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This circumstance isn't fantastical in most developed nations like Malaysia since
advanced industry improvements in Malaysia uncovers that exchange union
enroliment is slowly dissolving. The reason for decline in density is because the lack
of ability of trade unions to organize new establishments. it can be partly attributed to
bring down laborer attentiveness and hardened administration limitation to unionism,
changes in unfavorable manner to collective bargaining in the political and legal
environment and administrative activities such as the creation of additional
pseudo-management posts. Declining trade union density in Malaysia lately because
management restriction to brand new unions and also reduction in workers
attentiveness in unionism, foster by a harder economic outlook supported by a

constitutional that is more pro-employer (Nagiah Ramasamy, 2008).

Globalization’s very forces, drivers and consequences are attacking the trade unions
around the world. Barber (2003) stated that according to the Trade Union Congress
(TUC) UK’s General Secretary , competition become higher in global economic and
capital mobility, outsourcing together with increase in cross-border production ,
economic policies which is neo-liberal, speedy step in technological innovation, social
control, manufacturing sector as contract and enlargement of the services sector,
modification in processes of production, and increase the resistance among employer
to unionization which decline the amount of “organize” workers, worsen the situation
where it is difficult for union organize and membership of union are very much
affected or members commitment towards union. Poor implementation of labor

laws also leads to union membership dilemma.

Trade union in Malaysian economy started since before the country gets its
independence. The trade unions has exist as early as1920s, estates and tin mines
are the place where an emergence of organizations functioning as unions (Maimunah,

1999). But Sharma (1996) stated unions did not function as real while agrees that the
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process and the exclusive reliance on collective bargaining by our industrial relations
system imply a decline in organized labor means a weakening of the footing of
democratic representation of workers at work. Furthermore, Barling (1992) stated that
trade unions are therefore responsible for identifying more practical measures to
attract new members while retaining existing members to survive in this complex and
turbulent environment. And one essential means of achieving this is to enhance

Al

members ' commitment. Barling (1992) also urged that degree of membership

participation in union activities is strength of any union.

Barling, Fullagar, Kelloway and McElvie (1992) indicated that the main effect of the
union strength is obviously membership commitment, which is one internal
organization factor that influences the power of unions to impose sanctions”. Union
commitment also can be define as the member’s wish to remain as a member of the
union, readiness on behalf of the union to make an effort and the confidence in and
recognition of the objective of unions (Gordon et al., 1980). It is therefore pertinent to
look at the element of union commitment as well as the factors that influence
commitment of members to their unions and how these relationships are paying a

vital role in union commitment.

At the same time, the question whether the perceptional difference of generation also
led to the low number of members enrolled in NUBE should also be investigated. In a
research by Alivin and Sverke in the year 2000, the elderly share the ideology and
mission of their unions, whereas the younger cohort displays more instrumental
mindsets toward union. It is to understand that the young generation has different
attitude towards union according to Sarkar and Charlwood in the year 2014. The
current generation tends to be more tend to be more personalized oriented which
create less interest in unionization than older generation employees. Due to

unstable employment and negative attitudes towards collectivism, youth of today
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employees who want joining a union and carrying out their roles in the organization is

labeled as normative commitment

In addition, it is a formidable task to persuade the members to know better about the
effectiveness of the union and the role of union in the tripartite system. It means that
change in attitudes and understand the different elements that can influence the
member’'s commitment and participation in the union. As an entity of employee’s
representative, the trade union is fully focused in fulfilling the member’s hopes.
Nevertheless, the changes in environment and factors stated above could not only
reduce the trust and the member's commitment, yet threaten the unions’ survival in
the near future and now. Without the commitment of the members, unions may not to

be succeeded and achieve their objectives.

The loyalty of members, the belief in the goal of organized work and the readiness to
deliver services are part of every union to accomplish their goals (Gordon, 1980).
Union commitment needs to be understood as a dependent variable, and there are
two aspects to explain the ideas: the aspect of instrumental and value or ideology.
The conventional roles of unions mainly concentrates on the better benefits and also
gives improvement in decision making, communication, and the union itself and
the members’ ideology’s value congruence. Sverke (2001) stated that these two

aspects are mainly found in the theory of union commitment.

