe
theory is based on the premise that job satisfadsi@ direct result of individuals’ perceptionshaiw fairly they
are treated in comparison to others. This “equigoty” proposes that people seek social equithénrewards
they expect for performance. Vroom’s (1964) theofyjob satisfaction was similar in that it looketl tae
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interaction between personal and workplace vari&gbtewever, he also incorporated the element okerst
expectations into his theory. The essence of Heerty is that if workers put forth more effort goerform better
at work, then they will be compensated accordinBligcrepancies that occur between expected compensa
and actual outcome lead to dissatisfaction. If @yges receive less than they expect or otherwieateif they
have been treated unfairly, then dissatisfactiory mecur. Conversely, overcompensation may also lead
dissatisfaction and the employee may experiencénémeof guilt. The compensation does not have ¢o b
monetary, but pay is typically the most visible andst easily modified element of outcome.

2.1 Determinant of Job Satisfaction

A review of the literature shows that numerousialdes have been investigated in their relationgbigob
satisfaction. These variables include demographta de.g. age and gender) intrinsic features ofidhe(e.g.
recognition, advancement, and responsibility), amttinsic variables (e.g. salary, supervision, avatking
conditions).

2.1.1 Age

Research has often focused on age as a factoeiitilg job satisfaction. Available literature istewhat
inconclusive however, with some studies showingsigmificant impact (Miller, 1985: Brown, 1998), sem
showing a gradual linear increase of satisfactienage increases (Hulin, 1963; Weaver, 1980; Anderso
Hohenshil& Brown, 1984; Sutter, 1994), and somggssting that satisfaction is curvilinear and cleang
throughout the lifespan of the employee (Hertzbetrcal., 1957). Generally speaking, job satisfactiends to
increase gradually with age (Spector, 1997). Herglet. al, (1957) attributes this trend to thet that job
expectations tend to become more realistic as graploage and mature. This pattern may change t@ aho
relative decline in satisfaction after age 55 (Je®@90), but this may be linked to the decreadegsical energy
and enthusiasm that may accompany the aging pro&&ds many studies fail to show this late-caréeln
satisfaction drop-off, and Quinn, Staines, and Mkiigh (1974) reported that older workers remaitiséad
because of promotions and acquiring more desiamé&ions within organizations.

2.1.2 Gender

Gender has also received a great deal of attentiojpb satisfaction studies, but again the reseadsch
inconclusive. In 1997, Thompson and McNamara regievall job satisfaction studies published in the
Educational Administration Quarterly over the psistyears and showed no significant difference ketwmale
and female satisfaction levels. Smith, Smitz, amg,H1998) arrived at similar insignificant findimgintil they
compared the gender of the employee to the gentléheoemployer. They found that women were more
significantly more satisfied than men in small camgs with female supervision, while males were
significantly more satisfied in larger companieshwmale supervisors. The inconsistencies, accgrdin
Gruneberg (1979), are closely linked to differenap®ng expectations, respect, promotional prospsalary,
social interactions, and coping strategies of mates females and the jobs they often hold. Otheggest that
men are more satisfied with their jobs than womenalise of unequal treatments in the workplace,tlaaid
under equal work conditions, women are more satisfiith their jobs than men.

2.1.3 Salary

Many researchers have identified salary as a fuetal variable in the study of job satisfactionil(&d, 1985;
Derlin and Schnieder, 1994; Solly and HohenshiB&)9Furthermore, the relationship between salady jabh
satisfaction has been addressed by virtually &llgatisfaction studies in the last 80 years. Altiothe earliest
research suggested that salary was not a sigrtifipeaalictor of job satisfaction (Hoppock, 1935; tiberg,
Mausner, Peterson and Capwell, 1957), later stuokgmn to suggest that salary was a factor updertain
point in an employee’s career (Hertzberg, 1966).reMeoecent studies have generally shown a positive
relationship between pay and job satisfaction (sued al, 1990; Lee and Wilbur, 1985; Rhodes, 1983;
Kanungo, 1982), but the relationship seems to tdeetl more to perceptions of equity and fairnesa taual
dollar amount (Hulin and Smith, 1965; Spector, )9%¢tcording to Adams (1965), employees must faat t
there is an equitable balance between the amouwbdé performed and the compensation received.thero
words, if a worker feels that the compensationtisee too large or too small for the amount of wpekformed,
dissatisfaction may occur.

