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ABSTRACT

Objective — There are three main objectives of this study. First, this study is to examine the influence of union effectiveness
and perceived union support on union relationship capital to achieve positive mental health in the workplace. Next, this study
is to investigate the interdependency of the dimensions of union relationship capital: communication, trust and commitment
between the union leader and union members in improving and strengthening the relationship within the union. Lastly, this
study is to investigate the role of relationship capital as the mediator between union effectiveness, perceived union support
and mental health.

Methodology/Technique — A total of 600 questionnaires completed by trade union leaders and members in manufacturing
sector based in Peninsular Malaysia were analysed using SEM (AMOS) and SPSS. The relationship between union
effectiveness, perceived union support, union relationship capital and mental health were analysed using SEM. But the
interaction between communication, trust and commitment were analysed using SPSS.

Findings — The results demonstrated that union effectiveness and perceived union support are determinants for union
relationship capital. The finding showed that communication, trust and commitment are interdependent. Furthermore, the
finding also shows a significant relationship between union relationship capital and mental health.

Novelty — It is said that good communication, trust and commitment within the trade union can increase cohesiveness and
strengthen the trade union. A strong union can lead to positive mental health in the workplace.

Type of Paper: Empirical

Keywords: Union Leader- Member Relationship Capital, Mental Health, Malaysia.
JEL Classification: 110, 119.

1. Introduction

An employee is an asset to organization who contributes to the prosperity of an organization. The employee with
a good state of mind is also a happy employee. A happy employee is crucial because it has direct influence on an
individual performance such as higher productivity (Sharifzadeh & Almaraz, 2014) and high efficiency
(Sirisunhirun & Dhirathiti, 2015; Chang & Hsu, 2015). Furthermore, a happy employee can concentrate on
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completing their task (Sharifzadeh & Almaraz, 2014). However, globally we face many problems associated with
poor mental health in workplace such as high numbers of accidents, injuries and death (Cottini, & Lucifora, 2013;
Burton, Schultz, Chen & Edingthon, 2008; Goswami, 2015; O’Keefe, Brown & Christaiona, 2014). International
Labour Organization (ILO) claimed that organizations throughout the world are facing around 6,300 employee
deaths daily due to occupational accidents or illness (ILO: Safety at Work, 2012). It is said that this statistic is
even higher in developing countries (ILO: Safety at Work, 2012; Soehod & Lekha, 2007). A similar problem
occurred in Malaysia. According to the statistic provided by Malaysian Social Security Organization, there were
61,552 cases of accidents in 2012 with total compensation estimated to RM2,000 million (Malaysia Social
Security Organization Annual Report, 2012). Higher accidents, injuries, and death in workplace bring great losses
to organization in varies ways such as loss of productivity due to absenteeism and presenteeism (Smith, Black,
Keegel & Collie, 2014; Burton, Schultz, Chen & Edingthon, 2008; Goswami, 2015; O’Keefe, Brown &
Christaiona, 2014). Factors can contribute to poor mental health includes poor terms and conditions of
employment such as poor salary and benefits compensation (Kaewanuchit, Muntaner, & Isha, 2015; Williams &
Rosenstock, 2015; Sveinsdottir, Biering, & Ramel, 2006; Lo & Lam, 2005), job insecurity (Huang et al., 2012;
Burchell 2011; Sjoberg 2010) and long working hour (long working hours (Kivimaki, Virtanen, Kawachi,
Nyberg, Alfredsson, Batty, Bjorner, Borritz, Brunner, Burr, Dragano, Ferrie, Fransson, Hamer, Heikkil,
Knutsson, Koskenvuo, Madsen, Nielsen, Nordin, Oksanen, Pejtersen, Pentti, Rugulies, Salo, Siegrist, Steptoe,
Suominen, Theorell, Vahtera, Westerholm, Westerlund, Singh-Manoux, & Jokela, 2015; Tayama, Li, &
Munakata, 2016; Valcour, 2007). A trade union identify as one of the main mechanism to overcome the problems.
The trade union is the employee representative who has the legal right to negotiate and bargain on the terms and
conditions of employment with the management. However, trade union which supposed to be strong is generally
weak throughout the world (Hayter, Fashoyin &Kochan, 2011; Gollan, 2006; Kuruvilla, Das, Kwon & Kwon,
2002; Machin, 2000). Weak trade union makes union unable to fight and protect the interest of the employee.
Hence, this study is to propose ways to strengthen union by investigating the relationship between union
effectiveness, perceived union support, union relationship capital which consists of communication, trust and
commitment between trade union leaders and members in order to achieve positive mental health in the
workplace.

