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ABSTRACT

The objective of the study was to determine thecgiged relationship between
satisfaction with the trade union representatiod gb satisfaction among public
secondary schools in Molo Sub County. The studystbdescriptive survey design.
The population of the study consisted of all pulsézondary schools in Molo Sub
County. The sample of 96 respondents was selesiad tandom stratified sampling.
The data was collected using self administered tqprewires. Data was analyzed
using statistical package for social sciences aedfindings presented in mean and
standard deviations. Linear regression technique wsad to establish the strength of
the relationship between satisfaction with tradeiomnrepresentation and job
satisfaction. The study found out that the teaclielisthat trade union did not
adequately help in addressing the challenges fégedeachers in their working
environment. The teachers were dissatisfied wittv fiee union presented in legal
matters in the course of their duties, job secuattyg victimization. They also felt that
the unions did not provide avenues to address @mness adequately and they were
dissatisfied with the trade unions provision of esx to information and thus the
teachers felt that the union fee payable every maevds not commensurate to the
services provided to them. A majority was dissecsiwith the rewards received in
comparison with what they do; also the pay was se#rio match with the level of
education. They further disagreed on being hapgi wacognition and rewards for
their outstanding work and contributions. Teachsese found to be uncertain on
satisfaction with time taken for paid vacation aksoffs, work load, whether they
had enough equipment and working space. Howevereg$pondents agreed that they
were satisfied and able to maintain a healthy lwalaretween work and family life
and the work relations among colleagues being gbedchers were dissatisfied with
promotions on the basis of ability, policies follesvand how regular they were. The
research reveal that there is a positive and $ogmif relationship between trade union
representation and job satisfaction indicators sashrewards, working conditions,
career advancement, supervision and managemeatastgllwork tasks. This is means
that an increase in proper trade union representati teachers would significantly
increase or improve the overall job satisfactiothefteachers.
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CHAPTER 1: INTRODUCTION

1.1 Background of the Study

People spend a sizable proportion of their wakimgsl at their work. Employees’
would therefore want the time spent at work to lmeeror less pleasant, agreeable and
fulfilling. Therefore, much of the population woube less cheerful in their lives if the
work place offered no satisfaction, (Organ, 199@aif, interesting jobs that provide
training, variety, independence and control satigfpst employees, (Robbins,
2011).Therefore, organizations that create workirenments that attract, motivate
and retain hard working individuals are better pth¢o succeed in a competitive
environment that demands quality and cost effigigi@athungu and Wachira, 2013).
Richardson (1978) posits that ineffectiveness iganizations causes unionism.
Therefore, trade unions are viewed as a mecharatratiows workers to voice their
complaints to management instead of being forcefintb another job as a result of

being dissatisfied by their employer, (Booth, 1995)

Freeman and Medoff (1984) explain the relationgl@ween workers joining a union
and dissatisfaction by saying that the dissatisfiakers were likely to look for

union to union membership to provide them with &&oBryson (2004) further states
that economists have used job satisfaction andfaation with pay to explain a

number of stylized facts e.g. unionization andkstactivity, job shopping, job tenure
and quit behavior. Booth (1995) explains that disBad workers join trade unions as
an alternative to quitting as a union represermisllactive voice that is used to convey
grievances to the employer. Miner (1995) arguesdissatisfaction is a major reason
why employees join the unions. He looks at dis&adt®n as related to wage rates,
lack of channel for complaints regarding unfairatreent among many things. He
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goes further to state that even if dissatisfacttomajorly economic, it can also be

linked with a variety of social and psychologicahditions.

Jackson (2009) explains that employees may pereeiveion as an association that
can help a situation when presented with aspectsvark environment that are
dissatisfying. The aspects of work that are disgatig include: pay, promotion
opportunity, treatment by supervisor, the job ftsmbd work rules. According to
Nzuve (2010), the main objective of trade uniondoigegulate relations between
employers and employees. He further states that ainéhe primary reasons
employees join a trade union is to achieve econoatgantage. Harmonious
employee relations contribute towards job satigfacin an organization. He argues
that how the employees view trade unions is detexthby the reasons behind them
joining the body. Some of the reasons include bbatrent limited to: dissatisfaction
with management, need for social outlet, need fanaes of leadership, forced
unionization and social pressure from co-workerguid, 2010).This is not to say
that as long as an employee is in a union it imdefthat they he /is is satisfied with
his/her job. Job satisfaction can be defined adadive matter and whether people are
satisfied or dissatisfied is determined by howrtlegpectations fit with what they are

given (Hodgetts and Hegar, 2008).

1.1.1 Perception

Robbins et al., (2004) defines perception as aga®by which individuals organize
and interpret their sensory impressions in ordegite meaning to their environment.
Research on perception indicates that individuads hook at the same thing and
perceive it differently. It is further argued thaten if it is based on incomplete and

unverified (or unreliable) information, perceptioils equated with reality for
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most practical purposes and guides human behavigeneral. Moshane (2006)
defines perception as the process of receivingnmition about and making sense of
the world around us. It entails deciding which mf@ation to notice, how to
categorize this information and how to interprewithin a framework of our existing
knowledge. Arnorld and Fieldman (1986) state therception is psychological and
can be measured by qualitative factors such aslgedgititudes ,emotions, previous

experiences and their needs.

Robbins et al., (2004) argues that people’s behavibased on the perception of what
reality is and not on reality in itself. In the ial¢ “What factors affect employee
perception” from wisegeek.com, it is noted that wieenployees view the employer,
their work, and their relationships within that Wwplace as being positive, there is a
good chance the employee will be productive andaremwith the employer for a long
time. It is further argued that, negative percegiof the company and the working
environment can cause qualified employees to sepgortunities elsewhere.
Examples of the factors that are linked to emplgyeeeption include: how well the
employer communicates with employees, the naturth@fworking conditions, the
policies and procedures of the business in genanadl,how much trust and respect is
present between managers, employees, and cowohlreaaddition, the benefits paid
and how they relate to the work assigned can absee la huge impact on the

perception of an employee.

Daft (2010), acknowledges that attitudes affecteptions and vice versa. He says
that perception is as a result of individual diéieces in attitudes, personality, values,
interests etc. This simply means that people see similar things differently.

Absenteeism, turn over and job satisfaction atedigis reactions towards employees

perceptions. Robbins (1999) summarizes the fathatsinfluence perception into: the
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perceiver, the target and the situation. Persorf@racteristics e.g. attitudes,
personality, motives, interests, experiences ange&ations will influence

interpretation. The targets characteristics andefaionship it has to its background
affect what is perceived and lastly the contexivirich the perceiver sees objects or

events.

1.1.2 Trade Union Representation

Bennet, (1994) defines Trade Unions as associatidngorkers formed to protect
their interest in employment situations. He sayd there is no single reason that can
be pointed out as a reason for workers joiningderunion. He however goes further
to state that workers don’t join unions solely tet gnore pay or better working
conditions but also to reduce the impact of downgizand wage cuts in most
industries. Cole (2004) defines a trade union asrganization of workers that aims
to protect and promote their interests in the wadce through collective bargaining
and consultations with employers. The Labour RefestiAct 2007 (CAP.9) defines a
trade union as an association of employees whaseial purpose is to regulate

relations between employees and employers, inauality employers’ organization.

Jackson (2009) mentions the core objective of ummmagement as collective
bargaining. Collective bargaining entails; negatiatof work conditions which, when

made formal through writing forms the basis of emypks-employer relationship on
the job. Also Collective bargaining involves thdidties related to interpreting and
reinforcing the collective agreement. She furtteokk at the importance of unions
from both the employer and employee perspectiveeM/the employee will benefit
through high wages, job security as a result unioaging a legal right for their

members that employees without union representator@t have. In terms of the



employer benefit as a result of unions is one ahpetitiveness as a result of

increased workforce cooperation and developmentuof strategies.

1.1.3 Trade Union Representation among Secondary School Teachers

There are two trade Unions that represent Secor&tdrgol teachers: Kenya National
Union of Teachers (KNUT) and Kenya Union of Posihfary Education Teachers
(KUPPET). The Kenya National Union of Teachers (KNUs a teachers ‘trade

Union that was founded in 1957 and registered iBOU®rahim 2012)Ilts members

are teachers drawn mainly from primary, secondadytartiary education institutions.
The Core functions of KNUT are: to bring togethedaunite teachers of all grades
and qualifications in Kenya and providing a forumr fco-operation, fight for

improved terms and conditions of service for teaghand protecting teachers’
interests. Promoting programmes aimed at improteachers' welfare or socio-
economic status, offer assistance to individual tmens in professional as well as
legal matters, settle disputes between memberseofinion or between its members
and their employers through collective and constiial means, co-operate with
other societies, bodies, unions or organisatiorikimnvior outside Kenya with similar

objectives, promote matters leading to the impromeimof education and the
establishment of a common system of education eadrs effective representation of
the teaching profession on the government, pulblit@ivate bodies or organisations

where such representation may be necessary.(wwhokrie).

