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ABSTRACT
The study has attempted to establish the impact of trade union on organizational productivity. The researcher, thus mapped out the structure of the study to address a number of objectives: establishing the various activities of trade unions in an organization in Nigeria; establishing the challenges of trade union activities in an organization; and determining the impact of trade unions on organizational productivity in Nigeria. Research questions were used to guide the researcher to achieve these objectives. A review of the existing literature has revealed that trade unions have many activities that they exercise on behalf of their members. For instance, they bargain for wages and good working condition terms; lead strikes if negotiations fail; represent workers in disciplinary case hearings; among other activities. The study used a simple random sampling, the study choose questionnaire as the suitable research instrument to be filled out by respondents. The results obtained indicated that trade unions play an important role in the work-life of their members. The activities discharged such as collective bargaining, striking actions, employee representation, embolden workers and eventually make them confident and productive thus spurring organizational productivity. Accordingly, there were recommendations to the effect of allowing workers to form trade. Finally, the study identifies a need for a comparative study on unionized and non-unionized workers in the fast moving health sector to be further pursued to establish whether similar results can be obtained.
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CHAPTER ONE
INTRODUCTION
1.1 [bookmark: _bookmark1]BACKGROUND TO THE STUDY
Research has shown that unionized organizations are more productive than nonunionized firms are (Deery & Iverson, 2005; Pencavel, 2009; Griswold, 2010; Devinatz, 2011; Amah & Ahiauzu, 2013). They argue that this arises out of the fact that trade unions exert an upward pressure on salaries and wages. This prompts upward pressure on the cost of labor then prompts organizations‟ manager to increase capital‟s intensity as well as the labor force quality which in turn, increases labor‟s productivity. However, it is not always that trade unions lead to increase in productivity. Deery and Iverson (2005) further argue that if the trade unions oppose adoption of new technologies by firms, organizational productivity reduces. Trade unions affect organizational productivity either positively or negatively, they affect productivity positively if they lead to increased employee productivity by successfully negotiating for better working conditions and remuneration packages (Deery & Iverson, 2005). These outcomes motivate organizational employees who are members of the trade unions to work more efficiently thereby increasing the company‟s productivity.
Deery and Iverson (2005) argue that trade unions can also have a negative effect on the organizational productivity by causing employees to stop working or to engage in sabotage. This is done in cases where trade unions mobilize their members to go on strike where peaceful negotiations fail. Strikes, go slows and acts of sabotage decrease organizational productivity. This means that employers need to have a good working relationship with their employees through trade unions in order to improve productivity and avoid disruptions in workflow and business operations. The standard economic theory of trade unions and industrial democracy theory provide important basis for understanding the roles and functions of trade unions at the work place. The standard economic theory assumes that trade unions normally lead to increased wages which forces management of firms to increase capital intensity at the workplace. It also increases the work force quality and eventually productivity increases, while the Webbs, under the industrial democracy theory looked at trade unions as being an extension of democracy from politics to industry (Devinatz, 2011).
[bookmark: _bookmark2]Trade unions in the cement industry play a much similar role just like unions in other industries, they use trade union as vehicles through which employees exercise their self- determination in terms of gaining good remuneration, good working conditions, and better labor contracts. Employees collectively elect their representatives who undertake collective bargaining on their behalf; they are also avenues through which workers articulate their grievances to the organization’s management.
Loss of jobs then affects the welfare of the workers since they cannot earn a living. It is also important to note that trade unions sometimes condone some form of discrimination at the workplace, they only represent, fight for and articulate the interests of registered members only. Those workers who are not members can suffer in the hands of employers yet trade unions do nothing about it. This differential approach to helping employees is aimed at encouraging as many workers as possible to join trade unions. Whereas it is not clear why some workers choose not to belong to trade unions, many people fear paying union fees because it is seen as an extra tax on their salaries and wages.
1.2 [bookmark: _bookmark5]STATEMENT OF RESEARCH PROBLEM
In today’s industrial setting in Nigeria, it is however very disheartening to discover high level of union disunity and politicization, a situation that has reduce labour unions to mere toothless bulldogs and pawns in the hands of politicians and managers, and has made many labour unions failed in the roles and functions in bringing about peaceful and harmonious industrial harmony and development. This paper therefore take a theoretically incursion into examining the roles of labour union in Nigeria’s industrial harmony and development. 
Many employers, particularly small and medium-size companies loath trade unions and in most cases, they attempt to suppress their formation. Operation of trade unions within organizations has some impacts on organizational productivity. Because they ensure that employees get good remuneration packages and good working conditions, trade unions can boost employee morale and this can then motivate them to be more productive in their work. In addition, if the unions successfully negotiate for increased pay for workers, managers manipulate the factors of production such as labor and capital in order to increase productivity and take cover up increased costs of labor. Thus, trade unions can increase organizational productivity. However, trade unions can potentially decrease a firm‟s productivity. When they fail to peacefully negotiate for better terms, trade unions often engage in strikes during which period firms‟ productivity decreases (Cote, 2013).
1.3	RESEARCH QUESTIONS
i) Are there activities of trade union in a health sector organization?
ii) What are the challenges of Trade Unions activities in a Health Sector organization?
iii) Does trade union have impact on organizational productivity in an organization
1.4 [bookmark: _bookmark6]OBJECTIVE OF THE STUDY
The general objective of this study is to examine the impact of trade union on organization productivity, specifically, the study aims to:
i) Establish the activities of trade union in a health sector organization.
ii) establish the challenges of Trade Unions activities in a Health Sector organization
iii) determine the impact of trade union on organizational productivity in an organization
1.5 RESEARCH HYPOTHESES
Ho1:	There are no activities of trade union in a health Sector organization
Ho2:	There are no challenges facing Trade Unions activities in a health Sector organization
Ho3:	Trade Union does not have impact on organizational productivity in an organization
1.6 [bookmark: _bookmark7]   SIGNIFICANCE OF THE STUDY
This study provided more information on the broad subject of labor relations and organizational productivity. More specifically, the study is important for the Employees of cement producing companies that are not yet unionized may use the findings of this study to make decisions regarding whether or not they should also unionize. This is because they will get benefits such as the union making final decision about disciplinary action or their termination on their behalf. They also can file grievances or complaints with their union representatives, who then take them up with management on their behalf. Unions are meticulous when it comes to working conditions, in order to ensure a safe, friendly working environment. 
Unionized employees also can expect steady raises and benefits, such as health coverage, sick leave and paid vacation time. The exact nature of monetary compensation and coverage varies based on the collective agreement, which is reviewed and negotiated upon expiration also helps members with legal and financial problems. Employees who have trade unions in the companies and are not members will also be able to understand the importance of trade unions and make an informed decision of joining the trade union or not. 
Management of the health industry whose employees are not unionized may get to understand the benefits of unionized employees and avoid rejecting such changes whenever their employees want to be unionized, this benefits are such as collective agreements with unions establish a set agreement that can't be disputed until the contract expires. This makes the costs associated with pay and benefits more predictable. Turnover is also less common, since employees generally enjoy the safety, security, and lucrative compensation that unions bring. In turn, employee training is more likely to be a worthwhile investment. 
[bookmark: _bookmark8]Other researchers may build on the findings of this study in order to undertake further research in this area. In addition, this study may be useful in industrial relations policy formulation, human resource management policy and the general labor laws.
1.7	SCOPE OF THE STUDY 
The study centers on the impact of trade unions in an organization productivity. It was carried out at the UITH, Ilorin. Therefore, UITH, Ilorin is the scope of this study. 
1.8	DEFINITION OF KEY TERM
Compensation Management: According to Ivancevich et al (1994), this can be said to be the totality of financial and non-financial rewards that employee receives in return for his labour or services.
Conflict Resolution: This is organized way of resolving employer-employee differences usually caused by disagreement on pay package or staff welfares as a whole.  
Wage: This is the reward for labour that is paid on a daily or weekly basis.
Organization goals: These are goals set by organization to increase its performance indices. This could be long or short term.
Organization: According to Katz and Kahn (1966), it is defined as an integrated social system with these three cardinal features:
Reward System: This is an existing employees’ reward structure or system in place in an organization. It is usually guided by organizational policy.
Salary: This is the reward for labour that is paid on a monthly basis.
Trade Union: A trade union or labor union is an organization of workers. The trade union, through its leadership, bargains with the employer on behalf of union members (rank and file members) and negotiates labour contracts with employers. This may include the negotiation of wages, work rules, complaint procedures, rules governing hiring, firing and promotion of workers, benefits, workplace safety and policies. The agreements negotiated by the union leaders are binding on the rank and file members and the employer and in some cases on other non-member workers.