Studies in union setting stressed the important of union commitment and union participation for the strength
and survival (Gall & Fiorito, 2012; Fiorito & Jarley, 2008). Past studies claimed that union commitment has a
positive influence on union communication which includes union participation (Line and Lamane, 2014). It is
said that good commitment within the trade union can affect their participation in union’s activities that is vital
for the union survival (Barling et al, 1992). Line and Lamane (2014) in their study found that poor communication
within the union can affect the member’s commitment towards the union. Furthermore, Drucker (2007) claim
the important role of communication which includes union participation to install trust within the union. Past
studies in the union setting mostly examine the dyadic relationship between communication, commitment, and
trust: communication and commitment (Line & Lamane, 2014; Clark, 2009), communication and trust (Drucker,
2007) and few examine the relationship of commitment with trust. However, personal relationship theory which
introduced by Kelley (1979) claimed that communication, trust and commitment are cyclical and interdependent.
Studies conducted by Sambasivan, Loke, Mohamed and Leong (2011) and Ramadass (2013; 2014) showed that
these three elements are interacting with each other. They suggest that the interaction between communication,
trust and commitment can maintain the long-term and quality relationship. Furthermore, these interactions can
yield to positive outcomes (Kelley, 1979; Othmae 1992; Sambasivan, Loke, Sambasivan & Downe, 2009) such
as mental health. Thus, this study is to investigate the interaction of communication, trust, and commitment for
relationships between trade union leader and trade union members (union relationship capital) in a single study
to strengthen and increase the bargaining power of trade union for positive mental health.
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1.1 Literature Hypotheses and Framework
Union Effectiveness and Union Relationship Capital

Economic exchange theory described a relationship as an exchange on tangible or explicit elements between
partners, which has influence on trust and well-defined commitment (Blau, 1964). In a union setting, the
relationship between the union leader and union members can be conceptualised as an economic exchange. The
member’s perception of the effectiveness of union leaders in improving the terms and conditions of employment
such as wage, compensation and good working conditions can increase the union member’s trust towards their
union. In return, the union members are committed to their union. Committed members tend to involve in union
activities. Union activities includes attending trade union meetings and voting for collective bargaining (Barling,
Fullagar & Kelloway, 1992; Klandermans 1997). Therefore, it can be said that the regular exchange between
union leaders and union members due to union effectiveness can enhance the union member’s commitment and
trust to the union. Based on this assumption, the relationship between union effectiveness and union relationship
capital can be hypothesis as below:

H1: Union effectiveness has positive influence on union relationship capital
Perceived Union Support and Union Relationship Capital

Drawing from social exchange theory, perceived organizational support is referring to the employee perception
towards their organization as supportive, care and value their contribution to the organization (Eisenberger,
Huntington, Hutchison & Sowa, 1986; Rhoades & Eisenberger 2002; Aselage & Eisenberger 2003). An exchange
on socio-emotions can make the employee felt obligated to the organization that can enhance their trust level to
their organization. Translating this concept into union setting, perceived union support defined as the union
member’s perception towards the union support and committed to their wellbeing. Previous studies found that
regular exchange of socio-emotional between union leaders and union members can increase members’ loyalty
and commitment to the union (Shore, Tetrick, Sinclair & Newton, 1994; Fuller, et al. 2001; Tetrick, Shore et al.
2007). Therefore, perceived union support is hypothesised to enhance the union relationship capital as below:

H2: Perceived union support has positive influence on union relationship capital
Union Relationship Capital: Trust, Communication and Commitment Are Inter-Related