Kenya Union of Post Primary Teachers (KUPPET) waméled in 1998 in order to
respond to challenges of sectorial representatimong teachers The Union is
composed of teachers in secondary and tertiarigutiens (http:// www.kuppet.or.ke
accessed on"BFebruary, 2014). The people mandated to impactvietne to the

students at this level are known as Secondary $cheachers. Most Secondary
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school teachers are employed by the Teachers eBdommission (TSC), others are
employed by the school Board or school directoachers are not obligated to join
trade unions on employment. However a large peagenbf teachers employed in

Public Secondary Schools are in trade Unions.

1.1.4 Job Satisfaction

Hoppock (1935) defines job satisfaction as a coatibn of psychological,
physiological and environmental circumstances thatse a person to truthfully say ‘I
am satisfied with my job’. He says that this isealing that is experienced after one
has completed a task. Locke (1976) state that gisfaction may be defined as a
pleasurable or positive emotional state resultirmgnf the appraisal of one’s job or
jobs experiences. Job satisfaction relates to d@keurableness or unfavourableness
with which employees view their work (Hodgets anelgdr, 2008).1t is further stated
that satisfaction is a relative matter in that eetpeople are satisfied or dissatisfied
is determined by how well their expectations fitttwwhat they are given. Job
satisfaction is viewed as a as a central conceftirwiwork psychology. Job
satisfaction is referred to as a person’s genetdal@de toward the job or toward

specific dimensions of the job (Knoop, 1995; Rokb2001).

Heery and Noon (2008) discuss some of the dimessiorsources of job satisfaction
to include: attitudes to pay, working condition®-workers and superiors, career
prospects and the intrinsic features of tasks pekd. They further state some of the
instruments used by researchers to measure jafegditbn e.g. Job Description Index
(JDI), Job Satisfaction Scales (JSS) and the O¢munzd Stress Indicator (OSI).When
there is no job satisfaction in the work place tésult is that of sluggishness and a
reduction in organizational commitment (Levinso®1Moser, 1997).Spencer(1997)
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lists the three important features of job satistactThey include: human values as a
guide to organizations, the behavior of workersedseling on their level of job
satisfaction that will affect the functioning anctigities of organizations business and

finally job satisfaction as an indicator of orgaatipns activities.

According to Mitchell et al., (2001) one of the aslof job satisfaction is to ensure
that talented employees stay in the firm. Vroom6@)9 Job satisfaction which has
mostly been used as a performance indicator in geomreducing absenteeism,
turnover, increase in productivity at work has alseen associated with the
improvement of health and well being of workers{fami,2005).Robbins (2011)
adds that satisfied employees are more produdtiae dis-satisfied employees. This
has been proved through numerous researches that esmployees who are more
satisfied and treated fairly are more willing togage in the above- and beyond
organizational citizenship behavior. Rue and By§2303) take a different approach
by linking job satisfaction and dissatisfaction lwita certain behavior e.g.
organizational commitment as a result of job satisbn in relation to dissatisfaction

that results to turnover, absenteeism, accidetikes, sabotage, grievances etc.

1.1.5 Public Secondary Schools in Molo Sub County

Secondary Schools in Molo Sub County are classifital two namely: Public and
Private Schools. Public secondary schools are flingethe Government of Kenya
(GOK) and managed by Board of Management (BOM) &adents Teachers
Association (PTA) while Private secondary Schooésfanded by private individuals
or organizations. Public secondary Schools as tlan rfocus of this study are
categorized into: National, County and District &als. Molo Sub County is one of

the sub counties in Nakuru County that is comprisketivo Divisions namely: Molo



and Elburgon. The Sub county has 25 registered i®ubécondary schools,

categorized as county and District Schools (Seeragig I1)

1.2 Research Problem

Different authors have been able to bring out tkéstence of a of a strong
relationship between job satisfaction and specificlividual social-economic
characteristics, These includes: wages (Lydon amalv@lier (2002), working hours,
Clark and Oswald (1996), trade union status Bo(fE&/9) Freeman and Medoff
(1984) and attitude of co-workers Futrell (197%)itferent explanations have been
given with regard to union representation and jatiskaction. The first is the voice
hypothesis by Freeman and Medoff (1984) this hygpsithstipulates that an important
aspect of unionization is one of providing an edfit mechanism to give voice to
workers. The second is the reverse causation thétsystems from the explanation
that workers who are less satisfied in their wokcp are the ones who tend to join
unions. Thirdly, according to Borjas (1979), In ustrial relations there is the
existence of poor working environment among unioorkers. Freeman 1978;
Freeman and Medoff 1984, further argue that satisfa does favour unionization
and collective action. In addition, as much asatistaction leads to!unionization
,union membership has negative effect on job fsatien known as “exit voice”
(Freeman and Medoff, 1984;Blanchflower and Osw&fi99).This means unionized
workers who are dissatisfied remain in their jobd &xpress their issues through a

union while dissatisfied non union workers tendetave (Sloane,1998).

Most public Secondary school teachers in Kenyargeto a union. However, Kenya
still experiences elements of dissatisfaction &gnover, absenteeism, and strikes.

Recently the Standard digital newspaper cited ald®ank report that pointed out



absenteeism among teachers as one of the probleihededed to be addressed. In
the report the average absenteeism rate amongetsaehas at 16%. The rate
increased to between 20% and 40% when a fifth efsithools were surveyed and
further increased to above 40% when a tenth of sbkools were surveyed
(www.standardmedia.co.ke). Okumbe (2001) adds thesness and absenteeism
could be manifestations of low job motivation aeduced job satisfaction as a result
of poor management practices and poorly designiesl jabsenteeism has been cited
to not only result to low productivity but also ewrage indiscipline among
employees. When one looks at the number of timeseéichers have gone on strike it
is wanting. Last year alone, they were on striceaimost a month thus being absent
from school (http://thinkafricapress.com accessed &' August, 2012 he teachers
demanded an increase in salaries and allowances.sirtke could have been a
measure that was used to air their dissatisfadttomanagement. There has been
concern by various stakeholders in the educatiotosen the high rate of turnover of
secondary school teachers. Kasau (2012), Natiowaistics indicate that 10,000
teachers are lost annually due to various reasgnsesignations, assignment of non-

teaching jobs in other ministries and quitting sd@join the private sector.

Some of the studies on job satisfaction have fatuse approaches to enhance job
satisfaction: Cole (2004) focused on job enrichmjerit enlargement and autonomous
groups as a way of increasing job satisfaction. dal{2012) studied job satisfaction
in relation to intention to leave among lecturesskied at related issues such as
satisfaction with work itself, satisfaction with ployee —supervisor relation
,satisfaction with pay, satisfaction with promotiopportunities, satisfaction with co-
workers and concluded that pay and promotion weagoimdissatisfaction factors.

Machyo (2003) did an analysis of women'’s partidgain Trade Union leadership in



Kenya and concluded the lack of participation ifiggomaking by women resulted to
disparities in the content and style of bargainiBgsinienei (2005) did a study of the
moderating effects of trade union membership on leyeg perceptions of job
security and fair treatment by management in theufeturing industry in Kenya.
To my knowledge there is no study that has focusedelationship between job
satisfaction and trade union representation amaibjgosecondary school teachers in
Molo Sub County. It is due to this gap in knowleduecessitated this study. The
research problem statement leads to the followingstion: What is the perceived
relationship between satisfaction with trade unigpresentation and job satisfaction

among public secondary school teachers in Molo Gointy?

1.3 Research Objective

To establish the relationship between satisfaotrah trade union representation and

job satisfaction among public secondary schoolhtegscin Molo Sub County, Kenya.

1.4 Value of the study

This study was important to the following stakedwsuk:

Future researchers who would wish to pursue relatedies. The literature review
and recommendations that will be cited will be usshould they want to expound

further on the research.

Trade union will use the study to evaluate theifliges and how the body can

enhance job satisfaction among its members.

The government will find this study beneficial its irole in industrial relations that

includes law making and peace keeping.
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Management of Secondary Schools will use the stadynderstand the dynamics of

trade Union representation and its relationshiyab satisfaction.

Teacher Service Commission and Board of Managemdhtuse the findings to

ensure they have employees that are satisfiedtieihjobs.

11



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter covers relevant literature relatethéostudy. An overview of theoretical
foundation and development of the study, trade muniepresentation and job

satisfaction will be discussed.