According to history of NUBE; they are experiencing declining of membership for the
past few years (focus on year 2015-2017). The decreasing in the number of members

in NUBE is weakening the union and challenges the union to perform well in the
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1.5 SIGNIFICANCE OF STUDY

Based on Newton and Shore (1992), commitment towards union is defined as the
positive attitude of member’s towards their trade union and it's the basis of the trade
union movement. Researchers investigate the psychological connection of an
employee to the union because it is labeled as a strongest measure of the strength of
the union (Barling, 1992). In practice, studying the union's commitment is a key for
organized work, as its strength determines the union's ultimate success in achieving
its overall objectives (Fullagar and Barling, 1989). It is therefore well known that trade
union representatives are concerned in commitment of members towards union
because their negotiating skills with organizations from a good bargaining attitude are
strongly dependent on the faithfulness of the voters. The service provide by every
union are ultimately intended to create commitment to the current union and to the
future members is stated by Fullagar and Barling (1989) in their research about the

important of the process of unionization in union.

Kuruvilla (1993) urged that failure to understand employee behavior in commitment of
members towards union is an important issue and possibly carelessness for unions.
In theory, many samples were using western example on research and models on
these topics despite the constant attentiveness in membership and commitment to
the trade unions (Chacko, 1985). Refer to this research; a test of the commitment of
members in trade unions which is not from western countries can review the
relevancy and generalization of these theories of West. Few theories were formerly
used in less research on commitment of union and participation in union. Although
their findings may indicate the relevancy of the model inspired by Western and the

territory's eastern countries, Malaysia is one of the countries who have various



records and are at different industrialization phases. Moreover, in Malaysian

background, there was not much information on the commitment of the Union.

In general, common information on union research relates to certain aspects of the
trade union, such as the process of enrollment and acceptance of the union,
membership status, law and so on. In the United States, it could only be said that the
samples contained a wide mix of industrial relations which refer to the samples of
existing studies (Reed, McHugh & Young, 1994). Some studies of this kind, for
example, factories and non-factories industries represented administrative employee
and manual workers and government and non-government sector employees from all
over the nation. There were very less example available in Canada providing a
representative mix. Many examples were available in Japan and were produced by a
variety of corporate. Yet, all were in one geographical area. The results for Sweden

were based on a random sample of professionals from a single trade union.

in the case of commitment of members towards union studies, a small number of
elements just like sexual category, generation, superiority in job (Bamberger, 1999),
administrative job and manual job in trade union and climate of employment
relationship (Fuller & Hester, 1998) was serve as mediators. The large-scale
elements that can mediate the relationship between the company and the union
include industrialization. Furthermore, the government or non-government’s nature
of the employer can create different working environment for the sector Therefore,
taking into account the independent variables and the dependent variables cited
earlier, this research aims to give awareness to the union about the commitment of
members towards union in comprehensive, in particular with respect to the Malaysian

situation and therefore to existing research.
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Siegal and Lee (2001) posited that two dominant approaches to QWL prevails namely,
the spillover and need satisfaction approach. The needs satisfaction approach draws
its basic assumptions from need satisfaction theories such as Maslow’s theory of
needs (Maslow, 1954). The main tenet of the need satisfaction approach is that
individuals come to work with basic needs that they expect to fulfill. Satisfaction that
an individual obtains from work is based on the extent to which these are met.
Moreover, the spill-over approach to QWL is based on the assumption that
satisfaction in one area of life affects satisfaction in another area. Though there
appears to be no singular definition of QWL the key elements that have been
proposed by most researchers include: work-family balance, compensation/benefits
(Huang, Lawler & Lei, 2007) job security and job stress (Saklani, 2004) management
and supervisory style, satisfactory working hours and meaningful tasks (lvancevich,
2001); skill level, autonomy and challenge (Perrewe & Ganster, 2002); nature of job
and stimulating opportunities (Wyatt & Wah, 2001). In addition, an evaluation of the
various recommendations of the key elements that should constitute QWL constructs
makes it evident that there is no agreed on combination of QWL factors that can be
applicable to every organizational context. Hence Saklani (2004) recommendation
that, QWL factors that would be considered by any organization must consider the
needs and expectations of workers in relation to their job context or content and

should further be suitable for the implementing organization.