Personal relationship theory stressed the important of communication, trust and commitment (relationship
capital) for a successful relationship between partners such as husband and wife (Kelley, 1979), public sector
collaboration (Ramadass, 2013; 2014) and strategic alliances (Sambasivan, Loke, Mohamed & Yee, 2011; Loke,
Sambasivan & Downe, 2009). Kelley (1979) claim that communication, trust and commitment are cyclical and
cannot stand alone without the other elements. Applying this concept in union context, union relationship capital
refers to interrelated of communication, trust, and commitment within the union. Union relationship capital is
crucial to enhance cohesiveness, strengthen and maintain long term between the union and union members.
Literature in union setting revealed the important role of communication as a mechanism to develop the
relationships within the trade union (Mohamed, Shamsudin & Johari, 2010). Efficient and quality of
communication between the union leaders and union members can boost the union members’ trust (Line &
Lasmane, 2014) and commitment (Johari, Ghazali, 2011). Therefore, this relationship can be hypothesised as:

H3: trust, communication and commitment between the union leader and union members are inter-
related
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Union Relationship Capital and Mental Health

The exchange relationship between union leader and union members can be describe by the exchange between
leader and member in the organizational setting. Social exchange theory stated that effective exchange between
leader and member can influence mental health (Bell and Menguc, 2002). Past studies found that employee’s
mental health was improved through effective communication, trust and commitment (Wilson, Dejoy,
Vandenberg, Richardson, & McGrath, 2004; Nelson, Basu, & Purdie, 1998). Furthermore, Kelley (1979), in
personal relationship theory reveal the interrelated between communication, trust and commitment. These
interdependency can leads to positive outcomes (Ramadass, 2013, 2014; Davis, & Love, 2011; Sambasivan et.
al, 2011) such as mental health. Based on this argument, the interrelated between communication, trust and
commitment within the union can enhance mental health. This relationship can be hypothesized as follows:

H4: Union relationship capital has a positive influence on mental health

The Mediating Role of Union Relationship Capital between Union Effectiveness, Perceived Union Support
and Mental Health

Both union instrumentality and perceived union support are the predictor to communication, trust and
commitment within the union (union relationship capital) (Blau, 1964; Kuwabara, 2011). Union effectiveness
and perceived union support are described as the union member’s perception towards the union leaders. The
capability of the union leaders in protecting the union members’ right and interest can affect the union member’s
perception towards the union leader. Regular exchange of economic elements which includes salary,
compensation, and job security can increase the union member’s commitment and trust towards the union leader.
Furthermore, the union member’s perception on the union support on their wellbeing can also affect union
relationship capital (Eisenberger, Huntington, Hutchison & Sowa, 1986; Rhoades & Eisenberger 2002; Aselage
& Eisenberger 2003). Frequent exchange of socio-emotions elements within the union can enhance trust and
commitment within the union. Good communication, trust, and commitment between the union leaders and
members due to union effectiveness and perceived union support can lead to positive mental health in
organization (Wilson, Dejoy, Vandenberg, Richardson, & McGrath, 2004; Nelson, Basu, & Purdie, 1988; Bell
and Menguc, 2002). Kelley (1979) suggested that the interdependency of communication, trust and commitment
between partners such as union leaders and members can strengthen relationship. This can yield to positive
outcomes like mental health. Thus the role of union relationship capital as the mediator for union effective,
perceived union support and mental health are as below:

H5: Union relationship capital mediates the relationship between union effectiveness and mental
health
H6: Union relationship capital mediates the relationship between perceived union support and mental
health

2. Method
Sample Size

The population of union leaders and union members in Malaysia, N=913, 169. This study decided to use the
n=384 as sample size generated from Krejcie and Morgan’s (1970) sample size table. However, this study inflated
the 384 sample size by 40%. Thus, the sample size totalled up to and finally was rounded to 500. The sample size
was inflated to overcome problems that might occur due to incomplete questionnaire and low response rate
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(Neuman, 2003). In order to increase the response rate, the researcher has decided to increase the sample size to
600 respondents.

