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TOGETHER WE PROGRESS

Being your trusted partner

Delivering simple, fast and seamless experiences
Providing solutions that help achieve your goals
Nurturing future generations

We are a multinational regional Rnancial services provider that is committed to deliver complete solutions to
our clients through differentiated segment offerings and an ecosystem that supports simple, fast and seamless
customer experience, underpinned by oor cohesive and inspired workforce and relationship built with our
stakeholders.

For more informatlon, please log on to wew.rhbgroup.com
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BEACH FRONT RESORT

...at Siar Beach, Lundu. the UNION YES Retreat & Training Centre
gffers the perfect escapade for an enjoyable and relaxing holiday.

}ﬁﬁ &dﬂ’&* is just an hour’s drive from Kuching, capital ¢ity of Sarawak, and tucked away
in a secluded cove with lush surroundings and scenic views of the South China Sea.

Being a non-profit organisaton, we offer our exquisite resort at value added prices

UNION YES RETREAT & TRAINING CENTRE
Owned & Manaqged by Sarawak Bank Employees’ Union
Znd Floor. Lot 79, Biock B, Queen's Court. King Cantra,

- 83350 Kuching, Sarawak . Malaysia
w 082 453027 www.sbeu.org.my
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Foreword

W are honoured to present our b50th

Anniversary Magazine.

It is impossible to record in detail the numerous
activities, endeavors and progress of SBEU the
past 50 years in one publication. Nevertheless
we do hope that the magazine will be a
meaningful chronicle of our progress and
development of SBEU and will provide an
aspiration towards the next 50 years.

The vast majority of SBEU members are less
than 50 years old and to many of us, we hope
that this magazine is an eye opener and will
make us realize that the success we enjoy today
should not be taken for granted and that they
are due to the toil and sweat and tremendous
sacrifice of our past leaders and members who
had dedicated themselves the past decade.

While SBEU has achieved considerable success
the past 50 years, the last 20 years has been
difficult for us. We experienced severe job losses
due to the mergers of the banks and finance
companies and the ongoing and constant
restructuring and migrating to new delivery
channels for banking products and services.
The new era of digitalization will make it worse.

Despite the job losses, we are proud to maintain
our record of not having a single member

been forcefully retrenched. We addressed the
redundancies through voluntary separation
scheme where employees are by and large
free to make their own decisions. We have
mitigated the losses in our membership
through job empowerment, taking on additional
duties and embracing performance pay.

However banks must not set ambitious targets
for employees. When banks, as custodians
of public funds, set unrealistic targets they
make staff worry about their own employment
security rather than serving customers needs.
This may be a breach of our fiduciary duties.

We must recognise that SBEU owed our success
not just to the dedication of our leaders and
unwavering support of our members but to the
tremendous support, assistance understanding
and tolerance of SCBA and its members banks.

We would like to thank SCBA, MCBA and
the management of all banks and financial
institutions. We would also like to thank all our
trade union friends, locally and internationally,
our business associates and partners and
government agencies.

We express our gratitude to our past leaders
who laid down the foundation of our Union and
we salute each and every member for their
undivided support the past 50 years. As we
prepare for the challenges ahead, we must not
forget our past. We must do what we are set up
to do, to ensure that bank employees get decent
wages and to be employed in meaningful jobs.

The future is very challenging, yet SBEU is
positive there are opportunities. We must adapt
and change and we call on the banks and
the government to allow unions to change.

| am confident that with the hard work,
dedication, vision and professionalism of SBEU
Officials, together with the solidarity of all
members, SBEU will look forward to the next
50 years with confidence!

HADIAH LEEN
PRESIDENT




Challenges of the Workplace of
the Future in the Banking Industry

.ﬂs you know, advances in technology and

digitisation are changing the world and shaping
our future. That and globalisation is here to
stay, impacting beyond just business resulting
in increases in movements of people, ideas,
information as well as influencing livelihoods,
lifestyle and cultures.

We need to be prepared to capture the
opportunities it presents ahead of time or else
become irrelevant. Companies have collapsed
due to their ignorance, stubbornness or inability
to adapt to these changes. Past economic,
financial, energy and subprime mortgage crises
have impacted global and regional economies
leading to bankruptcy of renowned institutions
resulting in  job losses and livelihoods
compromised. Given the unpredictable financial
market upheavals, volatility is the new norm
today where governments and businesses need
to anticipate and be a step ahead to weather the
challenges, to ensure sustainability and growth.

Statistics tell us that the Millennial population
is majority in this part of the world, hence are
shaping the new normals. In the US too, they
form the largest workforce with one in three
workers being a Millennial (PWE Research
Center, 2015). It is estimated that by 2025, the
Millennial will comprise 75% of the global
workforce (Brookling Institution, 2014). In
ASEAN alone, a staggering 60% are Millennials.
Their dominance will affect the way of work and
the workplace in the future.

These shifts have an immediate impact on all
of us, as individuals. Our mindsets, behaviours

The Evolving Present Landscope

and relationships with each other needs to
embrace the speed and levels of innovation
that will keep us relevant moving forward
especially with the new and unfamiliar
disruptions in the environment and society.

We need to work together to find breakthroughs
that make us relevant and successful in the
future.

Responding to the New Normals

If we listed down what the new normals are, we
will see clearly they do not threaten the values
and principles that are time tested that we hold
dear over the centuries. Issues of accessibility,
getting value, good service, accountability,
integrity, honesty,immediate recognition, respect
for di versity in preferences, flexibility, corporate
responsibility and many more, make good sense
and guarantee positive & good outcomes.