Inferring from previous studies therefore, work life qualities for the purposes of this
research is defined as an individuals’ evaluation of their work/life balance, job
characteristics, supervisory behavior and compensation/ benefits. Specifically, a
study conducted by Fiorito, Jarley and Delaney (1995) among national unions in
United States of America (USA) had as its primary goal to examine union members’

perception of union performance. The basic purpose of this research was to look into
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Furthermore, building effective unions has always been hard and it's not getting any
easier. In a recent contribution to the ILO's Conference on Organized Labor in the
21st Century, Richard Hyman argues that a starting point for unions is to win the
battle of ideas. Moreover, Hyman (1994) speculates that this requires the
development of trade wunion projects with which horizontally and vertically
differentiated by groups of workers can be identified based on a reinterpretation of the
interests represented. He concludes that “if on the one hand, unions must be alert
and receptive to (possibly altered) expectations and aspirations on the part of actual
and potential members, on the other hand, a priority must be to construct an agenda
which can unite rather than divide" (Hyman, 1994). To do this, trade unions need to
examine the concepts that have inspired the employers ' offensive and the political

right and try to reclaim them for different purposes.

Next, the focus for the battle of ideas and alternative thinking and struggle identified
by Hyman (1994) includes the meaning of key concepts such as flexibility, security,
opportunity and democracy and even more fundamentally concepts of freedom,
fairness, moral leadership and the general interest. Hyman concludes that the
necessary development of such a new unionism requires, "a kind of unionism that
replaces organizational conformity with coordinated diversity" (Hyman, 1994). In fact,
less noticed perhaps in an this is the prospect of 'the autumn’ of the USA dominated
'long century systemic cycle of capitalist accumulation’ and the emergence of a new
systemic cycle based in South-East Asia and probably centered in China, with
Shanghai playing a variation of the role previously occupied by Genoa, Amsterdam,

London and New York.
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union members’ behavior after certification voting as opposed to the determinants of
voting behavior during certification voting emphasized by the past study. Most
research on union instrumentality perceptions focus on how instrumentality
perceptions determine whether a union would be certified by its members. However
the behavior of members after the certification voting is important since the behaviors
of the members within the unions determines the sustainability or the survival of the
union. The current study therefore fills this gap by examining union commitment and
its predictors. Visser (2002) stated the three potential alternative power resources
that are key drivers of the effectiveness of the Union is economic resources (use of
favorable economic forces), organizational resources (external support sources) such

Employers ' groups, government institutions and other unions) and institutional

resources (internal resources mobilization).

Therefore, it seems fair to assume that the effectiveness of the Union depends
heavily on organizational resources, especially in times of transformation, when
economic and institutional resources are likely to be rather weak. Without a strong
capacity for mobilization, it will be difficult for unions to influence government and
tripartite mechanisms, to encourage employers to agree to collective bargaining or to
engage in collaborative and successful accountability of interests at the workplace.
From many research reviews, we have discovered that researchers measured union
effectiveness using various types of measurement. Economic consultancy, working
environment, the protection of members, member participation and communication
with others were enlisted as the proposed measurement for union effectiveness by
Carillon and Sutton (1982). Conversely, by definition, Burchielli (2004) sees union
effectiveness based on three dimension of effectiveness measurement for unions

namely administration, representation, and ideology.



In addition, Frorito (1993) had additionally established six measurements for union
effectiveness namely organization, services to member, consultancy for members,
political and legal as well as the advancement of the interests of all workers. Union
defines as an efficient and effective organization (Bryson, 2003) when they can
Improve work and employment conditions in seven fields, namely obtaining salary
increment, protecting employees from being maltreated by employer, achieving equal
chances, make work engagement an enjoyable, Working better with management,
increase employee management replies and make the workplace a better place to
work. In addition, according to Carillon and Sutton (1982), most previous studies
measured union effectiveness in terms of direct service provided by the union.
Examples of direct service provided were offering better wages, providing adequate
workplace facilities, providing proper employment, addressing member’s grievance,
protecting members from unfair dismissal and improve member participation in the

decision- making stage in the company.