Data Collection Procedures

The questionnaire was available in both English and Bahasa’s version. The Bahasa questions version was
translated back to back to ensure the accuracy of the translation. The questionnaire was courier to the selected
in-house union in Peninsular Malaysia. This courier includes the questionnaire, an introduction letter and
informed consent letter in a booklet form. The respondents were asked to complete the questionnaires and return
it back to the union office. The researcher personally collected the couriered questionnaire two weeks after
distribution to ensure the higher response rate. Pos Express Malaysia envelopes with self-address also provided
to respondents who haven’t finished answering the questionnaire during the collection time. Later, the union
officers sent the complete questionnaires using the Pos Express Malaysia to researcher. The response rate turned
out to be high. Out of 600 guestionnaires distributed 82.33% (494) questionnaires were usable. Table 2 describes
the respondent’s profile for this study.

Measures

This study used questionnaires as the research instrument. The questionnaires were divided into five sections:
Section A (respondent’s profile); Section B (union effectiveness); Section C (perceived union support); Section
D (union relationship capital) and Section E (mental health). A 5-point Likert scale was used to indicate the
respondent’s scale of agreement on the items for every section. The scale ranged from (1) strongly disagree to
(5) strongly agree. Table 1 provides the sources of items adapted for measurement in this study.

Table 1: Sources Referred for the Measurement (Dimensions and Items)

Construct Question Items  Source
Chacko (1985), De Cotiis & Le Louarn (1981),
Union Effectiveness 16 Fullagar & Barling, (1989),
Kochan, (1979)
Perceived Union Support 8 Eisenberger et al. (1986)
Union Relationship Capital 12 Sambasivan et al. (2011)
Mental Health 12 Goldberg (1972)
Data Analysis

Structural Equation Modelling (SEM) using Analysis of Moment Structures (AMOS) 19.0 software was used to
analyse the causal relationship between union instrumentality, perceived union support, union relationship capital
and mental health. SPSS correlation analysis was used to analyse the interaction of communication, trust and
commitment between the union leaders and union members.

3. Results
Descriptive Findings

Union members and union officers are the respondents of this study. Out of the 494 respondents, the majority
were male (65.99%) and only 34.01% are female. The age range for respondents mostly are within 31 to 40 years
old (190 respondents) and between 41 to 50 years old (144 respondents). Most respondents have between 10-15
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years’ length of service (23.5%). Table 2 detailed the distribution of respondents by gender, age group and length
of service.

Model Testing

To test the research framework, this study analyse the measurement model and structural model as suggested by
Chin (2010) and Anderson and Gerbing (1988). This test starts with analysing the measurement model and
followed by the structural model. The purpose of measurement model is to calculate the construct validity and
good fit before going to the structural model. The structural model is to test the path coefficients or relationship
between constructs. Figure 2 show the measurement model. From the results in measurement model, the
convergent validity and discriminant validity were assessed. The model fit for measurement model is showed in
Table 3. Fit statistics need to be assessing to ensure the proposed model is a fit to the data for the next test. All
constructs of the confirmatory factor analysis (CFA) for measurement model were in the satisfactory fit indices.

Table 2: Distribution of Respondents by Gender, Age Group and Length of Service (N=494)

Variable Frequency %
Gender
Male 326 65.99
Female 168 34.01
Age
21 years and below 5 1.0
21-30 years 103 20.9
31-40 years 190 38.4
41-50 years 144 29.1
51-60 years 50 10.1
61 years and above 2 0.4
Length of Service
Below 3 years 38 7.7
3-5 years 41 8.3
6-10 years 81 16.4
10-15 years 116 235
16-20 years 107 21.7
21-25 years 72 14.6
26 years and above 39 7.9
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Figure 2: Measurement Model (Confirmatory Factor Analysis (CFA) for Measurement Model)
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Table 3: Model fit for measurement model

Overall Model Fit Indices
x2/d.f CFI NFI TLI RMSEA
Acceptable Scale for <5 >0.90 >0.90 >0.90 <0.08
Good as well as
Adequate Fit
Composed Model Fit 1.871 0.908 0.822 0.902 0.056
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Figure 3: The Regression Path Coefficient for the model

Table 4: Model Fit Indices

Overall Model Fit Indices
x2/d.f GFI CFI IFI TLI RMSEA
Acceptable <5 >0.90 >0.90 >0.90 >0.90 <0.08
Scale for Good
as well as
Adequate Fit

Composed 2.803 0.785 0.921 0.922 0.903 0.080
Model Fit

Figure 3 shows the structural model for this study with a good model fit as in Table 4. The goodness-of-fit
statistic meant for validity measurements in this study that consists of the relative ¥ value and the associated d.f.,
GFI, incremental fit index (IFI), TLI, CFl, and RMSEA. Three items were deleted in order to get the model fit
because of poor factor loading (see Table 5).

