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Abstract

There has been limited attempt to examine the isfuellective
bargaining, the changes in the larger industriltiens environment and
the impact of these changes on Malaysian tradenumiodvement. Thus a
study was conducted to enhance the understandintpeofprocess of
collective bargaining and the underlying environtmeithin which it is
conducted. The emphasis is to examine the natutente and scope of
changes in the sector/industry environment, managénstrategies,
workplace practices, and work environment and hdwy t shaped
collective bargaining priorities among private sea@mployee unions in
Malaysia. The findings of this research have sdveractical and
theoretical implications.
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Introduction

The influences of the underlying environment oruistdal relations as a
whole and on collective bargaining per se are wsthblished in literature.
Commons (1909), a century earlier has shown tHeente of the economic
factor — the product market competition on colleetbargaining. Dunlop (1958)
theorized that dynamic interaction among laboumagament and government
in the environment of an industrial relations sgstén particular the market and
budgetary context, the technological settings,taedpower context in the larger
society as tools in understanding what is happenogndustrial relations
processes (such as collective bargaining) and meéso(such as contract
agreement). Changes in the environment contextshefsystem have far
reaching consequences. Several scholars after Purpgoovided both
modification and refinement of the system appro@xchetter understand how
the environment contexts are shaping industriahti@is processes and
outcomes (Wood et al., 1975; Begin & Beal, 1989cian, Locke, & Piore,
1992; Katz & Kochan, 2004). But this phenomenorthaf constant changes in
the environment and its consequences on indusdlations in the developed
economies has not wholeheartedly been engageddmgtiial relations theory
and adequately addressed in the literature of tnduselations (Bognanno and
Kleiner, 1992; Gagnon, 1998; Debrah and Smith, 26¢2vorth and Hughes,
2003). This deficiency is unwarranted as there haen long-standing
discussions and debates concerning extend to wbddlective bargaining
outcomes diverge from those that would have redittam the operation of the
changes in the environment (Beaumont, 1990).

The advent of globalisation and the associatedefof globalisation
have been significantly felt in the more advancednemies in recent decades
help to explain the availability of the majorityudtes conducted on the
consequences of changes in the environment onctislebargaining. There
have been limited attempts to examine and ansveeqilestions on the nature,
extent, and scope of environmental changes at tiikphace and their effects on
bargaining in Malaysia. This was to some exterg,view of Jomo (1989) when
he stated that since Malaysia is trying to emutagain industrial relations
policies from Taiwan and Korea under former primenigter, Tun Dr.
Mabhathir's ‘Look East Policy’ in 1983, there woulie changes at firm-level
such as the introduction of enterprise unionismplegree participation, work
culture, total quality management, quality circlesrk organisations, and work
ethics. These are the factors that have been takenconsideration in the
present study
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In Malaysia the studies of trade unionism were fgdstoad in nature.
The notable works of Awberry and Dalley (1948), Zsa Bahari (1989), Gamba
(1955), Jomo and Todd (1988; 1994), Miller (199)dner (1973), Wad (1988)
and Wilson (1981) are some of the commendable fmat®on of organized
labour in Malaysia. There has been limited attemopexamine the issue of
collective bargaining, the changes in the largeustrial relations environment
and the impact of these changes on Malaysian wiade movement. Some of
the notable works that touches on the aforemerdi@m¥ironmental contexts in
shaping industrial relations in Malaysia and arelmdebated are (i) economics:
industrialisation strategies (Kuruvilla, 1993; 18961996b, Kuruvilla, &
Arudsothy, 1995; Kuruvilla and Venkataraman, 1996ustrialisation levels
and capital accumulation (Sharma, 1996), capitaidformation (Yun, 1990),
and employment structures (Ariffin, 1997); (ii) jgimlal/historical: the dominant
role of the State (Deyo, 1989; Arudsothy, 1990; dsathy and Littler, 1993;
Bhopal and Rowley, 2002); and (iii) sociologicalagioural factors: local
conditions such as religion, cultures, ethnic cosijmn and management
system (Parasuraman,2004). Unfortunately mostefthdies are conducted at
macro level, rather general and limited in natund are mostly policy based.
There is a vacuum in literature in term of studieshe micro level analysis of
the collective bargaining environments, the natunetent and scope of the
changing environment and its relationship with filewel industrial relations
practices and outcomes and their effects on orgdnibour in Malaysia.