Having said that, what worked for individual and
organisational growth in the past requires that
with the quicker pace of change that technology
has enabled, comes an even more rapid,
accelerated need for individuals and businesses
to plan and execute well to stay ahead of the
curve. And, | have not even started to anticipate
into the further future with greater engagement
with artificial intelligence.

The luxury of time to change for the better is no
longerthere.Failure tochange lead organisations
to lose their competitive edge against those who
are quick to offer new products, leverage on
technologies or adapt their business models
to stay relevant and meet the needs of the
consumers. The successes of new business like
Amazon, Uber and Airbnb, give us a glimpse of
the future of businesses, and the workplace of
the future. Mahatma Gandhi said wisely, “The
future depends on what you do today.”

Therefore, work and workplace will see rules,
methods and approaches that correspond and
respond to the new normal expectations. There
are many examples today of what the future is
like.Oneis how the organisationis structured and
work allocated. A hybrid between the traditional




and a flat project-based approach has emerged.
As the organisations constantly reinvents, we
will find staff expertise not tied to one job but can
be assigned to different projects with different
timeframes and reporting to different managers
in @ normal 12 month period. That will be the
new normal whether or not we like it.

Pay for performance will take a new form with
the rigid 12 months performance goal setting
and appraisal being replaced by a variable one
to accommodate the changing structure of work
as teams and project based set different goals
that can range from weeks to a few months.
Since 2015, global organisations such as
Accenture, Deloitte, Microsoft and General
Electric have adopted the variable performance
appraisal. The emphasis is on higher levels
of engagement for growth and development
to improve performance than spending time
talking about fixed ratings. This had led togreater
collaboration and agility of their workforce.
When Microsoft removed its rating, employee
collaboration skyrocketed.

Digitisation is becoming a part of the DNA in
society, impacting businesses and consumer
behaviour. We need to extract the value of
efficiency and customer centricity from it as it
offers agile work tools, access to knowledge
instantly, instant collaboration and services at
the finger tips on the go making the world a lot
connected in many respects for the better.

Surviving the Future:
Organisation

The lessons of collapsed renowned brands are
stark reminders of the consequences of failure
to change quickly and adapt to the environment.
Many organisations are realising the need to be
a change capable organisation at all times. A
change capable organisation is one that is truly
agile, resilient, solution oriented, nimble and
adaptive to the fast changing environment to stay
reliable and relevant. This applies to businesses
and their co-partners such as the unions.

a Change Capable

In Malaysia, many businesses with regional
presence and their union partners were formed
50 years ago. For the businesses, many are

transforming their business model along with
systems, processes and people policies. To
attract and retain the right talents, businesses
are incorporating progressive, responsible
and forward looking practices in rewards &
remunerations, performance management,
diversity & inclusivity agenda and work-life
balance programmes. It is more critical than
ever to upskill the workforce to prepare them
to be future ready. Learning and development
programmes nurture staff to take on stretch or
new roles as well as beyond business needs to
larger skill sets that offer mobility and multiple
pathways in their careers.

For businesses with unions partnership, it is
important for all parties to align to common
goals and partner to make decisions quicker.

In this regard, we are honoured to have had the
pleasure of partnering with Sarawak Banking
Employees Union (SBEU) over the years. We look
forward to charting many more milestones into
the future together. SBEU has worked with the
banks to together take a leap of faith to invest in
the future of Banks and the workforce. It is the
first union in the banking industry in Malaysia
to adopt variable pay for performance bonus
that has been instrumental in differentiating
performance and enhancing productivity of
staff. In allowing their members to take on
new roles such as sales, SBEU again paved the
way in shifting mind-sets to adapt to change.
And as John Scully, former CEO of Pepsi and
Apple once said “The future belongs to those
who see possibilities before they become
obvious.” We look forward to continuing with
this strong relationship as we navigate through
unchartered territories into the future and take
the necessary actions to sustain livelihood.

We have the hindsight of lessons of failed and
successful organisations at different eras. It is
important to gain wisdom from them and take
action today to adapt and change to ensure a
successful future for the organisation and all
stakeholders.

Nora Abdul Manaf
President Malayan Commercial Banks Association.




Working in Partnership, Racing to the Top

The global environment has
been changed significantly by
the process of rampant globalization
and rapid technological innovations.
We are now living in an era of job
insecurity, of a terrible imbalance
in economic development, with one
fifth of the global population living in
absolute poverty.

The UNDP 2013 showed that “the
unfettered market economy has made the poor poorer
and the rich richer”. Free trade and free capital without
a framework of regulation at national and international
levels are unstable and unsustainable. It has not
improved the peoples’ living standards but increased
inequalities between people, within and between
countries.

In the last three decades or so, labour rights have been
eroded in the battle of industries to secure niches in the
global market. Businesses and employers claim that
the issue is survival. Thus, their justification to deny
trade union rights to workers and hamper collective
bargaining, to cut labour cost resulting in the race
to the bottom. A Race, which punishes everyone and
sow the send so of the global financial crisis and the

contributory cause for the growing inequality
everywhere.
The Asian Development Bank pointed out that

strengthening labor’s share in the economy is vital in
raising labor's consumption of goods and services
to enable a better balance in the economy. This is the
economic rationale behind the universal demand
for the observance of minimum living wages and
workers' rights such as the freedom of association and
collective bargaining. And this is why protective
labour laws are indispensable and labour institutions,
particularly trade unions are essential component of
the enforcement mechanism.

| believe that global competition need not be a
zero-sum game for labour and capital. There is and
indeed, there ought to be a better way. This way is
the race to the top - at the industry, national, regional
and yes, global levels.

Let me start with a reminder. Business cannot go into
business without fulfilling its responsibility to society,
without according labour and the host community the
respect that they are entitled and deserve.

