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(ii) 

SYNOPSIS 

This case study is a comparison of the socio- economic 

problems of workers in Factory A and Factory B. In order to provide 

a clear and systematic picture, the researcher has arranged this 

study into various chapters. 

Chapter One gives a general introduction of the objectives 

and oignificnnce of the study. It also discusses the research 

m thodology used and the problems encounter6d during the research. 

In Chnpt r T\10 , n. n ra.l ov rvieH of th factories is 

pro nt d, with th d·oauooion r np;ing fro 'who o.r th 

to 'why do the ov rnm nt ccommodot them'. 

mployors', 

Chapt r Thr d ls \lith th t rm of omploymont. It 

shows the similaritie and diff r ncos b tw en tho omp oyment policies 

nnd 'orking condition f c d by work r in Factory A and Factory B. 

A deeper description of the structure of labour ~orce is 

depicted in Chapter Four. It shows a distinction bet re en rnrkers of 

Factory A and Factory B, with regards to their race, sex, age level, 

1orking experience, etc. 

Chapter Five attempts to explain some of the causes of the 

1orkero' present socio-economic status, with emphasis on their poor 
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(iii) 

level of education achievement. 

The discussion in Chapter Six is focussed mainly on the 

industrial relations in the factories. 

The concludine Chapter, is devoted to elaborating some of 

the limitations of the study nnd some suggestions of how to improve 

it. There is also a short summary of the findings accompanied by 

some recommendations. 
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CHAPTER I 

INTRODUCTION 

Development has often been identified with "progress" and 

"modernisation". The policy and decision makers both in the Third 

World as well as the industrialised countries define development and 

modernisation as "the process by 1hich a society comes to be 

characterised by a belief in the rational and specific control of 

man's physical and social environment and the application of 

l technology to that end". 

But vhnf is reo.lly mea.nt by the term "Deve Iopmcrrt "? 'l'here 

may be mo.ny d finitiona a.nd concepts of development - but the 

ultimate obj ctive of d volopm nt muot bring bout sub tantia.l 

improvement and b nofits to th ooplo o.o a. whole. 

In this Country, th re re num roue plnne and economic 

policies which focus on dev lopm nt. lith ti e rationale tho.t 

Malaysia. lacks the co.pital, know ho\l and technical expertise neces- 

a ry for modern manufacturing and development, the government has 

invited foreign investors to establish factories here, by offering 

them various kinds of incentives. With this, the government hopes 

that these foreign companies will bring with them their technical 

know ho~ and desseminate them to the local technocrats. It is also 

hoped that such investment will provide employment for our young 

labour force. 
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To promote these goals a. complete "open-door" policy to 

foreign investors was adopted. The security of the foreign invest­ 

ment is guaranteed, they are given the freedom to recruit labour at 

any price and the freedom to repartriate capital without uny 

restriction. 

In contrast to the variety of benefits provided to foreign 

investors, local labour has been subjected to restrictive regulations 

in order to maintain industrial peac • "There is no minimum wage law 

in Malaysia.11•2 Strikes or lock outs connected uith recognition of 

tr de unions or matters connected rith management functions are 

prohibited. During the first 5 years of pioneer status or "for any 

such oxtond d period" theo for ign inv tore r u r nteed g inst 

any "unreason ble m nde" of Tr d Unions.3 Ao such, th hypo th sio 

that ind.u tri lio tion c n brin d v lopm nt nd pr ogre e to th 

n tion hns to b re- x minod. Thi is crucial ma.tt r it involv a 

quite a big fr ction of th po1ul tion. 

p rt from the country's rich n turul resources, her most 

important asset lies in its work force. There are more than 5 

million blue-collnr workers in the country in various sectors of the 

economy,4 out of whioh it is estimated that the total number of 

industrial rork force amounts to 3,822,900 workers. This constitutes 

almost lf-0% of the total population of West Malaysia.5 

However, it is unfortunate that most workers are still ignorant 

or uninformed of their basic rights and benefits that· they are 
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entitled to, under the various acts, ordinances and laws. Many 

workers still labour under exploitative conditions. Others do not 

know how and where to make complaints, or to claim compensations 

for any work injuries. 

The Trade Unions should function to educate and represent 

the workers, but only 10% of the work force are unionised.6 The 

majority of those who are not, are being subjected entirely to uhat- 

ever decisions that their employers make. 

Labour Laws and the institution that onforces them are 

theoretically enacted to guarnntee the employers' nd the 1orkers1 

basic rights nd b nefits in ord r to onour industri l hnrmony and 

progress. However, for the lru10 to function properly, th work rs 

thomDolv smut b inform d, ducat d nnd b con cioualy w r of the 

social, oconomic o.nd politic l onvironm nt nff ctin thorn. 
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1.1 OBJECTIVES AD SIGNIFICANCE OF THE STUDY 

The objective of this study is to achieve a greater under­ 

standing of the socio economic problems that are encountered by 

factory workers. This study will attempt to give an idea of the 

workers' background such as the age level, education level and their 

families' financial status; and the present social and economic 

factors in their work place rhich affect· their lives. 

This study is baaed specifically on the empirical data 

collected from two factories. It actually aims to compare the two 

different groups of factory workers one, a semi-skilled female 

labour fore and the oth r a highly ol:illod mnl wor fore • 

Work ro in n r 1 com from div roity of background. 

Many a.re from th poor villages und omall towno of oth rota.tea. 

Most of th m hnv com to th city in rch of bett r paying jobs. 

All of th m h v in common u 101 eduction 1 bnckground. Together 

they form the blue coll r workforce of tho fuctories. It is 

believed tho.t such workers often face the problem of alienation from 

their work. They are exploited with low wages whilst providing 

cheap but necessary labour. 

As this is a sociological study, the emphasis is on the 

aoci 1 aspects of the workers and not the economic aspects of the 

workers. This case study does not provide a complete picture of the 
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industrial scene. However, it is still significant, as it provides 

an in-depth study of the situations and social conditions that 

exist in the factories. Information from this study can help to 

broaden our awareness on the social and economic problems of factory 

workers that are prevalent in the local industrial factories. 

Factory 1orkera are essential to industrial progress. As such, 

social research on factory workers should not be neglected. 
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1.2 RESEARCH t· ETHODOLOGY 

1. Choice of Factories 

The researcher has chosen two factories for comparison in 

this study. The first is an electronic factory situated in Sungei 

!lay, and the second, a ca.r assembly plant in Shah Alam. Both these 

factories are situated in one of the Free Trade Zones of the country. 

Besides both a.re branches of multinationals which are based in the 

United States. For easy reference, the electronic factory will be 

known no Factory A wllile the car assembly plant will be referred to 

as Factory B. 

Tho 1or era in both tho factori a havo diff rinc ch rac- 

toriotico. v rthe o thy nloo h v oom nornl oimilnritiea 

as they all belong to tho oum category of blu collar f ctory 

workers. 

The ·ener 1 workers in Factory A re all omalos, while 

those in Factory B re 11 m les. These female workers in Factory 

A are semi-skilled workers and are commonly knoun as operators. 

Those in Fact ry Ba.re more skilful workers, most of thorn have 

already acquired a certain level of experience or knowledge before 

their employment in Factory B. Another significant difference 

between the two factories is that the workers in Factory B enjoy the 

advantages of having a union while those in Factory A do not. 
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The effects of the presence of a union may be seen in the differing 

employment policies and working conditions found in Factory A and 

Factory B. 

Factory A wao chosen as it \las the first one that had a 

job vacancy, out of the other 8 factories that the researcher 

visited. Being in need of operators, Factory A readily accepted the 

researcher, and together with her, 20 other girls were recruited on 

the same day. 

As for Factory B, one reason why it was cliosen was because 

the researcher met n union leader who 1as willine to help her. He 

was working in factory B, nnd henco, could arr n 

to interview th \rork rs in F ctory B. 

for the r 
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2. Research Design 

In this case study, both qualitative and quantitative 

research methods are used. According to Selltiz, an exploratory 

case study can be done 1ith a combination of techniques such as 

participant observation, respondent interview, informant interview, 

archival study and records research.7 This study has adopted such 

a combination of techniques in order to gather various types of 

data. 

(i) P rticipant Oboervation 

Th main mothod u d for tho ro.ourch in Factory Aw c 

participant observation, 1h r the researcher play d nn active role 

ao n factory orkor und r dioguiao. '£hie m thod of data collection 

requires the rs archer to bo actively involvod in tho actual 

situation of work nvironment. In thi way, tho r oonrcher will 

be able to poroonnlly experience the physical ond poychologionl 

stress that a worker f ca. B sides, tho roe rchor is also able to 

receive insights of the underlying attitudes and unspoken feelings 

of the workers. 

(ii) Respondent Interview 

This was the best feasible method used in the research in 

Factory B. No participant observation was carried out there as the 
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researcher_could not be recruited in a factory 1hich employs only 

male workers. This method was also used in the research in Factory 

A after the researcher's resignation there. • ~ 

The i tervieH was based on a prepared questionaire. It 

was conducted in a formal manner with 'close-ended' and 'open-ended' 

questions. 'Close-ended' questions are structured to provide a 

common basis to enable the researcher to make an easier analysis, 

while the 'open-ended' questions are meant to allou the respondents 

more freedom to express their views, feelings and experiences. 

These interviews provided some peroonal data which as helpful. 

Sampling 

tot 1 numb r of ~4 qu otion ire w r un 1orod. 15 

questiona.ires wcro nsvar d by th f m lo wcr-kor e in F ctory A, while 

tho rem inin .39 1 r n uo r d by th mu L workoro in Factory B. In 

order to provide n bnl need comp rioon, 15 work rs 1cro selected from 

each factory ·s samples for an lysis. How v r, information from the 

otl1er extr qu stionairoe from Factory B wcro used to supplement the 

data of the selected 30 questionaires. 

he respondents in Factory A were not chosen with any 

fixed criteria. The researcher accepted any worker who was tilling 

to cooperate. Hence, the researcher has to admit that this sample 

of orkers may not be representative of the entire labour force. 
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As for Factory B, the respondents were selected at random by the 

members of the executive committee of the Union. As such, the 

sample may be more reflective of the general characteristics of the 

work force. 

(iii) Informant Interview 

Thi~ interview was done informally during casual conver­ 

sations with some Union leaders, members of the Union's executive 

committee in Factory B. As these people were a are of the purpose 

of the research, they ~ere very cooperative and helpful. They were 

able to sh re a more open and critical viei on issues pertaining to 

them nag ment techniques of profit maximia tion and th passive 

response of the general workers. However, ono w a.knc a ie thnt 

most of th m only look from th point of vi w of the labour force. 

Hence, some of their opinions had 

against the m no eL1ent. 

otrong ov r tone of bincneso 

(iv) Records 

Not all the information that the researcher required could 

be obtained by using the above research methods. Some details 

regarding the general backgr-oundcd nf ormab Lon of the factory and their 

production level could only be obtained from the Registrar of 

Companies. The researcher also enquired at the Malaysian Industrial 

Dovolopment Authority to find out more about the consequences of 
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industrialisation in the country. 

3. Problems 

The researcher has faced many problems in the course of 

the study. Like most sociological research, there are various 

difficulties in the process of gathering data. Due to the nature 

of the topic, the research may have caused some discomfort and 

fears among both the management and workers. All the research 

methods employed here have their advantages as well as their set 

backs and problems. 
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(i) Participant Observation 

At the start of the research, a lot of effort was made 

to seek for a job at a factory. The researcher tried 8 other 

factories before succeeding in finding employment in Factory A. 

This factory always has vacancies because the turn over rate of 

employment is relatively high among the operators. 

The question that arose initially was whether to reveal 

the researcher's identity. If the researcher were to do so, she 

could be more sure of getting the cooperation of the management 

and workers \/ithout very much difficulty. This 1ould ha.ve a.llo\led 

her more fr odom of movem nt ind ep ooh. Furthermore, she would 

not have been looked upon with suspicion and be forced to work under 

eo much restrictions. 

Howevor, th r w r loo many di dvantagee if she had 

revealed her id ntity. Few mnnugements if ny, would welcome n 

researcher, especially if the rese rch involve inquiring about 

the worl·ere' welfure nd touches on the question of wages. 

urthermore, the presence of a known observer would tend to create 

an artificial working condition, as the workers may be conscious of 

an observer amongst them. 