Nevertheless there are a few studies which aresesairthy. Kuruvilla
and Arudsothy (1995) looked into the industrialatEins/human resources
practices and future trends in Malaysian manufaauiThe study revealed that
in term of employment and staffing, job securitynst well established; there
was a noticeable trend toward temporary or causpl@yment and outsourcing.
In term of compensation, traditional form of wagayment dominates
Malaysian business landscape. In short, the pegjeftiture changes in the
environment are: i) intensified competition and tieed for upgrading of labour
force skills through education, training and labmarket policies, and ii) rapid
technological change and its effect on productiomthmds and work
organisation.

Abdullah (1995) in his study of the changing natusé work
organisation and industrial relations policies exfathat there is a broad pattern
of change in human resource management, techn@odywork organisation
among Malaysian manufacturing firms. He insistedt tMalaysian firms are
embracing elements of both ‘old’ competition — hrehical mass-production
model and ‘new’ competition — flexible manufactgrinVhereas a research by
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Todd and Peetz (2001) on four industries: bankaugomobile and components
manufacturing, electronic manufacturing, and hotelgorted of evidence of
substantial growth in training, the implementatioh multi-skilling in some
workplaces as well as isolated instances of soraa [@oduction practices.
However they argued that there is no fundamentahgé occurring — workers
remain excluded from the decision-making procedh kathin and outside the
workplace.

There is little doubt of the fact that the envir@mhwithin which trade
unions operate are changing and having adverset&ff@ collective bargaining,
a major function of trade unions as revealed byliteeature discussed at the
later part of this chapter. When trade unions angleyers bargain collectively,
both are entering into negotiation relationshipat thre influenced by local,
regional, and national features of industry, thedpct market, the labour
market, framework of law and custom, the surrougdiommunity, and patterns
of cyclical fluctuations of the economy, the congiae organisational
capacities and broader philosophies and objectiveshe parties to the
negotiation. Such was the relationships that angletlying changes to the
environment within the framework would affect stures, processes, and
outcomes of collective bargaining (Lewis, 1962).

The present study attempts to bridge the gapéralitire concerning the
nature, extent, and scope of environmental chaage®rkplace-level and their
effects on Malaysian trade unions bargaining pi@si It is purported that
environmental changes in (i) sector/industry envinent, (i) management
strategies, (iii) workplace practices, and (iv) wagnvironment will affect
unions’ bargaining priorities. Bargaining priority the degree of importance
attach to a list of items pursued during bargainiegnd. The bargaining
priorities among Malaysian private sector employeins that are purported to
be their response to the relative adversity ofdindronmental changes outlined
above: (i) the protection and improvement of waged benefits; (ii) concerns
pensions, mechanisms for protecting and enhanaimgiloyment security and
the protection of workers from the stresses ofviloekplace; (iii) concerns role
of union in workplace, protection for workers irethontext of change, easing
time pressures on individual workers and equityuéss and (iv) concerns
guestion of work time, access to financial inforimat regulation of atypical
employment and child care. The following researghdtheses were proposed:
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. Hypothesis (H1): There is a significant linear
relationship between environmental changes andabdang priorities
concerning the protection and improvement of wagesbenefits.

. Hypothesis (H2): There is a significant linear
relationship between environmental changes andabang priorities
concerning pensions, mechanisms for protecting @&mihancing
employment security and the protection of workeosnf the stresses of
the workplace.

. Hypothesis (H3): There is a significant linear
relationship between environmental changes andabangy priorities
concerning the role of union in workplace, protectfor workers in the
context of change, easing time pressures on ingiidvorkers and
equity issues.

. Hypothesis (H4): There is a significant linear
relationship between environmental changes andabangy priorities
concerning question of work time, access to finalnénformation,
regulation of atypical employment and childcare.

. Hypothesis (H5): There is a significant linear
relationship between changes in sector/industry irenwment,
management strategies, workplace practices, ankl @ojironment and
collective bargaining priorities.

A research hypothesis predicts the nature of thatisaship being
examined in rather general, non-quantitative teranstatistical hypothesis is a
translation of the research hypothesis in termth@fstatistical parameters of the
population being studied. In this study, all hymsbs are written as research
hypotheses rather than as statistical hypotheses.