In this connection, there is a need to deepen the
meaning of CSR. As a trade unionist, my critical
concern is that very few CSR policies or statements
have commitments to labour related issues. If there

are, it avoids commitment to critical issues such as
respect for employees’ rights to join trade unions and
collective bargaining.

To the trade union movement, this is essential to
enable Corporations to discharge one of their basic
social responsibilities, which is to ensure that their
employees are able to enjoy an ILO defined decent
standard of work and employment and to work in
partnership with their trade union.

Rights come with responsibility. | believe that CSR
should be matched by Union Social Responsibility (USR).
This means trade unions should have the capacity not
only to assert their rights and make collective demands
based on the employees’ interests; they should also
have the capacity to understand the position of the
company, national economy and make reasonable
demands and adjustments, if needed. Trade unions
cannot avoid, if need be, accept and implement difficult
and painful decisions.

Employers and trade unions must recognize that social
partnering must be based on the fundamentals of a
progressive industrial relations system, where labour
and management:

* Recognize and respect each other basic rights and interests
under the Country Constitution, laws, ILO conventions and
the UN Guiding Principles on Business and Human Rights.

« Accept that there are areas where the interests of both
labour and management converge and diverge and that
both parties endeavor to accommodate each party's
interests to the maximum possible and resolve conflicts in
a harmonious win-win fashion.

« Collaborate closely to develop appropriate confidence and
capacity-building mechanisms and nurture an environment
supportive of the foregoing principles and processes.

In this connection, the Governments have a key role to
play in creating an institutional framework to reconcile
the needs of enterprises for flexibility with that of
workers for decent jobs and income security. Such a
framework will help to manage employment changes
efficiently and fairly. Equally important, to reap the
potential benefit of globalization and technological
innovations.

Let me end with another reminder. The tripartite
partners have a vital role to play in fostering a strong
spirit of partnership to facilitate business expansion,
create better jobs, and promote decent work on
sustainable terms and conditions of employment.

This will lead to a race to the top’ instead of a ‘race to
the bottom" with business, labour and the community
benefiting and sharing in the prosperity derived from
an economy where people really matter.

Sa—__ = ———————— =
Christopher Ng, UNI Apro Regional Secretary



Towards Creater Efficiency, Better Customer S
and World Class Performance in the Banking Industry

rvice

How Representation of Non Executive Officers by SBEU Can Facilitate This

The Financial Sector Blueprint reinforces
the Government's initiatives to drive

Malaysia to become a fully developed nation.
The financial system will have a key role in
facilitating our economic transformation and
economic development that has to be inclusive
and sustainable. The enactment of the Financial
Services Act 2013 is an important step.

A strong, comprehensive and progressive
financial system underpins Malaysia's vision
to become a developed nation by 2020 with
sustainable and efficient financial institutions
and with sufficient flexibility to adapt to market
needs and opportunities. At the same time
the rapid changes in the global economic and
financial environment, greater regionalisation
together with technological advances has
contributed towards transforming the operating
landscape of the Malaysian financial system.

Through all these transformation
the Banking Unions have played a
critical part in working closely with
the Banks in managing the impact
on employees in a holistic manner
with minimal disruptions and social
cost. It is not a coincidence that the
Jinancial sector is the most densely
unionized. There are 17 unions
representing more than 60% of
employees ranging from security
guards to Assistant Managers.

The ongoing mergers and structural changes
in the bank has resulted in the overlapping
of duties between the clericals and the non
executive officers. There is a need to facilitate
job empowerment and adoption of new and
additional value added duties to all employees.
This will bring about much higher efficiency,
better customer service, reduced cost and
world-class performance to benefit
shareholders.

The transition towards a high value-added,
high-income economy will place greater
demands for a wider spectrum of financial
products and services. The financial needs
of consumers will become more varied and
sophisticated, leading to increased demands
for more high-quality and innovative retail

financial services and delivery channels under
a more facilitative regulatory environment.

These will result in greater restructuring of
jobs duties, functions and responsibilities for
all level of bank employees. It is imperative
that financial institutions will need to be more
progressive, dynamic and mature to meet
these challenges.

Every bank should recognise the need for
readiness of its people for changing mind sets
to embrace strategic evolution and reinforce
commitment to achieve the organisation’s
overall long term goal.

Banks employees need to reaffirm commitment
to a service and sales culture. The increasingly
borderless economy and the liberalisation of
the financial services sector is expected to
generate keener competition among financial
institutions. A motivated sales force is
necessary to support the push for business
growth.




Banks’ management need to promote the
ongoing process of integration and assimilation
of employees and intensify efforts to promote
professionalism. Banks must recognize that
cohesion among the work force is pivotal in
harnessing the energy, skills, judgment and
commitment of staff to attain organizational
goals.

With all these transformations, it is imperative
for banks to move away from archaic industrial
relations model that has been based on
separation of duties and responsibilities
through different and disparate trade union
representations.

It is with these aspirations that SBEU believe
that it is time for banks to do away with the
current artificial distinction between clerical,
sales and supervisory staff and non-executive
officers. Such separation of duties and
responsibilities are not cost effective, a barrier
to team work, create suspicions, hinder job
empowerment and greater professionalism.

Some banks may have concerns that by having
officers as members of the same union as the
clerical. members may compromise on
discipline. This is a myth as the obligation and
responsibility of an employee is independent
of his status as a union member. The laws
of Malaysia do not discriminate either for or
against a union member or officials in matters
relating to employee misconduct.

We believe that granting recognition to SBEU
will lead to greater job empowerment which
will reduce operational cost. It will also

facilitate performance pay systems that the
banks are promoting. SBEU has over the past

50 years worked closely with the Banks in
creating a mutually beneficial relation that
have contributed to the growth and
profitability of the Industry. We have worked
closely to improve efficiency and productivity
of Bank employees in Sarawak.