2.5 JOB SECURITY (JS)

Refer to Davy, Kinicki & Scheck (1997) statement; security in job is defined as one's
expectations of continuity in an employment situation. It includes highly desirable
employment, such as opportunities for promotion, current employment conditions and
future career opportunities (Borg & Elizur, 1992). On the other hand, job insecurity
can be refer as “an employee’s negative reaction to the changes concerning their
jobs” (Sverke, M., Hellgren, J., & Naswall, K, 2002). Greenhalgh & Rosenblat (1984)
stated that Insecurity in employment is characterized by “powerlessness to maintain
desired continuity in a threatened job situation”. According to the stress theory of
Lazarus (1984), the understanding of a stressor involves two assessment procedures

which are the primary stressor and secondary stressor. Individuals first evaluate
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2.9 UNDERPINNING THEORY

291 Social Exchange Theory

The social exchange theory has been a key structure for explaining individuals work
related attitudes as well as employee union behaviors. The social exchange theory
proposes that human beings behave in specific ways based on the need to
reciprocate and the anticipation that their reciprocal behaviors will be rewarded (Blau,
1964). Social exchange relationships represents improperly specified terms with
favorable action from a party being repaid in a non-specific and flexible way over a
period of time (Blau, 1964). In social relationships, the obligations established by the
parties involved are essentially not explicitly stated, but the exchange relationship
typically thrives on the idea that benefits are mutual. This is not the case with
economic exchange relations, where the expectations of each of the parties involved
in the exchange relationship are clearly stated which parties are unlikely to go the

extra mile in fulfilling their obligations (Blau, 1964).

In fact, this suggests that rational self - interest drives social exchange between
people (Blau, 1964). Therefore, depending on their judgment, people enter and leave
relationships with regard to the benefits and costs of the relationship. People evaluate
communication in terms of rewards and costs and evaluate authorities in terms of
what they gain or lose from the decisions of the authority. Closely linked to the social
exchange theory is the norm of reciprocity (Blau, 1964). Social exchange relationship
is generally assumed to be facilitated by the norm of reciprocity. The norm of
reciprocity posits that individuals possess the innate tendency to reciprocate. If
individuals perceive a favorable treatment, reciprocity of norms suggests that

individuals will pay back with favorable treatment by behaving in positive ways.



Similarly, negative or un-favorable actions will be repaid with negative actions. The
norm of reciprocity also emphasizes that an individual's desire to reciprocate also is
contingent on the exchange commodity being presented by each person and the

degree of gratification obtained from what each party receives (Blau, 1964).

Relating the social exchange relationship to the exchange relationship that may exist
between an individual and his or her union, it may be argued that from an exchange
perspective, it could be said that the commitment towards union is construct on a
cognitive assessment of the costs and benefits of remaining members of the union.
Further the extent to which workers see the union as showing concern for their
desires and well - being as employees creates a sense of obligation and reciprocity
through positive attitudes and behaviors in the union and a general commitment to
the union. Therefore, union members who claim that they have been well treated by
their unions have a favorable opinion of the relationship between themselves and the
unions and are likely to honor with a high degree of commitment and effort towards
the Union's activities, but immediately withdraw their efforts and commitment if their

unions perceive their unfair treatment.

A positive perception of the priorities and performance of union leaders in terms of
their ability to bargain for certain benefits will induce a concern for the union’s
well-being and a longing to reciprocate the favors being given by the union. Thus,
union members in exchange of their accumulated investments (e.g. their commitment)
would in return expect their unions to provide them with protection and other services
such as improving their quality of work life (QWL) and job security (JS). In the case of
National Union of Bank Employees in Malaysia, the success of union in organizing of

their members and union agendas previously is because the union having a good and



strong leader which certainly will give confidence to members in union. In return,
members are showing a relative strong support in the union (Study Moose, 2016).
Furthermore, the union also takes initiative to increase the members working quality
and try to make their job more secure which encourage the members to a part of the
union. A positive attitude showed by the members and the leaders in the union is the

reflection of social exchange theory which practice by them.