Due to the reasons above, the researcher decided to conceal 

her identity throughout the 5 weeks of her employment in Factory A. 
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Hence at the job interview, the researcher went under the disguise 

of a Form 5 drop-out 1ho was desperately seeking a secure job. The 

interviewer was a little suspecious initially, as the researcher 

spoke English quite fluently. Ho1ever, when the researcher eventually 

convinced the interviewer that she needed a job very desperately, she 

was then employed. 

During the 5 weeks of her employment there, the researcher 

had to be very cautious of her words and actions, so as not to create 

' . any susp1c1on. If the truth had been discovered before the research 

was compl ted, tho entire study 1ould have been jeopardised. 

Conscious effort \I nlso mudo to oot blieh r pport with 

the wcr-ker-s , but unfortunntoly only few acquad nt anc e w re made. 

Most Malay nd Indian 1ork r who form d th majority of the work 

force there, found it difficult to ooopt Chinese into th ir clique 

within such hort p riod of tim • M ny of th m were quite reluct- 

ant to ans1er th qu stione of the roeeurcher. Thie may be booa.uao 

they were still unfamiliar with the resenrohor. Further, they were 

also afraid of being seen tulking, while at work. 

Ho ever, during the break intervals the researcher managed 

to join a small clique of Chinese workers from the other section of 

the department. Unfortunately, their section had a different work 

shift from that of the researcher. Faced with this, the researcher 

was unuble to develope closer friendship with these particular 
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workers. Furthermore, the researcher spoke a different dialect 

from these Chinese workers. Therefore they could not communicate 

very much on more serious matters. 

Although the nature of the work in Factory A did not demand 

much skill no~energy, it was extremely tedious and strenuous for the 

researcher who was working in a factory for the first time. Workers 

were not allo~ed to leave their seats during working hours, except 

during the break intervals. They were also forbidden to stand up or 

walk around to refresh themselves even for a short while, as the 

supervisors felt thnt the rate of production may decline if they did. 

It was really difficult for tho roo archor tog t used to 

the change in the work shift every week. Tho night shift was the 

moat tediouo of 11. M ny oth r work rs who h d been workinc for the 

past four to fiv years still compl ind of the strenuous night shift. 

The resoo.roh r often found hor lf tir d und exh uated. Sha had 

often dozed off to sloep during tho long houro of routin work. 

During the break int rvnlo, oho would ruthor truce n good rest by her­ 

self at a quiet corner, than mix around a.nd try to make conversation. 

The researcher could hardly survive the 5 weeks of ~10rk necessary for 

observation. Half of the same recruits left within 2 weeks because 

they could not bear with the strenuous work. However, the experience 

gave the researcher a feel of the difficulties faced by factory 

workers. 
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Whatever observation that the researcher made was recorded 

either at the comfort rooms during working hours or at the end of 

the day. It was sometimes difficult to recall all the incidents 

that occurred if recording \/as done at the end of the day. Recording 

the observations and occurences as they took place at work would 

have been more accurate. But to go to the comfort room a few times 

a day during work would certainly have drawn the attention of the 

supervisor. 

The restrictive movement at work was a major set back for 

a. method such as participant observation. The supervisors were 

constantly keepin a check on the workers, especially on the new 

recruita. Hence, for th firot \t ek , th re nrcher could not even 

find out what anothor 10rker who wna sitting just a. few ee ts o.w y, 

wns doing. Ap or ntly it m d lmost im o ible for th researcher 

to understand the production proc s th t wn takin placo in F ctory 

A. he period of otudy was fiuit ly too bri f for the use of such 

11 method. 
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(ii) Interview 

The interview involved much more time and effort than what 

the researcher had anticipated. The respondent - interview was more 

difficult to conduct than the informant - interview. 

The interview in Factory A was carried out only after the 

resignation of the researcher there. It could not be done during 

her employment because the researcher did not want to reveal her 

identity. As n matter of fact, the researcher actually did not 

intend to resign from her work so soon. She only decided to, when 

she fell ill for almost a week nnd hnd been absont from work. When 

she handed in her resignation officinlly t the office of the factory, 

she was not able to inform her friends of her resignation nor revon.l 

her id ntity to thorn, boouus they w ro 11 busy working inside th 

various dopartm nt • ~inc th n she hne o t contact with thorn. 

To arr nge for an interview with the workers in Factory A, 

the researcher got help from a Union lender, Mr. A, who had some 

contact with tho worl era there. It took almost 2 months for Mr. A 

to arrange for the interview. Within that period, the researcher 

had to make numerous telephone calls and a number of personal trips 

to the office of Ir. A to enquire about the feasibility of the 

interview. 

In the meantime, the researcher also went back to Factory A, 
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hoping to meet some familiar faces at the main entrance of the 

factory. She failed to meet any of them, but was able to introduce 

herself to two other workers whom she had not known before. They 

were willing to be interviewed, and hence left their addresses with 

the researcher so that she could visit them in their homes after 

their work. Through these 2 girls, the researcher got to know the 

other workers who became her respondents. 

The next problem was to look for the houses of the workers 

and to conduct the interview at a time convenient to them. l1ost of 

them were only free at night. Hence the researcher had not much 

choice but to agree, although it was very inconvenient for herself. 

Besides, ome of the 1orkero' hous ow r quito fnr nwuy. Th whole 

length of the interview last d bout a month. 

Th interview in Factory B \I'S o.lso arranged by a Union 

lender vh o w e working thoro. It wuo c rri d out for o. period of 2 

weeks. Within tho.t uhort period, tho Poroonnel Mnna.gcr queried the 

members of the union's exooutive oommitte a.bout l~ times and called 

for the researcher twice to ask for further details of the purpose 

of tbe survey. The researcher apparently convinced the Personnel 

Manager that the interview 1ould not in any way jeopardize the image 

of the management. 

The interview was conducted in the factory itself. Although 

the researcher had to travel a distance of 20 miles for every trip 
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that she made, the consolation was that all her respondents were 

present there and that she did not have to look for them individually. 

Sampling 

There was not much problems in making a choice of the 

sample of workers, as the researcher did not have the opportunity to 

select the respondents. She interviewed any worker in Factory A who 

was \filling to cooperate. Those in Factory B were already selected 

at random by some members in the executive committee of the factory 

Union. One disadvantage was the limited size of the sample. If it 

hnd been easier to conduct the intervio\r, the size of the sample 

would havo beon larg r. 
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(iii) Records 

Gathering data from the various reports from the respec­ 

tive offices may seem very simple and easy, but the time and effort 

spent in searching for the r-e Levant c r-e cor-da and files were most 

frustrating. The researcher had to make a total of 6 trips to the 

Registrar of Companies before she was able to obtain the necessary 

report. For each trip made, she had to travel a distance of 15 miles. 

To arrange for transport to and from these offices was quite incon­ 

venient. 

Often after having waited in line for more than an hour, 

she discovered that th filo sh hnd naked for 1ao not on the aholf. 

On the whole, the difficulti s exp rionced by the rosenrcher were 

v ry diacour ging. 
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CHAPTER 2 

A GENERAL BACKGROUND OF THE FACTORIES 

2.1 Who are the Factory F.mployers? 

Factory A and Factory Bare branches of 2 multinational 

companies with their headquarters in the United States of America. 

Since the early seventies, these American firms have begun to move 

into the lower-wage region in Asia, especially into Thailand, 

Philippines, Indonesia and Malaysia. There is actually an inter­ 

national division of labour where the developed countries (example 

U.S.A.) monopolise the production of oftwnre and high technology, 

while the labour intensive work is performed in tho developing 

countries, (ox mpl M lay i ). 

Factory A 

Factory A is branch of one of tho world's le ding manu- 

facturers of electronic equipments and components. It is in fact the 

second largest American semiconductor producer. The mother company 

ras incorporated in Illinois in 1928 as Calvin Manufacturing 
I 

Corporation. The present name was adopted in 1947. 

This company produces two-way radios and other forms of 

electronic communication systems, semi conductor, including integra- 

ted circuits, T.V. Sets, electronics equipment for military and 
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aerospace use, automobile radios and stereotape players, and other 

automatic electronics equipments. 

This company operates widely in Asia - in Hong Kong, 

Philippines, South Korea, Australia, and have 3 plants in Malaysia 

itself. They employ young rural women who have no former experience 

in industrial production. It is one of the main (5) U.S.-based 

companies producing integrated circuits (I.e.) which cover 60% to 

70% of the world's production. They are the main producers and 

consumers of I.C. as illustrated in the Table below. 

Table 2.1 

World Distribution of El ctronico T chnology 

World Production 

of I .C. (1980) 
World Conoumption 

of I.e. (1980) 

U.S. 61.t% 42% 

Jn pan 25% 26% 

West Europe 10% 26% 

Others 1% 6% 

Total 100% 100% 

It is estimated that 90% of the assembly operators of the 

American electronics firm are located overseas in the developing 
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countries in Asia. The main job of the Asian workers is bonding 

and encapsulation. The assembly chips are usually shipped back to 

the parent plants in the United States to be assembled into end 

products. 

Factory B 

Very little information was received about the general 

background of Factory B, although the researcher tried her very best 

to inquire. Hence only a very brief summary can be given. 

Factory Bis n branch of a multin~tionnl cur assembly plant 

in the United States - The Ford Motors Manufacturers. In the late 

seventies, ER AS Trading bou ht ovor 49% of the equity of the brunch 

in Malaysia. 

knocked down 

The main op ration here is to es mbl 'completely 

nrto' (C.K.D.) which nr 11 import d from oversene. 

Because of then ture of the work involved, the workers ar genornlly 

skilled. The care which have been obs rved to bo assembled here ar 

Ford Laser, Ford Cortina, Ford Telstar, M rcodes Benz, etc. 
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2.2 Why does the Government accommodate the Multinationals? 

Since the 19601s most governments have begun to develop 

an export-oriented economic policy. Many developing countries 

establish Export Processing Zones (EPZ) which were later known as 

the Free Trade Zones (FTZ). Factories A and Bare both located in 

this FTZ of the Country. 

According to the Government, the objective of the establish­ 

ment of the zones is to bring in foreign investment for the purpose 

of :- 1. Creating Employment 

2. Earning Foreign Currencies 

3. Learning Foroign Technology. 

By th onrly 8o•a, thoro nro ovor 30 FTZa distributed all 

over Asia. The foreign invoatora in tho Aoi n FTZ are not only 

exempted from nll sorts of tnx nnd t riffs, including income tax, 

they are nlso guurnntaed industrial discipline and low lnbour cost 

2 
by the Government. 

In Malaysia for example, the government has always refused 

to allow the electronics workers to form their own Union or join the 

Electrical Industry Workers' Union. The government has even alleged 

that the 1orkers in the FTZ has been infiltrated by subversive 

elements. 
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Besides, strikes or any other form of industrial actions are banned 

in the FTZ. The government also legalised night work for women 

workers in the FTZ. The government has been very compromising in 

the labour laws to encourage foreign investment. 

These zones obviously provide a haven for these giant 

multinational firms to secure huge profits. Despite the fact that 

all industries have been affected by the recession since 1980, 

investment in the FTZs has not slowed down. 

Electronics production has often ?een regarded as a modern 

and most technologically advanced industry. Thus, it has often been 

suggeoted th t the electronics firmo co.n bring in new technology. 

However, according to a report of United Nations Conference on Trade 

and Development (UNCT D), th cor t ohnology of production is 

virtually non-existent in these developing countries. 

These multinationals hav come in to safe labour costs. 

Tlius, the Asian workers are employed only in the moat routine and 

labour-intensive production, while the core technology is maintained 

in the parent companies in United States. 

These multinationals have also taken fuli advantage of the 

concessions granted in the Asian FTZ. They retain their technology 

and at the same· time, gain large profits from their investment. 
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For instance, the tax holiday policy or 'pioneer status' 

for foreign investors is given for the first 5 years (and an extension 

of 3 years if necessary). But the actual 'holiday' they enjoy is 

much more than the stipulated period. Factory A for example, operates 

on 3 shifts round the clock. The production process runs continuously 

for 5~ days a week. This continuous operation on 3 shifts tripples 

the volume of production, as well as the profits. Hence, they 

actually enjoy a pioneer status of 15 years instead of 5 years. 