The Country have signed the Trans Pacific
Partnership Agreement (TPPA) that has a very
comprehensive labour chapter which provides
for freedom of association across industries and
job scope. This is in recognition that our country,
being a major trading nation, has to adopt
international core labour standards.

The banks are the most unionised sector in
Malaysia. Despite disputes and protests now
and then, the end result is that productivity
levels and efficiency is amongst the highest in
the country. Management-union relationship can
be considered mature. Because banks are used
to working with unions, granting recognition to
SBEU to represent non-executive officers does
not posed any new risks.

We believe that granting recognition to SBEU to
represent non-executive officers before such
statutory imposition will enable both SCBA and
SBEU to develop and strengthen relations. It
will avoid multiple recognition claims in the
future. It will give the financial industry a
head start and great advantage in developing
industrial relations and world class employee
engagement and take it to the next level.

LAW KIAT MIN
GENERAL SECRETARY
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Roll Of Honour

Presidents General Secretaries
1st Fred Yeo Leong Hai 1966 - 1967 1st Micheal Lee 1966 - 1967
2nd  Albert Cheyne 1968 - 1970 2nd  Liaw Mui Fah 1968 - 1970
3rd Lee Khiok Fah 1971 -1973 3rd Albert Lee 1971 -1973
4th Peter Yik Lik Huat 1973 -1976 4th Annie Chong 1973 -1979
5th Robert Tiong 1976 - 1978 5th Chew Kah Khoon 1979 - 1980
6th Ling How Ting 1978 - 1983 6th Abg Iskandar 1981 - 1985
7th David Shim 1983 -19856 7th Micheal Wong 1985 - 1989
8th Henry Gan 1985 - 1989 8th Dominic Ch'ng 1989 - 1990
9th Shephard Muol 1989 - 1991 9th Andrew Lo 1990 - 2010
10th  Paul Wong 1991 -1992 10th  Law Kiat Min 2011 -
11th  Paul Lee 1992 -1993
12th  Joseph Chua 1993 -1997
13th  Dominic Engkabang 1997 - 2001
14th  Hadiah Leen 2001 -
1st Committee 1st EXCO
(Kuching Bank Employees’ Union) (Sarawak Bank Employees’ Union)
President MAHMOOD BIN DAUD President FRED YEO LEONG HAI
Minute Secretary NELSON LIAP KUDU Vice President TAN CHIN EK
Chairman TAN CHIN EK General Secretary MICHAEL LEE
General Secretary ALBERT CHIN Ass. General Secretary PETER SIM
Hon. Treasurer LEONG THEN YAW Hon. Treasurer LEONG THEN YAW
Committee Members SUNG NAI BOO Committee Members  HENRY CHONG
WEE SENG CHEE CHONG SIEW MING
GLADYS LIM YEO S. K.
YEO LEONG HAI Advisor LIM SEE MENG

First Chairman & Secretary of Branches

Kuching Branch Formed On 24™ April 1964
Chairman MAHMOOD DAUD
Secretary ALBERT CHIN

Sibu Branch Formed On 315t October 1971
Chairman NGU HUA LEE
Secretary LEE CHUA FONG

Miri Branch Formed On 3 June 1972
Chairman
Secretary

YEO CHUN NYEN
LO CHUN KUAN

Bintulu Branch Formed On 20" January 1980
Chairman SHIE CHI WEI
Secretary MICHEAL LENG

Sarikei Branch Formed On 16" February 1992
Chairman TING MING HING
Secretary EDDIE LOH LEH CHIENG




Bank Employees (50’s)

Iﬂli '.

First area Representatives & Organizers of
Miri Branch in 1970

(left to right): Lo Syn Koh, Henry Gan Khoon Hin,
Lo Chuan Kuan

i

SBEU officials (90’s) SBEU officials (2000's)
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SBEU Officials

Executive Committee 1981

PRESIDENT VICE PRESIDENT ~ GENERAL SECRETARY GENERAL ASST. GEN.

Ling How Ting Henry Gan Khoon Hin Abg. Iskandar B. SECRETARY SECRETARY
1979/1981 1979/1981 Abg. Latip Chew Kah Khoon Micheal Wong
1981/1983 1981/1983 1980/1981 1979/1980 Ngee Khih

1981/1983 1979/1981
Branch
Representatives

ASST. GEN. GENERAL TREASURER (KUCHING) (KUCHING)
SECRETARY Dennis Teng Hai Sing Anthony Liman Betty G. K. Chang

Anthony Liman 1979/1981 1979/1981 1981/1983
197971981 1981/1983

(SIBU) (SIBU) (MIRI) (MIRI)
Ong Beng Chui William Kanyan Peter Yek Tiew Chan Langat Maran
1979/1981 1981/1983 1980/1981 1979/1980

1981/1983

Principal Officials 1991-1993

PRESIDENT GENERAL SECRETARY GENERAL TREASURER  VICE PRESIDENT ASST. GENERAL
Paul Wong Andrew Lo Andrew Jong Joseph Chua SECRETARY
Kuong Chieh Kian Nyan Min Hian Then Hong William Kanyan
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SBEU