CHAPTER TWO
LITERATURE REVIEW
2.1 [bookmark: _bookmark9]CONCEPTUAL FRAMEWORK
[bookmark: _bookmark12]2.1.1	Concept of Trade Unions
[bookmark: _bookmark13]A trade union is an association of employees, thus a trade union represents the employees' interests to the employers. Trade union has got various activities that assist unionized members. One of the activities is Collective bargaining with the management to settle terms and conditions which may include taking up the individual and collective grievances of the workers with the management of employment, According to Armstrong (2007) Collective bargaining arrangements are set up by agreements between managements, employers‟ associations, or joint employer negotiating bodies and trade unions to determine specified terms and conditions of employment for groups of employees. These processes are usually governed by procedural agreements and result in substantive agreements and agreed employee relations procedures. More specifically, trade unions negotiate for wages, work rules, complaint procedures, rules governing hiring, firing and promotion of workers, benefits, workplace safety and policies.
Trade unions, as indicated by Freeman and Medoff (1984) provide workers with a „collective voice‟  to  make  their  wishes  known  to  management  and  thus  bring  actual  and  desired conditions closer together. This applies not only to terms of employment such as pay, working hours and holidays, but also to the way in which individuals are treated in such aspects of employment as the redress of grievances, discipline and redundancy. According to Manda et al., (2005) trade unions lead employees in their negotiations and agreement with their employers on appropriate payment and work conditions. Beardwell and Claydon (2007) explain that a number of bargaining initiatives have emerged during the 1980s which have changed the level and structure of collective bargaining. The initiatives have facilitated the exercise of managerial prerogative in the bargaining relationship and further narrowed the scope of bargaining channels. Pencavel (2009) argues that elected leaders of trade unions negotiate with employers on behalf of ordinary members of the union for better working conditions. Once the parties agree, they sign contracts known as “collective bargaining agreements (CBA) and may include wages and salaries, hiring and firing procedures, promotion, demotion of workers, rules and regulations among others”
Trade unions also organize demonstrations, strikes, etc, to press demands of workers when negotiations have failed. They have had some impacts on both government and organizations. The reason for their formation and development is to fight for the rights and welfare of workers in both governmental and private organizations. They have always pressurized governments to make worker-friendly laws concerning minimum wages and other trade laws (Griswold, 2010). In most cases, they have been at loggerheads with governments. In their history, trade unions have had their demands met through industrial action. Strikes have been the most favorable tool for the trade unions. These strikes have often led to work stoppages and discontinuity in the production process. This, in turn, has led to loss of revenues whenever it occurs.
They represent workers at disciplinary and grievance hearing. According to Cote (2013) employees and other workers have the right to be accompanied at a disciplinary or grievance hearing. They can choose to be accompanied by a co-worker or a union representative. Often, the union representative, will be a workplace representative who is also a co-worker. co- operating with the management of the undertaking or establishment in ensuring the proper implementation and observance of employer/trade union agreements, the use of agreed dispute and grievance procedures and the avoidance of any action, especially unofficial action, which would be contrary to such agreements or procedures and which would affect the continuity of operations or services.
Traditionally the fundamental purpose of trade unions is to promote and protect the interests of their members and also to redress the balance of power between employers and employees. The basis of the employment relationship is the contract of employment. But this is not a contract between equals. Employers are almost always in a stronger position to dictate the terms of the contract than individual employees. Trade unions also exist to let management know that there will be, from time to time, an alternative view on key issues affecting employees. More broadly, unions may see their role as that of participating with management on decision making on matters affecting their members‟ interests Armstrong (2007). Although trade unions look after the interests of their members, they also recognize the advantages of working in partnership with employers. This is because a successful, profitable business is good for workers and therefore good for the union and its members. 
Trade unions can have work arrangements with the employer, this should conform to the same job performance standards, company rules, disciplinary conditions and other conditions of employment as comparable employees in the undertaking or establishment in which they work for example in productivity deals, employers and union leaders agree on output targets whereby the unions undertake to mobilize their members to achieve the set targets whereas employers promise to increase the rewards to employees Bacon and Storey (1996) argue that partnership initiatives between trade unions and employers have been frustrated in a number of firms, owing to the lack of management commitment to the process leading to nothing more than rhetoric of partnership. According to Armstrong (2007), partnership may not work if senior management does not really believe in partnership and decisions are made unilaterally without consulting trade union officials.
Trade Unions play a political role where senior leaders in the unions become members of political elite. It is little wonder then that in most countries trade union leaders become politicians (Pencavel, 2009). Given this political clout, trade unions through their leaders are able to lobby for significant social and labour legislation to be placed on the statute book or the constitution. Trade unions are therefore ready to use their influence, and sometimes power, to impact on political decisions. However, this political power is used against the state, and the private sector, on behalf of members of these unions (Pencavel, 2009). In exercising their political power, trade unions have to be wary of the dynamics of party political structures in the communities. In some regions, trade unions are still linked, almost organically, with political parties for instance the Labour Party of United Kingdom. In others, there are less-structured relationships; and in others, trade unions remain uncommitted to the party political process, and while influencing the process, remain uncommitted and unrelated to any particular party, basing power on the support of the membership.
Trade unions are influential in determining and establishing job standards in the workplace. Increasingly, management has sought to regain control of the workplace and to determine unilaterally, matters relating to the nature of jobs and other working conditions. Even at the international level, employers are claiming that workplace standards, in keeping with ILO Conventions and Recommendations, are proving onerous and difficult to maintain (Griswold, 2010). The strength of the trade union at the workplace level determines its ability to perform its job regulation function. Strong trade unions have entered into arrangements where the power of management has to be shared with the union at the workplace. Jointly agreed procedures for dealing with major issues in the workplace such as grievances, discipline, job evaluation, redundancy, work changes, safety and health, along with the right to negotiate terms and conditions through collective bargaining, provide the sound basis for unions to perform regulatory functions (Griswold, 2010).
[bookmark: _bookmark14]Trade unions have actively engaged in providing welfare services for members and even for the wider community. This takes various forms including the employment of those who have disabilities, as an example to the wider community, the provision of family services including baby crèches, child care centers and old people‟s homes, as well as play and recreational centers in depressed areas (Freeman & Medoff, 1984). In some situations, trade unions function within the narrow business union function, limiting their interventions to their market and job regulation aspects. In some instances, trade unions transcend the representation of their membership and reach out on behalf of non-members, including the unemployed, the disabled and others who need their assistance in the wider community (Freeman & Medoff, 1984).
2.1.2	Benefits of Trade Unions
Trade unions offer a number of benefits or advantages to their registered members, these benefits and/or advantages arise from the work that trade unions perform. First, trade unions lead employees in their negotiations and agreement with their employers on appropriate payment and work conditions (Manda et al., 2005). It is much easier for workers to push for salary increments unlike an individual employee. Thus, by joining a trade union, an employer may be able to enjoy the advantages of collective bargaining about better salaries and wages among other remuneration packages. Secondly, trade unions represent workers and protect them from any possible exploitation by employers. Whenever employees have concerns relating to the workplace, trade unions take up those concerns and discuss them with employers. These concerns include health and safety standards, more holidays and working hours. This means that if employees join trade unions, they are able to have these concerns discussed without delays, fear or intimidation.
Trade unions are also beneficial to organizations because through them, employers can strike productivity deals with their employees (Cote, 2013). In these productivity deals, employers and union leaders agree on output targets whereby the unions undertake to mobilize their members to achieve the set targets whereas employers promise to increase the rewards to employees. These kinds of agreement ensure mutual benefits for both workers and organization. At the end of the day, no party feels that it has suffered a loss. Another important function of trade unions is that they enable their members to access education facilities as well as a number of consumer benefits like discounted insurance. This kind of education facilities ensure that employees get training to acquire new skills which can in turn make them work more productively for the benefit of the organization. It also ensures that they keep up with the ever-changing technology and as a result, they remain relevant in their organization. In addition, trade unions provide moral and legal advice to the members who could be facing disciplinary action. Union officials accompany the affected workers to disciplinary meetings and even speak up for them. In legal suits, unions may offer free legal services to the members and even represent them in courts.