In order to create more employment, Asian governments have 

guaranteed the foreign investors "liberal labour laws" where wages 

of workers are kept low and work force remains flexible to new 

technology nnd market changes. In Mulaysin, for instance, there is 

no law stating the minimum wu o rato of nn employee. Hence, wagoo 

are virtually determined by th employ rs alone. 
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CHAPTER 3 

TERMS O}"' EMPLOYMENT. 

In the previous chapter it has been mentioned that the 

multinationals have set up factories in the Asian Countries to 

exploit their cheap labour. Hence, here in this chapter we will 

examine to what extent this is true. 

The main objective of any business organisation is profit 

maximisation. One of the major costs of production in a factory is 

the cost of labour. Hence, in order to minimise costs without redu­ 

cing the genornl output of tho fuctory, n method often cho en io to 

reduce the rate of Hages nd to take full advnntago of the lnbour 

avail bl·. 

e shall nowt k o. look nt the employment policies and some 

str tegies employed by the mnna oment to achieve their objective of 

profit maximisation. From this we oan nnseo tho fairness of the 

policies, as well an underotand the structure of the labour force. 

We will now examine the employment policies of the manage­ 

ment vith special references to the recruitment techniques, wage r~tes, 

working hours, fringe benefits and leave. These will enable us to 

evaluate the extent to which the management provides for the welfare 

and development of the workers. 
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3.1 Recruitment 

In Factory A, there are usually vacancies available for the 

general workers who are also known as operators. This means that the 

turn over of labour is high. This is mainly due to the low wages 

offered. As such, the management has adopted a lax policy towards 

recruitment of workers. Almost any female worker who applies for 

work there is employed. The only considerations are that the worker 

is above the minimum working age, is of fairly good health and is 

willing to work the 3 shifts. Besides these considerations, there 

are 110 other restrictions. As the work of .an operator requires no 

skill nor nny specific kno1ledge, education and experience are not 

pre requisites for employment. 

Job remotion or u g increment r v ry slow and there are 

virtually no incentives to encournee a worker to rom in in the 

factory. As such, many work r lave when thy find better payin 

jobs elsewhere. It is through this hi h turn ovor rnte of labour 

that management is :J.bl to constantly keep the general wage rate 

very Low , 

With such intentions, the management also employs workers 

who hold a comparatively higher level of education as these workers 

will surely leave when they find a better paying job. At the inter­ 

vie , the researcher was told that the management had recently 

recruited a worker who had a Form Six qualification, to work as an 
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operator. Despite her qualification, she Has still paid the same 

wage rate as the other operators. he a.bove fact was revealed in 

reply to a question by the researcher as to \·1hether she (the resear­ 

cher) will be given a higher pay as she had obtained a Form five 

qualification. 

Many senior workers who have served for six to ten years, 

have been retrenched. During the first week of the researcher's 

employment she noticed many girls who came back to collect their 

retrenchment compensation. Of course, the reasons given to them were 

far from the truth. These workers were made to believe that the 

management have been forced to retrench them becnuse of the world 

recossion nd the decreasing market domnnd for the factory'o products. 

Nevertheless, some workers a.re awa.re of the fact tha.t it was another 

tactic of tho maa gem nt to koop tho wa e ra.to low. 

Junt ns in F ctory , moot people who apply for jobo in 

Factory B, re usuully tployod. lowovor, their turn over rate of 

employment is 1 uch lower. Generally, tho ma.jority of \lorkers stay on 

for a relatively longer period of service. Thia may be due to the 

satisfactory wages and yearly increment that they receive. There 

has not been any retrenchment of workers since the past three years. 

Perhaps the management finds it more productive and profitable to 

retain workers who have accumulated more experience and efficiency 

through t e years. 
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3.2 Wage Rates 

Generally, factory workers are paid according to the 

number of hours they work, the length of their service and the type 

of work they do. Workers in both the factories will not be paid if 

they are absent from work without any approved leave. They are paid 

on an hourly basis. This will mean that if a worker comes late for 

work, his or her pay will be deducted according to the number of 

minutes or hours that he or she was late. Workers in Factory A are 

monthly paid, "tthereas those in Factory B are given their salary 

forthnighlty. However, management in Facto~y A does not always pay 

their workers n full month's salary at the end of every month. 

Workers are pnid a 3~ woek salary ovary alternnte month. Some 

workers analyse this us the mana. ement's strategy to onsuro that 

workers do not leav at th end of the month without any prior notioe. 

There is quite n vat difforonco in wage rates between.the 

female workers in Factory A and tho male workers in Factory B. A new 

employee in ~actory who works ne nn operator in the production line 

is only paid 85 cents per hour, while their counter parts in Factory B 

are paid 138 cents per hour. There is still a marked difference 

despite the monthly shift allowance of $35/- paid to the workers in 

Factory A. 

The probationary time stated in the Employment Agreement 

is either of a period of 3 months or of a period not exceeding 3 months. 
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However, workers in both the factories are confirmed only after 

fulfilling the former. On confirmation, workers in Factory A will 

be given a pay increase of 5 cents per hour, hence increasing their 

salary to 90 cents per hour. Furthermore, every worker who has been 

confirmed in Factory A is entitled to a wage increase of 3 cents per 

hour after every 6 months starting from the date of employment. 

Unlike Factory A, Factory B has a more complicated salary 

scale. Not all the floor employees or general workers in Factory B 

are paid the same. They are categoried into 6 grades based on the 

length of their wor k experience and the type of wor'k that they are 

given to do. The wage rate increases with the grades, the lowest is 

Grade 2, while the highest io Grade 7. Workers are not automatically 

promoted to a higher l)rade after o. opecific number of yea.rs of service. 

Some are promoted fnoter thnn tile othcro, depending on one's capabi­ 

lities and productivity. 

A comparison of the sulo.ry scale of both the factories will 

give us a clearer idea. of the wage d1 crimination between them. Univ
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Table 3.2 

Wage Rates of general workers in Factory A and Factory B. 

Factory A Factory B 

No. of years Wage rate Grades Wage rate 
(cents p/hr) (cents p/llr) 

1 96 2 138 

2 102 3 145 

3 108 lt 159 

Lr 114 5 168 

5 120 6 181 

6 126 7 198 

Erom the table, it can be soen thut workers in both tho 

factories nre very lowly paid. This is n general complaint of most 

of the respondents. Almost a.11 of them indicated that the management 

is actually able to increase their wages without having to suffer any 

losses, but they choose not to, as this will decrease their own 

profits. 
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Furthermore, a vast wage difference is distinctly seen 

between workers in Factory A and Factory B. A newly confirmed 

employee in Factory B who will be classified under Grade 2, receives 

a salary (138 cents p/hr.) which is much higher than a female worker 

in Factory A who has worked for 6 years. (126 cents p/hr.) 
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3.3 Overtime 

The overtime rate is very similar for both the factories. 

For any period of extra time put in during a normal working day, 

payment is one and a half times the usual hourly wage rate. However, 

if the workers work overtime on a non-working day, for example on a 

public holiday, they will be paid twice the amount of what they 

normally receive. These terms apply to both temporary and permanent 

workers. 

In principle, overtime is done .'.lt· the request of the 

management, with the consent of the employees. Ho1ever in practice, 

the consent of tho workers is immaterial. This is especially true 

in Factory A. Many workers huvo compla.inod that they nre expected 

to comply with tho roquoot of tho Supervisor to ''ork overtime, nnd 

that their reluctance or refusal to worlt overtime is novor entertained. 

This dissatisfaction is enhanced by the fact that the majority of the 

workers in the factory despise working overtime. This is because the 

little extra income that they receive from working overtime is quite 

an insignificant sum, compared to the strain that they have to undergo. 

However, in Factory B, the overtime rate (which is calcu­ 

lated on their basic \rage) is more attractive, as their wages are 

higher. Workers feel encouraged to work overtime, because this extra 

income helps to supplement their basic wages. 
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3.4 Working Hours 

The number of working hours a week in Factory A, depends 

on the type of shift. There are three shifts, each shift is a week 

long. The various time of the shift are as follows .- 

Table 3.4 (i) 

Working Time of the 3 shifts in Factory A 

Shift Work begins Work ends 

l 7.00 am 3.00 pm 

2 3.00 pm 11.00 pm 

3 11.00 pm 7.00 am 

From tho 'I'nb Lo ab ov , it io nce n thnt th production in 

Factory A actually o e on continuously throughout the day , 'rhe 

3rd. shift (night shift) is moat isliked by the workers, a.a they 

find it most strenuouo to koep awake. Desidee, starting work 

(third shift) or finishing work (second shift) at 11.00 pm. is very 

inconvenient for most female workers who have to walk home alone 

at night. 

The weekly change in shifts jeopardizes the health of the 

workers, as it upsets their sleeping habits. Three workers who have 

worked there for more than 5 years still complain of the difficulty 
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in adjusting to the changing shifts. 

The length of working time on a normal day is 8 hours. 

This is inclusive of the meal breaks and tea intervals. However, the 

total number of working hours depends on the type of shift. First 

and second shifts have a 5~ day week while those in the third shift 

work 6 days a week. 

In Factory B, the workers are more fortunate as there is 

no shift work. Work commences at 7.30 am. and finishes at 5.00 pm. 

As such, the workers work 9~ hours a day, however this is also 

inclusive of the meal and tea breaks. The length of working hours a 

day is relatively longer than that of Factory A, because thio factory 

operates on a 5 day w ck. 

A comp rison of the tot 1 number of working houre a wook 

between Factory A and Factory Bis sho1n in the diagram on the next 

page. 
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Table 3.4 (ii) 

No. of orking Hours a week in Factory A and Factory B. 

Factory Shift No. of working No. of working Total no. of working 
hours a day days a reek hours a week 

A l & 2 8 hrs. 5~ days 44 hrs. p/wk. 

3 8 hrs. 6 days 48 hrs. p/wk. 

B 1 9~ hrs. 5 days 4~ hrs. p/wk. 

In actual fact, workers do not work the whole length of the 

stated period, becnuse of the rest intervals in bet\iOen the long 

working hours. ~orkero in aotory A a.re giv n a lunch break of~ hour 

and a ten interval of 15 minutos a day. /here a in ~uctory B, the 

breaks are longer. Besid s the 45 minutes lunch break, there are 2 

other tea breaks of 15 minutes every day. Each department has a 

different break time of their own. This is done to prevent any rush 

in the canteen. 

During tea breaks in Factory A, some workers prefer to take 

a short nap rather than have their tea. It is very common to find 

workers sleeping on the long benches at the corridor or resting their 

heads on tables in the canteen. This happens especially during the 

night shift, as many workers find it difficult to keep awake through- 

out the whole night. 
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3.5 Fringe Benefits 

It is not unusual for management to argue that they always 

offer their employees very good fringe benefits, although their 

basic wage may not be so attractive. Some workers might be contented 

with this kind of argument, but a large number of them, view this 

as another tactic of the management to justify the low wages. 

There are various types of 'so-called' fringe benefits. 

One of the most commonly known is the yearly bonus. Workers in 

Factory A are paid a 13 month salary a year~ which means that they 

are given n bonus of one month's salary t the end of the year. 

However, very few work rs appreciate this, as they feel that they 

deserve it or perhaps even much more. 

Not only ure the wages highor in "actory B, their bonuoeo 

are also more uttractive. They receive two montho' salary instead 

of one month's, as in Factory A. Because their pay itself is compa­ 

ratively higher, the sum of their bonuses is naturally much more than 

those in Factory A. 

The management of both factories also provides free medical 

service Hhich is obtainable from small clinics situated in the 

vicinity of the factories. There are always full time nurses in the 

clinics during working hours in both the factories. The doctors only 

visit these clinics in the mornings. Most of these doctors are 
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private practitioners who have dispensaries of their own, elsewhere. 

These small clinics in the factories treat only minor ailments such 

as stomach-aches, head-aches and other superficial cuts. Workers 

can obtain their medical leave from either these factory clinics, 

the Government hospitals or other private clinics listed out by the 

management. 

However, workers in Factory A and also in Factory B often 

complain of the difficulty in getting medical leave from these factory 

clinics. Some workers believe that these doctors who are employed 

by the factory management have been request~d not to issue wedical 

leave to the workers so easily. Many workers have complained that 

they are required to continue working even when they do not feel well. 