2.2 Theoretical Foundation

This study will be guided by two theories of motiga that is, the Herzberg's (1976)
two factor theory of job satisfaction and Vroom’d968) expectancy theory.
According to Herzberg employees in the work platéhis case teachers, are usually
influenced by two factors that is, the factors tbatise job satisfaction (motivators)
and those that cause job dissatisfaction (hygiewtofs). Hygiene factors are those
aspects of work which remove dissatisfaction buhdbcontribute to motivation and
performance e.g. pay, company policy, supervisitatus, security and working
conditions. Motivators on the other hand were iatiety related to the content of
work. Examples include: achievement, recognitionrking itself, responsibility and
advancement. To distinguish between motivators laygiene factors is that the
former can bring about positive satisfaction while later can only serve to prevent
dissatisfaction. This means that when hygiene factoe in line with employee
requirements there could be a smooth working lifd when the reverse happens it
could be a source of difficulty and complaint thatuld yield to dissatisfaction at
work. According to Herzberg understanding what eaugmployee (teachers’)

satisfaction or dissatisfaction is important formagement (Cole, 2011)

The expectancy theory as advocated by Vroom (1868)es that people choose how

to behave from among, alternative courses of astias determined on their
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expectations of what there is to gain from eachoachas effort, performance and
reward. Again, expectancy theory helps to clatiiy telationship between motivation
and job satisfaction. It is assumed that if a pensceives adequate rewards that he
desires that he should be satisfied. This shows¢hahers are likely to be satisfied if
the trade unions enable them to meet their needsed and goals in the work place.
However as stated in this theory, it should be ehdteat individuals have different
needs, goals and desires and the same expectadinrehange over time. This theory
can therefore be a suggestion to the trade uniepesenting the teachers to pay
attention simultaneously to a number of factors nklealing with their members.
This can be achieved through continuous consuitatieo as to ensure the trade

unions represent their members accordingly thusfaation achieved ( Stoner, 1995)

2.3 Trade Union Representation

The term trade union has mostly been associateld @ghfrontation and disputes
especially by managers in an organization. In tbatrary, a trade union is an
organization that fosters desirable relationshipvben employers and employees
(Nzuve, 2010). Hacket (1989) looks at a trade urasna vehicle for increasing
employee participation in management decision-ngakin subjects which are not
directly related to the tradition wage —work bargait is no wonder its success
depends on member participation both as individuatsl as groups, (Nzuve,
2010).Additionally, workers look at the successaafnion in terms of attainment of
stated objectives that have been laid down. Theotibes that have been widely
applied in different trade unions include: the gs@mn of a medium through which
workers’ interest and grievances can be expregsetkction of workers interest and
safeguarding them against exploitation, securimgMarkers fairer wages in the light
of cost of living and prevailing standards, imprayiworkers working conditions by

13



securing shorter working hours, better working litaes and welfare benefits,
assuring workers of a share of the increased piwlity, of the organization by
providing adequate payments for the job done, emguhe workers’ job security by
resisting retrenchment and victimization likely harm them and protection of the

larger interest of the society by aiding in the imy@ment of trade and industry.

To sum all these up the core objective of a traddoru is collective
bargaining,(Jackson,2009).Collective bargaining stitutes negotiations between
management and the union with its main objectiiadéhe agreement on a written
contract covering the terms and conditions of eetént of disputed issues,(Varma
and Mohan, 2009). Barbash (1984) agrees with teesgments but adds, bargaining
effectiveness as a necessity as with it brings apower and influence that makes
employees voices to be heard thus effecting chamgése work place. Armstrong
(2004) in his discussion on general factors thtiémce job values cited one matter
that is bargained collectively was pay. He explaihat trade unions attempt to
pressurize management into increasing pay by at tka amount of inflation .Their
basis will be the organization’s ability to payerids in the market movement and the
ongoing rates for specific jobs thus restoring ldsterentials. One cannot discuss
collective bargaining as a major objective and lmde its importance of avoiding a

cycle of dependence of third party interferencetzi al., 1993)

Okumbe (2001) states the two main factors why eygae join a union is as a result
of: dissatisfaction with working conditions angarception of employees that they
cannot change those conditions. Examples of workiogditions are; wages, job
security, fringe benefits, treatment by supervisamg chances of promotions or the
degree to which employees accept the concept déative action and whether

positive outcomes will be as a result of union espntation. Persuasion from union
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leaders, pressure from friends, interest in uniofiviies, job security, desire for
economic gains and expectations of promoting opeisonal interest as other factors
to joining a union.(John and John,1990). Kerr ()98otes that the formation of a
union as that of antagonism rather than affectimerdfore expected to affect the
working of the organization. Individual workers certogether in form of a union as a
realization that they can only increase their baigg power through coming

together (Kipchumba et al., 2010).

Like all organizations, trade unions have a stmecthat stipulates the role of each
union official. There is the secretary general &sown as the chief executive. The
chief executive is normally elected by all the unraembers with his/her role being:
supervising the full time official controls, thergee facilities, and pursuant of
policies set by union members. Then we have a dSteward that acts as a
representative of workers at their place of worlzuve ,1997; Oduor,1987). The
shop steward is not only an elected official f @oarbut also an employee of the same
organization as the people he/she represents. ¢ledgherefore expected to perform
his normal duties at work. Armstrong (1999) stipegathe duties of a shop steward to
be that of recruiting new members in the uniongrdmation of union activities at
the workplace, performing normal office duties. Bmeffective in this role one has to
learn quickly what workers expect while also intetjng management rules and
procedures. Moreover, he or she is mandated ta@ugsevances with management
and report the outcome. Before the introductiorthef check off system, the shop
steward was also in charge of collecting the uféas and forwarding it to the Union.
In large organizations there are more than one steyard therefore a chief steward

is elected to serve both management and organizatio
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Trade unions have however encountered challengélein growth, in Kenya the
decline has been as a result of extensive governmiiuence and regulations of its
functions, (Nzuve,2010). In the United Kingdom, rihevas a decline in trade union
density from 58% in 1980 to 50% in 1987 as a resiu#n introduction of a new set
of management practices that affected both colledbargaining arrangements and
management of employees, (Storey,1999).ArmstroriPq)l ,a decline was also
experience in America in 1979 from 13 million memsb& 8.5 million members in
1992.This was as a result of economic shift awaynflarge scale manufacturing
industries e.g. .decentralizations of organizatiodecline in the number of

workplaces employing large numbers of people aremployment.

2.4 Job Satisfaction

Job satisfaction is important for employers and leyges as it increases productivity
and decreases turnover. It can be classified hsremntrinsic or extrinsic stating that
intrinsic depends on individual characteristics levhextrinsic are situational thus
depend on the environment such as workplace clim@etrescu and Simmons,
2008).Menlo and Popleton (1990) in their five coyrdgtudy on secondary school
teachers found that job satisfaction had an efiedhe quality of teaching and on the
school achievement of pupils. Renaud (2002) pdisétsjob satisfaction doesn't take
place in isolation. This therefore means that jabsfaction has a relationship with

various variables.

Many authors agree the extent to which pay cortesbuo job satisfaction. Byars
(2008) asserts that the organizational rewardssysiften has a significance impact
on the level of employee job satisfaction. The neann which extrinsic rewards are
dispersed can affect the intrinsic rewards of riecifs. A 2002 survey in the USA that

involved 2,600 workers found that a majority of doyees who believed their
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performance was rewarded were satisfied with iodis while a good number were
satisfied with their company. In addition amongsadhat believed their performance
wasn’'t rewarded only more than half were satisfith their work while the rest
were satisfied with their company. In another syrtfeat involved 600 employees by
the society for human resource management pay ite & an important factor in
job satisfaction. (Gathungu and Wachira, 2013) labkewards as one that improves
performance and bring about satisfaction to theleyags later on. Additionally, pay
plays a big hand in job satisfaction when the eygs in question see their pay in
terms of being fairly based on job demands, indigls skill level, and the overall
pay standards. Moreover, pay satisfies the firsicbaeed in human level and are
usually seen as a reflection of managements’ canftar employees ( Ratnar and

Kaur (2012).

Frame (2004) defines working conditions as an epgae’ work place, work
instruments, work itself, the organizational policend organizational rules.
Temperature, lighting, hygiene, working hours hateo been listed as part of
working conditions, (Arnorld and Fieldman, 199Bjfficult working conditions can
be influenced by: external factors that includenelie — meteorological conditions,
temperature, humidity, drafts, lighting in the wpldce, noise and interference, gases,
radiation, dust, smoke and other harmful factors. M$o have subjective factors that
include gender and age of the worker, fatigue, amg unfavorable posture during
work, etc. and finally factors related to the orgation of production such as
duration of the work shift, work schedule, workitige, work pace, excessive strain
etc, (Bakotic and Babic,2003).Positive working ctinds contribute to job
satisfaction .Working conditions will influence jslatisfaction since employees prefer

a comfortable working environment thereby causing ob j
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satisfaction,(Robbins,2001).Cranny et al, (1998uas that working conditions play
a major role in job satisfaction as compared to. @gron and Greenberg (2003)
moreover, the lack of a favourable working condit@an affect poorly on a workers
mental and physical well being. Bakotic and Bab&003) in their study on
relationship between working conditions and jobistattion in a case study that
focused on Croatian ship building company foundt tteere was no significant
difference in job satisfaction between workers wivork in normal working
conditions and workers who worked in difficult catmhs. Similar findings were
present in a study on the influence of working dbads on job satisfaction in
anaesthetists, there was no significant relatigndbetween job satisfaction and
working conditions especially on issues like taskndnds and task related problems

,(Kinzl et al, 2004)