Beardwel and Claydon (2007) contend that trade unions improve the economic and social conditions of all workers in a given country besides render to them assistance whether or not such workers are employed or have ceased to be employed. Moreover, they secure adequate representation on government Boards and committees dealing with labor regulation and on matters affecting workers. Trade unions are keen on maintaining adequate representation on government boards and committee dealing with labour legislation and matters affecting workers (Mosley et al., 1996). Trade unions serve as an agency for the purpose of commenting on economic, social and political affairs including securing legislative protection for workers from the government by acting in accordance with existing laws and regulations, the rules of the union and good industrial relations practice; liaising with and seeking advice and assistance from the appropriate full-time trade union official (Beardwell & Claydon, 2007).
Economic activities of trade unions are no doubt the dominant activities played by trade unions in most countries. Collective bargaining trade unions negotiate wages and salaries, helping to distribute the value added in the business firm and increasing the spending power of their members in the economy (Armstrong, 2007).While maximizing benefits to their members, trade unions are always conscious of the possible impact of their bargaining on inflation and employment. Globalization has made most countries to operate in as open economies, dependent on trade for survival. In many instances, inflation is determined by the cost of goods and services which are imported. There is not much evidence to suggest that trade unions are responsible for cost-push inflationary tendencies in the region (Beardwell & Claydon 2007). Nevertheless, unions direct their efforts at protecting their workers against the ravages of inflation, and trying to improve living standards which have been depressed  for historical reasons. Moreover, they try to defend their member‟s right to work and are supportive of both macro and micro economic policies which would be conducive to high employment (Cote, 2013).
2.1.3 [bookmark: _bookmark15]Challenges of Trade Unions
Although trade unions are beneficial to employees and employers, they also have some challenges or disadvantages. Cote (2013) argues that because trade unions drive up wages, they inadvertently cause unemployment especially if the wages rise above the equilibrium. This means that trade unions have a challenge of ensuring that employees are paid high wages without leading to unemployment, this is not easy to attain due to lack of sufficient information and expertise that trade unions need in order to negotiate for equilibrium wages. Secondly, trade unions do not represent workers who are not registered as members of the union. In case a worker who is not registered has problems with the company or at a personal level, unions usually ignore such workers. Here, the challenge is to fight perceptions that the unions are discriminatory. Unions must work hard to ensure that all the workers see the benefits of union membership so that they can be members and union can serve all the workers without perceptions of discrimination. In addition, trade unions can easily lead to inflation since when wages rise above inflation rate, general inflation sets in. When general wages are increased due to trade union campaigns, workers end up having more disposable income and their purchasing power increases. Because of availability of cash in the hands of workers, commodity prices may rise significantly. The challenge that trade unions face in this regard is therefore to ensure that workers get reasonable pay without such pay increments leading to inflation.
[bookmark: _bookmark17]It is also noteworthy that strikes caused by trade unions lead to work stoppages thus leading to loss of productivity Marindany, (2012). It is not always that all attempts by trade unions to improve employee welfare are successful. In some cases, unions fail to agree with the management on the way forward. As a result, trade unions mobilize their members to go on strike. In cases where such strikes take a long period, companies end up losing revenues due to discontinuity in production. Therefore, the challenge of trade unions in this regard is to fight for workers and pressurize company managers to improve employee welfare without jeopardizing the company interests. However, it is not easy for trade unions to engage in industrial action without undermining organizational productivity; firms often incur losses in cases of strikes.
2.1.4	Factors that affect Organizational Productivity
A number of factors affect organizational productivity. According to Williams (2004), these factors fall into four broad categories; environmental factors, organizational structure, fiscal and human factors and employee attitudes. Each of these factors has an important bearing on the efficiency of the firm. Whereas companies have some level of control on the fiscal and human factors, it is not possible for them to control the environment within which they operate. Environmental factors include aspects such as the physical location of the business, the political and economic environments. The physical location refers to aspects such as whether the company is located in the rural areas or in the urban areas. This location has implications for the employees because it determines where they live, their needs such as transport, shelter and other general considerations for employees. The political environment has to do with government regulations with regards to labor laws touching on issues like  trade unions, employment contracts and minimum wages among others. Economic factors relate to the general industry within which firms operate, this is important because it determines the wage-rate for employees and it informs managerial decisions. It also relates to the strength of trade unions in the industry and how such unions affect the operation of companies in the industry (Williams, 2004).
Organizational factors that affect a firm‟s productivity include the structure of the company, technology, and climate. The structure, size, and complexity of an organization determine its efficiency depending on the extent of its specialization. Technology plays the most important role in productivity since it defines the firm‟s technical level of goods as well as processes. Organizational climate concerns how the employees are treated and whether there is an established results-oriented organizational culture, it also concerns reward system for employees. Employee attitudes also determine productivity in organizations; this is because organizations achieve their goals through employees. If the workers are well motivated, then organizations can realize improved productivity but if employees are demotivated and dissatisfied, they are likely to be less productive
[bookmark: _bookmark18][bookmark: _bookmark19]2.1.5	Trade Unions and Organizational Productivity
The question of trade unions and organizational productivity has received considerable debate on how the later affects the former. Trade unions have an impact of organizational productivity since they affect profitability and labor. Scholars in industrial relations argue that trade unions distort the labor market through a number of methods such as the push for higher wages, employment restrictions, and defense against layoffs. As already indicated, trade unions have the potential to cause unemployment. This means that organizational productivity can be affected by such unemployment since unemployment causes output losses. However, it is not exactly clear how trade unions affect organizational productivity. In any case, there is a lot of controversy concerning the effects of trade unions on organizational productivity. A clear understanding of this relationship is important for policy formulation in organizations. One way of gaining an understanding of the relationship between trade unions and organizational productivity is to carry out empirical research on this question. Such research must, however, be guided by theory and literature review.
Trade unions affect organizational productivity either positively or negatively. They affect productivity positively if they lead to increased employee productivity by successfully negotiating for better working conditions and remuneration packages (Deery & Iverson, 2005). These outcomes motivate organizational employees who are members of the trade unions to work more efficiently thereby increasing the company‟s productivity. Most employees consider the reward they obtain for their work as the greatest motivator for them to work hard. If the work environment is conducive and remuneration is reasonable and commensurate to the amount of work done, workers can work harder and more effectively in order to increase efficiency and general productivity. 
Cote (2013) argues that once trade unions force organizations to increase wages, company management must respond by making sure that they get maximum output from labor if they have to reduce labor costs. This means that organizations will endeavor to reap maximum output from each individual employee for every additional unit of wages and salaries. In some cases, trade unions promote productivity through performance contracts that union officials sign with the organizational management. They negotiate on performance targets with better remuneration packages in return. Moreover, trade unions increase organizational productivity by the fact that they provide a viable means through which the workers can express their grievances and/or discontent.
Deery and Iverson (2005) argue that trade unions can also have a negative effect on the organizational productivity by causing employees to stop working or to engage in sabotage. This is done in cases where trade unions mobilize their members to go on strike where peaceful negotiations fail. Strikes, go slows and acts of sabotage decrease organizational productivity. In addition, productivity can further be compromised based on the disciplinary action that is taken against union members and their leaders after strikes. In some incidences, managers resort to sacking of the employees who engage in strikes. This reduces the labor force and decreases productivity even if for a short period. Employee attitude can also be affected negatively by such actions. At the end of the day, demotivated workers cannot work efficiently and this reduces organizational productivity Thompson, (2011). This means that businesses need to have a good working relationship with their employees through trade unions in order to improve productivity and avoid disruptions in workflow and business operations. Most specifically, managers must do all that is possible to preempt any strikes that trade unions may cause. They should be open to dialogue and constructive negotiations that can guarantee the interests of both parties. However, in order for one to get a better understanding of the real relationship between trade unions and organizational productivity, it is important for empirical research to be carried out. Through fieldwork, important firsthand information can be collected concerning the role of trade unions and how they affect productivity.