2.1.4 Interpersonal Factors

Within the context of job satisfaction researcheipersonal relationships are the elements thatengkthe
social and support network of the employee. Thésments include the relationship with one’s supsiithe
social interaction with co-workers, and even theriactions with clients and/or customers. Accordm@rown
(1998), employee supervision and interaction hagenbfound to be the two most significant interpeeto
factors when looking at job satisfaction. As fackas the Hawthorne Studies of the 1920’s, resdamstshown
that workers who belong to a social group and Heeedships on the job tend to be more satisfiedyivard,
1986). Maynard suggests further that employees latlo social support at work experience more strieage
less coping techniques, and are generally lessfisati Fellow employees can satisfy many sociadagand
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sympathetic and supportive co-workers can incrgalsesatisfaction (Green, 2000). The nature of suipiEem

provided can also have a significant impact ongabsfaction. Studies have shown that employees helve
positive interactions with supervisors are gengnalbre satisfied at work (Bruce and Blackburn, 1,98@om,

1982).

2.1.5 Intrinsic Factors

As aptly put by Bruce and Blackburn (1992), irgitnpart of peoples’ lives “is often our sourcedgntity and
at times our reason for being” (p. 4). Aside deqesy, economic security, and other extrinsic amjitade

rewards of employment, the intrinsic aspects ofkname also relevant to the study of job satisfarctiotrinsic
factors are employees' affective reactions to the such as their satisfaction with the freedony thave to
choose their own methods of working, the recognititat they receive for good work, and the oppatyuhey

have to use their ability. Intrinsic factors magalnclude perceived respect and responsibiligk teriety, and
meaningful work. These personally rewarding infdnfactors have demonstrated a significant impacfab

satisfaction in many studies (Hertzberg et. al57190'Driscoll& Randall, 1999, Locke, 1976, Valewi &

Dick, 1988).

McCue and Wright (1996) found that job satisfactisnenhanced by the value placed on one’s
professional role and identification with that robeit negatively affected by choosing the job beseatewards
are extrinsic (external to the work itself, suctfellw workers, salary, or promotion opportunijies
2.2 Trade Unions and Job Satisfaction
The relationship between job satisfaction and trawien membership has been a significant area s#areh.
Various authors have investigated and commentethisnarea of research through different perspestiaad
have come up with conclusions that vary from thafsthe others.

Heywood, Siebert and Wei (as cited in Artz, 201@dt to find out the nature of the relationship
between trade union membership and overall jolsfsation in their study by using waves 1991-1998tish
Household Panel Study and controlling the sortihglissatisfied workers in trade union jobs. Thewrfd a
negative relationship between trade union membgrahi job satisfaction. Kochan and Helfman (198by
Borjas (1979) carried out their research by usirsglé union membership as a variable and came to the
conclusion that there was a significant negativatienship between union membership and job satisia.
However, Bryson, Cappellari and Lucifora (2004)k@oslightly different approach and examined theleyer
- employee data from the 1998 British Workplace Exype Relations Survey (WERS). They sorted disadis
workers among union members and reported that thexe no negative relation between trade union
membership and job satisfaction, implying that afisfied union members would report job dissatisfac
irrespective of their union status (Bryson et. aDP4). These conflicting outcomes of the varietystudies
further emphasize the need for an alternate appradich could explore this relationship from aniegty new
angle.