SBEU Cfficials 2016

PRESIDENT

DEPUTY PRESIDENT

HADIAH LEEN
HLB, Kuching

JOSEPH KONG
YING LUNG

GENERAL SECRETARY /
CHIEF OPERATING OFFICER

ASST. GENERAL SECRETARY /
HEAD TRAINING

LAW KIAT MIN
HSBC, Kuching

FAIZAL DENNIS
AIDAN ABDULLAH

RHB, Auto Finance, Sibu UOB, Kuching
VICE PRESIDENT / DIRECTOR AGNES TANG YOU KEONG GENERAL TREASURER / ROBERT THONG
(SPECIAL GRADE) HLB, Sarikei CHIEF FINANCIAL OFFICER MENG HON
HLB, Miri
VICE PRESIDENT / DIRECTOR WONG KIING HOCK ASST. GENERAL TREASURER/ ~ CHIONG YEW HOCK
(CLERICAL) HLB, Miri ASST. CHIEF FINANCIAL PBB JTO Sibu
OFFICER
VICE PRESIDENT / DIRECTOR DOUGLAS AK NINGKAN CHIEF EXECUIVE OFFICER ANDREW LO
(N-CLERICAL) MBB, Salim, Sibu KIAN NYAN
SBEU HQ
INTERNAL AUDITORS JULIANA LAU SING YE ANNIE CHANG

PBB, Li Hua Branch, Sibu

SOUTHERN REGION

CHAIRMAN
FLORA ANAK BANGGA
CIMB, Kota Padawan

MANAGER
SUKHDEEP SINGH
RHB, REG OFFICE, KUCHING

FINANCE EXECUTIVE
FABIAN ANAK OLIVER
PATRICK MUNAN
HLBB, Serian

INTERNAL AUDITORS
JOHN KEPLY AK FRANCIS KALING
ABB, JIn Abell, Kuching

FOONG SUH JANE
PBB, Saberkas, Kuching

BRANCH EXECUTIVES
HALIM VICTOR LI MOHAMAD
CIMB, Twin Tower

LI FERN FANG
RHB, JIn Kulas
LINDA KHONG MEI PING
MBB, Kuching Selatan

NUR AZALIA IRENE Sl BTE
ABDULLAH
RHB Tabuan Jaya

SUPARDI BIN HAMSAWI
HSBC, Kuching

CENTRAL REGION

CHAIRMAN
AGNES TANG YOU KEONG
HLB, Sarikei

MANAGER
JOSEPH KONG YING LUNG
RHB, Auto Finance, Sibu

FINANCE EXECUTIVE
CHIONG YEW HOCK
PBB Sibu

INTERNAL AUDITORS
RICKY LING SOON WU
PBB, SIBU

CHIONG CHEN CHAI
PBB, SIBU

BRANCH EXECUTIVES
MOHD NADZAN BIN HAJI ROSLI
RHB, Sarikei

JULAIHE BIN JUNAIDI
MBB, Sibu
NGU KEK TIUNG
HSBC, SIBU
JULIANA LAU SING YE
PBB. Li Hua

YOUNG JIN TIONG
PBB, JIn Central, Sibu

DOUGLAS ANAK NINGKAN
MBB, Salim, Sibu

ALLEEZUIN TAY SANDAK
HSBC, Sibu

HLBB, Boulevard, Miri

NORTHERN REGION

CHAIRMAN
CHUNG NGET MUI
MBB, Medan Jaya, Bintulu

MANAGER
SHERRY LAI HUI KHIM
CIMB, GIOD Hub, Miri

FINANCE EXECUTIVE
DEXTER GOH KEE HOCK
OCBC, Miri

INTERNAL AUDITORS
REKHA DORAH
HLBB, Boulevard, Miri

LING CHONG KING
HLBB, Miri

BRANCH EXECUTIVES
WONG KIING HOCK
HLB, Miri
LAU SII WEN
PBB, Medan, Bintulu
ANNIE CHANG
HLBB, Miri
THERESA WONG HUNG KIONG
PBB, Bintulu
DEXTER GOH KEE HOCK
OCBC, Miri

MOHD KHAIRUL ARIFFIN BIN
BOLHADI
HLBB, Boulevard

ANNE SABUT
SCB, Miri
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NI N SBEU was first established as Kuching Bank Employees’ Union in 1964

U and registered as Sarawak Bank Employees’ Union on 22 September

YES m 1966. It then expanded throughout Sarawak with the formation of Sibu
®  Branchin 1971, Miriin 1972, Bintulu in 1980 and Sarikei (1982).

MEMBERSHIP

SBEU had just 72 employees from 4 banks when it was first formed
50 years ago. Membership grew to 1542 by 1990. It reached a peak
of 3238 members from 25 commercial and 10 Finance companies
in 1997.

SBEU initially represented employees in Commercial Banks only.
We finally achieved 100% representation of all Commercial Banks
in Sarawak when we were accorded recognition by Kong Ming
Bank later EON Bank, now Hong Leong Bank in 1991. In 1992, we
expanded our scope to represent Bank owned Finance Companies
and within 2 years recruited all 500 employees in 10 Finance
Companies. In 1995, we further expanded our scope to represent
employees in all Financial Institutions registered under Banking &
Financial Institution Act 1989 (BAFIA), including merchant banks.
We are now seeking to represent employees in the whole financial
services sector with the coming into force of the Financial Services
Act 2013.

Since the aftermath of the Asian Financial Crisis in 1998, fewer
employees have joined the Union reflecting falling employment in
the Banking and Financial Industry. The Finance Companies have
since merged into their parent Banks. Local banks have merged into
10 anchor banks under the Financial Masterplan 2001-2010.

At the same time more members left the union due to promotions,
retirements, resignations and, sadly, redundancies. A total of
328 members have opted for the Voluntary Separation Scheme
(VSS) since 1996 and another similar number left the past 10 years.

SBEU MEMBERSHIP 1966-2016
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As a result, membership in benefit declined
to 2598 in 1996 and to 2282 in 2016.