Four workers in Factory A have said that tho doctoro und 

nurses usually refuso to beliovo them when thoy complain of head­ 

aches after looking through the microscope for too long. Similarly, 

workers in Factory Bare also looked upon with suspicion when they 

complain of skin diseases and allergies caused by the spraying of 

car paint. The doctors usually remark unsympathetically and suggest 

that the workers resign if they have too many ailments, instead of 

bringing the workers' problems to the awareness of the management. 

On the other hand, there may be some valid reasons as to 

why the doctors are reluctant to permit workers to have medical leave 

too often. This is because there are quite a number of workers 
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requesting for medical leave. Moreover, there are some who will 

exaggerate the seriousness of their problem. Besides, if too many 

workers are given medical leave even for slight ailments, the produc­ 

tion level may be affected. 

Besides the free medical treatment and medicine, the 

management also pays for the expenses incurred by workers during 

hospitalisation; but only if it is at the recommendation of the 

company doctor, or by any other government doctors. 

The femnle workers in Factory A a~e given maternity leave 

of 60 dnys. This means thnt they 1ill be paid for the period of 60 

dayf3 that they are not working. In addition, they are given 150/­ 

for every child that is born, - up to a maximum of 3 children. 

Te 1anagem nt in ~notory uood to prooont small ifte to 

the workers on their birthdnys. Such practice should be encouraged, 

as it signifies the concern of the management towo.rds every indivi­ 

dual worker. Io1ever, thio practice h s just stopped last year, and 

the reason given by the management is that they cannot afford it any­ 

more, since the start of the economic recession. 

Factory 

Another common attraction among young women workers in 

is the annual social functions, such as the beauty contest, 

singing and dancing contest, fashion show, games competition, and 

annual dinner in big hotels. The majority of these young workers are 
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quite excited over such social functions, but there are a few more 

senior workers who strongly criticise them. These workers realise 

that the social functions organised, are actually part of management's 

tactics to distract the attention of the workers from harping on the 

question of their low wages. 

There is also an award for workers who have worked in 

Factory A for a length of 10 years' service. They are given a small 

gold locket as a token of appreciation for their long service. 

However, only very few workers aerve long enough to receive this gift. 

Usually, only the supervisors and the clerical staff are eligible 

for such gifts. 

In Factory B, th typ s of fringe benefits offered to the 

workers o.re somewhat different. They seem to bo less ouperficinl. 

Any worker who retires nt the a o of 50 or 55 yoo.rs (Hhich over they 

prefer) will be given a retirement payment of quite a significant 

sum. However, to those who ro ign before their retirement, a resig­ 

nation benefit will also be given, on condition that the workers 

have served for at least 5 years (continuously) in the factory. 

The management will also try to provide alternative 

employment for any employee who suffers any disability due to sick­ 

ness or accidents. Such conditions of employment and the rate of 

wages will be determined by the management in consultation with the 

Union. 
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From all that have been mentioned above, one can conclude 

that not all the fringe benefits offered by the management, especially 

those of Factory A serve the interest of the workers. Neither can 

it be said that all the facilities do not genuinely provide for the 

welfare of the workers. There is no doubt that some of the facilities 

do really benefit the workers, but there are others which have been 

given with underlying ulterior motives in mind. 
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3.6 Leave 

To many workers, leave is one of the most valued benefits. 

Workers in both the factories are only entitled to their leave after 

a year of service. The various types of leave available in Factory A 

and Factory Bare shown below:- 

Table 3.6 

Leave Schedule of Factory A and Factory B 

Types of Leave 
No. of Days 

Factory A Factory B 

1. Annual Leave 

Length of Service (yonro) 

2. 

3. 

4. 

5. 

6. 

I• o.ctory A Factory B 

0 - l 

l - 3 

3 - 5 

0 - l 

1 - 4 

4 - 7 

7 - 10 5 and above 

10 and ubove 

Medical Leave 

Emergency (Compassionate) Leave 

Maternity 

Hospitalisation 

Control Leave 

nil nil 

10 

12 

16 

13 

16 

19 

20 

22 

8 

14 

6 

60 

21 16 

in between 2 non­ 

working days. 
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Workers in both the factories often complain that they do not have 

the freedom to choose the dates on which they wish to apply for their 

annual leave. Often their choice of the dates is not agreeable to 

the management. This often upsets their family plans and their 

social activities that they have anxiously been looking forward to. 

Besides this, workers also ha e problems getting approval 

for their medical leave. As mentioned earlier, majority of the 

respondents interviewed by the researcher, feel frustrated and 

dissatis~ied with the management for distrusting and neglecting 

their request for medical leave. 

There are also many complaints about the Control Leave. 

All employees in Factory Ans well as F ctory Bare obliged to take 

leave on the days (one or two) that are in between 2 non-working 

public holidays. Workers are uaunlly discontented, no this leave 

will be deducted from th ir annual leave. Some prefer to work on 

those epecific days and reserve their annual leave for other more 

important occassions, but they are given no choice. Thia is actually 

one of the tactics of the management to avoid absenteeism, as they 

believe that there is a high possibility for workers to absent 

themselves so as to enjoy a longer stretch of holiday. 

No doubt, this could be true, but it is unfair of the 

management to deduct this control leave from the workers' annual 

leave, without giving them a choice of whether they would prefer to 

work on those specific days or not. 
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CHAPTER 4 

STRUCTURE OF LABOUR FORCE 

In order to better understand the problems faced by the 

factory workers, we need to first of all, understand the structure of 

the workforce. Based on the sample studied, the characteristics of the 

workforce such as race, sex, age level, working experience and length 

of service will be described in detail. A comparison will be made here 

between the two samples of respondents from Factory A and Factory B. 

Some implications will be mentioned during the analysis of the data. 

I~.l Race 

Both tho fnctorios huvo n workforce of multi-rncio.l groups. 

However, the proportion of th vo.rioue othnic groups nre not equal 

in number. Tho statiotics dorivod from th oo.mplo of 30 respondents 

are as follows :- 

Table 4.1 

Sample of Labour Force According to Race 

Race Factory A Factory B 

Malays 1,100 55% 765 75% 

Indians 880 4~~ 204 20',.6 

Chinese 20 1% 51 5% 

Total 2,000 100% 1,020 100% 
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The Table shows that the Malays are predominant in both 

factories. In Factory A, they make up 55% of the total workforce, 

and in Factory B, 7<:J%. The Indians form a sizable portion of the 

labour force in Factory A (44%), but a relatively smaller proportion 

of 20% in Factory B. As for the Chinese, they form the minority in 

both factories. They make up a mere 1% in Factory A, and 5% in 

Factory B. 

The fact that the Chinese represents a minority in both 

factories is perhaps reflective of the attitudes that are prevalent. 

Many Chinese seek to obtain better paying employment, and only resort 

to factory work as a lQst resort. Traditionally, it is a common 

assumption that the Chinese in Malaysia, generally, have not made 

up a large proportion of th workforce in factories. Instead, many 

choose to work in tin-mines, forests, and construction sites. Effort 

to eradicate this identification of race with auoh traditional roloo 

has been propagated through the New •conomic Policy. 

One non-Chinese worker remarked that "Chinese girls won't 

work in the Free 1.rrade Zone because the wages are too low •11 An 

interesting question that surfaces will then be, - "If wages are too 

low for Chinese girls, would it not be too low for Malay and Indian 

girls as well?" 

Even if it is really true that Chinese workers seek jobs 

which offer them a better pay, the ultimate cost that they have to face, 
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say for example, the insecurity and risks involved in these jobs, 

may be much higher. 

On the other hand, one reason why there are more Malays 

and Indians in the factories, (apart from the fact that few Chinese 

look for such jobs), is because Malays and Indians have generally 

been more cautious about venturing out of their traditional occupa­ 

tional roles. Thus, the tale of coming from a Kampung life (where 

one works in the fields) to a city life (where one works in the 

factories) is quite common among the Malays and the Indians. 

Another point observed is the formation of cliques among 

the individunl races. Once a ain being the minority, the Chinese 

cliques stood out very clearly. Tho existence of cliques are symbolic 

of the insecurity that is felt by onch ithnic group. This also means 

that there is a lack of truot between the diff rent r ces. This 

problem is not a result of the factory system but rather a problem 

of the Malaysian society which is highly politicised along communal 

lines. An unfortunate implication of ouch a problem is that the 

workers are prevented from being more united. 
Univ

ers
ity

 of
 M

ala
ya



- 48 - 

4.2 Sex 

It has already been mentioned earlier that Factory A 

employs only female workers as operators in all their departments. 

Those in the supervisory and clerical lines are also mostly female 

workers. The male workers are all employed as technicians, although 

there are also a few taken in as supervisors and officers in the 

administration. 

On the other hand, in Factory B almost all the employees 

are males, except for a few female officers and clerical staff. The 

reason why only males are employed ns floor employees is because of 

the nature of the work wh i ch demands physical strength and a certain 

level of mocho.nic:.l skill. 

1'his domination of ei thor tho ma.le or female uor-ker-o in a 

particular factory is important. Factory A which is an electronics 

factory has a workforce that is almost ontirely fomo.le. Apo.rt from 

the fact tl1at the work involved in the factory may require nimble 

fingers, there are aloo several less obvious reasons. Poorly 

educated females in our Country are in general, (due to socio-cultural 

reasons) more passive. They are often fearful of the management and 

are usually not informed about their rights and privileges. One 

probable reason uhy they are not informed is because many female 

workers do not see the importance of getting organized. They consider 

their employment as being only temporary. The turnover rate of 
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employment at electronics factories are usually very high. Approxi­ 

mately 80 workers are recruited per month to occupy the vacancies of 

those who have left. This makes up about 4% of the total workforce. 

Many also do not even challenge the fact that there is 

discrimination in wages between both the sexes. It is not uncommon 

to find a male worker being paid more, for doing the same job as a 

female wor-ke r , among the working class. 

The main reason why Factory Bis male dominated, is because 

of the nature of the job. Being a car assembly plant, the work 

involved is more suitable to the mules. 
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4.3 Age Level 

Figures presented in Table 4.3 are based on a sample of 

15 workers from each of the factories. Though the figures are not 

the actual and exact distribution, but from the observation of the 

researcher, they are not far from the general characteristics of the 

labour force. 

Table 4.3 

Sample of Labour Force According to Age Level 

Age Level Factory A Factory B 

15+ - 20 3 20 % 

20+ - 25 7 46. 7% 

25+ - 30 L~ 26.6% 4 26.6% 

30+ - 35 1 6.7% 8 53.3% 

35+ - 4o 1 6.7% 

4o+ and above 2 13.4% 

Total 15 100 % 15 100 % 

From the Table, we can see that Factory A has a relatively 

young workforce. Almost half of them are between the ages of 21 - 

25 years. This may be due to the reason that these female workers 

usually atop working when they get married. It is a social norm 

for most women, especially those who are not well-educated or highly 
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skillful, to stay home as domestic house-wives, and to see to the 

household chores of the f~mily. 

In fact, one of the workers jokingly told the researcher 

that she hopes to find someone compatible for marriage soon, so that 

she could quit her job at the factory. This is partly due to the 

traditional attitude and social expectation for women to get married 

and become dedicated house-wives. There is also a belief in the need 

to 'find' a husband when they are still young, as the choice of 

marriage partners decreases with age. 

As for Factory B, more than half of the workforce are 

between the ngea of jl - 35 years, which is approximately 10 years 

more senior than them jority in Factory A. Unlike the female workers, 

they do not resign from work after marriago. Instead, they usually 

prefer to remain in their job if it is a otnble nnd secure one. 
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4.4 Age at which workers commence employment 

Most of the workers in both the factories commence employ­ 

ment at a very young age. The majority of those in Factory A start 

work between the age of 16 to l'f years. This is a period where a 

large proportion of students leave school. 

Likewise, in Factory B, the average age for one to start 

working is 1q years. However, some have started working at a much 

younger age. From a sample of 15 respondents, 5 started working 

below the age of 16. The youngest age recorded is 9 years, while 

the oldest is 24 years. 

From the above, \H) can perceive thnt most of the workers 

in both the factories start working ut nn age \#hore they have either 

just completed their secondary school education or have 'dropped out' 

from school after their Form 3. 

Leaving school to work is not a personal choice. Many are 

victims of poverty and have to work to help sustain the family. 