Waskiewicz (1999) says that how a worker views tportunity for career
advancement is important to how satisfied the workewith the job. According to
Vroom (1964), promotional opportunities are impottt a workers satisfaction of a
job. In fact, the opportunity to advance means no@ worker than material gain. He
further added that promotional opportunity is algoast workers desired to have and
linked performance on the job to how much one ééspromotion. Dessler (2008)
defines promotion as a shift in an upward directiorganizational hierarchy by an
employee. Promotion can be used as an incentivea®at is seen as a way of
rewarding employees for meeting organizational gj@hce it links organizational
goals with personal goals, (Lazear, 1981). Nareed €010) argues that employees
are supposed to be satisfied with their work whesy tconsider themselves to be a
part of a productive team in an organization ard ¢an only be achieved through

promotion. According to Price (2001), a promotionaance is defined as the degree
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of potential upward mobility in an organization. tRa and Kaur (2012) look at
promotional avenues as one of the indicators oéraployee’s worth in a company.
With promotion positive changes e.g. higher pags lsupervision, more freedom,
increased responsibilities and status, (Sageerl,e2C2). Al- Ahmadi (2002)

Employees demonstrate greater levels of satisfactand commitment in

organizations that provide for an opportunity fargonal and professional growth.
Lazear and Rosen (1981) in their study concluded pmomotion resulted in job

satisfaction. In a study on factors influencing sas’ job satisfaction in selected
private hospitals in England, the findings indichtihat 50% of the respondents
lacked job satisfaction because of lack of advamcgnopportunities and a good
number perceived themselves to be in dead end {bbphalal, 2008).In a research
report by Society for Human resource management(@}ifhe findings indicated

that career advancement was a high priority for leyges in middle management
than for those in non management positions. Educatiso contributed to the way the
client viewed career advancement and the findimglicated that those employees
with college education viewed career advancemepbritant as compared to those

with high school diplomas.

Bennet (1994) asserts that the style of leadet$laipis applied by managers to their
employees has a great influence on job satisfactitmployees therefore, desire
managers that know, understand and treat theny justiditionally, employees prefer

managers who can be trusted, (Taylor, 2002).Theldeof job satisfaction increase if
employees feel that their managers are fair, reddenand supportive. In terms of
supportive managers or supervisors, managers sbteerein employees’ work,

assisting in solutions with regard to their worldgsersonal problems, development

of formal and informal relationship have been knotenincrease employees’ job
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satisfaction, (Ozdemir, 2009). An autocratic arghly authoritative structure usually
causes resentment in employees as compared to @cd#in one, (Ratnar and Kaur,
2012; Sageer et al 2012).An autocratic leaderdlylp svolves close supervision of
subordinates where the leader tells subordinated tehdo without leaving room for
comments or discussion, (Bennet , 1994).this fofrireadership suppresses workers
initiative, employees’ skills and experiences aoé fully applied at work hence staff
cannot develop their maximum potenti8leaset (1994) argue that the nature and
level of supervision is a factor that can influetice satisfaction people derive from
their work. Adebayo and Ogunsina(2011) in theirdgtuwon the influence of
supervisory behavior and job stress on job satisfa@nd turnover intention of police
personnel in Ekiti State, their findings reveakdt supervisory behavior had a
significant influence on job satisfaction of thelipe personnel. The findings further
revealed that officers under democratic supervisesrded to be more satisfied and

motivated at work than under autocratic leaderstyfes.

Demographic factors like age, gender, level of atioo, tenure etc also contributes
to the variation of job satisfaction among secopdahool teachers. Perie and Becker
(1997) in their study on job satisfaction among Aicen teachers found out that
female teachers experienced greater job satisfadtian their male colleagues.
Similar findings were also present in Australiaaistudy of catholic Primary schools.
A contrast in findings was presented in a studysewmondary teachers and male
teachers seemed to be more satisfied with theithjab the female teachers, ( Menon
and Reppa,2011).There was however, no significdfecte of gender and job
satisfaction as indicated some authors in theiriovar studies.(Crossman and

Harris,2006; Cox and Dinham, 1998).An explanationthe disparity of findings
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when it comes to gender and job satisfaction isllggted by Crossman and Abou-
Zaki (2003) by showing how pay and supervision tedato gender. In his
explanation, females were more satisfied with @aydsmales with supervision. When
it comes to age and experience, in a similar semyducted by Perie and Becker
(1997), a negative relationship was establishegamger teachers were seen to
experience high levels of satisfaction as compdoedheir older counterparts. A
conflicting find exists where older workers expaded high levels of satisfaction,
(Griva and Joekes, 2003).Induction crisis affedteel young people as they try to
settle in to their new environment as comparedderonvorkers who are already used
to their work, organization and already have eshbd relationships with their

colleagues, (Young,2000).

Danish and Usman (2010) Work itself means the ¢gjkand disliking employees have
on their job. It is further measured through waldeif satisfaction items of the Job
Description Survey. Work itself is said to be tlwtual job performance related to job
satisfaction, (Castillo & Cano, 2004).In fact,stquoted to be the most important job
facet ( Judge and Church,2000).Satisfaction withrkwitself includes: variety,
autonomy, scope and job Challenge. One of the aredasrms of work itself is
professional autonomy. This factor is identifiedca® that is statistically significant
in the prediction of teachers’ job satisfaction @i & Cano, 2004) in their study
factors explaining job satisfaction among faculhe findings showed the factor work
itself was the most motivating aspect among facuttyndicated a satisfaction of
content of their job and east satisfaction with kbast satisfaction on the context
among faculty members. A significant correlationswaesent between work itself
and work motivation and satisfaction (Danish andnds, 2010).Similarly in a survey

done by Society of Human Resource Management ofoga® job satisfaction and
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engagement of US employees, more than half of greplindicated that work itself
was very important to job satisfaction (SHRM, 2012¢ldman and Arnold (1985)

also agree that work itself plays a significaneriol the attainment of job satisfaction.

Verma (2009) states that there is no set methothedisuring job satisfaction of
employees. He however lists: morale, productivpour turnover, absenteeism and
grievances as some of the indicators of satisfackamunjeru et al (2012) points out
that job satisfaction is not static, this meand #raemployee can have a good day
today and a bad day tomorrow. Robbins (2003) ptisitsa person’s job is more than
just the obvious activities of shuffling papersjtimg of programming code, waiting
on customers, or driving a truck. Jobs then requiteraction with co- workers and
bosses, following organizational rules, meetingfqrenrance standards and working
conditions, therefore stating the assessment of Batisfied or dissatisfied an
employee was as a result of a number of discrdéteejements. Saane et al, (2003)
agrees while stating that job satisfaction can rfderpreted in many ways. Even
though there is no agreed method of measuring atisfaction, the most commonly
used is the use of a general scientific methodhefquestionnaire, (Aziri, 2011).The
guestionnaire then embraces some of the techniggess to measure job satisfaction
e.g. The Job Description Index (JDI), Job SatigfactScales (JSS) and the

Occupational Stress Indicator (OSI), (Heery andriN2008).

Newstrom (2011) describes Job Satisfaction Surveyaaprocedure by which
employees report their feelings towards their javgl work environment. After
which, individual responses are then combined awadlyaed. Another technique is the
Job Descriptive Index (JDI). JDI is one of the mestely used technique for
measuring Job satisfaction this is due to its duiipland easy application, (Organ

and Bateman, 1991). Some of the dimensions or fad¢hat are considered in this
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technique include: the nature of work, compensatind benefits, attitudes towards
supervisors, relationship with co-workers and oppaties for promotion,(Kreitner
and Kinicki, 2010;Aziri 2011).The Minnesota Satiian Questionnaire is another
technique that is used. This questionnaire is apand pencil type that can be
administered either to an individual or groups. Whats it apart from the other
techniques is the lack of sex difference beingdiart in. There are two versions of
the questionnaires one known as the 1967 whileother as the 1977 version. The
1977 version is seen to be more balanced and sdntbeoaspects looked at
include:Co-workers,activity,achievement,advancenagthority,company  policies,
compensation, moral values, creativity, independgsecurity, social service, social
status, recognition, responsibility, supervisiortenms of human relations, technical
supervision, variety and working conditions,(A2011).Gathungu and Wachira
(2013) look at the measures of job satisfactiontarms of single question and
multiple item measures. The authors describe thglesiquestion measures where
questions such as: “On the whole would you say weve satisfied or dissatisfied
with your job?”A respondent may then be presentéti & scale of measure from
satisfaction to satisfaction or vice versa. Multiffem measures the respondent’s rate
of various aspects of their jobs on a scale fromelke of job satisfaction to

dissatisfaction.

2.5 Relationship between job satisfaction and employee satisfaction

with trade union representation

Several studies have been done that have analyeedelationship between trade
union representation and job satisfaction. Evideexists that there is a negative
relationship between Unionism and job satisfac{lereeman, 1978).He explains this
using the role played by unions that is, “voice”dacision affecting the workers.