Research Method

This study adapted the research framework develdpedKumar,
Murray and Schetagne (1998a; 1998b) and KumarMumday (2001; 2002).
Self administered questionnaire was used to colldwt primary data.
Respondents were asked to assess the degree afrengntal change on a five-
point Likert type scale ranging from “1= signifiahn decreased” to “5=
significantly increased”. Whereas for the measur@noé bargaining priorities,
respondent were asked to evaluate the level of itapoe of each item
bargained during the last bargaining round on a-fivint Likert type scale

Uluslararasi Sosyal Ardirmalar Dergisi
The Journal of International Social Research
Volume 1/5 Fall 2008



Environmental Changes And Collective BargainingoRties: Analysis
Implications And Outline For Future Research 8%

ranging from “1= Not Very Important” to “5= Extreye Important”. The
respondents were randomly selected according tatastrwhich enabled
representative of a particular establishment, tradeupation or industry in the
country. Each of the self administered questiomsawas mailed to 211 private
sector employee unions in Peninsular Malaysia,o3Barawak and 29 to Sababh.
In total 278 questionnaires which represent 76ceeit of the target population
were distributed. A total of 90 valid responsesewvarceived, giving a response
rate of 32.4 per cent. The collected data was &bdland analyzed using SPSS.

Findings and Discussion

The relationship between environmental changes ectos/industry
environment, management strategies, workplace ipea¢t and work
environment and the four levels of collective bangey priorities were
investigated using Pearson product-moment coroglabefficients and multiple
linear regression analysis. The findings of thelgtwere presented based on the
research hypotheses. However, preliminary analysse performed to ensure
that there is no violation of the assumptions ofrmality and linearity. The
scatter plot, normal Q-Q plot, detrended normal @@ and Kolmogorov-
Smirnov and Shapiro-Wilks test of normality suggé#sat assumptions on
linearity, normality and equality of variance istme

The first hypothesis (H1) of the study was: Thera isignificant linear
relationship between environmental changes an@atole bargaining priorities
concerning the protection and improvement of waaes benefits. A Pearson
Correlation test was performed to test the direcod strength of any linear
relationship between the two variables respectivEe mean for environmental
changes and collective bargaining priorities comicgy protection and
improvement of wages and benefits were 82.15 (S¢diation = 9.13) and 8.90
(Std. Deviation = 1.39) respectively. The corr@atcoefficient (r) is 0.258 and
the p-value is 0.007. Correlation coefficient o238 indicates that there is a
positive negligible linear relationship betweendaaning priorities concerning
protection and improvement of wages and benefits earvironmental changes.
It can be concluded that there is a relationshigvben environmental changes
and the level of collective bargaining prioritiefsrespondent unions during their
last bargaining round. Since r = 0.258, p valu8.@07 less than alpha values
0.01, null hypothesis is rejected and hypothesissticcepted.

The finding seems to support Kumar et al. (1998a) Kumar and
Murray (2001) contention that the degree of impuréa attached to items
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concerning the protection and improvement of waaes benefits is related to
the adversity of the environment. Changes in theruanvironment is perceived
by respondent unions appears to be significant sunch intense changes
required unions to coordinate collective bargaingtigategies over the change
process. This exploration is based on the premisposed by Szapiro (1996)
who stated that to effectively regulate the pacs reature of workplace change,
unions need to develop a network of policies angpet systems to inform,

guide, and coordinate their activities for the bgsef their members.

Hypothesis H2 is tested for a significant correlati between
environmental changes and collective bargainingritieés concerning pensions,
mechanism for protecting and enhancing employmeeursty and protection of
workers from stresses of the workplace. The meanbfith environmental
changes and collective bargaining priorities conicgy pensions, mechanism for
protecting and enhancing employment security amdeption of workers from
stresses of the workplace were 82.155 (Std. Dewiati 9.13) and 27.88 (Std.
Deviation = 5.00) respectively. The correlationfticent (r) is 0.293 and the p-
value is 0.003. Correlation coefficient of 0.298ligates that there is a positive
negligible linear relationship between bargainimgities concerning pensions,
mechanism for protecting and enhancing employmeeurity and protection of
workers from stresses of the workplace. Since 293, p value is 0.003 less
than alpha values 0.01, null hypothesis is rejecded hypothesis H2 is
accepted. It seems that the finding also suppomatuet al. (1998a) and Kumar
and Murray (2001) contention the degree of impamaattached to items on
pensions, mechanism for protecting and enhancingla®ment security and
protection of workers from stresses of the workglacrelated to the changing
environment facing unions. It appears that Malaygavate sector employee
unions were also adapting to the changing envirenog stressing the need for
a better deal in pensions, employment security sirebs management for their
members.