2.2	THEORETICAL FRAMEWORK
It is important to understand theories of trade unions in order to be able to explain why they exist. Although there are many theories of trade unionism, no single one accounts for the structure and functions of trade unions. Different scholars have advanced different theories of trade unionism and the general labor movement. This study is guided by two major theoretical views of trade unions. These two are the standard economic theory and the industrial democracy theory. These theories provide important basis for understanding the roles and functions of trade unions at the work place.
2.2.1 [bookmark: _bookmark10]Standard Economic Theory
The Standard economic theory is also known as the expected utility theory. The earliest proponents of this theory were the early eighteenth economists Gabriel Cramer (1728) and Daniel Bernoulli (1738). Two centuries later, John von Neumann and Osker Morgnestern (1944) expounded on this theory. Basically, the theory holds that human beings are self- centered and they prefer certain services or goods over others they also seek to pleasure and avoid pain by keeping off risks. Human beings are also rational in their decision making and in every situation; they seek optimization since their resources are limited. According to this theory, trade unions exist to fight for the welfare of employees particularly for better remuneration packages and good working conditions (Hafford, & Koops, 2009). This means that trade unions push salaries and wages to go up hence increase the cost of production.
Henry Simons expounded this theory in 1944 whereby he considered trade unions to be organized monopolies that are dangerous. Simons thought that trade unions limit the productivity of organizations and raised production costs. This arises out of the fact that trade unions enjoy a lot of freedom and are able to resort to violence and sabotage in order to achieve their ends. Simons argued that trade unions are able to put industrial capital under siege and eventually destroying industry by making labor to be extremely costly. At the end of the day, Simons argued that trade unions end up exploiting the consumer by making the final products to be costly as firms transfer labor costs to the final consumers. However, firms do not automatically transfer the increased labor cost to the final consumer via increased product prices. The monopoly view of trade unions argues that firms respond to increased wage demands by adjusting capital and other production inputs. This adjustment is done until that level when marginal labor equals the wage rate determined by the trade unions (Williams, 2004). This view therefore tends to address Simons‟ fear that trade unions restrict firms‟ productivity but rather it tends to increase it in the long run. If organizations are not able to get more from their employees when the  wages  have  been  raised,  such firms can easily go out of business.  This  theory  makes  a  number  of  assumptions regarding to how human beings seek to attain their benefits. For example, based on this theory, we can say that workers prefer trade unions and we can predict that once a person is employed in a company, he or she may seek to join a union. This is done in order to    promote their self-interests such as better pay and good working conditions. Workers join trade unions in order to avoid  the risks associated with being outside the union. Through trade unions, this theory assumes that workers can optimize their benefits from their employers.
2.2.2 [bookmark: _bookmark11]Industrial Democracy Theory
Sidney Webb and Beatrice Webb, who were British reformers of the socialist wing, developed the industrial democracy theory of trade unions. The theory was developed towards the end of the 19th century around 1897. The Webbs looked at trade unions as being an extension of democracy from politics to industry (Devinatz, 2011). Trade unions are therefore considered vehicles through which employees exercise their self-determination in terms of gaining good remuneration, good working conditions and better labor contracts. Employees collectively elect their representatives who undertake collective bargaining on their behalf. Looked through democracy lenses, trade unions are categorized under pressure groups whose methods of interest articulation is based on democratic practices. These include collective bargaining and engaging in strikes all of which are allowed in democratic societies. The Webbs argued that the process of collective bargaining is one way of strengthening the labor force. Devinatz (2011) argues that trade unions provide avenues through which labor engages capital in constructive working negotiations for mutual benefit of both parties. In democratic societies, one person based on his or her whims does not make decisions. Instead, good decisions are made after wide consultations with all the concerned stakeholders in order to ensure that the resultant policies or decisions benefit as many people as possible. Trade unions, therefore, provide avenues through which employees engage in dialogue, discussions, and negotiations with their employers in order to secure beneficial deals. Trade unions are considered important structures through which employees can press for good corporate governance including creation of a good working environment and also through which the workers‟ common good can be achieved.
2.3	EMPIRICAL REVIEW
Although most people assume they know what labour unions do, when forced to explain what labour unionism involves many observers find themselves merely echoing ―they represent interest of their members‖. Then more confusion seems to be created in people‘s mind when the question ―do labour unions represent the interests of their members‖? One finds that many people are unsure of how labour unions actually function, even when they agree that some unions are ―too strong‖ or are ―giving the government a tough time‖ or are too weak‖. And quite often, the effectiveness of a union may not be that apparent to a union leader and bureaucrat, especially where effectiveness is only viewed in terms of specific objectives achieved against the opposition‖ of private and public employers. What then is a labour union? One of the conventional definitions of a labour union is that given by Webb (1997) as ―a continuous association of wage earners for the purpose of maintaining and improving the conditions of their working lives‖. This definition highlights three elements: continuity or relative permanency of organization, a goal, improving conditions and employment, the economic and authority relationship between two parties, workers and employer. These elements are also contained in section 1 of the Nigerian trade Union Act 1973 which defines a labour union as Any combination of workers or employers, whether temporary or permanent, the purpose of which is to regulate the terms and conditions of employment of workers whether the combination by reason of any of its purpose being in restraint of trade and whether its purposes of not include the provision of benefits for its worker. The definition recognizes the right of employers to form trade unions. It equates workers union with that of the employers; this limits labour unions to issues connected with working conditions in the work place; gives legal personally to unions and also immunes them from litigations in pursuit of their objectives. It however limits labour union rights in several respects e.g. exclusion of certain civilian organizations form labour union membership right to amend constitution. 
Furthermore, Otobo (1997) defines labour unions as ―a collective response of working people exposed to the economic deprivations of an inhospitable society and exploiting industrial and commercial elite.‖ Labour unions have played an immensely positive role in the development of most post-colonial states. They organized workers and advanced their interest in the context of exploitative labour relations. They participated actively in the decolonization process, and they struggled against neo-colonial regimes to gain concessions so as to protect the socio-economic interests of the working classes. They often opposed management and corruption in the running of the affairs of the state, and pursued a relatively, nationalist and unifying project in contrast to the highly divisive politics of the post-colonial ruling class. The extent to which they have played this role effectively and positively have, of course, been a function of many factors, such as how organized they have been, how seriously they have mobilized their members, what resources have been at their disposal and so on. The emergence of workers as a class who live on wage employment instead of self-employment led to the emergence of labour unions. 
In Nigeria, the colonial system essentially produced the Nigerian working class that is Nigerians who live on wage instead of being peasant farmers or self-employed artisans. However, increasingly Labour Unionism & its Effects on Organisational Productivity Copyright© IAARR 2013: www.afrrevjo.net 41 Indexed African Journals Online: www.ajol.info Nigerian workers became products of the capitalist system and its exploitative mode of production. As Yesufu (1984) points out, wage employment in Nigeria was without foundation before the Europeans. Most people were engaged in agricultural pursuits from which they earned their living. Those who were working for another, such as servants in the feudal communities, earned their income ―in kind‖. Although wage employment received approval among some Nigerians such employment was undertaken to meet specific needs and the employment relationship was usually served as soon as the objectives were achieved. Undoubtedly, these forces created considerable problems for the colonial administration. Foremost was the shortage of persons available for employment in the colonial establishments. The preference of the Nigerians for rural agriculture resulted in the high cost of urban labour. 
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CHAPTER THREE
RESEARCH METHODOLOGY
[bookmark: _bookmark21]3.1	INTRODUCTION
This chapter presents the methodology which was used to achieve the objectives of the study. It discusses the research design, target population, data collection and data analysis.
3.2 [bookmark: _bookmark22] RESEARCH DESIGN
[bookmark: _bookmark23]	This study adopted a descriptive cross-sectional survey design. Descriptive study, as the name suggests, entails the description of a phenomenon under investigation. It is not concerned about explaining why, how or when an event occurred but rather focuses on what characterizes the phenomenon. The choice of a descriptive study is appropriate because this study aimed at describing the characteristics of trade unions in the health centers in Kwara as well as their impact on organizational productivity. A cross-sectional survey was used since the study occurred in different groups of the population but at the same time. The choice of this design in this study was appropriate because the focus of the study was on the impact of trade union on organizational productivity in different health centers in Kwara.
3.3	POPULATION OF THE STUDY
	In research, the concept of population refers to the totality of all the individual people or objects that possess the characteristics or qualities that are of interest to the research at a hand (Liu et al., 2014). It refers to all the subjects that the researcher wants to investigate or study. All possible subjects of investigation such as people, events, and objects that combine to form a given known completely constitute what is referred to as the population. The total population for this research work is 2000.