According to him, unionized workers are encouratpgdtheir union to air their
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grievances to management and this leads to raisad¢gvel of dissatisfaction during
contract negotiations. Meng (1990) used union, wage job satisfaction variables
simultaneously in their research and came to alasion that union membership and
job satisfaction were in fact negatively relatednkd (2009) In his study on “Job
Satisfaction and Employment Equity in South Africkdund that trade union
members were significantly less satisfied in thelwmace. Borjas (1979) in his study
“Job satisfaction, Wages and Unions” explains ttissatisfaction by stating that
unionized jobs were unpleasant and so a union wéget as a disparity for overall
lowered job satisfaction. He further listed stréngf a union as a contributing factor
to job satisfaction. In his explanation the disamqy between what is expected and
what is received by union members will determineetbr the employees are

satisfied with their jobs or not.

Bryson (2004) explains the negative relationshigwbken unionism and job
satisfaction may reflect the role of workers unobsd heterogeneity. This implies
that those who are intrinsically unhappy with theins were more likely to join the
unions than those who were not. Bender and Slo&f68j cited poor working

conditions as a resultant to unionization. This msethat work conditions really play
a role in unionization and dissatisfacti@imilarly, Gordon and Denisi (1995) also
focused their study on a particular component bf gatisfaction, and studied union
and non-union members working in the same workimgrenment, and found that
the cause of dissatisfaction was poor working emwitent, as both the groups

reported similar job satisfaction (Artz, 2010).

Renaud (2002) in his study “Rethinking the Unionnmbership / job satisfaction”
When working conditions between unionized and noionized workers were held

constant his finding indicated no relationship bsdw union status and job

24



satisfaction. Similarly, Asamani and Mensah(2013)their study “The Effect of
Unionization on Employees’ Job Satisfaction anda@rgational Commitment in the
Cape Coast and Takoradi Metropolis of Ghana” thdirigs indicted no significant

difference in Unionized and non-unionized employéme&el of Job Satisfaction.

In contrast to the findings discussed by differanthors is Powdthavee (2011)
reported a significant net increase in the ovejab satisfaction in the year
unionization occurred even though it decreased tiitl. In his explanation he states
the effect of adaptation as a contributing factod aould lead to an underestimation
of union effect on job satisfactions. other words, adaptation generally refers to the
decline in satisfaction over time after the eveas bbccurred. In the investigation he
separated the union “free riders” from union — ¢edenon members in fixed effects
equations. Berger et al., (1983) also focused #tely on particular components of
job satisfaction and suggested that the union meshigeand the job outcomes e.g.
pay, job security, job structure, etc received lyrkers are positively related with
each other. This means that, if factors such ags/agd employee benefits are taken
into consideration, the negative impact of unioticma on job satisfaction drops

(Lange, 2009).
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

This chapter presents the adopted research de#ign.target population, data

collection and techniques for data analysis.

3.2 Research Design

The study adopted a descriptive survey design Isecthey require a shorter time
commitment (Rothman and Greenland, 1998). This daatkdata collected across a
whole population to provide a snapshot of that pefpan at a single point in time.

This kind of study was used to determine the peeckrelationship between Kenya
Union of Post Primary Education Teachers represientand job satisfaction among

public secondary school teachers in Molo Sub Caounty

3.3 Target Population

The study was conducted in all 25 public Second&uafyools in Molo sub County.
According to the TSC data base there are 309 pwelaondary school teachers in
Molo Sub County that are employed by the body. Pbpulation of interest were

broken down as follow&See appendix 11).

3.4 Sample design

The researcher used stratified random samplingniqaa because of the ease of
classifying the population into strata. At least¥@80f the total population is

representative (Borg and Gall, 2003). Thus, 30%hef accessible population was
enough for the sample size. Respondents were aedleeshdomly from each category.

The approach was considered appropriate sincesitres a representative sample. In
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order to find the best possible sample, stratiSagnpling method was used as it

provided in depth informatioriSee Appendix I11)

3.5 Data Collection

Primary data was collected using a semi-structgpeestionnaire that had open and
close ended questions. The questions were stractarensure definite concrete and
precise responses. The questionnaire was admatstémrough “drop and pick”
method. The respondents for the study were secprstdmool teachers in all public
secondary schools in Molo Sub County. The questimarnad three sections; section
A covered demographic characteristics of respondehile section B & C covered

the perceived relationship between trade unioressrtation and job satisfaction.

3.6 Data Analysis

The completed questionnaires were edited for campss, consistency and to locate
any omissions. Thereafter, data was classifiedhenhasis of similarity and then
tabulated. Descriptive statistics such as percestggroportions, standard deviations,
frequencies were used to test for strength andifsignce of the perceived
relationship between satisfaction with Kenya UnidriPost-Primary Teachers and job
satisfaction among public secondary school teacher®olo Sub County. The
analysis was then presented in tables, pie chpeisentages, mean and standard

deviations.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSISAND INTERPRETATION
4.1 Introduction

This chapter presents the results and findingshalyzed from the data collected. The
main objective of this study was to establish #lationship between satisfaction with
trade union representation and job satisfaction rgmpublic secondary school
teachers in Molo Sub County, Kenya. The respongge @wnalyzed using descriptive

statistics and results were presented in tables;hmrts and bar graphs.

4.2 Response Rate

Table 4.1 Response Rate

Response Rate Frequency Percentage
Actual Response Rate 73 76.0
None Response 23 24.0
Total 96 100.0

Source: Resear cher (2014)
The study targeted 96 respondents who were segosdhool teachers in all public

secondary schools in Molo Sub County, whereby al tot 73 questionnaires were
successfully filled in time for data analysis. Thepresents a response rate of 76% of
the total respondents as presented in table 4.dordimg to Mugenda and Mugenda
(2003) a 50 percent response rate is adequategré@mi good and above 70 percent
rated very well. The response rate of 76% was tbereconsidered appropriate to

derive the inferences regarding the objectivehefresearch.
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4.3 Demographic Profile

The researcher found it important to establish tdenographic profile of the

respondents since it forms the basis under whiehsthdy can rightfully access the
relevant information. The general information préed respondents issues such
gender, age level of education, length of seruicéeaching profession and position

held.

4.3.1 Gender of the Respondents

This section sought to determine the gender ofrélspondents. This was to ensure
that the results obtained captured the views ofetliders. The findings are presented

in Figure 4.1 .

Figure4.1: Gender of the Respondents
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Sour ce: Resear cher (2014)

Results in Figure 4.1 shows that 60.3% of the nedpots were male while 39.7%
were female. This shows that both the views of naale female teachers were well

presented in the study.



4.3.2 Age of the Respondents

On the age of the respondents, 35.6% of the regpisdevealed that they were
between 40-49 years of age; 24.7% were betweer@3@ars of age; 23.3% were
between 23-29 years of age while 16.4% revealddliey were between 50-59 years
of age. Figure 4.2 shows that all ages were reptedealthough a majority of

teachers’ were between 40- 49 yeas and therefersttitly represented all ages.

Figure 4.2: Age of the Respondents

| .
23-29vrs 30-39yrs 40-49yrs 50-59yrs
Age Bracket
Source: Resear cher (2014)
4.3.3 Highest Level of Education Reached
Table 4.2 Level of Education
L evel Frequency Percent
Post graduate level 13 17.8
Graduate level 56 76.7
Tertiary college 4 5.5
Total 73 100.0

Source: Author (2014)
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Results in Table 4.2 above shows that 76.7% oforedgnts had reached graduates
with first degree while 17.8% had reached postgréaluevel. Only, 5.5% of the
respondents revealed that they had reached teltheey. This shows that majority of
the teachers were highly educated which improvesrétiability of the information
given.

4.3.4 Length of Servicein the Teaching Profession

Figure 4.3: Length of Servicein the Teaching Profession
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Source: Resear cher (2014)

Results in Figure 4.3 above show that 45.2% ofrdspondents had served in the
teaching profession for over 15 years while 11% $aded for 11-15 years. On the
other hand, 26% of the respondents revealed tlest tlad served in the teaching
profession for less than 5 years while 17.8% indidathey had served in the
profession for 5-10 years. The results indicaté i respondents have been teachers
for a longer duration of time and therefore undardtthe perceived relationship
between satisfaction with trade union represemtatod job satisfaction among

themselves.
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4.3.5 Current Position

Table 4.3: Current Position

Position Frequency Per cent
Principal 8 11.0
Deputy principal 5 6.8
Head of department 16 21.9
Class teacher 16 21.9
Teacher 28 38.4
Total 73 100.0

Source: Resear cher (2014)

On the respondents current position, 38.4% of éspandents revealed that they were
teachers while 21.9% were class teachers and ldatbpartments respectively. On
the other hand, 11% of the respondents revealedhbgp were principals while 6.8%
were deputy principals. The study indicates thathers in various job positions were

well represented thus reliability of results.