The relationship between environmental changes andedaole
bargaining priorities concerning role of union inonkplace, protection for
workers in context of changes, easing time presurandividual workers and
equity issues was also tested using Pearson Caorela’he mean for both
environmental changes and collective bargainingrities concerning role of
union in workplace, protection for workers in cofite®f change easing time
pressure for individual workers and equity issuesen82.155 (Std. Deviation =
9.13) and 28.97 (Std. Deviation = 5.10) respecyivBince r = 0.348, p value is
0.000 less than alpha values 0.01, null hypotthisgisjected and hypothesis H3
is accepted. Hence, there is a significant lineatationship between
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environmental changes and collective bargainingrities concerning role of
union in workplace, protection for workers in cofitef change, easing time
pressure for individual workers and equity issue.

It can be implied that issues on role of union iorkplace, protection
for workers in context of change, easing time presdor individual workers
and equity issue has the strongest linear reldtipnsvith the changing
environment. This finding supported Kumar et al998a) and Kumar and
Murray (2001) framework that stated items pertajrtim increasing union role in
decision making, better severance pay, employmguoitye consultation and
advance notice of change, technological protectiohealth and safety
improvements, guarantees of minimum level of empleyt, and
merger/amalgamation protections were given higbriyi in the wake of the
changing environment. At the very least, the akiesaes seem to be relevant in
the context of bargaining priorities of private tEcemployee unions in
Malaysia and in relation to the local union envirant.

The mean for both environmental changes and cblediargaining
priorities concerning question of work time, accéssfinancial information,
regulation of a typical employment and childcareev@2.155 (Std. Deviation =
9.13) and 15.72 (Std. Deviation = 3.92) respedgfiv€lorrelation coefficient of
0.069 indicates that there is no positive linealatienship between
environmental changes and bargaining prioritiesceamng question of work
time, access to financial information, regulatiohatypical employment and
childcare. With p-value of 0.259 which is more tlapha values 0.01, the null
hypothesis was accepted and hypothesis H4 wastadjedhus the present
framework that was based on Kumar et al (1998a) lanchar and Murray
(2001) to test the relationship between the twoaldes was not supported. It
can be concluded any degree of importance givenolwy private sector
employee unions on items such as the restrictiooventime, access to financial
information, work time reduction, control and regfidn on a typical
employment, flexi-time and childcare provisions ad related in any way to
the adversity in the union environment. Furthermasdound earlier, these set of
items were given a low priority by the participatinnions and considered not
much of a strategic value during collective bargannegotiation. Work time
and overtime is already regulated by law underi@e@@&0A of the Employment
Act 1955. The question of access to financial imfation, flexi-time and
childcare provisions and how noble they seem tohkd, not really took off as
anticipated in developing countries such as Mataykiseem logical to argue
that the collective bargaining priorities concegirthe protection and
improvement of wages and benefits; pensions, méstmafor protecting and
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enhancing employment security and protection ofkexs from stresses of the
workplace; and role of union in workplace, protectfor workers in context of
change, easing time pressure for individual workerd equity issue is more
likely to be related to the environmental chand&swever, at this juncture, the
study would not be able to determine whether, arese in one variable caused
an increase in the value of a second variable.

The final hypothesis (H5) of the study was: Thera isignificant linear
relationship between changes in sector/industryirenment, management
strategies, workplace practices, and work envirartraed collective bargaining
priorities. In order to find out the determinantsbargaining priorities (BP), a-
four predictors multiple regression model was pegub The four-predictor
variables of environmental changes are sector/ingdusnvironment (X1),
management strategies (X2), workplace practice9, (23d work environment
(X4). The equation of the proposed multiple regmssodel is as in Figure 1.

Y (BP) = bo+ b1 (X1) + b2(X2) + b3 (X3) + ba(Xs) + e

Where:
Y = Bargaining Priorities (BP)
bo= Constant (Intercept)
bi-4= Estimates (regression coefficients)
X1= Sector/Industry Environment
X2= Management Strategies
X3= Workplace Practices
X4=Work Environment
e = Error

Figure 1: Proposed multiple regression model

A stepwise regression method was used to deterthimebest set of
predictor variable in predicting BP. Based on tkepwise method, only one
predictor variable, workplace practices (X3), wasirfd to be significant in
explaining BP. Sector/Industry environment (X1) t-.730, p = .467),
Management strategies (X2) (t = -.739, p = .468Y work environment (t =
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.982, p = .329) were excluded from further analgsice the variables did not
contribute significantly to the variation of thepgmdent variable (BP).