Berger, Olson and Boudreau (1983) also focusedr thidy on particular components of job
satisfaction and suggested that the union memigeestd the job outcomes (pay, job security, jobcstme, etc)
received by workers are positively related withreather. Thus, if factors such as wages and emplbgaefits
are taken into consideration, the negative impdctiroonization on job satisfaction drops (Lange02)
Likewise, Labour Force Survey (2009), showed thatdarnings of the union members were 15.3 perrerg
than the earnings of the non-union members, - £1B8e8 hour for union members as compared to £13e80
hour for non-union members (Barratt, 2009). We ekpad postulate therefore that unionised employergd
be more satisfied than non-unionised employees.

However, Schwochau (1987) and Meng (1990) usednunivage and job satisfaction variables
simultaneously in their research and came to alasion that union membership and job satisfacti@renin
fact negatively related (Renaud, 2002). Besidet) Beeeman (1978), using the National Longitudsaley of
Mature Men. Borjas (as cited in Artz, 2010), in ki®ss section estimation of the Panel Survey obiime
Dynamics, also concluded that there was a negptiviéal correlation of union membership on job sfatition.
Just like the debate over the nature of the relatip of job satisfaction and trade union membershie debate
over the nature of the relationship of pay satisfac(a component of overall job satisfaction) daratle union
membership has not come to a conclusive end, agtdidints the need for further research to be cotetlin
this field by the adoption of new approaches.

Similarly, Gordon and Denisi (1995) also focuseeirthstudy on a particular component of job
satisfaction, and studied union and non-union mesmb@rking in the same working environment, andnfibu
that the cause of dissatisfaction was poor workémyironment, as both the groups reported simildr jo
satisfaction (Artz, 2010). Supporting this, Bended Sloane (as cited in Renaud, 2002) concludedifthiae
poor working conditions were controlled, union dissfaction would experience a significant fall.rff@rmore,
in 2002, Renaud conducted a study to verify thevansality of such a relationship and confirm theutes of
Bender and Sloane’s study by using Canadian datafiading similar results (Artz, 2010). All theséudies
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show that having good working conditions is an esaecomponent of overall job satisfaction, thus/ould be
used in this study to explore the nature of thati@hship between overall job satisfaction and dracion
membership. Lastly, According to Pfeffer & DavisaRé (1990), “the voice hypothesis argues that linétion
politicize the work force and make workers mordical towards the workplace and more willing to qdain
about problems. Again, the various studies failctome to a consensus with respect to the naturdeof t
relationship between job satisfaction and trademmembership.

2.3 Unionisation and Organizational Commitment

Guest (1991) observes that high organizational ciomemt is associated with lower turnover and absgbat
there is no clear link to performance. It is prdgafise not to expect too much from commitment aseans of
making a direct and immediate impact on performaticés not the same as motivation. Commitment is a
broader concept and tends to withstand transitepgets of an employee's job. It is possible to ibsatisfied
with a particular feature of a job while retainiageasonably high level of commitment to the orgatidn as a
whole. When creating a commitment strategy, Armmgr¢1999) asserts that ‘it is difficult to deny thiais
desirable for management to have defined stratggigls and values. And it is equally desirable from
management point of view for employees to behawe way that support those strategies and valuesdtitig
commitment includes communication, education, trgmrogrammes, and initiatives to increase invoigat

and ownership and the development of performandereward management systems. Studies on commitment
have provided strong evidence that affective anthative commitments are positively related and icm@ince
commitment is negatively connected with organizaiooutcomes such as performance and citizenship
behaviour (Hackett, Bycio, and Handsdoff, 1994;18lemd Wayne, 1993).

The relationship between employee commitment aadetrunion membership has also been an
important area of research. Various authors havesiigated and commented on this area of researobgh
different perspectives, and have come up with aeichs that vary from those of the others. Rozhowasd
Hulin, (1992: 126-130) tried to untangle the natofethe relationship between trade union membersimigh
employee commitment in their study by using experital research. In the end they found that empkyee
undertook specific changes in their behaviours-iaimg in their respective jobs and also trying tifeet
changes on their job- that attempt to alter thekwsituation and came to the conclusion that theas &
significant relationship between union membershigd amployee commitment. Further, Roznowski and rHuli
maintain that low levels of employee commitmentateeone of four types of undesirable behaviourstFir
dissatisfied individuals may attempt to increade gutcomes by stealing, using work time to purseesgnal
tasks, or by moonlighting. Second, they may withdfaom the job psychologically as manifested intsuc
behaviour as not attending meetings, drinking om jttb, or wandering about trying to look busy. Thir
dissatisfied employees may practice behaviourahdwitwal from the job as in absenteeism, turnovegasly
retirement. Finally, employees may undertake specifange behaviours that attempt to alter the gdtlation.