4.4. Trade Union Representation

In this section, the respondents were asked to tregeextent to which they were
satisfied with trade union activities in the orgaation. A scale of 1-5 was used to
interpret the results of the study. The scores ‘a@pg@ll” and “less extent” were
represented by mean score, equivalent to 1 tor2the continuous Likert scale €1
less extent 2.5). The scores of ‘moderate extent’ were eqeivialo 2.6 to 3.5 on the
Likert scale (2.6 moderate extent 3.5). The score of “great extent” and “very great
extent” represented were equivalent to 3.6 to &.the Likert scale which means that

the agreement was to a great extent. The reseltasapresented below.
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Table 4.4 Extent to which Teacher swer e Satisfied with Trade Union Activities

Mean Std.
Deviation

| am satisfied with the way my trade union proteutsfrom 3.12 1.040
victimization
My trade union strives for quest of better workaunditions 3.53 1.007
Presence of job security by my trade ui 3.1(C 1.19¢
My trade union provides avenues to address gri@s 3.1C 1.12C
adequately
My trade union agitateor promotion of teache 3.51 1.067
My trade union helps in determining teachers woddbs 2.06 1.161
| am satisfied with the union fee payable every thaa be 2.15 1.126
commensurate to the services provided
I have confidence in the union represtives 3.2¢ 1.10¢
| feel satisfied with the services provided by mgde union 3.20 0.965
| am satisfied with the outcome of collective bangay 3.18 1.125
| am satisfied with the way my trade union proteuis 3.12 1.079
interests and safeguards me from exploitation
| am satisfied with my trade union activities 313 0.999
| am satisfied with my trade unions provision of@ss to 3.28 1.071
information
My trade union provision of a sense of solidantyadequate 3.21 1.092
| am satisfied with tF unions representation of teacher: 3.01 1.19¢
legal matters in the course of their duties
My union fights for teachers remuneration effedir 3.37 0.99¢

Source: Resear cher (2014)
The study results shows that majority of the reseois revealed that their trade

union helps in determining teachers workloads tesa extent as shown by a mean
score of 2.06. They also revealed that were satigh a less extent in regard with the
union fee payable every month to be commensuratketservices provided; this is

shown by a mean score of 2.15.

However, the respondents agreed to a moderatetexiemhether, they were satisfied
with the unions representation of teachers in legaters in the course of their duties
(3.01), there was presence of job security by ragt@runion (3.10), whether the trade
union provided avenues to address grievances atidy{d.10); whether they were
satisfied with the way my trade union protects moenf victimization (3.12); whether

they were satisfied with the way the trade uniastguts their interests and safeguards
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me from exploitation (3.12); whether they were Sf&d with their trade union
activities (3.13); whether they were satisfied withe outcome of collective
bargaining (3.18); on whether they felt satisfiedhwthe services provided by my
trade union (3.20); whether the trade union prowvisof a sense of solidarity in
adequate (3.21); whether they had confidence inuthien representatives (3.23);
whether they were satisfied with their trade uniprsvision of access to information

(3.28); and on whether their union fights for tearstremuneration effectively (3.37).

The above analysis implies that teachers in Mole Saunty believe that trade union
does not help in determining the teachers’ workloBke results also revealed that
teaches to a moderate extent felt that trade umemesented them in legal matters
satisfactorily, ensured job security, adequatelyvigled a sense of solidarity, were
confident in union representatives, satisfied witisess of information and whether it
fights for teachers’ remuneration effectively. Ttherefore is a factor on satisfaction

with trade union representation among teachers.

4.5 Job Satisfaction

The respondents were asked to rate the varioustaspigjob satisfaction in regard to
the trade union activities. A scale of 1-5 wheravds strongly disagree, 2 was
disagree, 3 was uncertain, 4 was agree while 5strasgly agree. The results are

presented below.

Table 4.5 Rewards

Rewards M ean Std.
Deviation

| am satisfied with the wages and salaries received 1.86 947

comparison to the amount of work i do

| am satisfied with the pay i get and i think ittetaes my 1.78 .854

level of education

My performance is rewarded effectively 2.06 .969

The retirement benefit scheme offered to me isfsatiory 2.13 .883

34



The rewards offered to me are commensurate to waol 2.1k .951
hence job satisfaction

| am happy with the recognition and rewards for 2.1¢ .961
outstanding work and contributions

Source: Resear cher (2014)
On rewards, the study shows that majority of trepoadents were dissatisfied with

the wages and salaries received in comparisongathount of work they do; and
also that they were satisfied with the pay they ayad that they did not think it
matched my level of education; this is shown by @amscore of 1.86 and 1.78
respectively. The respondents further disagreedthigar performance was rewarded
effectively; that the retirement benefit schemeedtl to them was satisfactory; and
also disagreed that the rewards offered to thene wemmensurate to work they do
as shown by mean score of 2.06, 2.13 and 2.15 ctgply on the likert scale. The
respondents also disagreed that they were happytietrecognition and rewards for

their outstanding work and contributions; thishewn by a mean score of 2.18.

From the analysis it can be concluded that teachers not satisfied with rewards
received in relation to the work they did, leveleafucation and its effectiveness. They
were not satisfied as well with performance rewaasidd unsatisfactory retirement
benefit scheme. Moreover, they were not happy wéhognition received for

outstanding work and contributions.
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Table 4.6 Working Conditions

M ean Std.
Deviation

The school has enough equipment and working space 9412 1.403
| work in a safe, comfortable environment 3/49 1.088
| deal with a manageable work loads 3116 1.199
| am satisfied with the time i take for paid vaoas or sick 2.74 1.267
off

| am satisfied with work relationships and peopfauad me 3.74 1.014
| am responsible for planning my work activities 93 .852
| am satisfied and able to maintain a healthy lddretween| 3.67 973
work and family life

| feel comfortable in carrying out my responsillg 3.99 .860

Source: Resear cher (2014)

On the working conditions, the results shows thajomity of the respondents were
uncertain on whether they were satisfied with thmettaken for paid vacations or sick
off; they were also not sure whether the schooldramugh equipment and working
space, as well as on whether they deal with mamdgeeorkloads; this is shown by
mean scores of 2.74, 2.94 and 3.16. However, teorelents agreed that they were
satisfied and able to maintain a healthy balan¢ed®n work and family life (3.67);
that they were satisfied with work relationshipsl greople around them (3.74); they
also agreed that they were responsible for planmipgvork activities (3.92); and that

they felt comfortable in carrying out my responisiigis (3.99).

The results reveal that working conditions in tllaols moderately satisfied the
teachers when factors to do with time taken fod paications or sick off: sufficient

equipment and working space and work load involwede considered. However, the
teachers’ were satisfied with being able to mamtaihealthy balance between work
and family life; work relationships and people arduhem; they were responsible for

planning work activities; and that they felt comédnle in carrying out work activities.
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Table 4.7 Career Advancement

Mean Std.
Deviation

My profession provides an avenue for personal and 3.30 1.255
professional growth

The school promotion policies are fair hence exgrexe jok 2.82 1.316
satisfaction

Promotional opporturies are subject to ability thi 2.63 1.286
satisfactory

Promotions are done on regular basis 2.22 1.181

Source: Resear cher (2014)
On career advancement, the study shows that tperrdents were disagreed that the

promotions were done on regular basis as showrbgan score of 2.22. On the other
hand, the respondents were uncertain on whethengironal opportunities were
subject to ability thus satisfactory; whether tlehaol promotion policies are fair
hence experience job satisfaction; and on wheltesr profession provided an avenue
for personal and professional growth; this is shdmyra mean score of 2.63, 2.82 and

3.30 respectively.

From the findings, it can be concluded that teaxivegre not satisfied with career
advancement in the schools as promotional oppaitsnivere not subject to ability.
Again, they were not sure whether their profesgimvided personal and professional
growth. The teachers could not however comment drwether the promotional
policies were fair. The results indicate that casvancement is a major concern in
public secondary schools in Molo Sub County andrader to achieve job satisfaction,

it is an issue worth looking at by the educatiaksholders.
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Table 4.8: Supervision/M anagement Style

Mean Std.
Deviation

My supervisor ensure the environment i work inasfortable| 3.30 1.151
thus satisfied with my job
| am satisfied with the given right to put forwany opinion 3.26 1.151
Managers in the school allow teachers to takeipatécision 3.40 1.164
making in matters concerning them
Managers show appreciation of teachers efforts ghtisfied 3.55 .958
with their work
Problems in the work place are addressed on time 55|3. 972
My supervisors displays confidence in decision mgki 3.64 .933

Source: Resear cher (2014)

On supervision and management style, the resulf@bie 4.8 above shows that the
respondents noted to a moderate extent whetherwvtleey satisfied with the given
right to put forward my opinion; on whether theipgrvisor ensured the environment
they work in was comfortable thus satisfied witleithjob; and also uncertain on
whether the managers in the school allowed teadbeixke part in decision making
in matters concerning them; this is shown by mezores of 3.26, 3.30 and 3.40
respectively. However, the respondents agreedlieananagers showed appreciation
of teachers’ efforts thus satisfied with their wotley also agreed that the problems
in the work place were addressed on time; and that supervisors displayed
confidence in decision making; this is presentedr®an scores of 3.55, 3.55 and

3.64 respectively.

It can therefore be concluded that teachers wetesfisd with the mode of
supervision in their schools as the supervisorsveldoappreciation for their efforts,
problems being addressed timely and confidencesaistbn making. However, they
were not sure whether the teachers take part imsidacmaking, if supervisors
ensured there working environment was comfortable.