Since the data did not fit the proposed modelpgear that the finding
is unable to confirm part of the framework thatesiachanges in sector/industry
environment, management strategies, and work emvient would predict the
variance in the level of priority attached to itemegotiated during collective
bargaining. It could be implied that the theordtitmmework proposed by
Kumar et al. (1998a) and Kumar and Murray (2001yuldonot be apply
uniformly across countries, especially in develgpdountries such as Malaysia.
Pencavel (1995) contended that a great deal ofiHowlintry comparative
research on industrial relations were unsuccessfoloducing useful insights or
sets of analytical tool or ‘models’ that have witiel the test of application in
diverse contexts. Sharma (2001) in his study obmigrowth in Malaysia and
Singapore using what he called western-based mofdeinion membership
growth confirmed the above argument. He argued thatlel developed in
industrialised countries cannot uniformly applyass less developed countries.
They differ in their applicability as countries sthomarkedly different
characteristics of industrial relations framewankjon growth and density and
at different stages of industrialisation. There avstark differences in industrial
relations framework in Malaysia pertaining to ungm and collective
bargaining compare to those in the developed casnffhis differences help to
explain why the proposed model was not supportethbydata gathered in this
study. In Malaysia, union influence has been cjeaitcumscribed by law
pertaining to union recognition, the definition isBues subject to bargaining,
freedom to strike and dispute resolution (Kuruyille893). OECD study on
labour standards placed Malaysia in Group 3 cajegowhere restriction on
freedom of association are significant, that isngent registration requirements
exist, and political interference or acts of anitumdiscrimination make it very
difficult to form independent workers’ organisat®olr union confederations
(OECD, 1996). Thus, the country’s industrial relas system was designed to
contain and resolve conflict rather than fosterpigpductivity and quality-
oriented management-labour practices.

These characteristics interact to produce weak nsnie dwindling
membership and density, which hindered the estahkst of genuine and
stable collective bargaining. The bargaining strtectin the country is largely
enterprise-based except in some major industry asdbanking and plantation.
When referring to collective bargaining structuireshe private sector, it tend to
be decentralised, with variety of different formsdalittle evidence of any
consistent pattern. Bargaining power, not surpgigirrests with employers,
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given the limitation on unions’ right to strike (4dsothy and Littler, 1992).
Since most collective bargaining is enterprise-baseis not as effective as
national bargaining. Most enterprise-based barggiris concessionary and
unilateral in nature, as unions are not provideth wiuch strategic option than
to concede to management demands. The acceptancgook as a partner in
business is conspicuously absent or still in ifariny in Malaysia (Kuruvilla

and Arudsothy, 1995).

It can be concluded that fundamentally, collectivargaining in
Malaysia remain unchanged despite the constantgelsaim the environment —
state intervention remain pervasive, managemenirmento dominant at party
the workplace, and unions’ ability to bargain colieely remains restricted.
These combinations of characteristics explains whgtern-based model such
as the one used in the present study to testaedtip between environmental
changes and collective bargaining priorities in &ala failed in parts to fully
and intelligently analyzed the relationship betwébe two variables. Future
research in the determinants of bargaining presitin Malaysia will have to
consider the historical, social, political and emaic evolution and it linkage to
the development and growth of trade unions, theireabf union structure,
bargaining structure, and the current state amitlgreof collective bargaining
process in the country. By virtue of the above fatidn, the final model
forwarded in the study is as depicted in Figure 2:

Y (BP) =1.66 +.002 (X3) + e

Where:

Y = Bargaining Priorities (BP)

b0 = Constant

b3 = Estimates (regression coefficients)
X3 = Workplace Practices

e=Error

Figure 2 : The prediction equation of bargainingpfties
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The R implies that the only predictor variable, changesvorkplace
practices explain about 12.1 per cent of the vasArmariation in the bargaining
priorities of respondent unions. This may not ke llest model of all time. The
ANOVA revealed the F-statistics (12.146) is smalk lthe corresponding p-
value is highly significant (0.001) or lower thaipfz value of 0.05. This
indicates that the slope of the estimated linegression model line is not equal
to zero, confirming that there is linear relatioipshetween bargaining priorities
and the predictor variable of workplace practices.