Females outnumber males by 1351 to 931,
and account for 59% of total membership.
82% of members are under 40 years old and
27% under 30 years in 2016, However with
redundancies and low employment rate,
the average age of members has gradually
increased.

Whilst we also have members from amongst
non-executive officers, we have yet to obtain
recognition for the purpose of collective
bargaining. Our efforts have been frustrated
by the Director General of Trade Unions
which continue to hang on to archaic views
that even customer service officers are
executives. In some banks non-executive
officers outnumber non-executive employees.

The employment situation in the banking
industry in Sarawak continue to consolidate
as banks continue to outsource jobs and
employing outsourced sales agents which
have an impact on the potential growth in
SBEU's membership.

SBEU managed to minimise the losses by
organising all eligible employees and all
banks and financial institutions. Despite this,
we managed to maintain our membership
by making organizing our core focus. We
achieve a remarkable 98% membership
concentration i.e. 98% of eligible employees
are our members.

While outsourcing of non core operations can
be an effective tool in improving operational
efficiency, we are concerned about data
confidentiality, mis-selling and accountability
if the Banks use labour contractors.

Fortunately we minimised this and apart
from a few expatiates, there are no foreign
workers in the banks.

What is most disappointing is that the

government continues to make it very difficult
to organise outsourced workers. We are not

50" Anniversary [ 23 |
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against outsourcing provided outsourced
employees are allowed to become our
members. Again our application to expand our
scope to cover all employees in the financial
sector has been rejected by Minister of
Human Resources. This is unacceptable as all
players in the financial sector are offering
integrated financial services and products,
including bank assurance within the ambit
of the Financial Services Act 2013.

We hope to address this under Freedom of
Association framework when Malaysia ratify
that under the Trans Pacific Partnership
Agreement in 2018.

SARAWAK BANK EMPLOYEES® UNION



Private Motor Insurance

Comprehensive protection
for my family on roadtrips.

MORE BENEFITS WITH ADDITIONAL PREMIUM -

Windscreen Damage AmDrive Plus
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Quick and Convenient.
Renew both your motor insurance & road tax with us.

Visit the nearest AmBank branch today for more details.
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Organisation

TRIENNIAL DELEGATES CONFERENCE

The Triennial Delegates Conference is the supreme decision
making body of SBEU. It consists of EXCO and delegates elected by
members from all SBEU Branches. It was held every two years
until 1993 when it was changed to every 3 years. The TDC reviews
the work of the Union the preceding three years and formulate the
general policy and direction of SBEU for the next three years.

i~ Sarawak Bank Employvees'Union /
17 Trgnnial Delegates Conference
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50" Anniversary

Each branch has a Branch Committee of up to 11 members elected
during the Branch Biennial General Meeting (BGM). The Branch
committee manages the affairs of the branch with the assistance
of the Inter Relations Committees.

All branches continue to be very active with numerous activities
organized, apart from taking up issues and grievances at their
level.

All BGMs were held on schedule with attendance way above the
required quorum. SBEU is proud that all branch BGMs since 1991,
average 60% attendance - way above the quorum of 1/3. This is
commendable, especially when taking into account that a large
number of members are from outstation locations.

To be more cost effective, SBEU rationalised the 5 Branches into
3 regions in 2009/2010. Southern Region covers Kuching and the
towns of Lundu, Bau, Kota Samaharan. Siburan, Serian and
Bandar Sri Aman. Central Region covers Betong, Saratok, Sarikei,
Bintangor, Sibu, Kanowit, Kapit, Dalat & Mukah. Northern Region
covers Bintulu, Batu Niah, Miri, Marudi, Limbang & Lawas.

26 | SARAWAK BANK EMPLOYEES' UNION
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INTER RELATIONS COMMITTEE (IRCs)

Members in each Bank elect the IRCs .
as their representatives. The IRCs are ] BANK EMPLOY FES U"nlﬂ’."‘l
a crucial link between the Union and UNION ADMINIS TR FTTON AND FINANCE WORKSH

members. They are at the forefront UM

in addressing members’ issues and | ExXCO 'H]l‘li‘-l’.
problems at the workplace. The IRCs F 'B KUCHING PARM HOTEL
meetings held every 3 months enable i LLY

IRCs & Branch Committees to share
information and resolve various
issues affecting members of the
workplace.
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BANK(ISLAM

Pioneering Change

Who We Are

Established in 1983, Bank Istam is the first Shariah-based banking institution in Malaysia and has
been instrumental in driving the rapid development of the country’s Islamic economic landscape.
The Bank's vision lo become a ‘Global Leader m Islamic Banking' 1s reflected by its continuous
drive for innovation as it offers a comprehansive list of 1slamic financial and banking solulions. As
one of the leading banks in Malaysia, Bank Islam has been recognised by a slew of awards by its
peers, which include "Islamic Bank of the Year" Asia by The European Global Banking & Finance
Awards 2015, Strongeast Islamic Retail Bank in Malaysia by Islamic Hetail Banking Awards 2015
{Cambridge IF Analytica - UK), “Best Islamic Bank Malaysia" and “Innovation in Retail Banking
Malaysia” category tfrom The International Banker Asia & Australasia Banking Awards 2015.

It you are looking for a rewarding and exciting career in a full-fledged Isiamic banking institution,
drop us your resume at career®@bankislam.com.my

For other available vacancies, visil our career portal al www.bankislam.com.my
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Management

MANACEMENT WORKSHOPS

o

The key feature in SBEU's administration is the annual
Management Workshops held in the 1%t quarter of each year.
The workshops, now in their 20" year, attended by all key
officials of SBEU, are very useful in reviewing the work of the
Union for the previous year and to lay out the programs for the
coming year. The workshops have enabled SBEU to manage
our budget in a prudent and cost-effective manner.