Convergent Validity
Convergent validity and discriminant validity was confirmed using cross-loadings, composite reliability and AVE

(Average Variance Extracted). AVE defined the amount of variance attained by construct (Fomell & Larcker, 1981).
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To get satisfactory convergent validity the AVE’s value must be at least 0.5 and above. The AVE value represents
the ability of the latent variable to describe the variances of its indicators (Goetz, Liehr-Gobbers and Krafft,
2009). Composite reliability has been evaluated to measure the convergent validity of construct in this study.
Nunnally and Bernstein (1994) suggested the sufficient value for composite reliability to be more than 0.7 to
ensure the accuracy. As shown in Table 3, the composite reliability value for union effectiveness, perceived union
support, union relationship capital and mental health is above 0.7 (acceptable range). Since the AVE, composite
reliability and factor loadings value of construct fulfill the requirement as mentioned above, it can be said that
the convergent validity was established.

Table 5: Item Reliability, Internal Consistency and Convergent Validity

Construct Item Factor Cronbach Composite Average
Loading Alpha Reliability Variance
Extracted
Union uil 0.599 0.916 0.941 0.695
Effectiveness ui2 0.763
ui3 0.677
ui4 0.802
ui5 0.839
ui6 0.841
ui7 0.809
Perceived Union usl 0.763 0.858 0.920 0.622
Support us2 0.892
us3 0.846
us4 0.717
uss
usé This item was deleted due to poor factor loading
us7 This item was deleted due to poor factor loading
us8 This item was deleted due to poor factor loading
us9 This item was deleted due to poor factor loading
usl10 This item was deleted due to poor factor loading
Union Relationship CM 0.901 0.867 0.769 0.533
Capital TR 0.622
CT 0.500
Mental Health ghl 0.784 0.933 0.929 0.688
gh2 0.792
gh3 0.815
gh4 0.843
gh5 0.861
gh6 0.848

Discriminant Validity

Discriminant validity was conducted to ensure that the constructed measure is different from other constructs in
the model (Hair et al. 2010). Discriminant validity assessed by comparing the square root value of AVE with the
correlations between the constructs. The criteria for discriminant validity is the square root value of AVE must
bigger that the correlation. Table 6 shows the discriminant validity of the constructs in this study. These results
show that all constructs values were higher than the correlations values (off white). Thus, it is evident that the
discriminant validity of construct achieved.
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Table 6: The Convergent Validity of Constructs (Results of Average Variance Extracted and Squared Correlations of

Each Variable
1 2 3 4
Union Effectiveness 0.632
Perceived Union Support 0.610 0.675
Union Relationship Capital 0.602 0.629 0.648
Mental Health 0.587 0.651 0.616 0.685

Note: The boldface scores on the diagonal are Average Variance Extracted and the off diagonal represent the value of
correlation.

Hypotheses Testing: Union effectiveness has significant relationship with union relationship capital

The result in Table 7 showed the significant relationship between union effectiveness and union relationship
capital. Union effectiveness found to have an influence on communication, trust and commitment between the
union leaders and union members (f=0.414; p<0.01). Therefore H1 is supported.

Table 7: Path coefficient for union effectiveness and union relationship capital

Proposed hypotheses Hypothesis Path Coefficient (B) | p-value Rejected/

Supported
Union Effectiveness — Union H1 0.414 0.000* Supported
Relationship Capital

* significant at p<0.01

Hypothesis Testing: Perceived union support has significant relationship with union relationship capital

This hypothesis is to testing the effect of perceived union support on union relationship capital. Result in Table
8 showed that perceived union support has a positive relationship with communication, trust and commitment
between the union leaders and members (union relationship capital). The path coefficient value for this
relationship is p=0.057( p<0.01).