Although the theory of social exchange was instrumental in explaining the mutual
relationship between employees and their unions, some criticisms have been made.
The social exchange theory according to Shore & Coyle-Shapiro (2003) does not take
into account how certain individual factors affect the exchange relationship. For
instance, though Gouldner (1960) assumes that the norm of reciprocity is a universal
principle and that it cannot clarify the impact of individual differences on the

relationship of exchange.
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After analyzing all variables, most variables demonstrated an acceptable degree of

reliability in this study (as indicated above, Table 3.1).

3.7 STATISTICAL METHODS

The data processing and analysis for this research was carried out using the

Statistical Package for Sources Science (SPSS). The tools used to analyze the data:

i. Reliability Analysis
The alpha of Cronbach is the most common measure of internal consistency. It is
most frequently used if you have multiple Likert questions in a scale questionnaire to
determine whether the scale is reliable. The reliability analysis has been used to test

all 4 variables in this study.

ii. Descriptive Analysis

Descriptive analysis is helpful in the description of the basic data features. It is
often used to summarize data frequency or central trend measurements (mean,
mode and median). The descriptive analysis also has been used to describe all 4

variables and few demographic items in this study.

ii. Factor Analysis
Factor analysis is also used to verify construction in scale. The items that make up
each dimension are specified upfront in such applications. In this study, all the scale

from all 4 variables has been test using factor analysis.
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3.8 SUMMARY

Methodologies of research were used to collect, analyze and interpret data.
Computer software like SPSS has been used to help you analyze and interpret. First,
questionnaires are used to obtain more precise information from the larger group of
respondents. In addition to primary data, secondary data, such as case studies and
journals, have been used to help researchers better understand the research topic. In
the earlier parts, the target population, sample frame and location, sample elements,
sampling techniques and sample size were discussed. Scales used in measurement
construction were also explained. In addition, processes for data preparation such as

checking, editing, coding and transcription have been discussed.
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To equation showing the calculation of the percentage of response rate for the

survey:

# of responses to our survey

x 100

# of people we sent the survey to

Hair et al. (2010) indicated that the response rate is generally acceptable above 50
percent. According to the table above, a total of 500 questionnaires were distributed
through NUBE branches using a self - administered method. Each branches received
the total number of 100 questionnaires which was passed to each branch secretaries.
Of all NUBE branches, 350 completed questionnaires were received in which all 350
were used with a response rate of 70 percent. The response rate for this study is

therefore considered strong. All the questionnaires received were answer completely.



4.3 PROFILE OF RESPONDENT

Table 4.2 Profile of Respondent

DEMOGRAPHIC FREQUENCIES PERCENTAGE (%)
CHARACTERISTICS

1- NUBE BRANCH

KLSP 100 28.6

PKP 75 21.4

SMJ 60 171

IPOH 50 14.3

KT 65 18.6
2- GENDER

MALE 163 46.6

FEMALE 187 53.4
3- AGE

38-55 years old 175 50.0

22-37 years old 175 50.0

4- ETHNIC GROUP

MALAY 209 59.7
CHINESE 69 18.9
INDIAN 69 18.9
OTHER 9 2.6

5- RANGE OF BORN YEAR
1965 - 1980 175 50.0

1981 - 1996 175 50.0




Frequencies analysis was conducted in order to explain about frequencies and
demographic sector in the study such as NUBE branch, gender, age, ethnic group
and range of born year. A total of 350 people took part in this study. The complete
guestionnaire can be used to execute the analysis. The first part of demographic
section is NUBE Branch. The respondent is from five different NUBE branches which
are from five different regions. Majority of the respondent are from KLSP (Kuala
Lumpur, Selangor and Pahang) which recorded 28.6%, followed by branch PKP
(Penang, Kedah and Perlis) which recorded 21.4%. Next is from SMJ branch
(Seremban, Melaka and Johor) which recorded 17.1% and KT branch (Kelantan and
Terengganu) recorded 18.6% and finally the least respondent is from IPOH branch

which recorded 14.3% only.