Furthermore, official examinations have proved to be an effective 

'filter' in keeping the proportion of the educated in the population, 

low 
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4.5 Working Experience 

Most of the workers interviewed, have worked before in 

other factories. As mentioned earlier, it is common practice among 

the young inexperienced workers to job hop. They always look out 

for better paying jobs. The number of factory workers with prior 

working experience can be seen from the table below. 

Table 4.5 

Sample of Labour' Force \Ii th Prior Working Experience 

No. of Jobs Factory A Factory B Total 

1 7 46.7% 3 20 % 10 33.3% 

2 3 20 % 8 53.4% 11 36.7% 

3 l~ 26.7% 7. 20 % 7 23.4% 

L~ and above 1 6.6% 1 6.6% 2 6.6% 

15 100 % 15 100 % 30 100 % 

From the sample of 15 respondents in Factory A, 8 workers 

(46.7%) had prior working experience before they were employed in 

Factory A. Out of these 8 workers, 7 of them (87.5%) have worked 

in other factories before. One worker said that she has been working 

in 3 other electronics factories in the same Free Trade Zone, before 
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she came to Factory A. When asked why, she answered "saya nak cuba 

dan tengok yang mana terbaik sekali.11 

The other workers have experienced various types of job, 

ranging from contract work, driver, store keeper, mechanic in the 

arm forces and service men. 

Generally, it may seem that the female workers (with 

exception of some Chinese \Torkers) are less adventurous than the 

male workers, \Ii th regards to the various types of working experience. 

Although these female workers do chan e their jobs often, they stick 

to the same type of job, 1 eaning they only hop from one factory to 

another. There may be nevoral rea.sons for this trend. In the first 

place there are often many factory jobo which are only available for 

female workers. As such, because of easy availability theoe \1orkers 

often go for such jobs. Secondly, there a.re fe\l areas (jobs) which 

are so receptive to a female workforce a.s the factories. Another 

factor to consider is that the lack of qualification among these 

female workers severely limit their choice of work. Amenities like 

the provision of transport and workers' hostel pose as an attraction 

to female workers to work in factories. 
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4.6 Length of Service 

The length of service of workers between Factory A and 

Factory Bis one of the most contrasting features. The longest 

length of service of workers in Factory A is between seven to ten 

years. This is however the shortest length of service of workers 

in Factory B. 

Table 4.6 

Sample of Labour Force According to Length of Service 

Length of Service Factory A Factory B Total 

,~ - 3 months I~ 26.7% 4 13.3% 

3+ - 6 months l 6.6% 1 3.4% 

6+ - 1 years 3 20 % 3 10 % 

l+ - 4 years 4 26.7% 4 13.3% 

4+ - 7 years 

7+ - 10 years 3 20 % 7 46.7% 10 33.4% 

10+ - 13 years 6 4o % 6 20 % 

14+ - 17 years 2 13.3% 2 6.6% 

Total 15 100 % 

r 

15 100 % 30 100 % 
I 
l 
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From Table 4.6, it can be seen that the number of temporary 

workers (those with less than 3 months of service) in Factory A 

amounts to 26,7 %. Only about 20 % of the same sample of workers 

have given more than 7 years of service. 

On the contrary, Factory B has no temporary workers nor 

those with less than 7 years of service, from its sample of 15 

respondents. All 10o% of them have served for more than 7 years 

in the factory. 

This leads to the fact thnt Fact~ry A has a much younger 

workforce when compared to Fnctory B. Several reasons can be given 

to explain the difference. As mentioned earlier, Factory A employs 

mainly femel workers. Many of these fomale workoro quit their 

jobs when they get married. The low wages and long hours nlso act 

as disincentives for the workers to stay in service for a. longer 

time. 

In Factory B, the reverse happens. As mentioned, all the 

workers in the sample have worked for more than 7 years. This 

explains the reason why such a large number of workers (73.4%) are 

above the age of 31 years. (Table 4.6). Of course there are also 

some young workers who have worked in the factory for only a short 

time, however, they are the minority. 

The older workers especially those in Factory B remain, 
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because they are tired of changing jobs. Workers who have served 

long enough in these factories are reluctant to resign because by 

then, their pay would have reached quite a reasonable amount with 

the yearly increment. If they were to be employed in a new job, 

they would have to start with a beginner's income and slowly work 

their way up. Besides, they already have their own group of friends. 

A significant number of them feel that they are already quite 

senior in age, and a secure job is much better than a new risk. 

Besides working in Factory B assures them of a steady income. 

Thia explnins to some extent why workers find it easier 

to change jobs when they nre young nnd have not served for long, 

in a particular place. 
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CHAPTER 5 

WORKERS' BACKGROUND 

Some knowledge of the workers' background can enlighten 

our understanding of their present socio-economic status. 

5.1 Place of Origin 

It is a common phenomena. for youths in the rural areas 

to seek employment in the urban centres. The findings of the 

researcher have proven this to bo quite true. Muny of the factory 

workers come from villugoo in tho rural districts such as Hutnn 

Melintung, Segambut, Banting, Bagan Datok or Kuala Lipis. Some 

others come from small towns like 'l'eluk. In tan, Kelang or Ro.ub. 

Only a very small percentage of them come from large towns like 

Kuala Lumpur, Ipoh or Johore Bharu. Table 5 ohows the place of 

origin of the s~nple of workers. Univ
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Table 5.1 

Type of Place of Origin of a Sample of Labour Force 

Types of Malays Total Chinese Total Indians Total Total 

Places FA FB FA FB FA FB 

Large Towns l l 7.1% 3 3 60% 2 1 3 27.3%, 7 23.3% 
Small Towns 2 3 5 35. '?}~ 2 2 4o% 4 1 5 45.6% 12 4o % 

Villages 5 3 8 57.2% 2 1 3 27.2% 11 36.7% 

Total 8 6 14 100% 5 5 100% 8 3 11 100 % 30 100% 

Table 5 shows thut a majority of 76.7'/o of tho sample of 

workers come from ar tn Ll, towno rind villne;oo of various States. Of 

the remaining 23.3%, only 2 nr e from Kuala Lumpur and none from 

Petaling Jaya, although the factories aro situated in both these 

places. There is an indication that the Chinese come from the larger 

towns while the Malays and Indians come from the smaller towns and 

villages. However, it is important to note that this observation 

is not based on a survey of the whole workforce but only on a sample 

of 30 respondents from the two factories. 

From the statistics, what seems to be obvious is the fact 

that the majority of workers came from the smaller towns and villages 
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of other States. This observation adds credence to the claim that 

there is a drift (especially among the youths) from the rural to the 

urban areas. Both the 'pull and push' factors help to explain this 

rural to urban drift. Many of the workers come from large families 

of low income. As such, when the youths reach a certain age (usually 

in their mid-teens) they feel the need to seek employment so as to 

lighten the family's financial burden. This explains the 'push' 

factor. 

Jobs are often not available i~ the respective villages or 

small towns, so they go to the larger touns and cities to find 

employment. Meanwhile, there is also a 'pull' factor. Many youths 

are lured to the cities whero one can succeed and be 'prooperous'. 

Of course many nd up disillusioned, \1hen fnced with the reality that 

wages nre so low and that tho cost of livins is oo high. 
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5.2 Family Background 

Most of the factory workers come from poor family background. 

Some of their parents (especially their mothers) could not even 

afford to attend school. Many of these parents are farmers who toil 

on small uneconomic plots of land, whilst some others work as labourers 

in the estates. There are others who are employed as watchman, lorry 

driver, store-keeper, or in the police force. Most of them are low 

income earners. That is one of the reasons why they often encourage 

their children to work even when they h,ve not completed their edu­ 

cation. By \forking, they can help to supplement the families' income. 

Besides, mnny of these factory workers come from large 

families, a.vera.ging about 8 children. Hence, their parents are often 

unable to provide them with enough opportunities and encouragement 

in their studies. Respondent 10 of Fa.ctory B, for example, is from 

a family of 8 in Bagan Da.tok, Perak. He stopped school a.nd started 

working at the age of 9 in a coconut plantation. He was later invited 

by a friend to Kua.la Lumpur to work in the factory. Univ
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Table 5.2 

Family Size of a Sample of Labour Force 

No. of Persons in the Family Factory A Factory B Total 

4 - 5 persons 3 4 7 

6 - 7 persons 4 2 6 

8 - 9 persons 5 8 13 

10 - 11 persons 3 1 4 

Total 15 15 30 
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Almost all the male workers in Factory B (who were inter­ 

viewed) are married and have children of their own. From the sample 

there seems to be a tendency among the workers to have large 

families. Furthermore, it is noticed that the age-group between 

the children of the workers are very small. One respondent said 

that he feels more secure with a large family, as he can be sure 

that at least one of his children will take care of him when he is 

old. 

As for Factory A, only one worker in the sample is married. 

The majority of the workers are still young and unmarried. Those 

who get married, usually stop working in the factory. The only 

respondent who is married has a young child. When she was asked 

the reason why she did not stop work, ehe replied that she needed 

the money. She receives a monthly salary of $180/-, of which $80/­ 

is paid to a helper who takes care of her child and who also helps 

with the household chores. The remainder of the salary - $100/- 

is used to supplement her husband's income. She also said that 

their combined income is merely enough to meet the expenses of the 

family. 
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5.4 Type of Residence 

Most of the factory workers have been brought up in a poor 

residential area. They stay in either rural squatter houses, low­ 

cost houses or some small private rented houses. The statistics 

below shows the type of residence of the nuclear families of the 

married workers in Factory B. It also shows the residence of the 

parents of the unmarried workers (except for one) in Factory A. 

'l'able 5 .4 

Type of Residence of Sample of a Labour Force 

Type of Residence Rented Bought Total 

FA FB FA FB 

Rural squatter houses - brick 1 1 

- wooden I+ 4 

Low cost houses/flats - wooden 3 2 I 5 

Felda houses - wooden 2 2 

Estate quarters - brick 3 3 

Private rented houses - brick 3 3 

- wooden 1 4 5 

Personal houses - brick 2 l 3 

- wooden 3 1 4 

Total 10 13 5 2 30 
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Of the 30 respondents in the sample, 20 of them live in 

houses made of wood. Of the remaining 10 who live in brick houses, 

3 are staying in quarters provided by the management of the nearby 

estate, the other 3 live in rented houses, while one live in a rural 

squatter area. It will not be wrong to conclude that many 

of them stay in wooden houses because they cannot afford brick 

houses which are generally more expensive to buy or rent. 

This will then reflect the economic bacR round of the 

workers in the sample. The point will then lead back to the question 

of wages that workers receive from tlleir employers. Generally, their 

wages are usually not suffici nt for th workoro to afford bott r 

houses than what tl1ey h vo. (Rof r to action 5.7 on oxponditur ). 
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5.5 Level of Education 

Education is an important prerequisite for most jobs. It 

is a common belief that the level of education that one has obtained 

will determine the type of job that one can get. Those who have 

received only primary education for example, are most likely to find 

lower income jobs which require either manual labour or semi-skilled 

labour. Hence, in the factories it is common to find most 1orkers 

with a relatively lower level of education achievement. 

To.bl ,5.5 

Education Lov 1 of n S Labour Force 

Level of •'due tion Factory A actory B 'L'ot 1 

Have not attended school 

tandard l - 6 l 4 5 
!< Passed Primary chool l l 

Form l - 3 3 6 9 
Passed . • • 3 3 6 
Form 4 - 5 2 l 3 
Passed S .P .M. 5 . l 6 

Others 

Total 15 15 30 
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Even though every one of the 30 respondents have received 

at least some form of formal education, it can be seen that no one 

has obtained Form 6 qualification. In fact, only a total of 5 passed 

their Form 5, while the rest have only achieved a much lower qualifi­ 

cation. One immediate question that arises is 11Are factory jobs 

meant only for those who do not have high academic qualification?" 

In the lisht of the above facts, it definitely seems so. 

When some respondents Here asked ao to W'hy they did not 

pursue their education further, one replied that his home environ­ 

ment wns not at all conduciv for studies and that it was always very 

noisy. Yet anoth r repli d that "I could not continua schooling 

after t ndnrd 2 bccnuo my pnront ho.d financial difficultioa." 

The replies of tho oth r r spondents wor oft n v ry similar. 