The beta coefficient for workplace practices is48.3and makes a
unique contribution in explaining the dependemialde (BP). It suggests that
one standard deviation increase in workplace prestis followed by 0.348
standard deviation increases in BP. Based on tieezarity diagnostic, none of
the model dimensions has condition index abovetltheshold value of 30.0,
none tolerance value smaller than 0.01 and VIkstitd are less than 10.0. This
indicated that there is no serious multicollingarfiroblem with predictor
variable of workplace practices of the model aretdfore the model is stable.
Since there is no multicollinearity problem betwéla predictor included in the
final model and the assumptions of normality, eiyalf variance and linearity
are all met, hence, it is reasonable to conclu@e tine estimated regression
model to explain bargaining priorities is stablepd and respectable.

Conclusion

This study was conducted to enhance the undersigradithe process
of collective bargaining and the underlying enviremt within which it is
conducted. The emphasis is to examine the natytente and scope of changes
in the sector/industry environment, managementegjias, workplace practices,
and work environment and how they shaped collechigegaining priorities
among private sector employee unions in Malaysiaalysis using Pearson
product-moment correlation coefficients found siigaint linear relationship
between predictor variable of workplace practiced aork environment and
bargaining priorities. Unfortunately, the Pearsaodpict-moment correlation
test did not support the correlation with changesdctor/industry environment
and management strategies. Whereas, the stepwigess®n method to
determine the best predictor variable in predictatgpendent variables BP,
found that only changes in workplace practices (KB8be of significance in
explaining BP. The other three predictors were w&dl. The findings of this
research have several practical and theoreticdldatjmns.
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Practical I mplications

Second, the research finding show that changeseatoindustry
environment, management strategies, workplace ipeact and work
environment correlated with bargaining prioritie®ncerning wages and
benefits; pensions, protection and the enhancemEmmployment, security
mechanism, protection of workers from stresses; iaotease in the role of
union in the workplace, protection for workers lire tcontext of change, easing
of time pressure and equity. A better understandintpe relationship between
the two variables would enable labour organisatingentified elements of
change and developed their own agenda on workplaaege for the benefit of
constituents and organisation. With better knowted§ the situations, unions
can develop goals. The finding revealed changdakarenvironment warranted
management change initiatives, subsequently loasibns barrage with
continuous management change initiatives. Takirtg tonsideration of the
already obstructionist nature of the country indaktrelations system with
management provided with considerable freedom @sour issues and trade
union rights restricted, strategic choices madeuhijons are crucial to stay
relevant. Private sector employee unions in thisnty must have a broad
understanding of the interrelated issues concerréngironmental factors
influencing the well being of their organisatiordaczonstituents, implications of
continuous change, and alternatives and consemsughat action take. It also
raises the question of whether the local unions pa®sengers, opponents or
active participant in the change process.

Third, a through understanding of the relationshipetween
environmental changes and bargaining prioritieaddr unions are able to
achieved their objectives and expectation of thmEinstituents. With better
knowledge of the situations, unions can develodsgaad bargaining issues to
better address the needs of workers in generalpl8imbjectives of a union
would be to seeks fair and just wages for its membemployee benefits that
provide a decent quality of life, economic secyrégonomic progress together
with company progress and respect for the worketsuman-being (Gatchalian,
1998). In order to able to achieve objectives angbeetation of their
constituents, trade unions themselves must becomee raffective in the
workplace. To be effective they need to intelliggmatnalyses present and future
trends and changes of the neoliberal environmexttthiey increasingly face and
respond pro-actively to the change process. Therea ineed for labour
organisations in this country to developed poli@asspecific change initiatives
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and instituted programs or working plans to analpsdential threats and
opportunities, educate and train local leadersigp membership and provide
technical help in organising and advocacy. Accardio Boxall and Haynes
(1997) effective unions not only meet the expeotetiof their members in
respect of equitable outcomes in fundamental corsceuch as better pay and
conditions, increased influence over what are eeléworkplace decisions and
protection against arbitrary management action lalgo on effective
management of primary and critical means of a urid@is mode of engagement
with employers. It is plainly true that a union csatisfy workers needs in neo-
liberal environment only through a successful eegagnt with employers.
Hence, it is critical for the local unions to reoised dramatic changes within
which they are operating and prioritised the g@ald objectives in order to be
successful in engaging employers at the bargataibig.