Majority of the respondent in the study are female with total respondent of 187 (53.4%)
and male is just 163 respondent which is 46.6%. Furthermore, there are two
categories of age group which was divided into two generation. This first age group is
from Generation X which is under (38 - 55 years old). This age group recorded 50%
or 175 respondents. The second age group is from Generation Y which is under
(22-37 years old). This age group recorded the same percentage with Generation Y

which is 50% or 175 respondents.

In terms of ethnic group, total of 209 respondents are Malay which is 59.7%. Both
Chinese and Indian recorded the same total of respondent which 66 respondent each
or 18.9%. Other ethnicity recorded only 9 respondent or 2.6%. As stated previously,
the range of born year also divided into two categories which is Generation X and Y.
Respondent who born from year 1965 to 1980 which is under Generation X recorded

50% and from year 1981 to 1996 is recorded 50% as well.
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4.4 FACTOR ANALYSIS

According to MacCallum RC, Austin JT (2000), factor analysis is useful in identifying
whether each item in the variables is able and appropriate to measure what is
intended to measure in the research. As discussed before, in performing factor
analysis it's essential to give important to the readings of Kaiser- Meyers-Olkin (KMO),
measurement of the sample adequacy, Bartlett's sphericity test and total variance
value explained. For this study, all the KMO Value achieved between the range of 0.6
and 0.7 which is consider as mediocre and middling, Bartlett's value is consider as
significant while total variance explained value achieved the set up standard. Factor
analysis is useful to be conducted before further to other analysis such as correlation
and regression (MacCallum RC, Austin JT (2000). This is because, within factor
analysis all the unwanted item can be eliminated, where it can helpful in provide a

more reliable result that related to the objective of the study later.

The following two steps involve the application of the factor analysis:

° Assessing the variety of interesting factors required to fully expose the
correlations between the variables observed and estimating how each
factor is related to each variable observed (i.e., estimating the factor

loadings); and

° In the process known as factor rotation, we try to simplify the initial

solution.
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The regression coefficients, interception and meaning of all coefficients and
interception in the model are shown in Table 4.21. Our linear regression analysis

estimates the function of linear regression as:-

y = 1.923 + 0.204(QWL) + 0.368(PUE) + 0.43 (JS)

It is important to note that all the b coefficients of the variable are positive numbers; QWL,
PUE & JS is associated with higher UC. Anyhow only two of the predictor variables are
statistically significantly (p < 0.00) associated with UC which is QWL and PUE but

predictor variable (JS) does not reach statistical significant (p > 0.00).
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CHAPTER 5
CONCLUSION AND RECOMMENDATION

5.1 INTRODUCTION

The major part of this chapter presents the discussion on the findings. The second
part of this chapter discusses the recommendation for future studies and suggestions.

And the conclusion was finally stated.

5.2 RECAPITULATION OF THE STUDY FINDINGS

This study examines the relationship between work life quality, perceived union
effectiveness and job security on union commitment. Moreover the study also focuses
about the commitment level among two different generations which is generation X
and generation Y. Other than that, the commitment level among different branches of

National Union of Bank Employees (NUBE) also has been tested.

This study used the questionnaire as the instrument that helped in identify the
relationship among variables and support the hypotheses testing. Member of National
Union of Bank Employees from all the regions are the population in this study. From
500 questionnaires which have been distributed, only 350 have received by

researcher for this study.

In order to answer the research objectives that include the hypotheses, factor
analysis, descriptive analysis, correlation analysis, multiple regressions analysis,
independent sample t test and ANOVA analysis were performed by using Statistical

Package for Social Science (SPSS 23).



The objective that set up these study were to: i) examine the relationship between
quality of work life and union commitment; ii) examine the relationship between
perceived union effectiveness and union commitment; iii) examine the relationship
between job security and union commitment; iv) examine that the Generation X will
have a higher level of union commitment than Generation Y; and v) examine the

differences between union branches on the level of the union commitment.

5.3 DISCUSSION OF MAJOR FINDINGS

The study's main focus is union commitment among union member from National
Union of Bank Employees (NUBE) Malaysia. Consequently, analyzing members’
union commitment is important to know whether they are committed to their union that
they engaged with. Quality of work life, perceived union effectiveness and job security
is the important element to find out the level of the commitment of the members of
NUBE. Moreover, members commitment towards union from different generation
especially generation x and generation y and also members from different region of

Malaysia has been tested.