[bookmark: _bookmark24]3.4	SAMPLE SIZE AND SAMPLING TECHNIQUES
The sample size for this study shall be drawn from the entire population of the University of Ilorin Teaching Hospital staff (i.e 2000). The required sample size for this study shall be derived using the Yamane (1967) Formula, as stated below;
Formula n = 
where
n = desired sample size
	N = population size i.e 2000
	e = margin error i.e. 0.5
For the purpose of this research study, the margin of error is taken to be 5%. From the total population of N = 2000, this implies the e = 0.05. Using the Yamane Formula, substituting into the Yamane’s Formula, hence the sample size for the research study is computed below as;
n =  

n =  

n =  

n =  

n= 333
This implies that a sample size of 333 will be required in this study to achieve a 95% precision from utilizing information and data collected from the sample. The sampling technique that shall be employed in this research is the stratified random sampling techniques. This is to enable the study to obtain reasonable conclusion from which generalization shall be ascertained from the staff.
3.5	METHODS OF DATA COLLECTION
The methods used in collecting data for this research work are questionnaire, text book, internet and library.
The questionnaire was structured and consists of 20 different questions all together. Questionnaire was divided into two sections: section A consists of Demographical Characteristics of respondents, while the section B consists of questions relating to the subject matter. The structured questionnaire was administered to the staff, management and patients of the University of Ilorin teaching Hospital. The questionnaire was duly filled and returned to the researcher.
Other methods used in collecting data are consultation of textbooks that relate to the subject matter, making use of internet i.e browsing the internet to source for necessary materials that relate to this subject matter. Library was also visited because some materials on line are not enough, thereby, prompting the researcher to visit Kwara State Library and Kwara State Polytechnic Library.
3.6	INSTRUMENTS OF DATA COLLECTION 
	Primary data will be obtained via questionnaire constituting of closed ended questionnaire targeted to respondents within Kwara State, staffs customers and general public.
	This will consists of structural items to elicit information from the respondents; this is adopted because it allows a systematic collection of information about the object of the study.
3.7	METHOD OF DATA ANALYSIS
	This study employs descriptive method. The descriptive analysis involves the use of tables and percentage in presenting the data collected from the questionnaire administered to the respondents. Also, the study makes use of correlation and regression analysis using SPSS version 23. The reason for using Regression Analysis was because it is a statistical tool that does not only explore the relationship between two or more variables but also assessing the contribution of individual predictors in a given model.
3.8	HISTORICAL BACKGROUND
The University of Ilorin Teaching Hospital (UITH) belongs to the second generation of Teaching Hospitals which were established by law on the 2ndMay 1980. It took off in July1980 and started operation using as its temporary site, the then General Hospital and Maternity Hospital Ilorin which were owned by the Kwara    State Government. The permanent site of the hospital was declared opened by His Excellency, President of the Federal Republic of Nigeria, Chief Olusegun Obasanjo in May 2007 while complete movement took place in April 2010.
The Hospital provides compassionate, accessible, high quality, cost effective healthcare to the community; to promote health; to educate healthcare professionals; and to participate in appropriate clinical research. With our highly trained medical professionals, Patient satisfaction and care is top of our Priority. The physician and staff are here to ensure clients receive the best of care.
As both a teaching Hospital and a referral center, our specialist services are available to patients across a wider catchment area, providing nationally and internationally recognised work in Kidney disease and transplantation, cardio-thoracic, orthopedic surgery, IVF and lots more.
The values have been created over time by the cheerful people of UITH, and Patients who have benefited from highly skilled health professional in the Hospital. Here, we make a living by how many lives we touch positively. Your sound health is our priority.
[bookmark: _bookmark26]

CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1	INTRODUCTION
This chapter presents the analysis of the data collected for this study. The responses of the respondents to the questionnaire were analyzed by the use of frequency counts, simple percentage and descriptive statistic.
4.2	DATA PRESENTATION AND ANALYSIS
4.2.1     Demographic characteristics of the respondents
This section discusses the demographic characteristics of the respondents in respect of their age, gender, marital status, level of education, management level and working experience. These analyses are shown below:
Table 4.2.1 	Age Distribution of The Respondents
	Age Group 
	Frequency
	Percentage (%)

	 21-25 years
26 – 30 years
31-35   years
36 – 40 years
41 And above
TOTAL 
	40
80
100
60
53
333
	12
24
30
18
16
100%


Source: researcher’s survey (2025)
Table  above revealed that out of the 333 respondents sampled, 40 respondents (12%) are from 21- 25 years, 80 (24%) were between ages 26 – 30 years, 100 (30%) falls under age bracket of 31 -35years, while 60 (18%) falls under the age bracket of 36-40 years and 53 respondents (16%) are within the age bracket of 41 and above.  


Table 4.2.2	Gender Distribution of the Respondents
	Gender 
	Frequency
	          Percentage (%)

	Male 
Female 
TOTAL 
	200
133           
333
	             60
             40
           100%


Source: researcher’s survey (2025)
From table above, 200 respondents (60%) out of the total population sample were male, while 133 respondents (40%) were female. This indicates that males are more than the female respondents as a result of the nature of that company.
Table 4.2.3	Marital Status of the Respondents
	Marital Status
	Frequency
	Percentage (%)

	Single 
 Married 
 Widow/Widower 
TOTAL 
	100
200
33
333
	30
60
10
100%


Source: researcher’s survey (2025)
Table above shows that 100 respondents (30%) from the total population sampled are not single, 200 (60%) are married, while 33 (10%) are widow/widower and that the majority of the population sampled are married which spend much time at the work place.
Table 4.2.4 Level of Education of the Respondents
	  Level of Education  
	       Frequency
	   Percentage (%)

	Secondary
Tertiary education  
 Professional 
TOTAL 
	            50
            280
            3            
           333
	             15
             84.1
             0.9              
           100%


Source: researcher’s survey (2025)
Table also reveals that 50 respondents (15%) of the total population sampled has Secondary Education certificates, 280 (84.1%) had tertiary education certificates and 3 (0.9%) had professional certificates. This indicate that the company have more Tertiary education certificate holders which most of them are at the top management level that formulate strategies for the company and thus reliable information is assured to be offered.
Table4.2.4: No of years in the organization
	Working experience 
	 frequency
	          percentage (%)

	  Less than a  year  
 1 – 5 years
 6 - 10years
11 – 15years
TOTAL 
	            10
            53
            120
            150
             333             
	             3
             16
             36
             45
            100


Source: researcher’s survey (2025)
Table above reveals that 10 respondents (3%) out of the total population sampled have been in the organization for less than a year, 53 respondents (16%) have been working for 1-5years, 120 respondents (36%) have been working for 6-10years, and 150 respondents (45%) have been working for 11-15years from the population sampled. This indicate that respondents that have worked for 11-15 years are more than other respondents which know more about the organizations policy.
Table4.2.5:	Department In The Organization     
	Department  
	       Frequency
	   Percentage (%)

	 Marketing 
 Finance 
 Accounting 
Purchasing 
TOTAL 
	             30
             50
             200
             53     
             333
	             9
             15
             60
             16
            100%


Source: researcher’s survey (2025)
Table above reveals that 30 respondents (9%) out of the total population sampled are in marketing department, 50 respondents (15%) out of the population sampled are in finance department, 200 respondents (60%) out of the population sampled are in Accounting department, 53 respondents (16%) out of the population sampled are in purchasing department.  
	DATA ANALYSIS 
Table 4.3.1	the trade union in your organization mobilizes employees for collective action when negotiations fail.
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	150
	45