Cole (1971) also found that Japanese workers doatethigh on measures of employee commitment
when compared to workers in other countries sudh@s).S. However, Japanese workers score “battethe
measures usually hypothesized to result from hidéwzls of employee commitment. Japanese workeve ha
lower rates of absenteeism, work longer hours @negge, and seldom use all of their allotted vaodiime than
American workers. It has been argued that suclkerdiffces are due to higher levels of commitmentaipadese
workers to the economic success of their firms Wwhie unions enforce (Lincoln & Kalleberg, 1990).

From what is discussed so far, it is clear that vaArious studies fail to come to a consensus with
respect to the nature of the relationship betwagarozational commitment and trade union membersHiys
study therefore sought to explore further how iheasion is in Ghana.

3.0 Methodology

3.1 Research Design

The design for the study was a survey. A surveyrssearch design used to gather information ahdividuals
through self-reports from study participants. Avey can be administered in a couple of differeaysv In one
method, a structured interview, where the researabks each participant questions and recordsetbgonses
could be used. Another method involves the use wéstionnaire where the participant completes the
questionnaire on his or her own. In this reseattod,questionnaire type was used due to the follgwéasons:
Questionnaires allow researchers to collect a laag®unt of data in a relatively short period of dim
guestionnaires are less expensive than many o#itercdllection techniques, yet provide reliableultss if it is
well standardized and validated.

3.2 Sample and Sampling Procedure

The total number of employees are used for thearekewere 400, consisting of 236 (59%) males andl 16
(41%) females. Their ages range from 18 years tgea®, with 224 (56%) of the employees belong tmnmin
their organisation, and the remaining 176 (44%)ewan-union members (see table 1).
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From Table 1, out of the 224 unionised employe@2 &f them were males and 92 of them were
females. With a total number of 176 non-unionisetpleyees, 104 of them were males and 72 of thene wer
females.

3.3 Instrument

The guestionnaires used for the study were adapiddput into three sections. The section (A) dedh the
background information of the respondents. Sedf®)rconsisted of Weiss, Dawis, England, & Lofquis967)
twenty (20) items Minnesota satisfaction questiarahe MSQ is designed to measure specific aspEcan
employee's satisfaction with his or her job, angritvides more information on the rewarding aspetts job
than do more general measures of job satisfactiba. MSQ is a gender-neutral, self-administered papé-
pencil inventory that is written on a fifth-gradevél. It is rated on a standard five-point respossale.
Response choices are “Very Satisfied”, “Satisfie¢d, (Neither Satisfied nor Dissatisfied), “Disssfted” and
“Very Dissatisfied.” The short form is less timensaming- it can be completed in about 5 minutedentie
long form can be completed in 15 to 20 minuteschemwe used the short form base on its advantagetbe
long form.

We adapted the MSQ because it accurately measibesfisfaction, and identifies specific areas itmatact
performance and human behaviour in the workplads.dlso highly valid and reliable, easy to usesyeto
understand and applicable to any organization fug ihanagers, supervisors, or employees.

Section (C) comprises of two parts, tihet fpart consist of eighteen items and soughdrmétion on the
nature and degree of commitment using Meyer andnAtirganizational commitment questionnaire (OCQg T
studies used Meyer and Allen questionnaire becafigepsychometric properties of the scales, palédy its
validity and reliability and it ability to measummmitment in those three areas (affective, coaiice and
normative). The OCQ was also adapted because utraety measures employees’ commitment and ideatifi
specific areas of human behaviour in the workpl&cethermore, it is highly valid and reliable, easyse, easy
to understand and appropriate for any organizafidme second part also sought information on theqrex
philosophy affecting unionization.