As ouch, th re a ems to be a strong relationship between 

the level of education that a person hna rocoived nnd the social 

economic back round of the person. It ia obvious that the poorer 

class has more obstacles against them when they attempt to achieve 

higher level of formal e ucation. Many of the younger workers in 

Factory A, for example, recalled that when they were students, they 

had many other responsibilities apart from their studies, such as 

baby sitting and household chores. Some of them also regretted that 

they had not boen given the opportunities to pursue their studies 

further. Wh t ia worso is that a few of them actually thought that 

toy did not h ve ·n ptitude to tudy. Who.ti somowhat di turbin 
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is this fatalistic attitude that these workers seem to have. They 

seem to accept their position in life without much question, as if 

to say that they have no choice over what they want to be. This 

really need not be so, instead with proper guidance and encouragement, 

and through animated discussions, these workers can be motivated 

towards more positive action. 

Quite a large number of the factory workers are from 

vernacular schools, where the medium of instruction is in their own 

mother tongue. The most common language used among the workers is 

Malay. As such, Englioh is oeldom poken. Yet knowledge of English 

is a great advantage for promotion. Tho clerks, suporvisoro, foreman, 

loading hand or utility operators ro 11 required to ha.ve aom 

knowledse of English, ut 1 not well enough to communic to. ln 

foreign company. tl1is is quite n oessary ns all the management and 

administration staff only communicate in English. 

To have knowledge of En lish seems to be a prerequisite 

before promotion. his is definitely unfair to many workers who were 

educated in vernacular language and thus had a poor command of the 

English language. 

ometimes it is quite ironical to find that even those who 

have obtained their Form 5 still work as operators in the factory. 

The rosearcher made special effort to aak all the 5 respondents from 

Factory A und ono from F otory B why they did not look for botter 
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jobs with their Form 5 qualification. Everyone of them answered 

that they could not find employment elsewhere. When they were 

asked what they would like to do if given the chance, most of them 

indicated that they would like to work in the clerical field. 
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5.6 Monthly Wages 

As mentioned earlier, generally, almost all these factory 

workers come from the lower income class in society. Once these 

workers find a job, they are expected to be self-supporting. Some 

are even required to send money home for the education of their 

younger brothers and sisters. 

I oat of these factory workers especially.those in Factory A, 

are not being paid very much. They just earn enough to make ends 

meet, and hardly have any savings for their futuro. The amount of 

their monthly wages will be shown in tho table blow. 

Table ,5.6 

Monthly Wages of 

Monthly /ages Factory A Factory B Total 

100+ - 200 J,~ 4 

200+ - 300 8 8 

300+ - 4oo 3 2 5 

4oo+ - 500 4 4 

500+ - 600 5 5 

600+ - 700 3 3 

700+ - Boo 1 1 

Total 15 15 30 
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Graph 5.6 

Monthly Wages of a 'ample of Labour Force 
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Table nnd Graph 5.6 show clear contrast between the monthly 

wages of workers in Pactory A and Factory B. '.I.1he highest wo.ge earned 

by female workers in Factory • is as much as the wag of the lowest 

paid male workers in 'actory B. The wage discrimination against the 

female workers is most conspicuous here. There is quite a vast 

difference between the wages of the female and male workers. The 

female factory 1orkers are paid between $100 to $4oO a month, while 
' 

the male workers in Factory B receive an amount between S4oo to S8oo 

which is twice the amount of the female workers. 

This seems ironical if we compare the monthly wages of these 
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male and female workers to the general education level achieved by 

them. The earlier Table 5.5 shows that of the sample of 15 respon­ 

dents from each of the factories, 7 female workers in Factory A 

have completed their Form 4 in contrast to only 2 male workers in 

Factory B. Furthermore, 5 of the above female workers have passed 

their Form 5, in contrast to only one in Factory B. Hence, we can 

aee that the wages in the factories are not usually paid according 

to the level of education that one has obtained. 

Secondly, the difference between the wages of the female 

and male workers io o.lso not du to the number of working hours put 

in, as both serve the so.me number of hours a weok. 

It is also not very correct to ony that the mo.le work rs 

work much harder or tho.t thoy ut in mor ffort than tho fomnle 

wor{ers in Fuotory A, a th rose rchor horoolf has experienced the 

tedious and strenuous work during her omploymont in the factory. It 

is often thought tho.t more physical strength is required in a car 

assembly plant in Factory B, but the truth of the matter is that 

working in an electronics factory demands just as much effort and is 

not any less exhausting. Hence, the difference in the wages between 

the males and females should not be based on this factor too. 

Another reason suggested as to why there is wage discrimi­ 

n tion botweon the groups is because many of the male workers have 

skil od labour o.o compared to the unskilled fomale workers. Howevor, 
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even those unskilled and inexperienced male workers who have just 

started work in Factory. B, get as much as the experienced female 

workers who have served for more than 7 years in Factory A. How 

then can this be justified? 

Perhaps one of the real reasons why there is such a clear 

discrimination between the 2 groups, is because of the existence of 

a trade union among the male workers in Factory B. Through the trade 

union, many of the demands of the workers are voiced. Whenever there 

are any dissntisfaction and grievances, tl1e trade union brings the 

matter to the attontion of the mnnug ment, nd subsequently many 

problems are resolved, or at l aut som kind of compromise ro mnde. 

As for tho female workers in Factory A, tl1 r is no trade union. 

Hence, the workers are disor anioed and 1 ck ny barenining power. 
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5.7 Monthly Expenditure 

A comparison of the monthly expenditure on various items 

such as food, transport etc. between the respondents of Factory A 

and Bis difficult because of the fact that the respondents of 

Factory B, also account for the expenditure of their 'nuclear family' 

while the respondents of Factory A are all unmarried (except for one). 

As an example, a total of 10 workers in Factory A spent less 

than S60 a month on food, while for the workers in Factory B, the 

lowest expondituro on food amounted to 200 and nbovo. This is becnuae 

the 200 include food expenditure not just for himself, but also for 

his wife and children. 

fuat can be of h lp in thie compnri on is the fact that 

workers in Factory A enerally receivo loao pay than those of Factory B 

(ns discussed in the preceoding s otion). Ao such, the expenditure 

pattern of the respondents in factories A and B will be reflective 

of the income that these respondents receive respectively. 

Taking a closer look at the expenditure patterns of the 

workers of Factory A will reveal some rather startling facts. For 

oxrunple, of the sample of 15 workers, a majority of 10, (67%) of the 

sample, spend on the average of only about $2 a day on food. Taking 

tho average monthly wages to be only S200 it is understandable why 

thoy cunnot afford to apend more. Aa it is, the expenditure on food 

Univ
ers

ity
 of

 M
ala

ya



- 75 - 

alone has already taken 1% (per day) of their total monthly income. 

Considering the prices of today's food items, that meagre sum is 

definitely insufficient for a balanced diet. This will mean that 

the nutritional intake of the respondents will l1ave strong possibility 

of affecting their health. A proper and balanced diet is essential 

for the production of the physical ener ies required to carry out 

a job. 

It can be safely ruled out that workero are spending so 

little on food merely because of personal choice, for by taking a look 

·t the wags reoeivod, it will indicate that by force of circumstances 

many workers have to limit the amount thnt thoy spond on food and 

other essential it mo. h v rag wa. o tha.t n worker in Factory A 

receives, amounts to only 200, as mentionod. Besides tho oxp nditure 

on food, she ho.s also to think of tho othor exponsoo, say on clothing, 

transportation and some money to be sent home to hor family. 

Another expenditure item which should be taken note of is 

the rental expenses incurred by the workers. In spite of the fact 

that the ma'ority (12) of the workers in Factory A need only pay a 

rental of 60 and below, this will represent a burdensome amount, as 

it constitutes about 30% of their monthly wage on the average. 

As for the workers in Factory B, the rentals paid are 

e norully higher, but a aubatantial number of the respondents (8) 

hnv thoir own houses. Although these workers aro tho only brad- 
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winners in their families, they can still afford to meet the rental 

expenses. This can be best explained by the fact that the workers 

in Factory B have put in much longer years of service and are 

receiving much higher wages when compared to workers of Factory A. 

Other expenditure such as entertainment items which include 

liquour and ciga.rettes consumption applies mainly to the male workers 

in Factory B. The majority of the workers in Factory A do not spend 

anything on entertainment. Quite obviously they cannot afford to. 
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•.rable 5.7 (i) 

Monthly Expenditure on Food of a Sample of Labour Force 

Monthly Expenditure ($) Factory A 

30 and below 3 

30+ - 60 8 

60+ - 90 1 

90+ - 120 2 

120+ and above 1 

Total 15 . 

Factory B 

200 and below 3 

200+ - 300 8 

300+ - 4oo 2 

400+ - 500 1 

500+ and above 1 

Total 15 Univ
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Table 5.7 (ii) 

Monthly Expenditure on Rental of a Sample of Labour Force 

Monthly Expenditure (~) Factory A 

30+ - 4o 3 

4o+ - 50 4 

50+ - 60 5- 
60+ - 70 1 

70+ and o.bove 1 

Family's hous 1 

Totnl 15 

' 

Factory B 

4o+ - 60 1 
60+ - Bo l 

80+ - 100 3 

100+ - 200 

200+ and above 2 

Own House 8 

Total 15 
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Table 5.7 (iii) 

Monthly Sum of Money Sent Home of a Sample of Labour Force 

Monthly Expenditure (~) Factory .. Factory B Total 

50 and below 6 2 8 

50+ - 100 2 3 5 

100+ - 150 1 1 

150 and above 1 1 
~ 

Do not send 6 9 15 

Totnl 15 15 30 

Table 5.7 (ivi 

Monthly Expenditure on Transportation of u of Labour Force 

Monthly Expenditure ( ) •uctory A Factory B Totnl 

10 and below 3 1 4 

10+ - 20 2 2 4 

20+ - .30 1 4 5 

30+ - 4o 3 3 
4o+ - 50 1 1 

50+ - 60 1 1 

60+ and above 1 1 

/nlk to work 9 2 11 

Tot 1 1,5 15 30 
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Table 5.7 (v) 

Monthly Expenditure on Entertainment of a Sample of 

Labour Force in Factory B 

Monthly Expenditure on 
Factory B 

Liquour and Cigarettes 

30 and belo\/ 2 - 
30+ - 60 5 
60+ - 90 1 

90+ - 120 2 

Do not opond 5 

Total l.'.> 
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CHAPTER 6 

INTERPERSONAL RELATIONSHIP 

Interpersonal relationship at work or sometimes known as 

industrial relations is a very important social factor for both the 

employers and employees. It is actually the treatment and attitude 

of a person towards another. This work relationship directly affects 

the contentment or discontment of a worker and it also indirectly 

affects tho productivity of the worker. IIence, if there is poor 

industrial relations, both the om loyoe nnd employer will suffer. 

6.1 Interpersonal Rel~tionship Among Workers 

Generally, the interpersonal rolationship among the workers 

in both the factories are relatively closo. ·This is partly due to 

the fact that all of them belong to the working class. They have 

similar intorest and they ntruggle under the same conditions to earn 

their living. 

The workers interact quite well among themselves, especially 

with the members of the same 'workgroup'. A workgroup in either of 

the factories is actually a team of workers who share the same piece 

of 1ork with u specific function. These workgroups have compositions 

ranging from 3 to 12 persona depending on the particular job function. 
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Workers have most opportunities for interaction vhen they 

are in their respective workgroups. Interaction within these 

workgroups apart from being a natural consequence is also seen to 

be a necessary and vital factor. To illustrate further, the resear­ 

cher will relate an experience she had in her workgroup in Factory A. 

She was once told by a co-worker to slow down her pace of work. At 

first she was n little puzzled, and it was only later that the co­ 

worker explained to her that if the workgroup (4 persons) were to 

produce an amount which exceeded the normal level ~f production 

(7 packets of chips), the supervisor may decide to increase the target 

of th work roup. Should thio hnpp n all th l~ mombors of tho vor-k- 

6roup will be required to work hardor in future to onoure tl1nt the 

new tareet io nchiovod. 

Through t h i a co-operation, tho work r o of tho various work­ 

groupa gradually developed a. clooer relationship a.nd familiarity. 

Being with each other for about 8 hours a day, fr 5>2 days a week, 

ultimately helps ma.ny acquninta.nces to develop into closer relationship. 