	Agreed
	83
	25

	Undecided
	20
	6

	Disagreed
	50
	15

	Strongly disagreed
	30
	9

	Total
	333
	100


Source: researcher’s survey (2025)
	From the table above, 150 (45%) respondents strongly agreed that The trade union in your organization mobilizes employees for collective action when negotiations fail, 83 (25%) Agreed, 20 (6%) are undecided, 50 (15%) disagreed, while 30 (9%) of the respondents strongly disagreed.
Table 4.3.2	the trade union negotiates wages and working condition terms of its members. 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	100
	30

	Agreed
	100
	30

	Undecided
	33
	10

	Disagreed
	50
	15

	Strongly disagreed
	50
	15

	Total
	333
	100


Source: researcher’s survey (2025)
	The table shows that half of the respondents (30%) strongly agreed with the statement that The trade union negotiates wages and working condition terms of its members., 30% Agreed. However, 15% disagreed, 10% were undecided, while 15% strongly disagreed. 
Table 4.3.3	Strikes have been the primary tool for trade unions to express themselves when negotiations fail 
	Option 
	No of respondents
	Percentage (%)

	Strongly agreed
	123
	37

	Agreed
	80
	24

	Undecided
	70
	21

	Disagreed
	40
	12

	Strongly disagreed
	20
	6

	Total
	333
	100


Source: researcher’s survey (2025)
	The table shows that 37% strongly agreed with the statement that Strikes have been the primary tool for trade unions to express themselves when negotiations fail, 24% agreed, 21% undecided, 12% disagreed, while 6% strongly disagreed. 
Table 4.3.4	Trade unions regulate relations between workers (its members) and the employer
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	133
	40

	Agreed
	80
	24

	Undecided
	60
	18

	Disagreed
	30
	9

	Strongly disagreed
	30
	9

	Total
	333
	100


Source: researcher’s survey (2025)
	The tabulation above shows that 40% strongly agreed with the notion the Trade unions regulate relations between workers (its members), 24% agreed, 18% undecided, 9% disagreed, while 9% also strongly disagreed. 
Table 4.3.5	Trade unions represent workers at disciplinary and grievance hearing 
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	120
	36

	Agreed
	100
	30

	Undecided
	63
	19

	Disagreed
	50
	15

	Strongly disagreed
	-
	-

	Total
	333
	100


Source: researcher’s survey (2025)
	The table reveals that 36% of the respondents strongly agreed with the statement that Trade unions represent workers at disciplinary and grievance hearing. More so, 30% agreed, 19% were undecided while15% of the respondents disagreed and none strongly disagreed. 
Table 4.3.6	Trade union in your organization influences political decisions in the country hence ensuring legislation of worker-friendly laws 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	160
	48

	Agreed
	80
	24

	Undecided
	60
	18

	Disagreed
	29
	9

	Strongly disagreed
	4
	1

	Total
	333
	100


Source: researcher’s survey (2025)
	The table above shows that 48% of the respondents strongly agreed that Trade union in your organization influences political decisions in the country hence ensuring legislation of worker-friendly laws, 24% agreed, on the other hand, 18% undecided , 9% disagreed, while 1% strongly disagreed. 
Table 4.3.7	Trade union in your organization reaches out to non-members on behalf of members and represent the unemployed, the disabled and others who need their assistance in the wider community 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	50
	15

	Agreed
	50
	15

	Undecided
	20
	6

	Disagreed
	120
	36

	Strongly disagreed
	93
	28

	Total
	333
	100


Source: researcher’s survey (2025)
	The table 4.3.7 above shows that 15% of the respondents strongly agreed, 15% agreed, 6% were undecided, 36% disagreed with the statement that Trade union in your organization reaches out to non-members on behalf of members and represent the unemployed, the disabled and others who need their assistance in the wider
Community, while 28% of the respondents strongly disagreed. 
Table 4.3.8	The trade union in your organization mobilizes employees for collective action when negotiations fail hence increases organizational productivity
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	150
	45

	Agreed
	83
	25

	Undecided
	20
	6

	Disagreed
	50
	15

	Strongly disagreed
	30
	9

	Total
	333
	100


Source: researcher’s survey (2025)
	From the table above, 150 (45%) respondents strongly agreed that The trade union in your organization mobilizes employees for collective action when negotiations fail hence increases organizational productivity, 83 (25%) Agreed, 20 (6%) are undecided, 50 (15%) disagreed, while 30 (9%) of the respondents strongly disagreed.
Table 4.3.9	the trade union negotiates wages and working condition terms of its members thus increases organizational productivity 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	100
	30

	Agreed
	100
	30

	Undecided
	33
	10

	Disagreed
	50
	15

	Strongly disagreed
	50
	15

	Total
	333
	100


Source: researcher’s survey (2025)
	The table shows that half of the respondents (30%) strongly agreed with the statement that The trade union negotiates wages and working condition terms of its members thus increases organizational productivity, 30% Agreed. However, 15% disagreed, 10% were undecided, while 15% strongly disagreed. 
Table 4.3.10	Strikes have been the primary tool for trade unions to express themselves when negotiations fail hence decreasing organizational productivity
	Option 
	No of respondents
	Percentage (%)

	Strongly agreed
	123
	37

	Agreed
	80
	24

	Undecided
	70
	21

	Disagreed
	40
	12

	Strongly disagreed
	20
	6

	Total
	333
	100


Source: researcher’s survey (2025)
	The table shows that 37% strongly agreed with the statement that Strikes have been the primary tool for trade unions to express themselves when negotiations fail, 24% agreed, 21% undecided, 12% disagreed, while 6% strongly disagreed. 
Table 4.3.11	Trade unions regulate relations between workers (its members) and the employer hence increasing organizational productivity
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	133
	40

	Agreed
	80
	24

	Undecided
	60
	18

	Disagreed
	30
	9

	Strongly disagreed
	30
	9

	Total
	333
	100


Source: researcher’s survey (2025)
	The tabulation above shows that 40% strongly agreed with the notion that Trade unions regulate relations between workers (its members) and the employer hence increasing organizational productivity, 24% agreed, 18% undecided, 9% disagreed, while 9% also strongly disagreed. 
Table 4.3.12	Trade unions represent workers at disciplinary and grievance hearing hence increasing productivity 
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	120
	36

	Agreed
	100
	30

	Undecided
	63
	19

	Disagreed
	50
	15

	Strongly disagreed
	-
	-

	Total
	333
	100


Source: researcher’s survey (2025)
	The table reveals that 36% of the respondents strongly agreed with the statement that Trade unions represent workers at disciplinary and grievance hearing hence increasing productivity. More so, 30% agreed, 19% were undecided while15% of the respondents disagreed and none strongly disagreed. 
Table 4.3.13	there is a noted increase in organizational productivity before and after the trade union was formed when all other things are kept constant 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	160
	48

	Agreed
	80
	24

	Undecided
	60
	18

	Disagreed
	29
	9

	Strongly disagreed
	4
	1

	Total
	333
	100


Source: researcher’s survey (2025)
	The table above shows that 48% of the respondents strongly agreed that There is a noted increase in organizational productivity before and after the trade union was formed when all other things are kept constant, 24% agreed, on the other hand, 18% undecided , 9% disagreed, while 1% strongly disagreed. 