The SBEU Management Handbook, now in its 19" edition, was produced as a guide and reference
to assist officials to carry out their duties in a professional and effective way. SBEU introduced a
Functional Organisation Structure in 1996. There are clear duties and responsibilities for each
official both at HQ level and at branch level. Going forward we may develop a more lateral
organisational structure to better suit the varied demands and requirements of our members.

SARAWAK BANK EMPLOYEES' UNION

ORGANISATION CHART

EXECUTIVE COUNCIL
9 PRINCIPAL OFFICERS
3 BRANCH / REGION MANAGERS / SECRETARIES
1

1 1
President . General Treasurer /
Hadiah Leen Py e Chief Financial Official
International/Affiliation, P 9 Thong Meng Hon
Discipline & Compliance, Account, Subscription,
Public Relations Building/ Fixed Asset
I

General Secretary /
Chief Operating Officer
Law Kiat Min-CA,
Industrial Relations, Organising

Asst. General Secretary
Faizal Dennis

Training / Education, IR Organising

(SBEU @ Workplace)

T Chief Executive Officer
- N SO0 0000 .I ........... Andrew Lo
I | 1 Retreat, Administrative &

Vice President (NCL)/Director Advisory

Douglas Ak Ningkan

Vice President (CL) / Director
Wong Kiing Hock

Asst General Treasurer
Chiong Yew Hock

Agnes Tang

Vice President (SG)/ Director ’

Social/Welfare General Insurance Life Insurance Audit Retreat, Discount Scheme
| 1 1
1
1 1 1
Branch Secretary / Manager Branch Chairman Branch Treasurer / Finance Executive
Admin/Publicity, Membership, IR, Organising, Social, Building, Account, Subscription,
Education Discipline & Compliance Insurance, Discount Scheme
| |
| 1
CommiFtee/ Committee / Committee / Committee / Committee / Committee / Committee / Committee /
Executlvg 1 Executive 2 Executive 3 Executive 4 Executive 5 Executive 6 Executive 7 Executive 8
Industrial Education Admin Women Building Social Membership Insurance
Relations




OFFICE

In the early years SBEU officials used to
operate from their own homes or from a
corner in the bank branches. SBEU's 1¢
office was a rented office shared with other
Unions at Lot 192 Jalan Ang Cheng Ho,
Kuching in 1982.

Following the election of Abang Iskandar and
then Michael Wong as General Secretaries, the
HQ was move to Kampong Dato in Sibu in 1987
SBEU 1st Office which also housed the Sibu branch. Kuching

" branch moved into its own office at King
Centre in 1989, Bintulu to Medan Jaya in 1995
and Miri to Boulevard Centre in 1996. We
moved into our new HQ at Queens Court in
Kuching in 1999. The office for Sarikei was
completed in Dec 2006.

All branches are fully equipped and are
all linked on line. This has improved our
effectiveness in reaching out to members and
in communications between Branches & HQ.
We also have our own specialized software
applications to manage our Memberships &
Subscription Register, Benevolent Fund and
Financial Accounts.

SBEU maintains a library at HQ equipped
with all Law Journals and the Industrial Law
Reports as reference, materials/publications
on Industrial Relations, Human Resources
Management and Banking.




OFHCIALS & STAFF

Ever since its formation, from the time of the 1% President of
SBEU Fred Yeo Leong Hai to the Current President Hadiah Leen
who was elected the 15t Woman President; from Michael Lee the
1%t General Secretary to Andrew Lo who has the distinction of
the longest serving (20 years); from EXCO to Branch Officials,
SBEU is fortunate to have dedicated leaders.

Whist all SBEU leaders are volunteers they all seek to manage
SBEU in a professional and structured manner, always listening
to the views of members and making decisions for the long term
interest of SBEU.

To instil greater professionalism and effectiveness for SBEU, 9
officials graduated with IPMA Diploma in Business Management.
They have earlier obtained their Certificates in Personnel
Management. 4 went on to obtain their Masters including current
General Secretary, Law Kiat Min. The CEO obtained his law degree
in 1997.

General Treasurers 1991/1989
In 2005, SBEU changed the titles of our officials to reflect their
job functions and duties more accurately, Deputy/Vice Presidents
are now known as Directors, General Secretary as Chief Executive
Officer, Assistant General Secretary as Chief Operating Officer,
General Treasure Is Chief Financial Officer. Branch Secretaries are
now Branch Managers, Branch Treasurers are Finance Executives
and Branch Committee are Branch Executives.

SBEU first employed a part time clerical employee in 1988.
Currently SBEU has 18 employees, 6 at HQ and 12 at the Retreat.

SCBA's member Banks have graciously seconded the General
Secretary on a full time basis since 1998 and General Treasurer
since 2015. The President, Assistant General Secretary and Branch
Secretaries are seconded on a part time basis. This tremendously
increases the effectiveness of SBEU in resolving grievances and

Deputy President /

disputes with the bank and in building professional industrial Assistant General Secretary 1990
relations with the Banks.

Sl

e

HQ Staff 2012 Handling over to 1st Women
President




TRADE UNION PRESENCE AT WORKPLACE (TUPAW)

Apart from recruiting new members, one key element in SBEU's
organising strategy is the TUPAW programme. Under this
programme, Branch Officials visit members at their workplaces
to listen to their views and to attend to their grievances and other
issues that may arise at the workplace.

Since the programme was introduced in 1995, Branch Officials
at SBEU branches have conducted an average of 2 visits a week-
averaging 150 visits every year. This means that each bank
branch will be visited at least once a year.

A a total of 3019 such visits made illustrates the extensive reach
of SBEU to our members.