Table 4.9: Thework tasks
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Mean Std.
Deviation

My job enables me to set my own pace of v 3.5 1.081
| can decide by myself the order of my activities 338 1.188
My job allows me to see a task through from begignip to | 3.49 1.144
completion

My job allows me to decide on my own on how toexe 3.26 1.191
my lessons

I enjoy the work i do 4.04 .885
My job gives me a sense of accomplishment 3.84 .986
My job allows me to evaluate whether i hgperformerwell 3.8¢ .84¢
in my tasks

My job allows me to use a variety of skills to pem it 4.0: T4%
My job provides an avenue for feedback in termstoflents | 4.07 TTE
performance

Source: Resear cher (2014)

The findings in table 4.9 above shows that theardpnts were uncertain on whether
their job allowed them to decide on their own owhto execute their lessons; on

whether they could decide by themselves the orfldreir activities; and on whether

their job allowed them to see a task through fragitning up to completion; this is

shown by mean scores of 3.26, 3.30 and 3.49 rasplctOn the other hand, the

respondents agreed that their job gave them a sérmEomplishment; allowed them

to evaluate whether they had performed well inrttasks; and allowed them to use a
variety of skills to perform it as shown by mearores of 3.84, 3.89 and 4.03

respectively. The respondents further agreed tieat €njoyed the work they do and
that their job provided an avenue for feedbaclemms of students’ performance; this

is shown by a mean score of 4.04 and 4.07 respdciwn the likert scale.

The above results indicate that teachers perceigerne extent that their job allowed
them to decide on their own on how to execute tlesisons; on whether they could
decide by themselves the order of their activites] on whether their job allowed
them to see a task through from beginning up topetion. In contrast, they agreed

that their job gave them a sense of accomplishnaéiotyed them to evaluate whether
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they had performed well in their tasks; and allovleeim to use a variety of skills to
perform. Moreover, they enjoyed the work they dal &mat their job provided an

avenue for feedback in terms of students’ perfocean

4.6 Relationship between Trade Union Representation and Job Satisfaction

A regression analysis was conducted to establishfahm of relationship between
trade union representation and job satisfactioncatdrs such asewards, working
conditions, career advancement, supervision andagement style and the work

tasks. The results are presented below.

Table 4.10 Model Summary

Adjusted R Std. Error of the

Model R R Square Square Estimate

1 0.644(a) 0.415 0.368 0.273

Source: Resear cher (2014)

a Predictors: (Constant), Rewards, working cond#jo career advancement,
supervision and management style, work tasks

The R is the co-efficient value used to show thmedr relationship between the
dependent and the independent variables in thessign analysis. R-Squared is the
coefficient of determination which tells us howdeaunion representation varied with
job satisfaction. The results in Table 4.10 showet ttne value of the Adjusted R-
squared is 0.368. This implies that trade uniomasgntation explained 36.8% of job
satisfaction at a 95% confidence level. The remairi3.2% would be explained by

other variables not included in the specific vaealof the study.
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Table 4.11: Coefficients Results

Model Unstandardized Standardized t Sig.
Coefficients Coefficients

B Std. Error Beta
(Constant) 3.324 1.718 1936 0.066
Rewards 0.136 0.214 0.118 2.635 0.032
Working conditions 0.928 0.419 0.464 2.214 0.037
Career Advancement 0.562 0.329 0.336 3.707 0./021
Supervision and 0.474 0.267 0.337 1.771 0.039
management style
Work Tasks 0.485 0.242 0.277 2.000 0.050

Source: Resear cher (2014)

a Dependent Variable: Job satisfaction

The study shows that there was a positive associéttween job satisfaction and all

the variables as shown; rewards (0.136), workingdimns (0.928), career

advancement (0.562), supervision and managemem¢ 6/474), work tasks

(0.485) as a result of trade union representafitis implies that a unit increase in

trade union representation would lead to an ineré@gob satisfaction in the specific

units as shown: Rewards (0.136), Working conditith828), Career Advancement

(0.562), Supervision and management style (0.4AN4yk Tasks (0.485) respectively.

The study further established that there is a Bagmt relationship between trade

union representation and job satisfaction as shdwnthe P values. Rewards

(p=0.032<0.05), Working conditions (p=0.037<0.0&)areer Advancement (p=0.

021<0.05), Supervision and management style (p=39%0.05), work tasks

(p=0.050).
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter provides a summary of findings, cosioluis and recommendations of
the study based on the objectives of the studdnthils a synthesis of key issues of

the objectives of the study as deduced from thieeergsearch.

5.2 Summary of Findings
The general objective of the study was to estalthishperceived relationship between
satisfaction with trade union representation and gatisfaction among public

secondary schools in Molo Sub County.

Age is an important facet in an employee’s peroeptf satisfaction of trade union
representation and job satisfaction. The study dooumt that a majority of teachers in
Molo Sub County are below 40 years, an indicatibyauthful work force that still

have a long time before retirement thus the emplsy®uld ensure there is good
employment relations as enhanced by job satistactidhe study shows that a
majority (94.5%) of teachers are a degree holdectwimproves the reliability of the

information given. It further indicates that a méjp of the respondents have been
teachers for a longer duration of time and theeefonderstand the perceived
relationship between satisfaction with trade unigpresentation and job satisfaction

among themselves.
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On the extent teachers were satisfied with tradenuactivities, the study shows that
majority of the respondents revealed that they maidly felt that their trade union
helps in determining teachers’ workloads. They aisticated that were satisfied to a
less extent in regard with the union fee payabkerewmonth to be commensurate to
the services provided. However, the respondenteealgto a moderate extent on
whether: they were satisfied with the unions regmégtion of teachers in legal matters
in the course of their duties; there was preseffigetnsecurity by my trade union;
whether the trade union provided avenues to addpésgances adequately; whether
they were satisfied with the way my trade uniont@cts me from victimization;
whether they were satisfied with the way the tradmn protects their interests and
safeguards me from exploitation; whether they wsatisfied with their trade union
activities; whether they were satisfied with thetcome of collective bargaining
(3.18); on whether they felt satisfied with thevéees provided by my trade union
(3.20); whether the trade union provision of a seofssolidarity in adequate; whether
they had confidence in the union representativdsetiaer they were satisfied with
their trade unions provision of access to inforowtiand on whether their union

fights for teachers remuneration effectively.

The respondents were also askedate the various aspects of job satisfaction sgch a
rewards, working conditions, career advancemeersision and management style
and the work itself in regard to the trade uniotivéites. On rewards, the study shows
that majority of the respondents were dissatisfigl the wages and salaries received
in comparison to the amount of work they do; argbdhat they were satisfied with
the pay they get and that they did not think itchat their level of education. The
respondents further disagreed that their performamas rewarded effectively; that

the retirement benefit scheme offered to them \atisfactory; and also disagreed that
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the rewards offered to them were commensurate t Wy do. The respondents
also disagreed that they were happy with the retognand rewards for their

outstanding work and contributions.

On the working conditions, the results shows thajamity of the respondents were
uncertain on whether they were satisfied with theettaken for paid vacations or sick
off; they were also uncertain on whether the schuamdé enough equipment and
working space, as well as on whether they deal withnageable workloads.
However, the respondents agreed that they wersfiedtiand able to maintain a
healthy balance between work and family life; thiay were satisfied with work

relationships and people around them; they alseealjthat they were responsible for
planning my work activities; and that they felt domable in carrying out my

responsibilities.

On career advancement, the study shows that tpendents were disagreed that the
promotions were done on regular basis. On the dtlaed, the respondents were
uncertain on whether promotional opportunities wexgbject to ability thus

satisfactory; whether the school promotion policae fair hence experience job
satisfaction; and on whether their profession mtesli an avenue for personal and

professional growth.

On supervision and management style, the studydfown that the respondents were
uncertain on whether they were satisfied with tinvemgy right to put forward my
opinion; on whether their supervisor ensured theirenment they work in was
comfortable thus satisfied with their job; and alswertain on whether the managers
in the school allowed teachers to take part ingeimaking in matters concerning
them. However, the respondents agreed that the gaeahowed appreciation of

teachers’ efforts thus satisfied with their workey also agreed that the problems in
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the work place were addressed on time; and thagupervisors displayed confidence

in decision making.

Lastly, the study found out that the respondenteewmt sure on whether their job
allowed them to decide on their own on how to ei@tleir lessons; on whether they
could decide by themselves the order of their &, and on whether their job
allowed them to see a task through from beginnipgaucompletion. On the other
hand, the respondents agreed that their job gaem thh sense of accomplishment;
allowed them to evaluate whether they had performeltiin their tasks; and allowed
them to use a variety of skills to perform it. Tiespondents further agreed that they
enjoyed the work they do and that their job prodid@ avenue for feedback in terms
of students’ performance.

5.3 Conclusion

The study concludes that the teachers were diisdtiwith the wages and salaries
received in comparison to the amount of work they and also that they were
dissatisfied with the pay they get and it do nottahawith level of education. The
teachers also felt that the school promotion pedievere not fair and also there lacked
avenues for personal and professional growth heheee was job satisfaction.
However, the teachers were satisfied and able fotaia a healthy balance between
work and family life; that they were satisfied wittork relationships and people
around them; they also felt that they were resgbasfor planning their work

activities, thus felt comfortable in carrying obietr responsibilities.