Theoretical I mplications

Several implications for theoretical contributiomsay also be drawn
from the current study regarding environmental desn and bargaining
priorities in particular and industrial relatiomsgeneral. The findings confirmed
partly some of the theoretical assumptions andligigted the fact that a single
homothetic equation or model may not be sufficiendccount for variations in
collective bargaining priorities and its relatiofttwenvironmental changes. The
findings in this study partly confirmed previousve@nnmentalist approach in
trying to interpret and gain understanding of cheanig the internal and external
environment and its influences on industrial relasi processes and outcomes.
The partly correlated relationship between envirental changes and collective
bargaining in the context of Malaysia revealed ttat theoretical framework
used in the study to a certain extent is able twide answers to a few things
with certainty. It can be argue that changes in ¢ngironment had strong
influence on collective bargaining priorities réhgt to wages and benefits;
pensions and retirement provisions, mechanism fotepting and enhancing
employment security and protection for workers fatmesses at the workplace;
and role of union at workplace, protection for wenk in context of change,
easing of time pressures for workers and equityeiss

However it can be argue that it cannot confidemtgntified the unique
effect of changes in sector/industry environmengnagement strategies and
work environment on collective bargaining priosti@emong private sector
employee unions in Malaysia as described in theahfmd the present study. It
revealed of the danger of hypothizing that an aralytool developed in one
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country would apply uniformly in another. Penca{&d95) succinctly reminded
that western developed models are mostly macroego@nin nature. He further
contended a great deal of multi-country comparatesearch on industrial
relations unsuccessful in producing useful insigittsets of analytical tools or
‘model’ that have withstood the test of applicationdiverse context. Most
scholarship in industrial relations in developinguotries chosen to focus on
level and complexity of current economic tensiomsasioned by process of
capital accumulation and the relative economicqgreriince of the state in the
national income stakes. As indicated earlier, modiglveloped in one country
may not apply uniformly in others, as there ardimi$ differences in the system
of industrial relations in each country. Commonsseand past research indicate
that there may be other variables of significantke relationship between
collective bargaining priorities and environmerthanges is far more complex
phenomenon than earlier studies have shown. laZsrdous to try to explain a
phenomenon of this complexity in terms of only & feariables. There are other
significant variables and that relationship betwé&sn two variables of interest
in this study may be more complex than the simffects hypothesized thus far.

The implication is that there are other factorg tieve to be considered
in the case of the Malaysia. Other determinant$ ag historical evolution,
political, social, cultural, and behavioural andgomality factors may decide on
bargaining priorities of trade unions in Malaydian in the industrialised West.
The interaction of these variables is of greatfué@mce over the conduct and
practices of collective bargaining in the countfassalow (1971) stated that the
current state and trends in the industrial relaiaf a country couldn’t be
understood or intelligently analysed without knosge of its historical
evolution and the social and political context bkit changing over time.
Echoing the same sentiment, Arudsothy (1990) caletérthat since the great
diversity of industrial relations practices thateof originated during colonial
period, it is extremely hazardous to hypothesiz shuch systems derive solely
from economic plans and strategies.

Historical and political context has resulted inakeunion with weak
bargaining power and restricted range of collectbhargaining issues. This
surely has great influence on what items or isswesconsidered important and
what not. Local culture and value system are addevant in the context of
Asian countries in understanding and managing eynmmt relationships.
Respect for authority, age and seniority and tloegtance of power distances in
most Asian societies ought to be taken into accomhen devising and
implementing social and human relations system giaADe Silva, 1998).
Behavioural and personality traits of the partieshie collective relations are
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also another variable that may be overlooked bytkeeent study. Hameed Syed
(1967) contended that there is a need to analygeitamanagement relations in
term of personality factors apart from institutibeavironmental factors. The
deficiency according to him is partly because labmanagement relations have
fallen within the exclusive jurisdiction of the emmist and that they explained
too much quite incorrectly and left too much unekptéd. In summary,
institutional-environmental analysis of labour tElas partly explained
relationship between changes in the environment eoitbéctive bargaining
priorities among private sector employee uniongh@ country. Other variables
not to be overlooked include historical and pdditicontext, social, cultural and
behavioural factors that would be able to givedrdtisights of the other half of
the relationships. Subsequently, western-based Indifter in their applicability
in other countries they show markedly different reloteristics and industrial
relations framework.