5.3.1 Objective 1: Examine the influence of QWL on UC

The findings from this study showed that QWL have a significant influence of UC.
Based on regression analysis, the result for the first hypothesis is (8=0.204 at p= 0.01,
p<0.05). It shows that, the hypothesis is accepted. The finding revealed that even
though the correlation between QWL and UC is low but still the result supports the

proposed hypothesis that quality of work life is significantly influence the union



commitment. Thus increased in quality of work life among union members was

related with increased in union commitment.

The observed positive influence indicates that union members who experience quality
of work life also exhibit positive commitment behaviors and attitudes towards their
unions. If they perceive a favorable treatment they will pay back that positive
treatment by behaving positively, on the other hand, if they perceive an unfavorable
treatment, they will reciprocate with an unfavorable action. Hence a union member's
motivation to remain committed to the union is contingent upon the belief or the
expectation that effort expended will yield desired outcomes such as an improved

quality of work life.

When a member has a good quality of work-life, they can have a trust and confidence
on the union’s roles. The positive relationship realized between quality of work life
and union commitment is a clear indication that factors such as gaining autonomy on
the job, having a challenging and supportive work environment as well as a balance
between work and family life are equally important to the present day employee as

adequate and fair compensations.

Literature also shows some studies that used quality of work life as a predictor of
certain union joining behaviors had similar results. For instance, research by Kochan
(1986) asserts that, Union members can now seek benefits such as meaningful work
from the unions, appreciation of efforts and a sense of belonging to the working
situation that requires unions to develop a concept of the working environment and to

gain control through coliective bargaining.



This study become another additional source of information for previous finding in the
literature review that support the quality of work-life in influencing union commitment
among members. It can be conclude that this result answer the first research question
and objective that have been built for this study. It statistically proved that, quality of

work-life really influence slightly their commitment towards union.

NUBE’s member shows that they are really committed to their union by participating
in all the events, training and even demonstration conduct by the union. They believe
that the union is fighting for them to get a better quality of work-life all time. NUBE has
defend many good things for their members in the recent years through collective
agreement such as maternity leave, bonus, increment, loan, allowances, COLA,
insurance and many more. They have been enjoying such benefits from banks which

were from the effort of the NUBE’s professional leaders.

5.3.2 Objective 2: Examine the influence of PUE on UC

The findings from this study show that PUE have a significant influence on UC.
Based on regression analysis, the result for the second hypothesis is (#=0.368 at p=
0.00, p<0.01).1t shows that, the hypothesis is accepted. It shows that the hypothesis
is accepted and correlates positively. The finding revealed that the regression result
supports the proposed hypothesis that perceived union effectiveness is significantly
influence the union commitment. When the member’s perception of the effectiveness
of their unions in term of their performance and priorities increase, they also will

increase their commitments towards their union.



Effectiveness of union in term of bargaining, organizing, politics, member solidarity
and many more are the reason for members to stay and committed to their union. The
first impression of the union will give impact on the commitment and trust of the
member to be a part of the operations to make the union more effective in future
venture. Members’ satisfaction with union representation is higher where unions are
perceived as effective. Union representative role is one of the influential roles in the

union which will give impact on the trade union membership.

Bayazit et al. (2009) concluded that union member’'s perception of leadership
priorities is positively correlated with their attitudes and behaviors towards the union.
The literature review in this study also support the hypothesis by revealed that union
instrumentality perceptions and satisfaction with the union was positively associated
with pro union voting behavior. It is suggested that though employee dissatisfaction
may attract interest in union representation, it does not necessarily result in pro union
vote from union members, instrumentality perceptions will be the major determinant

of the direction of union vote.

NUBE members have a good perception towards their union and the leaders of the
union because the collective bargaining function towards a role dominated by the
voice and representation of workers appears to have taken place against the
background of unionism of high density. Protecting employees against unfair work
practices and encouraging employee training is one of NUBE's main responsibilities.
One of the factors related to union success in organizing is having a good leader is
because a strong leader certainly will give confidence to the member in the union. In

return members will show a relative strong support in the union (Solomon, 2005).