The study concludes that the trade union did neqgadtely help in addressing the
challenges faced by teachers in their working e@mwitent. The teachers were
dissatisfied with how the union presented them @itens such as teachers in legal

matters in the course of their duties, job secuaitgl victimization. They also felt that
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the unions did not provide avenues to address @mness adequately and they were
dissatisfied with the trade unions provision of esx to information and thus the
teachers felt that the union fee payable every mavds not commensurate to the

services provided to them.

The study also concludes that that there is aipesdnd significant relationship

between trade union representation and job satisfamdicators such as rewards,
working conditions, career advancement, superviaithmanagement style and work
tasks. This is means that an increase in tradenueipresentation of teachers would

significantly increase or improve the overall jaltisfaction of the teachers.

5.4 Recommendations

The study recommends that there is need for tradens to encourage teachers and
employees in other firms to join trade unions inni& which would help them
facilitate negotiation of wages, laying down of davable work rules, complaint
handling, help in developing rules governing hirifigng and promotion of workers,

benefits, and workplace safety policies.

The existing unions, for example, KNUT and KUPP$hbuld also be aggressive in
promoting its objectives in order to be attractiee most teachers/people. There
should also be proper communication with memberschvhwill make them

understand activities of the union, union’s achmeats and challenges so that the

unions are not seen to be ineffective but an ialquart of the teachers.

There is also need for the government to strerfgghntorkers organizations through
legislation of laws this will help employees torjotrade unions without fear of

victimization by the employer. This way, the worigonditions of the employees
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would be improved thus ensuring job satisfactianprioved teaches performance

which further would enhance academic performanseiols.

There is need for the government to increase timenmim wage standards of teachers
so that it can match with other public servantserémalways seems that like teachers
are neglected and harmonizing their wages and otbéting conditions with other
civil servants would bring equity and help incre#iseir teachers’ contribution to the
general contribution of education development imyae

5.5 Suggestions for further research

The overall findings of this research can be usegive hints and suggestions on the
direction of future research. Future researcheosildhseek to go into detail on the
union practices that seem to either cause jobfaetiien or dissatisfaction so as to
establish what can be improved when it comes torunepresentation thus teachers

unions becoming relevant in employment relations.

5.6 Limitations of the study

The study was conducted using a predetermined iqonaesire. This hindered the
respondents from expressing their views freely avidely. Due to the varied

locations of the various public Secondary School#blo Sub County, it was not

easy to drop and pick the questionnaires
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APPENDICES

APPENDIX |: QUESTONNAIRE

Please answer the following questions by ticking (n the appropriate box or by

giving the necessary details in the spaces provided

Part A: Demographic Characteristics of Respondents

1. Name of the SChOOl....... ... e
2. Gender: Male ( ) Femadl )

3. What is your age bracket? (Tick as applicable)

a) 23-29 years ()
b) 30 — 39 years ()
c) 40 — 49 years ()
d) 50 -59 years ()

4. What is your highest level of education quadifion?

a) Post graduate Level ()
b) Graduate level ()
c) Tertiary College ()
d) Secondary Level ()

5. Length of Service in the teaching profession?

a) Less than 5 years ()

b) 5- 10 years ()
c) 11- 15 years ()
d) Over 15 years ()
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6) What is your current position as a teacher?

a) Principal () b) Deputy Principal |
c) Head of Department () d) Class teacher ()
e) Teacher ()

Part B: Trade Union Representation

7) On a scale of 1-5 provided in the matrix beloate the extent to which you are
satisfied with trade union activities in your orgaaion represented by each
statement or word

1. Notatall 2.Toaless extent 3.To a moeraxtent 4. To a great Extent

5. To a very great extent

a) || am satisfied with the way my trade union protests from
victimization

b) | My trade union strives for quest of better wagkconditions

c) | Presence of job Security by my trade union

d) | My trade union provides avenues to address gries
adequatel

e) | My trade Union agitates for promotion of teasher

f) My trade union helps in determining teacherskloads

g) | | am satised with the union fee payable every month to
commensurate to the services provided

h) | I have confidence in the union representatives

i) |1 feel satisfied with the services provided by trade union

j) | I am satisfied with the outcome of collectiverdpaining

k) |1 am satisfied with the way my trade union protauig interests
and safeguard’s me from exploitation.

[) |1 am satisfied with my trade union’s activities

m) | | am satisfied with my trade union’s provision o&ccess ta
informatior

n) | My trade union provision of a sense of solidaistadequate
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0) || am satisfied with the unions representation etters in lege
matters in the course of their duties
P) | My union fights for teachers remuneration effety
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Part C: Job satisfaction

7a) The statements presented in the second coldntheomatrix below describe

various aspects of job satisfaction. Please rath estatement by ticking the

appropriate box on the scale of 1-5.The points len dcale are defined as shown
below.

1. Strongly disagree 2.Disagree 3.Uncertdigree 5.Strongly agree

Rewards 112 3|45

| am satisfied with the wages & salaries receivedamparison to the
amount of work | do

| am satisfied with tF pay | get and | thik it matches my level ¢
educatiol

My performance is rewarded effectively

The retirement benefit scheme offered to me isfsatiory

The rewards offered to me are commensurate to Wdik hence jol
satisfactior

| am happy with the recognition and rewards for ooystanding work
and contribution

Working Conditions

The school has enough equipment and working space

| work in a safe, comfortable environment

| deal with a manageable work loads

| am satisfied with the time | take for paid vaoas or sick off

| am satisfied with work relationships & people amd me

| am responsible for planning my work activities

| am satisfied & able to maintain a healthy balabeéveen work &
family life

| feel comfortable in carrying out my responsilelg

Career Advancement

My profession provides an avenue for personal aotépsional growth

The school promotion policies are fair hence exgren job satisfaction

Promotional opportunities are subject to ak thus satisfactol

Promotions are done on regular basis

Supervision/M anagement Style

My supervisr ensure the environment | work in is comfortaliles
satisfied with my jo

| am satisfied with the given right to put forwany opinion

Managers in the school allow teachers to take ipagiecision making
in matters concerning the
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Managers show appreciation of teachers efforts thtisfied with theit
work

Problems in the work place are addressed on time

My supervisors displays confidence in decision mgki

TheWork Itself

My job enables me to set my own pace of work

| can decide by myself the order of my activities

My job allows me to see a task through from begignup to
completiot

My job allows me to decide on my own on how to exeany lessons

| enjoy the work | do

My job gives me a sense of accomplishment

My job allows me to evaluate whether | have perednwell in my
taske

My job allows me to use a variety of skills to perfori

My job provides an avenue for feedback in terms stdidents
performanc

THANK YOU
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APPENDIX 11

List of Secondary Schools and Number of Teachers Per School & Population

Sample Sizein Molo Sub County

Table 3.1: Population Size

School Population Percentage
Chandera Secondary School 7 2
Elburgon Secondary School 23 7
Kambala Secondary School 14 5
Michinda Secondary School 25 8
Molo Secondary School 28 9
Molo Academy Secondary School 12 4
Mona Secondary School 5 2
Turi Sulgwita Secondary School 9 3
Chesingele Secondary School 10 3
Mary Mount Secondary School 25 8
Njenga Karume Secondary School 24 8
Tayari Secondary School 9 3
Kapsita Secondary School 7 2
Sokoro Girls Secondary school 6 2
Karirikania Secondary School 8 3
Kiambereria Secondary School 9 3
Lawina Secondary School 7 2
Moto Secondary School 9 3
Sachangwan Secondary School 7 2
Elburgon P.C.E.A Secondary school 7 2
St. James secondary School 5 2
Jogoo Secondary School 8 3
St. Brendas Marioshoni Secondary School 9 3
Mianzini Secondary School 28 9
Tumaini Secondary School 8 3
TOTAL 309 100

Sour ce: TSC (2014)
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APPENDIX 11

Table 3.4: Sample Size

School Population Sample Size( 30%)
Chandera Secondary School 7 2
Elburgon Secondary School 23 7
Kambala Secondary School 14 4
Michinda Secondary School 25 8
Molo Secondary School 28 8
Molo Academy Secondary School 12 4
Mona Secondary School 5 5
Turi Sulgwita Secondary School 9 3
Chesingele Secondary School 10 3
Mary Mount Secondary School 25 8
Njenga Karume Secondary School 24 7
Tayari Secondary School 9 3
Kapsita Secondary School 7 2
Sokoro Girls Secondary school 6 2
Karirikania Secondary School 8 2
Kiambereria Secondary School 9 3
Lawina Secondary School 7 2
Moto Secondary School 9 3
Sachangwan Secondary School 7 2
Elburgon P.C.E.A Secondary school 7 2
St. James secondary School 5 1
Jogoo Secondary School 8 2
St. Brendas Marioshoni Secondary School 9 3
Mianzini Secondary School 28 8
Tumaini Secondary School 8 2
TOTAL 309 96

Sour ce: (TSC, 2014)
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