Table 4.3.14	Trade unions are disruptive to organizational production process and should be disbanded 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	50
	15

	Agreed
	50
	15

	Undecided
	20
	6

	Disagreed
	120
	36

	Strongly disagreed
	93
	28

	Total
	333
	100


Source: researcher’s survey (2025)
	The table 4.3.14 above shows that 15% of the respondents strongly agreed, 15% agreed, 6% were undecided, 36% disagreed with the statement that Trade unions are disruptive to organizational production process and should be disbanded, while 28% of the respondents strongly disagreed. 
Table 4.3.15	Trade unions is a big challenge to management in terms of organizational productivity
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	150
	45

	Agreed
	83
	25

	Undecided
	20
	6

	Disagreed
	50
	15

	Strongly disagreed
	30
	9

	Total
	333
	100


Source: researcher’s survey (2025)
	From the table above, 150 (45%) respondents strongly agreed that Trade unions is a big challenge to management in terms of organizational productivity, 83 (25%) Agreed, 20 (6%) are undecided, 50 (15%) disagreed, while 30 (9%) of the respondents strongly disagreed.
Table 4.3.16	Trade unions leadership indulge in politics hence influences legislations in favor of workers to increase productivity 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	100
	30

	Agreed
	100
	30

	Undecided
	33
	10

	Disagreed
	50
	15

	Strongly disagreed
	50
	15

	Total
	333
	100


Source: researcher’s survey (2025)
	The table shows that half of the respondents (30%) strongly agreed with the statement that Trade unions leadership indulge in politics hence influences legislations in favor of workers to increase productivity, 30% Agreed. However, 15% disagreed, 10% were undecided, while 15% strongly disagreed. 
Table 4.3.17	Trade unions enables members to access educational facilities thus improving their skills and overall productivity
	Option 
	No of respondents
	Percentage (%)

	Strongly agreed
	123
	37

	Agreed
	80
	24

	Undecided
	70
	21

	Disagreed
	40
	12

	Strongly disagreed
	20
	6

	Total
	333
	100


Source: researcher’s survey (2025)
	The table shows that 37% strongly agreed with the statement that Trade unions enables members to access educational facilities thus improving their skills and overall productivity, 24% agreed, 21% undecided, 12% disagreed, while 6% strongly disagreed. 
Table 4.3.18	By helping cushion its members against harsh inflationary periods, trade unions motivates members to work and achieve higher productivity
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	133
	40

	Agreed
	80
	24

	Undecided
	60
	18

	Disagreed
	30
	9

	Strongly disagreed
	30
	9

	Total
	333
	100


Source: researcher’s survey (2025)
The tabulation above shows that 40% strongly agreed with the notion that By helping cushion its members against harsh inflationary periods, trade unions motivates members to work and achieve higher productivity, 24% agreed, 18% undecided, 9% disagreed, while 9% also strongly disagreed. 
Table 4.3.19	By establishing and determining job standards in the organization, trade union enhances organizational productivity since workers perform efficiently 
	Option
	No of respondents
	Percentage (%)

	Strongly agreed
	120
	36

	Agreed
	100
	30

	Undecided
	63
	19

	Disagreed
	50
	15

	Strongly disagreed
	-
	-

	Total
	333
	100


Source: researcher’s survey (2025)
The table reveals that 36% of the respondents strongly agreed with the statement that By establishing and determining job standards in the organization, trade union enhances organizational productivity since workers perform efficiently . More so, 30% agreed, 19% were undecided while15% of the respondents disagreed and none strongly disagreed. 
Table 4.3.20	By engaging in corporate social responsibility (CSR) through representing the marginalized members of society, trade unions motivates members to be part of this noble task and this leads them to work hard to support the said course 
	Options
	No of respondents
	Percentage (%)

	Strongly agreed
	160
	48

	Agreed
	80
	24

	Undecided
	60
	18

	Disagreed
	29
	9

	Strongly disagreed
	4
	1

	Total
	333
	100


Source: researcher’s survey (2025)
	The table above shows that 48% of the respondents strongly agreed that By engaging in corporate social responsibility (CSR) through representing the marginalized members of society, trade unions motivates members to be part of this noble task and this leads them to work hard to support the said course, 24% agreed, on the other hand, 18% undecided, 9% disagreed, while 1% strongly disagreed.
4.3	TESTING OF HYPOTHESES
Hypothesis One
To test for the impact of trade union on organization productivity using data obtained from the table above, we employed the correlation method of data analysis to examine the strength and the trend of the variable under study.  The R 3.2.3 statistical software was used in analyzing the time series data collected.
Hypothesis One
Ho:	There are no activities of trade union in health sector organization
Table 4.3.11 	Correlation result for the variables 
	Test statistics

	
	  Pearson   correlation

	Coefficient 
	-0.06242850

	T-test (9)
	-0.187652

	P-value 
	0.8553



Sources: R 3.2.3 Output, 2025
Table 4.3.12: 	OLS, using observations (T = 11)
Dependent variable
	 
	Coefficient
	Std. Error
	t-ratio
	p-value

	Const
	22803.5
	15698.9
	1.4526
	0.1803

	ADVCOMPANY
	−0.97592
	5.20071
	−0.1877
	0.8553



	Mean dependent var
	 20106.36
	
	S.D. dependent var
	 19907.71

	Sum squared resid
	 3.95e+09
	
	S.E. of regression
	 20943.64

	R-squared
	 0.003897
	
	Adjusted R-squared
	-0.106781

	F(1, 9)
	 0.035213
	
	P-value(F)
	 0.855312

	Log-likelihood
	−123.9501
	
	Akaike criterion
	 251.9003

	Schwarz criterion
	 252.6960
	
	Hannan-Quinn
	 251.3986

	Rho
	 0.383976
	
	Durbin-Watson
	 1.126776


Sources: R 3.2.3 Output, 2025
Discussion 
From the analysis of hypothesis one in table 4.3.10 which test for the significance of the impact of trade union on organization productivity, the correlation reveals that there is a very weak negative linear relationship or agreement between trade union of the company and the productivity of the company at % -6. This means that an increase in trade union action of UITH by ₦1 will lead to a decrease in the profit of the company by 0.06% vice versa. To test for the significance of the impact the t test statistic computed of -0.187652 is less than the critical value of 2.262, this means that we cannot reject the null hypothesis of no correlation. Therefore we conclude that there are no various activities of trade union within the Health Sector in Kwara even though there is a very weak negative relationship between the trade union and productivity of the company. 
To show whether any relationship exist between trade union of the company and the productivity of the company, the ordinary least square regression analysis above shows that for every ₦1 increase in trade union actions, the profit made will reduced by ₦ 0.976 or put other way a 1unit increase in industrial action of trade union will lead to a 0.976% reduction in profit. The adjusted R squared   shows that the proportion of variability or variance in productivity and of the company is explained by -10.6% advertising expenditure.
To enable us to reject or do not reject the null hypothesis (Ho) of significant relationship between trade union and productivity of business organization the t-test statistic and p value is computed. The T-test ratio computed of −0.1877 is compared to the T-test critical value of 2.262 and the null hypothesis could not be rejected since the test ratio calculated of -0.1877 is more than ±2.262 critical values at 5% significance level and 9 degree of freedom.  
Hypothesis Two
Ho:	There are no challenges facing Trade Unions activities in a health Sector organization
	VARIABLE
	NUMBER 
	MEAN
	S.E 
	D.F
	Z-TEST AT  49, DEGREE                        OF FREEDOM
	CRITICAL VALUE

	
	
	
	
	
	
	95
	90

	There are challenges facing Trade Unions activities in the Health Sector in Kwara
	

50
	

   4.5
	
  0.0949
	

   49
	

57.95
	

1.96
	

1.64


Source: researcher’s computation (2025)
		From the table above, it shows that the calculated z-test at 49 degree of freedom is 57.95, when compared to the critical t-value at 95% and 90% are 1.96 and 1.64 respectively. Thus, since the tabulated value 1.96 < 57.95 the calculated value, the null hypothesis (H0) of there is no significant relationship between advertising and organizational performance is rejected and the alternative hypothesis (H1) that There are challenges facing Trade Unions activities in the Health Sector in Kwara
Hypothesis Three
Ho:	Trade Unions does not have impact on organizational productivity in health Sector organization
	VARIABLE
	NUMBER 
	MEAN
	S.E 
	D.F
	Z-TEST AT 49 DEGREE                        OF FREEDOM
	CRITICAL VALUE

	
	
	
	
	
	
	95
	90

	Trade Unions have effect on organizational productivity in the Health Sector in Kwara.
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0.1421
	