Many members has benefited from joining the union and also gained knowledge from

the union by participating in union activities.

5.3.3 Objective 3: Examine the influence of JS on UC.

The findings from this study show that the influence of JS on UC hypothesis is not
supported. Based on regression analysis, the result for the third hypothesis is
(B=0.043 at p= 0.85, p>0.05).It shows that, the hypothesis is not accepted. This
finding explained that members did not really feel secure in their job but committed to

the union.

Unions protect employees from arbitrary employer actions and provide them with
legal assistance in the event of a workplace problem that could lead to discipline or
dismissal, such as sexual harassment or complaints from customers. Before an
employee can be fired, he or she can proceed with a grievance process and
arbitration if necessary. In recent years, however, it has become increasingly difficult
for trade unions to keep jobs safe, because many industries have had to make mass
redundancies. Market forces like globalization, changing technology and using
robotics instead of people to perform tasks have also helped to reduce job security.
As a result, membership of the union has declined. The tendency among most
workers, especially younger ones, not to remain in the same job or workplace for their
entire career is also contributing to the decline in membership of the Union. This has
been highlighted by many unions worldwide, but there is still no final word for this

issue.



More generally, Members need to fully understand what union job security actually
means. What is meant to be certain about a union job is that members can not
normally be fired without just cause. Unless otherwise stated in a contract, employers
may fire workers for any reason or for no reason. In their agreements, unions typically
negotiate that terminations can only be caused by misconduct and only after the
employee has been properly warned and taken through a progressive disciplinary
process. In this case, many cases of dismissal occurred in banking industries where
the union cannot interrupt and help its members because of the economic crisis and

changing technology.

NUBE has managed to settle many issue regarding job loss and layoff but still there is
a condition where situation and law favors to employer more than union. This makes
NUBE members feel insecure sometimes which make their commitment towards
union reduced but this doesn’t means that union did not work effectively. This kind of
circumstances occurs because of the activities which is not involved union but other

entity.



5.4 IMPLICATIONS OF STUDY

This research study might be useful for National Union of Bank Employees (NUBE)
due to its significance especially among members and representatives of NUBE.
Thus, the finding provided contribution and implication that are classified in the

following section.

5.4.1 Theoretical Implication

Theoretical implication from this study can be additional contribution for the study on
union commitment which related to quality of work-life and perceived union
effectiveness. Social Exchange Theory by Blau (1964) has been used to support this
study. First of all, in term of social exchange theory, self-interest drives people's social
exchanges (Blau, 1964). Therefore, depending on their judgment, people enter and
leave relationships with regard to the benefits and costs of the relationship. So in this
research, the result shows that quality of work-life and perceived union effectiveness
is believed to influence the union commitment positively. When NUBE is playing their
roles effectively in term of negotiation on member’s rights and benefit with their

employers thus, members feel secure to be with their union.

Other than that, this theory also urged that the NUBE members see the union as
showing concern for their needs and well - being generates a sense of duty and
reciprocity through positive union attitudes and attitudes and a general commitment to
the union as described in the Theory of Social Exchange by Blau (1964) in this study.
When the union gives positive outcomes to the members, the members will give their
hundred percent commitments and participate in union activities as recompense. It is

suggested that, though unions would still continue to provide “traditional” collective
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KMO and Bartlett's Test for JS

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .901
Bartlett's Test of Sphericity ~ Approx. Chi-Square 1955.311
df 28
Sig. .000
Correlation Table
Correlations
uc QWL PUE JS
uc Pearson Correlation 1 178 544" .094
Sig. (2-tailed) .001 .000 .078
N 350 350 350 350
QWL  Pearson Correlation 787 1 037 .082
Sig. (2-tailed) .001 492 128
N 350 350 350 350
PUE Pearson Correlation .544" .037 1 .010
Sig. (2-tailed) .000 492 .846
N 350 350 350 350
JS Pearson Correlation .094 .082 .010 1
Sig. (2-tailed) .078 128 .846
N 350 350 350 350

**. Correlation is significant at the 0.01 level (2-tailed).
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