What is most encoura~ing here is the fact that given the circumstances, 

sometimes the co-operation among the wo~kers transcends racial barriers. 

For example, if a member of a workgroup is to make a mistake, normally 

the other members around her \·rill not hesitate to help. During the 

resea.rcl er's employment in Factory A, she once accidently dropped an 

open packet of chips all over the floor. The workers around her 

opontaneously got off from their seats to help her pick them up quick­ 

ly boforo the supervisor noticed that oomethin5 was amiss. 
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However, it will not be true to say that there are no 

problems among the workers. Rivalry among workers is also a common 

phenomena, though it may not be very apparent. Friction between 

workers may arise when some workers feel that a particular worker 

is too "bossy" or that some have not been doing their fair share of 

work. Further, when a particular worker is seen to be favoured by 

the supervisor it may give rise to feelings of jealousy and dissatis­ 

faction. it times there are cases where the personality clashes is 

so acute that the workers ask to be transferred to~ther departments. 

It is sud to know that often tho interpersonal relationship 

is jea ardised by prejudioo that xiot b tw n workers of diffor nt 

othnic group • Thoro io 1 oo int r otion b twoen workors of different 

races. The ea irit de corp of workers within the same ethnic group 

is much closer than the one between tho diff rent ethnic groups. 

One very common observation seen in both factories is the inclination 

to form cliques along communal lines. Workers form cliques of friends 

of the same race with whom they are more comfortable with. These 

cliques have their lunch together and share their problems with each 

other. 

The Halay voz-ker-s are often seen together during meal times 

probably because of their eating custom which is different from the 

other races. The Indians too, group together because they feel more 

comfortable among themselves when they speak in their own mother­ 

tongue. Th Chinese, being the minority in both tho f ctories, 
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naturally tend to form a clique of their own also. 

There are some social constraints when one tries to be 

integrated into a different racial group. The researcher once tried 

to join a group of Malay girls with whom she was quite familiar, for 

lunch. Though they accepted her, one of them was quite surprised 

and asked if she (the researcher) has made friends with the other 

Chinese girls in the factory. Incidently, after a fe, days, some 

Chinese workers noticed that the researcher had no.clique and there­ 

fore invited her to join them during the meal breaks. However, 

tl1or0 nre less constraints of mixing with the other races after work. 

The researcher was able to form a wid r notwork of friends of othor 

ethnic groupo b fore nd ft r work with thooo who travel with hor 

in the so.me bus. 

This type of racial rouping al o exiato in Factory B. 

The most visible racial polnrioation is seen at the canteen during 

lunch breaks. Members of the snme ethnic croups tend to sit among 

themselves, as they have a choice. Whereas in the workshop their 

working positions are determined by the supervisors and foremen 

according to the type of 1ork that they are required to perform. 

Tho existence of racial cliques are symbolic of the 

of the incecurity that is often felt by each ethnic group. This 

also indicates that there is a lack of trust between the different 

rncoe. This problom is not a result of the factory system but 
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rather a problem of the Malaysian society in general, which is highly 

polarised along communal lines. This tension is aggravated by the 

fact that all members of the various ethnic groups are striving for 

the same objectives as in this case - it is higher pay and promotion. 

This can be illustrated by an example of what a Chinese worker in 

Factory B said. This dissatisfied worker expressed cynically that 

he had no chance for nny promotion in his department, as his super­ 

visor was a Malay. ccording to him, if there is a vacancy for pro­ 

motion, a llalay worker dll definitely be recommend_ed and thereafter 

be selected. Tho reason cited by tho dissatisfied workers as to his 

poor promotion prospects may or may not be true. Th point is that 

there is n tendency for members of one ethnic group to feel victimised 

by members of other thnic aroupo. 

An unfortuno.to implication of such n prejudice attitude is 

tha.t the workers are prevented from being moro unitod. lithout 

solidarity among the workers, their colloctivo bnreaining power with 

the management is considerably 1eakened. 

Besides racial differences, the other factors that contribute 

to the formation of cliques are, age, length of service and place of 

residence, though cliques based on such factors are much smaller in 

number. 

Tho more senior workers, meaning either those who are older 

in aeo, or thoae 1ho have loner work experience in the factorio , 
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tend to form groups of their O\/n. They often feel more superior 

towards the younger workers and those who have just started working. 

It usually takes some time before these groups integrate. Sometimes 

they do not integrate at all. 
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6.2 Between Workers and Management 

Generally, the relationship between the workers and 

management is quite distant and unfamiliar, as compared to the 

relationship among workers themselves. 

·lanagement staff refers to employees who are paid a fixed 

monthly income, unlike the general workers who are paid on an hourly 

rated bases. As such, the management staff consists of the Directors, 

Vanagers, Engineers and their Aasistants, including the clerks, the 

other office workers and the supervisors and foromon. 

Tho main mnnacremont ficuroo that tho workers re frequently 

in contact with are tl1 supervisors in Factory A ond tho foremen in 

Factory B. Next in lino nre tho t hnioiano in both th factorios. 

On tho whole, workero havo a relatively good 1orking relationship 

with their supervisors and foremen. \forlcers have to refer to these 

management staff for instructions regarding their work. Often, these 

supervisors and foremen are seen working side by side with the workers. 

Some of these supervisors and foremen have developed very 

good relationship with their workers. They are sometimes seen 

laughing and joking with one another. Such close relationships are 

more evident in Factory B. 

Intorperaonal relationships between the supervisors or 
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foremen with the workers often do not extend beyond a certain level 

of familiarity. This may be due to the reason that these supervisors 

or foremen are very much seen as part of the management staff. 

Hence, workers seldom choose to approach them for advice when problems 

arise. They prefer to seek help from their fellow workers, unless 

the problems pertain to the break down of machines or some serious 

disputes that they cannot solve among themselves. 

Like wise, most supervisors or foremen profer to keep a 

formal and distant relationship with the workers, for fear that they 

may be unable to control nnd su orvise th workers, should they 

become too friendly. 

Thus, very little effort is being mad (if any) to promoto 

closer interpersonal r lationship betwe 11 the sup rvisore or foremen 

and the workers. his distance is ro intained evon during tho meal 

breaks outside the workshop. Although both the ouporvieors/foremen 

and the workers eat in the same canteen, they do not sit together, 

each prefer to sit among their own cliques. 

In close working conditions where the supervisors/foremen 

and workers are constantly in contact with one another, personality 

clashes and disagreement are sometimes inevitable. 

A few workers in Factory A have complained that their supervisors 

were very mean and harsh towards them. Five respondents have said 

thut their ouperviaora often 'forced' them to work overtime, without 
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giving them a choice. Most of the workers in Factory A detest 

working overtime because the overtime allowance is not worth the 

effort and time that they have to sacrifice, - they would rather 

rest at home. Respondent 4 in Factory remarked in a sarcastic 

tone that 11Kalau produksi kita tinggi, dia lah (meaning the supervisor) 

sahaja yang dapat naik gaji". forkers are unhappy that they are not 

given a fair reward if they work hard, only the supervisors receive 

the praises and benefits. 

Besides, there nro also other limitations of the supervi­ 

sors/foremen that contributeo to the hostility of the workers towards 

them. Some supervisoro in Factory A nd foremon in Factory B have 

been nccus d of howing favouritism nd not troating th ir workoro 

equally. The supervisors nnd foromen d oide when tho workoro ar 

able to to.ke their annual lenve. Whon tho workers' requests nr 

turned down by the supervisors/foremen, thoy feel thnt they have been 

discriminated against. One respondent ngrily aid that 11hanya orang 

yang bodik nya snhajn lah yang di boriknn annual leave." 

However being an employee there herself, the researcher 

understands the reason as to \1hy the supervisors have often to refuse 

their request. This is because there are usually many workers who 

\lish to apply for their annual leave on the same day (which is usually 

b fore or uftor a public holiday). Hence, if the supervisor answers 

ov ry roque t, there will be a shortage of workers on those specific 

dayo und this will oubooquently uffoct the level of production. 
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Such friction and unfriendly relationship between the 

supervisors (or foremen) and the workers are more often seen in 

Factory A. This is partly because many of the workers in Factory B 

are just as senior in age and in working experience as their foremen, 

not forgetting that there are also some who are even more senior than 

the foremen themselves. Thus, the foremen usually give tl1em due 

respect and treat them as equals. Whereas in Factory A, the general 

workers are comparatively much younger than their supervisors. 

As such, they nre treated us subordinates. 
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6.3 Between Workers and other Hanagement Staff. 

Besides the supervisors and foremen, the workers in both 

factories A and B have very little contact with the other members 

of the management. Many of the workers do not even know who the 

management staff are. There is minimal communication between 

management and the workers. The higher the position of the staff 

in the man~gement hiero.chy, the more alienated they are from the 

workers. Compared to the rest of the management st~ff, the 

supervisors and foremen have much better relationship with the 

workers. The table belou shows tho contrast betw on thooo relationships. 

Tablo 6.3 (i) 

elo.tionship of as of Labour Force 

no.gars 

Interpersonal Supervisors Management 
Relationship nnd For en (Managers) 

Factory A Factory B Total Factory Factory B Total 

Close 5 5 7 1 1 

Moderate 9 13 22 1 5 6 

Distant 1 1 6 7 13 

Hnve not met 8 2 10 

Total 15 15 30 15 15 30 
I ' 
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Table 6.3 (i) clearly depicts the distant relationships 

between management and the workers. Of the sample of 30 respondents, 

8 workers from Factory A and 2 from Factory B have not even met the 

Managers in their factories. This is partly due to the reason that 

the management's offices are situated quite a distance away from the 

workers' work floor. Besides, the workers in Factory A work in 

shifts with a different period of working hours from their mana~ement 

who follows the normal working office hours. This suggests the 

reason why more than 5a:r (8 ~orkers) of the sample ~aken, indicated 

that they do not even know vho their Managers are. 

Whereas in Factory n only 2 rospondonto from the sample of 

15 workers havo not mt thoir Mnnag rs. It is boonuoe a oection of 

the administration office is situated in tho vicinity of the work­ 

shop. Thus, there are moro opportunitioo for tho floor employees to 

meet some of the mana em nt otaff, namely tho Chief Engineer, the 

Assistant Production tanager, and o ccaced onc.Ll.y the Production 

Manager himself. 

Besides them, the workers seldom meet the other management 

staff. Despite the fact that there is only 1 shift, qut because the 

workers start iOrk earlier and end later than the management, they 

seldom get to meet each other. Another reason is that all the 

management staff take their meals outside, and not at the factory 

c ntoon. 
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The objective of the management is to maximise profits 

and minimise costs, whereas a worker's main objective is to bargain 

for higher pay and better working conditions. This obvious conflict 

of interest generates further ill-feelings and hostility. 

Therefore, the management and workers do not see eye to 

eye on many issues. Apart from the fact that there is poor interper­ 

sonal relationship between workers and management, there is also 

conflict of interest among them. 

Some of the wor-ker s ar e of th o inion tho.t the management 

is not efficient and competont in their work. Ono mnde n remark 

thnt - "Gaji kita. lalu a.mbnt mer kn bn6i, orang di-nto.s sendiri 

tidal< efisyen, tetapi sontio.su mo.rah kopad kit s bub tidnk efioyen". 

Many others h0\-1ever cannot comment be cuuao th y do not von know who 

makes up the managament , The •rablo on the following pa.go shows tho 

answers of the sample of respondents roea.rding their opinion of 

mana~ement's efficiency and competence. 
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Table 6.3 (ii) 

A Sample of Workers' Opinion of the Management's Efficiency. 

Factory A Factory B Total 

Yes 6 2 8 

No 3 6 9 

Do not know 6 7 13 

Total 15 15 ... 30 

The rosenrcher notices that many of the workers in Factory 

are vory cautiouo whon ·ving their opiniono on m ttoro concornine 

the management. They are afraid that th m na ment may come to 

know of it, and th t thoy mic;ht loo th ir jobo if thoy oay anything 

that is againot tl1e manneemont'o intorost. Honco, there 1ill bo 

many who will be obliged to answer 'ya' to tho question bove. 

1s seen in the Table 6.3, six respondents in Factory A answered 'yes' 

compared to only 2 respondents in Factory B. Workers in Factory B 

are generally less earful of the management, probably because they 

have the support of their trade union to protect their job security. 