Limitation of the Study

This study is subjected to three limitations. Fitbe relatively small
sample (n=90 private sector employee unions) rexttitre representativeness of
sample, generalisation of results and conclusidoetguestionable even though
they represent 259,192 union members. The resptnofethis study were made
up of 78 private sector employee unions from PetdmdMalaysia (mostly from
the Klang Valley), 8 private sector employee unifrosn Sarawak and 4 private
sector employee unions from Sabah. Since the majofrthe respondent unions
were from Peninsular Malaysia, specifically the ijavalley, it raises an issue
whether the perception towards changes in the @mvient and its relationship
with collective bargaining priorities can be gerised to other parts of
Peninsular Malaysia, Sarawak and Sabah. This fiimitamight have led to
differences in perception among private sector eygd unions regarding
environmental changes and bargaining prioritiesndde the generalisation of
the findings cannot totally be made to all privagetor employee unions in the
country.

Second, since this study is descriptive and quaivit in nature, with
the sole use of a questionnaire survey to obtata degarding private sector
employee unions’ perception toward environmentahngfes and collective
bargaining priorities, it might not fully cover thmeal feeling of the respondents.
The subject of unionism and collective bargainindhis country tend to attract
strong feelings and emotions among the partieshiedoespecially the trade
unionists. A survey questionnaire might not be ableaptured true emotions
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and perceptions of the respondents elected repetses — President/Vice
President, Secretary/Assistant Secretary and Tre@égsistant Treasurer who
were the unit of analysis in the study, toward emwnental changes and what
would be the bargaining priorities of their respeetunions in light of the
adversity in the environment. A combination of dim®aire surveys and a
series of interviews covering elected union offgiform the labour centre,
national/industrial unions and in-house unionsrammmended in the future in
order to obtain more comprehensive data and todwgpthe overall findings of
the study.

Third, the decision to use self-administered maésjionnaire to gather
data in this study due to the lack of manpowergtiamd financial constraints
may hindered the response rate. Since there welge 366 private sector
employee unions in the country, a better altereativould be to survey the
whole population (national/industrial unions andegprise/in-house unions) in
order to obtain higher response rate. This will phab increase the
representativeness and generalizability of theirfigel

Suggestions of Future Research

Several research recommendations concerning thidy sinalysis of
environmental changes and collective bargainingripiés can be made. First,
future research should focus on applying qualitatiata to get better insights of
how trade unionist perceived the change in therenment and how it is related
to their perception on items negotiated duringemtiVe bargaining. Research
methods such as survey interviews, attitude scapesticipant observer
techniques could make the qualitative approach reffective than quantitative
approach.

Second, future researchers should also focus attifigiag variables
such as personality-behavioural factors of unioadégs and management.
According to Friedman (1994) the structure of laboegotiation is made up of
lead bargainers and the negotiating team and thstibgents from both sides of
the table. A further investigation of personalitydabehavioural traits of each
structure might provide important empirical evidesicrelating to collective
bargaining priorities of both parties.

Third, future research should attempt to deviseistindt model or
analytical tools of relationship between the twoialales that is sensitive to the
local context. It is of interest of whether distioa is possible and is accurate to
speak of ‘western’ and ‘eastern’ approach of indaistelations. De Silva (1998)
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contended there are some elements, which are fdidyinctive in some
countries in Asia and the West. According to himsteen approaches to
industrial relations is a value system foundedhlmdoncepts of democracy and
pluralism, a balance of power between two sociatneas (employers and
workers and minimal State intervention). In Asiajams have been relatively
weak and State intervention is substantial. Thaesalystem in western societies
places greater emphasis on individual rights, wdeeie some Asian countries it
is on group values. In the West, industrial confie a natural occurrence,
whereas in Asia, industrial conflict is consideesda disturbance and destructive
in nature.

Fourth, a distinction should be made on the typeunion to be
analyzed. The bargaining in the country is largemyerprise-based and a few
industrial-based or national unions. They mightehdifferent set of objectives
and goal when negotiating for contract agreementergrise unions relatively
have much weaker bargaining power compared to tridlsunions. This
directly is significant in relation to the effeatimess of each union when dealing
with management.
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