3.4 Data Collection Procedure

The set questionnaire was administered persormflythe researchers. We met managers of the various
insurance institutions with an introduction letfeom the head of Department of Educational Fouiohasti
University of Cape Coast for permission to condihet study. The administration of the questionnaient
smoothly and it took 21 days to get it done. In 480 questionnaires were distributed and 400 wetréeved.
Hence, the returned rate was 88.89%.

4.0 Results and Discussion

The study sought to answer one research questsitesathe research hypotheses. Research questias 1
about employees’ perception of the importance obnimation. The table below presents the results of
respondents’ perception of the importance of uziatnon.

The result presented in table 6 shows that 348(83®%4he employees perceived unionization to be
important whiles only 52(13%) of the employees pared unionization not to be important. This cobkl as
result of the active role unions play in grievarmed arbitration procedures, rules governing proomoti
transfers, discipline, dismissals, and the econdreiefits, working hours and terms of the wage-kwi@argain.

The results further indicate that 196 (56.3%) afsth who believe that unionization is important were
males and 152(43.7%) were females (see table 3)

Hypothesis 1 involved the test of gender differemterespondents’ Job Satisfaction. Gender was
hypothesized to influence Job Satisfaction of elygds. To test this hypothesis, the independent Isantyest
was used. The result (table 9) indicates that these no significant difference between males (M433.
SD=10.21, d =-1.91) and females’ (M= 75.31, SD=34DJob Satisfaction.

Hypothesis 2 also involved the test of gender diffiee in Organizational Commitment. The results
presented in table 8 above again indicate thate reahployees (M= 55.91, SD=8.98, d =.60) and female
employees (M=53.31, SD= 8.95) did not statisticdifffer in terms of their commitment to their orgsations.
The study further went on to explore gender diffieeein the various component of organisational cdment
(Affective, Continuance and Normative Commitme#tyain, there was no significant gender differencamy
of the three component of Organizational CommitmElypothesis two was therefore not supported. Tmade
and females did not differ significantly in term&tbeir commitment to their organisations. The euatrstudy
supports the findings of Thompson and McNamara 7),98nd Smith, Smitz, and Hoy, (1998) who also tbun
no significant difference between male and fematestaction levels.

Hypothesis 3 involved the test of the effef Unionization on Job Satisfaction. The resitftgable 10
indicate that, there was no significance differentdJnionized and non-unionized employees’ levelJob
Satisfaction. The mean and standard deviationarimmized employees and non- unionized employez$\ar
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74.28, SD = 10.51, d= .54) and (M=73.88, SD= 10r@3pectively.

Hypothesis 4: “Unionization has a significant effem employees’ organizational commitment,” was
also tested using the independent samples t-tést.r@sult indicated that there was no significaffence
between unionized and non-unionized employees’rizgéional commitment. Further, the sub-componémts
Organizational Commitment were also tested andréiselts indicate that there was no significantedéhce
between unionized and non-unionized employees vefipect to any of the sub-categories of organizatio
commitment.

Researchers like Heywood, Siebert and Wei (2002)rted from their findings that Trade Union had
negative effect on Job Satisfaction. Kochan andriat (1981) and Borjas (1975) carried out theieagsh by
using trade union membership as a variable and ¢antiee conclusion that there was a significantatieg
relationship between union membership and jobfaatisn.

However, Bryson, Cappellari and Lucifora (2004)ka@oslightly different approach and examined the

employer - employee data from the 1998 British WWitake Employee Relations Survey (WERS). They report
that there was no negative relation between tratienumembership and job satisfaction, implying that
dissatisfied union members would report job dis$adition irrespective of their union status (BrysGappellari,
& Lucifora, 2004). Berger, Olson and Boudreau (19830 focused their study on particular componehisb
satisfaction and suggested that the union memigesstd the job outcomes (pay, job security, jobcstme, etc)
received by workers are positively related. Thii$adtors such as wages and employee benefitsalen tinto
consideration, the negative impact of unionizatiarjob satisfaction will drop.