Table 8: Path coefficient for union effectiveness and union relationship capital

Proposed hypotheses Hypothesis Path Coefficient p-value Rejected/

B Supported
Perceived Union Support — Union | H2 0.057 0.000* Supported
Relationship Capital

* significant at p<0.01

Hypothesis Testing: Communication, trust and commitment between union leaders and union members is
interdependent

One hypothesis was postulated to identify the interaction of communication, trust and commitment between the
union leaders and union members in order to increase cohesiveness and strengthening the union. This hypothesis
test using Pearson correlation. It is found that communication, trust and commitment have influence to each other.
The interdependency of these three elements are: communication influence trust ( r=0.619, p<0.01);
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communication influence commitment (r=0.611, p<0.01) and trust and commitment (r=0.596,p<0.01). These
result showed in Table 9.

Table 9: The correlation between communication, trust and commitment

URC_cm URC _tr URC ct
Pearson Correlation 1 .619™ 611"
Sig. (2-tailed) | .000 | .000
Sum of Squares and Cross-products 406.637 | 275.378 | 235.332
Covariance 825 | 559 | ATT
URC cm N 494 | 494 | 494
Bias 0 | -.001 | .000
Std. Error 0 | .036 | .034
Bootstrap®
95% Confidence Lower 1] 544 | 540
Interval Upper 1 .685 .676
Pearson Correlation 619" 1 .596™
Sig. (2-tailed) .000 .000
Sum of Squares and Cross-products 275.378 | 487.425 251.399
Covariance .559 .989 510
URC_tr N 494 494 494
Bias -.001 0 .000
Bootstrap® Std. Error .036 0 .040
95% Confidence Lower .544 1 513
Interval Upper .685 1 671
Pearson Correlation 6117 596" 1
Sig. (2-tailed) .000 | .000 |
Sum of Squares and Cross-products 235.332 | 251.399 | 364.943
Covariance AT7 | 510 | 740
URC_ct N 494 | 494 | 494
Bias .000 | .000 | 0
Std. Error 034 | .040 | 0
Bootstrap®
95% Confidence Lower 540 | 513 | 1
Interval Upper 676 | 671 | 1

b. Unless otherwise noted, bootstrap results are based on 1000 bootstrap samples
**_Correlation is significant at the 0.01 level (2-tailed).

Hypothesis Testing: Union relationship capital has significant relationship with mental health

Result showed the positive relationship between union relationship capital and mental health. This result found
that effective communication between the union leaders and members can affect trust and commitment within
the union. Strong union promotes the positive mental health (=0.273,p<0.01) in workplace. This result describe
in Table 10.
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Table 10: Path coefficient for union relationship capital and mental health

Proposed hypotheses Hypothesis Estimate p-value Rejected/

Supported
Union Relationship Capital — H4 0.273 0.000* Supported
Mental health

* significant at p<0.01

Hypothesis Testing: Union relationship capital mediates the relationship between union effectiveness,
perceived union support and mental health

Two hypotheses (H5 and H6) were proposed on the mediating effect of union relationship capital. First is H5 that
looking at the mediating effect of union relationship capital on the relationship between union effectiveness and
mental health. The second hypothesis is looking on the mediating effect of union relationship capital on the
relationship between perceived union support and mental health. The results show that both hypotheses are
supported (see Table 11).

Table 11: The mediating effect of union relationship capital between union effectiveness, perceived union support and
mental health

Indirect P
H Relationship Path a Pathb path values results
H5 UE »URC—+»MH 0.693 (0.044) 0.312 (***) 0.003 ***  Supported
H6 PUS—+»URC—»MH 0.478 (***)  0.426 (**¥) 0.011 ***  Supported

* significant at p<0.01
4. Discussion

The objective of this study is to investigate the relationship between union effectiveness, perceived union support,
union relationship capital and mental health. Further, this study is to investigate the interdependency between
communication, trust and commitment within the union in improving the relationship and strengthening the
union. This study also investigates the role of union relationship capital as the mediator between union
effectiveness, perceived union support, and mental health. The empirical findings in this study reveal that both
union effectiveness and perceived union support is the predictor to union relationship capital that comprises of
trust, communication and commitment. This result is consistent with previous studies (Fuller & Hester 2001;
Fullagar, Gallagher et al. 2004; Kuwabara, 2011). Blau (1964) and Kuwabara (2011) in economic exchange
theory supports union exchange on tangible elements between members such as between union leaders and
members can enhance commitment and trust within parties.