   49
	

   38.8
	

1.96
	

1.64


Source: researcher’s computation (2025)
[bookmark: _bookmark56]		From the table above, it shows that the calculated z-test at 49 degree of freedom is 38.8, when compared to the critical t-value at 95% and 90% are 1.96 and 1.64 respectively. Thus, since the tabulated value 1.96 < 38.8 the calculated value, the null hypothesis (H0) of Trade Unions have no effect on organizational productivity in the Health Sector in Kwara. is thus rejected, and the alternative hypothesis (H1) that Trade Unions have effect on organizational productivity in the Health Sector in Kwara. is therefore accepted, this means that Trade Unions have effect on organizational productivity in the Health Sector in Kwara.
Discussion of findings
1. From the analysis of hypothesis one in table 4.3.10 which test for the significance of the impact of trade union on organization productivity, the correlation reveals that there is a very weak negative linear relationship or agreement between trade union of the company and the productivity of the company at % -6.
2. The analysis of the hypothesis two showed that there are challenges facing Trade Unions activities in the Health Sector in Kwara State
3. Also, hypothesis three revealed that Trade Unions have effect on organizational productivity in the Health Sector in Kwara., this means that Trade Unions have effect on organizational productivity in the Health Sector in Kwara.
[bookmark: _bookmark58]

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
[bookmark: _bookmark59]						INTRODUCTION
[bookmark: _bookmark60]	The aim of this study was to establish the effect of trade unions on organizational productivity in the cement manufacturing industry in Kwara. Three firms were studied and the results have been discussed in the previous chapter. The purpose of this chapter is to present the summary, conclusion, limitations of the study, recommendations and suggestions for further studies.
5.1	SUMMARY OF FINDINGS
	The first objective of the study was to establish the various activities of trade union within the cement industry in Kwara. The findings of this study revealed that there are various activities of trade union within the cement industry in Kwara. These include negotiations for better wages, better working conditions, mobilizing employees for collective action when negotiations fail, facilitation of education opportunities for members, organizing strikes when negotiations fail, these has been used as a primary tool, they regulate relations between employee and employer they also represent employees during disciplinary hearings. However, it was noted from the findings that activities such as the trade union representing the non-unionized members was out of question.
The second objective of the study was to establish the challenges of trade unions activities in the Health Sector in Kwara State. The findings of the study revealed that Trade unions have got challenges just as Cote (2013) argues that because trade unions drive up wages, they inadvertently cause unemployment especially if the wages rise above the equilibrium. This means that trade unions have a challenge of ensuring that employees are paid high wages without leading to unemployment, this is not easy to attain due to lack of sufficient information and expertise that trade unions need in order to negotiate for equilibrium wages. In the findings it was noted that the respondents agreed that the trade unions negotiate pay raise on behave of its members. Trade unions also do not represent workers who are not registered as members of the union and also those who are disabled thus its biased to its members only thus leading to the perception that the unions are discriminatory yet it is very difficult to convince otherwise. It was also found that trade unions may fail to agree with the management on the way forward during negotiations and as a result, trade unions mobilize their members to go on strike. In cases where such strikes take a long period, companies end up losing revenues due to discontinuity in production. Therefore, the challenge of trade unions in this regard is to fight for workers and pressurize company managers to improve employee welfare without jeopardizing the company interests.
[bookmark: _bookmark61]5.2	CONCLUSION
In conclusion, this study set out to determine the effect that trade unions have on a firm's productivity using Health Sector within the Kwara County as a case study. The reason being that it has always been said by trade unionists that their existence is good for the organization's workers in particular and the whole firm in general. Indeed, the unions have architecture a number of activities to its members that ensure their well-being at the places of work. This, however, does not mean that every company has a trade union. Many employers, particularly small and medium-size companies loath trade unions and in most cases, they attempt to suppress their formation.
[bookmark: _bookmark62]The research problem of this study was based on the insufficiency of literature that addresses the connection between workers' membership to trade unions and organizational productivity. With this knowledge gaps in the previous related studies, this study attempted to answer the question, „what is the effect of trade unions on organizational productivity in the Health Sector  in  Kwara?‟  The  objectives  of  the  study  therefore  included:  to establish the various activities of trade unions within the Health Sector in Kwara; to establish challenges of trade union activities in the Health Sector; and to determine the effect of trade unions on organizational productivity and all these objectives were covered successfully. The researcher satisfactorily answered the research questions previously outlined, thus achieving a substantial part of research objectives. The activities of trade unions were exhaustively discussed following their endorsement by a majority of respondents. This was basically converting the activities into a positive or negative role in the organization. Ultimately, it emerged that the existence of trade unions in a Health Sector enhances organizational productivity.
5.3	RECOMMENDATIONS
Based on the findings of this study, a number of recommendations are made.
1. Companies should try to encourage the growth of trade unions since they are associated with increases in organizational productivity. 
2. Companies should try to create a positive working relationship with trade unions and the negotiation environment should be friendly enough to avoid stalemates that turn into strikes since strikes disrupt productivity. 
3. [bookmark: _bookmark63]Companies that do not have trade unions should consider encouraging their employees to join or form them for the companies‟ own benefits. Lastly, companies should consider encouraging trade unions to participate in corporate social responsibility initiatives instead focusing only on their narrow employee representation.
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APPENDIX
KWARA STATE POLYTECHNIC, ILORIN
INSTITUTE OF FINANCE AND MANAGEMENT STUDIES
DEPARTMENT OF BUSINESS ADMINISTRATION
 QUESTIONAIRE
Dear respondent,
          This questionnaire is designed to investigate the impact of trade union on organization productivity(a case study of university of Ilorin teaching hospital (UITH))
           You are kindly requested to indicate your sincere response based on your personal perception. 
           You are assured that every information collected will be treated with strict confidentiality and will be purely used for the purpose of this research.
 	Thanks for your cooperation

							Yours faithfully


SECTION A
1. Age: 21-25 years (   ) 26-30 years (   ) 31-35 years (   ) 36-40 years (   ) 41 years and above (   )
2. Gender: Male (   ) Female (   )
3. Marital Status: Single (   ) Married (   ) Widow/widower (   )
4. Educational Qualification: Secondary Certificate (   ) Tertiary Certificate (   ) Professional Certificate (   )
5. No of years in the organization less than a year (   ) 1-5 years (   ) 6-10 years (   ) 11-15 years (   )
6. Department in the Organization: Marketing (   ) Finance (   ) Accounting (   ) Purchasing (   ) 

SECTION B
7. The trade union in your organization mobilizes employees for collective action when negotiations fail: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
8. The trade union negotiates wages and working condition terms of its members: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
9. Strikes have been the primary tool for trade unions to express themselves when negotiations fail: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
10. Trade unions regulate relations between workers (its members) and the employer: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
11. Trade unions represent workers at disciplinary and grievance hearing: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
12. Trade union in your organization influences political decisions in the country hence ensuring legislation of worker-friendly laws: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
13. Trade union in your organization reaches out to non-members on behalf of members and represent the unemployed, the disabled and others who need their assistance in the wider community: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
14. The trade union in your organization mobilizes employees for collective action when negotiations fail hence increases organizational productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
15. The trade union negotiates wages and working condition terms of its members thus increases organizational productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
16. Strikes have been the primary tool for trade unions to express themselves when negotiations fail hence decreasing organizational productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
17. Trade unions regulate relations between workers (its members) and the employer hence increasing organizational productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
18. Trade unions represent workers at disciplinary and grievance hearing hence increasing productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
19. There is a noted increase in organizational productivity before and after the trade union was formed when all other things are kept constant: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
20. Trade unions are disruptive to organizational production process and should be disbanded: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
21. Trade unions is a big challenge to management in terms of organizational productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
22. Trade unions leadership indulge in politics hence influences legislations in favor of workers to increase productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
23. Trade unions enables members to access educational facilities thus improving their skills and overall productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
24. By helping cushion its members against harsh inflationary periods, trade unions motivates members to work and achieve higher productivity: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
25. By establishing and determining job standards in the organization, trade union enhances organizational productivity since workers perform efficiently: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )
26. By engaging in corporate social responsibility (CSR) through representing the marginalized members of society, trade unions motivates members to be part of this noble task and this leads them to work hard to support the said course: Strongly agree (   ) agree (   ) undecided (   ) disagree (   ) strongly disagree (   )