The current findings state that union membershiptberwise do not have any significant effect on
employees’ job satisfaction and organizational cdtment.

4.1 Summary of Main Findings

The study brought into its wake a number of findin@n the nature or the extent to which unionisatiffect
job satisfaction and organisational commitment, itbsults showed that there were no significantediffice
between unionised and non-unionised employeessgbisfaction and organizational commitment.

The study also revealed that majority of the weoskperceived unionisation to be important in an
organisation since unions are primarily concerneith vindustrial jurisprudence, thus, being involvéd
grievance and arbitration procedures, rules gowugrrpromotion, transfers, discipline, dismissalsd dahe
economic regulation of employment regulation ofigak, benefits, working hours and terms of theexagrk
bargain.

Finally, concerning the effect gender has on jotisfeection and organisational commitment, it was
found out that there were no significant differenbetween males and females’ satisfaction and ctrrent.

4.2 Conclusions

The empirical evidence indicates that neither trad®n membership nor gender affects job satisfacéind
organizational commitment. Though the result did sopport the hypotheses, it clearly tells us thast
majority of employees perceive unionization to impartant as it helps them to better their workingditions.
Schwochau (1987) believes that the relationshipvden union membership and job satisfaction is cemphd
not fully understood, but this study, however, hatped us to clear the doubt relating to relatign&etween
union membership and job satisfaction and emplogemmitment through its empirical evidence that
unionization does not affect employees’ job satisfe and organizational commitment.

4.3 Recommendation for Policy and Practice

From the research, though unionization has noifsignt effect on employees job satisfaction and
organizational commitment, we recommend to empkoybat they should recognized the existence ofethes
unions in their companies, include them in formuakpof company policies and negotiate with thenbehalf of
other employees since it will them achieve thein,aince a great number of the employees view isation as
very important aspect of their occupational life.
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Tables:

Table 1: Gender Distribution of Union Membership

Gender Unionized Non-unionized Total
Male 132 104 236(59%)
Female 92 72 164(41%)
Total 224(56%) 176(44%) 400(100%)

Source: Field work, April 2012
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Table 2: Participants’ Perception of Unions

Unionization is important Frequency (%

Yes 348 87

No 52 13

Total 400 100

Source: Field work, April 2012

Table 3: Gender Distribution of Perceived impor&gan€ unionization

Gender Yes No Total

Male 196 (56.3%) 40 236

Female 152(43.7%) 12 164

Total 348 52 400

Source: Field work, April 2012

Table 4: T—test of the Effect of Gender Differencen Job Satisfaction and

Organizational Commitment

Gender Mean SD t score df sig(2 tailed)

Job satisfaction Male 73.40 10.21 -.915 398 .362
Female 75.31 10.34 - - -

Affective commit. Male 17.25 3.56 .566 398 573
Female 16.85 3.35 - - -

Continuance commit. Male 17.77 4.04 142 398 .888
Female 17.65 4.43 - - -

Normative commit. Male 20.88 4.49 .088 398 .930
Female 20.80 3.92 - - -

Org. Commitment Male 55.91 8.98 .328 398 744
Female 53.31 8.95 - - -

Source: Field work, April 2012

Table 5:t-test of the Effect of Unionization on J8atisfaction and Organizational Commitment

Belongs to union Mean SD t score df sig(2 tailed)
Job satisfaction Unionized 74.42 10.51 .261 398 .795
Non-unionized 73.88 10.03 - - -
Aff commit. Unionized 17.34 3.52 .810 398 420
Non-unionized 16.77 3.40 - - -
Cont. commit. Unionized 17.07 3.99 -1.795 398 .076
Non-unionized 18.56 4.31 - - -
Norm. commit. Unionized 20.76 4.13 =217 398 298
Non-unionized 20.95 4.43 - - -
Org. Commit Unionized 55.17 8.09 -.619 398 537
Non-unionized 56.30 9.96 - - -

Source: Field work, April 2011
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