Perceived union support is found to have a direct influence on union relationship capital. This indicate that
when the union members perceived their union as supportive and care their well-being, they tend to communicate
regularly which increase their commitment and trust towards the union (Shore, Tetrick et al. 1994; Fuller, et al.
2001; Eisenberger, Fasolo & Davis-Lamastro, 1990; Nyhan 1999; Whitener 2001 Tetrick, Shore et al. 2007).
Social exchange theory supported this finding.

As for union relationship capital, this study found that communication, trust, and commitment cannot stand
alone without each other. This study is consistent with personal relationship theory (Kelley, 1979) which stressed
the interdependence of these elements. The interaction of communication, trust and commitment found to
enhance the relationship between the union leaders and members. Furthermore, the interdependency of these
elements found to yield outcomes (Davis, & Love, 2011; Sambasivan et. al, 2011; Ramadass, 2013; 2014) such
as mental health. In this study, it was found that when trust, communication and commitment between the union
leaders and members (union relationship capital) are very strong, it can lead to positive mental health.
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5. Implication of Study
Contribution to Theory and Body of Knowledge

Union effectiveness, perceived union support and union relationship capital were perceived to have a positive
influence on mental health. This study provides new input to the current state of employee participation in terms
of how union effectiveness and perceived union support are determinants not only for union commitment but
also for union trust and communication (union relationship capital). Further insights on relationships such as
union relationship capital as the predictor for mental health in employee participation process were also attained
in this study.

This study has illustrated that the important role of union relationship capital between union effectiveness and
perceived union support for creating positive mental health in the workplace. The role of union relationship
capital as highlighted in this study is important for studying employee participation practice in other countries.
In sum, the employee participation research framework of this study provides an understanding of
interrelationships within the union among the important variables that have a significant influence on mental
health.

Implications for Management

Firstly, this study identified the four specific elements that are important to the employee participation process in
improving mental health: (1) union effectiveness; (2) perceived union support; and (3) union relationship capital:
communication, trust and commitment within the trade union. Both union effectiveness and perceived union
support play critical roles in influencing union relationship capital for mental health. Additionally, union
relationship capital influence mental health. A good state of mental health is determined by good psychological
wellbeing. The findings have suggested that policy makers and management may wish to consider all of these
elements when dealing with employee participation management. Knowing and understanding these elements
help policy makers and management to better organise and oversee an on-going employee participation process,
especially in creating and improving the working environment in order to reduce the consequences of poor
working environment such as injury, illness and death in the workplace.

Secondly, union effectiveness and perceived union support were observed to be the main factors influencing
union relationship capital. What is needed for achieving positive mental health is to emphasise the roles of union
effectiveness and perceived union support. Both union effectiveness and perceived union support are basically
the union members’ perception about their union. Therefore, management should consider cooperating with
union leaders in building a positive mental health in workplace.

Thirdly, this study has identified the vital role of union relationship capital in strengthening the union for
mental health. The importance of communication, trust and commitment between the union leaders and members
is stressed for quality relationship as well as to increase bargaining power. Union leaders should be able to share
and disseminate information they gathered with the union members. Effective communication within the union
can increase the trade union members’ trust towards the union leaders which can affect the trade union members’
commitment to the union. Therefore, policy makers should understand the importance of union relationship
capital as a critical source of union bargaining power. Hence, policy makers and management may wish to
consider assisting and facilitating union relationship capital.
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6. Conclusion
Limitations and Directions for Future Research

Few limitations identified in this study. The sample in this was gathered from manufacturing sector in Peninsular
Malaysia. Thus, future research from different sectors such as services, plantation, and transportation is needed.
The differenced on the nature of business might have an impact on the union which might have an effect on the
employee participation process. Additionally, studies in other sectors are vital to examine if this study can be
replicated and generalised to different sectors. The differences in the environment which consist of legislation,
culture and politics can influence the industrial relations in countries. For example, Western countries recognise
the role of union to bargain on terms and conditions of employment with management. On the other hand, Asian
countries tend to limits the union movement that can affect mental health. Thus, the extent of the applicability of
union relationship capital in Western and other Asian countries needs further research.
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