Univ
ers

ity
 of

 M
ala

ya



CHAPTER 7 

CONCLUSION 

7.1 Limitation of the Study. 

Being only n case study, it must be emphasised that this 

research is not exhaustive in itself. Many other aspects of vor-k 

in the factory as well as the socio-economic problell1'6 of factory 

workers have not been dealt with, due to the limited time and space. 

The amount of time spent in tho roooarch hno boon inndequato. 

'.L'he resonrchor \ltl.S involv d in participnnt obaorvation in Factory , 

for only .5 weeks. Many n poets that wero obaorv d w rep rh ps 

quite superficial. Only a longer period of time can confirm the 

truth or falsity of some of the conclusion that tho reaonrcher has 

made. There is also a need for more frequent contact before any 

unspoken feelinas of the workers can fully be understood. 

Besides, a longer period of time is also needed to develop 

friendship that can transcend racial barriers. In Factory B, no 

participant observation was carried out, because the factory only 

employs male vor-ker s , Hence, the re earcher was not able to experience 

for h rself the true uorking conditions there. 

II.a for tho rocpondont interviewed, although alot of tim 
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and effort were spent, the we~cness lies in the absence of a follow 

up. The researcher was not able to put to test the validity of the 

answers she received from the respondents, as she never saw them 

again after the interview. This was solely due to the lack of time 

and space. To keep in contact with these respondents requires alot 

of time. 

Moreover, distance is another barrier. iorkers in Factory B 

are as far as 20 miles away from the residence of th~ researcher. 

llence, the researcher hns to accept whatever the respondents say at 

the interview, after some nnnlysio. 

Beoid0s1 only n onmplo of 30 roapond nts woro chosen for 

the interview, because not only wna it difficu t to find cooporativ 

respondents, it wns aloe very tim oonaumin to make o voraJ. distant 

trips to the factory or J1ouooo of the respondents. Ao such, this 

limited sample of respondents may not b r pr s ntativo enough of 

the general labour force in both the factories. Hence, this study 

should not be used to generalise the socio-economic problems of the 

entire workforce of the factories, nor should it be seen as a typical 

case of factory work and conditions in the country. 

Initially this study intended to show a comparison between 

a factory that employs only male workers with one that employs only 

femnlee. But there are various obstacles which have prevented this. 

Ofton, data on a particular aspect which is available in one factory 
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is inaccessible in the other factory, hence it is sometimes not 

possible to make comparisons. 

Hevertheless, if at all this study has increased some 

awareness and concern for the factory workers in our country, then 

it has achieved it's main purpose. 
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7.2 How to Improve the Study. 

As it has been realised thnt the major set back of this 

case study is the limited time, the most obvious way to improve it 

is to extend the length of time of the research. With an adequate 

period of time, a longer period of participant observation can be 

employed, a larger sample of respondents can be studied and a 

consistent follow up can be done. This will permit a deeper analysis 

of a broader scope of study o.nd load to a more accurate conclusion. 

'rlie problem with Factory B vh i ch only employs male vcr-ker-s 

can be overcome if the researcher co.n ot aomoon lee to work on 

her behalf in th factory, or hnv f w inform ro umong tho factory 

workers to 'spy' for her. Similarly, ev n when one io nblo to work 

in a factory, one can still gt the h lp of oom 'spies' to observe 

the other departments in the factory, us well ns the other members 

of the management. 

The sample of respondents should not only increase in size, 

but also in variety. Contacts with the management staff should be 

created, if possible informally. It is better if the management 

does not know that the researcher is doing a study on his factory, 

as this prevent suspicions and undue biasness. 
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7.3 Summary of Findings. 

Both Factory A and Factory Bare branches of 2 multinational 

companies situated within one of the Free Trade iones of our country. 

The government ha.s invited them (together with the other multi­ 

nationals) witli the hope that these foreign investors 1ill create 

employment for the huge workforce in Malaysia. Although these 

companies have provided employment here, the more important question 

which has to be examined further, is whether these workers are any 

better off being omployod in those multinational factories. 

From the preceding chapters one can draw oome g neral 

conclusions roi::;urdin tho work roof Fuotory A o.nd nctory B. On 

such common factor that tnnds out is th f ct that th mo.jority of 

the workers from both fnotori s aro from poor conom o back round. 

Most of these factory work rs h vo miuro.tod from sm 11 town nnd 

villages of other States to the city in ortl r to mnke o. living for 

themselves. 

Many of the ma.le workers in Factory B leave their families 

at a very young age, while the female workers in Factory A usually 

1ait until they have reached their late teens. As such, many of 

thorn (eopocially those in Factory B) have received only very little 

formal oducntion. 

l1ost of those workers who have taken the risk to venture 
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to the city in search of employment, have come with the hope of 

earning enough money for themselves so that they can lead a 

comfortable life, as uell as have some surplus to send home to their 

families. Unfortunately, none of them have achieved this dream. 

Based on the findings, workers in factories receive very 

low \/ages. In fact, a worker in Factory A can just barely survive 

with the wages she receives. (Refer to Table 5.6 of Chapter 5). 

The wages of these female workers are comparatively ~uch lower than 

those of the male workers in Factory B. A male worker who has just 

started working is paid as much as a female work r (in Factory A) 

who has served for 7 years. Howov r, although workoro in F ctory B 

receive higher w g 01 they are not v ry much b tt r off as the 

majority of them are married with children. Low wags is a common 

complaint among workers in both the factories. The yearly wage 

inorement is very low and is perhaps insignificant in Factory A 

(6 cents per hour). According to some workers, promotion seems almost 

impossible. This problem may not be so acute if there is a strong 

Union existing among the workers, and which can voice their grievances 

and negotiate with the management. 

Other factors that contribute to the dissatisfaction of 

the workers are related to the working conditions. Some of the 

obligations that workers in Factory A detest most are the compulsory 

over-timo and the work shifts. Over-time is decided upon by the 
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supervisors, and workers cannot refuse nor can they suggest alter­ 

natives. The main reason why most workers dislike having to work 

over-time is because of the insignificant returns that they receive 

for the effort and the time that they have to sacrifice. After 

working over-time, the workers have little time left to do anything 

else but rest and prepare for the next day's work. The most affected 

are the married women workers, though they are a minority. Due to 

the need for extra income, their family life and children have to 

take a secondary place compared to their work. 

As for the Hork shift , it upsets tho 'bio-rythm' of the 

body. One has to con tantly adjust on 'o tim tablo nd sleeping 

habits to tho w ekly chan n hift • Thi ffocts not only tho 

workers' physical health but also their oociul lif. 

llowover, in Factory B, many complaints pertain to the work 

environment. Many of the workers have to work under intense heat 

generated by the machines. /orking under such conditions tires them 

easily and decreases their productivity. Those at the spray 

departments, on the other hand, are exposed to the chemicals of the 

spray which irritates their skin and endangers their respiratory 

system. These complaints have reached the ears of the management, 

but no action or more effective precautions have been taken so far 

Such n working onvironment is detrimental to the workers' health 

und thi io one of the contributing factors that have caused dissa­ 

tisfaction nnd hostility townrdo the management. 
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Such grievances will eventually cause workers to become 

indifferent towards their work and the supervisors or foremen. 

However, some workers do realise that the supervisors/foremen are 

sometimes not to be blamed. They are aware that when the supervisors/ 

foremen enforce management policies, they are merely performing 

their jobs. Nevertheless, because they are the only management 

figures with whom the workers are constantly in contact, much of 

the workers' grievances and frustrations are directed towards them. 

This is because the workers are not familiar with the. rest of the 

management staff. In fnct, some have not even met their Managers. 

Induatrinl relntiona is nn important oloment in inoreuoing 

productivity nnd job atiofnction. But tl1i a pot has always boon 

neglected by the mana. omont. Often, th mo.nu emont doos not ovon 

bother to get acqu inted with th workoro nor do thoy give priority 

to the workers' welfare. 

Workers' unity is another factor that has been discussed 

earlier on. The workers (especially those in Factory A) are not 

really united as a workforce. The racial barrier continues to pose 

a problem. It is not uncommon to note cliques developing along 

communal lines. The members of the same ethnic group are closer to 

one another and often harbour feelings of suspicion and jealousy 

towards members of the other ethnic groups. Nevertheless, workers 

in Factory B have been able to unite to a certain extent and have 

form d Union to protect their welfare and rights. ~tis plac a 
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them in a more secure position and as such, they are generally more 

confident and courageous to bargain with their management. 

Due to the unfair terms of employment and management 

policies, coupled with the poor working conditions, many workers 

end up being frustrated and dissatisfied. They eventually lose their 

interest and incentive to work. Many of the younger workers are 

eager to leave their present jobs and constantly hope for a better 

job elsewhere. As for the unmarried female workers ~f Factory A, 

marriage is looked upon as their 'panacea' from the drudgery and 

misery of life in a factory. The older work ro, on th other hand, 

have less alternatives to choose from. 'l'h y oft n h v to giv 

considoro.tion to thoir longth of eorvico and th wage levol that 

they have achieved. tany believe that they will not be ble to get 

the same level of wages that they ar r oeiviug now, if they were to 

quit and start employment e Laewhar-e , Of coure there are some who 

succeed in getting better employm nt but only v ry few of them do. 

Many just stay on in the factory as they have little choice. They 

will continue to complain and be unhappy but the situation and 

conditions in the factory will still be the same. 

In conclusion, what can be pointed out is that factory 

work r are in ceneral, unjustly exploited. Of course the multi­ 

nationals will not 'spell out in black and white' that their aim 

io to exploit the cheap labour available, but the facts speak for 

th mcelvoo. 
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7.4 Recommendations of the Study. 

Workers' productivity can be effectively increased by 

offering more attractive incentives as well as by meeting the basic 

economic and social needs of the workers. To do this, the management 

needs to show more interest in the welfare and problems of the 

workers. 

The first and most important change that snould be brought 

about is to increase the workers' wages too. more reasonable amount. 

Otherwise, tho workers' fino.ncio.l n ado can never be met. 

The work plo.co is oft n r gurded on a cond home of th 

workoro. Ao such, th mnnngemont should aloo improve th work 

environment and the working conditions. Th worl environment should 

be conducive and safe for work, so that the workero are ablo to 

feel comfortable and secure while working. Safety devices should 

be improved to protect the hoalth of the workers. For example, 

special face masks that are not cumbersome and protective gloves 

should be provided for workers in the spray department of Factory B. 

Besides improving the safety of the workers, it also improves their 

productivity, and may eventually lead to an increase in the managements' 

profito. 

Tho management should also try to develop a healthy 

industrial relations with tho 1orkcra. They should show more oonoern 
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towards the grievances and problems of the workers. To become aware 

of the workers' complaints and dissatisfaction, the management can 

put up a suggestion box for the workers to express their grievances. 

A more effective way is to have regular meetings with the workers. 

At times, the management should be prepared to compromise with the 

suegestions and demands of the workers. Supervisors/foremen who are 

directly in-charge of the workers, should be more understanding and 

tolerant. It will be of help if they have been given some prior 

training on industrial relations and how to communica.~e instructions 

effectively. 

Workers ought to be giv n more opportuniti o for oelf­ 

improvement and personal dov lopm nt. Innovation nnd initintivo 

should b encourag d. Workers can be motivated to incr nso produc­ 

tivity with attractive incentive such ns higher bonuses or work 

allowances. Workers should a.lso bo trained and be sufficiently informed 

as to the most efficient way to perform their work functions. By 

this, less mistakes will be committed and less time wasted. Their 

important contribution to the production process is indispensable and 

should be given due recognition. This will provide job satisfaction 

and ca.n motivate the workers further. 

It is also important that workers themselves must want to 

improv and develop their potential. They must take an initiative 

thomsolvoo to approach the management with their proposals and suggest 

improv monto for their working conditions and other ma.no omont pol'ci a. 
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To be able to do this, they must first cooperate and unite among 

themselves. Prejudices and divisions along racial lines should 

be eliminated for mutual benefit. Without unity and a collective 

bargaining power, their demands will never be met. 

Last but not least, there is a great need to take a serious 

look at the injustices and exploitation which factory workers have 

to experience. Appropriate action needs to be taken to remedy such 

injustices, and the responsibility lies not just with the workers 

but also \Ii th tho management, na 1011 as other rolevnnt authori tioo. 
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