Trade Union Presence at Workplace (TUPAW)

2008 2009 2010-Mar 2011 TOTAL
BRANCH NO.OF VISIT MEMBER NO.OFVISIT MEMBER NO.OFVISIT MEMBER NO.OFVISIT MEMBER
KUCHING 21 262 18 196 36 390 75 848
SIBU 13 210 20 242 26 408 59 860
MIRI 15 237 14 118 15 228 4t 583
BINTULU 11 123 18 205 22 205 51 533
SARIKEI 15 117 15 140 11 123 41 380




Finance

CENERAL FUND

From our humble beginnings the financial
position of SBEU has grown steadily. From
$104,987.56 in 1990, our assets jumped to
$5.5 million on 2006 and $16,043,941.00 as at
31//3/2016 before capital appreciation.

The Ben
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This is due to the unwavering support from
members who not only diligently pay their
subscription fees but contribute 10% of their

arrears after each Collective Agreement.
Despite a drop in membership since 1990,
assets continued to rise.

The main source of income remains our
monthly subscription (1% of Salary). Other
sources are group insurance scheme & general
insurance commission and FD interest, rentals
and our Retreat & Training Centre. We have
built up our finances such that membership
fees is just 53% of our annual income.

This reduced reliance on membership fees
allows us to withstand the threat by SCBA to
withdraw check-off facilities during the major
dispute in 2011.

SBEU strives to strike a prudent balance
between the need to provide adequate
services and support to our current members
with the need to build up our financial asset
for future generations.

The computerized
accounting system allows
SBEU to keep a tighter
control of spending and
ensure that the expenses
are within the budget.

BENEVOLENT
FUND

Fund  was
implemented in 1995 to
encourage our members to
save for their retirement.

Under the Fund, members pay a monthly
premium to the fund which is then invested on
their behalf. They will get back their premiums
plus dividend when they cease to be a member
of SBEU upon retirement, leaving the banking
industry or falling outside the membership
scope of SBEU.

Initial monthly premium was $4. This was
increased to $10 in 1999 and then to $20 in
2003. Assets are $8,581,087.00 as at 31 March
2016. The fund declared dividends averaging
from 4% to 5.5% annually. The fund invests in
Fixed Deposits, properties and the Union
Yes Retreat to provide stable and secure
investments with decent returns.

Total withdrawal since the inception of the
Fund amounted to $2,205,720.62 by 718
members.



SBEU PROPERTIES

SBEU currently has 10 landed properties/buildings purchased over the years.

Date of
Purchase

Location

Property Type

Description
Property Held

Tenure
(Lease)

Expiry
Date

Purchase
Price

A 03 Apr, | 3“Floor, Lot 32 Blk D Strata Title SBEU Dormitory Leasehold | 24 Sept | RM84,190.03
1990 King Centre, 93350 3" Floor of a 4-Storey 60 Years 2038
Kuching Shophouse
B 05 July | Lot 3672-3-2 2" Floor Strata Title Bintulu Branch Office Leasehold 27 Feb. | RM100,507.94
1994 Medan Jaya Comm. Centre 2" Floor of a 3-Storey 60 Years 2052
Blk 31 Kemena Land Dist Shophouse
97000 Bintulu
(o 28 Feb | Lot 2441 Blk 5 Miri Commercial Miri Branch Office & Leasehold 21 Jan RM453,487.20
1995 Concession Land Dist. 3-storey Shophouse Rental Income 60 Years 2050
98000 Miri
D 17 Nov | 2" Floor, Lot 79 Queen's Court, | Strata Title SBEU HQ, Retreat Leasehold | Pending | RM200,000.00
1998 Jalan Wan Alwi 93350 2" floor of a corner Unit | Marketing Office Title
Kuching 4-Storey Shophouse MTUC Office
E 29 Jun | Lot 371 Blk 5 Gading Land Beach Front Land Union Yes Retreat FreehHold - RM355,000.00
2001 Dist. Siar Beach, Lundu 1.7 acre Perpetuity
Kuching
F 23 Apr | Lot 317 Blk 4 Matang Land Country Land Adjacent | Vacant Leasehold 12 Aug RM140,000.00
2004 District, 11th ML Matang Rd to mountain stream Pinic/Camping Retreat 60 Years 2074
Kuching
G | 3-May-05 | Sublot 10 Lot 16 Blk 24 3-Storey Corner Rental Income Leasehold - RM485,000.00
Sarikei Land District, Shophouse Sarikei office 60 Years
Tiang Soon Heights, Sarikei
H 26-Feb- | Lot 9 Block 5 Gading Land Beach Front Land Union Yes Retreat Leasehold 12 Jan RM500,000.00
08 District, Lundu, Kuching 60 years 2036
| 11-Jul-08 | 2™ Floor, Lot 78 Queen's Court, | Strata Title Kuching Branch & Leasehold | Pending | RM245,000.00
Jalan Wan Alwi 93350 2" floor of a MTUC Office Title
Kuching intermediate Unit
4-Storey Shophouse
J 18-Jun- | Lot 2351Blk 9 Seduan Land Vacant Land Proposed Recreational | Leasehold 17 Oct RM912,042.00
10 District, Sibu & Childcare Centre 99 Years 2098
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OFFICIAL SIGNING
1™ COLLECTIVE AGREEMENT 2006 TO 2008
SCEASSBEU
WITRESEED By
PUAN HAMEDAH NAZWD®

MCEA
3 0CT, 2007

A Union's primary role is to bargain for better terms and conditions
of employment for its members to be incorporated into a Collective
Agreement (CA).

SBEU's first ever CA was with the Chartered bank on 6/12/1966
with a starting salary of RM120. CA with OCBC & with HSBC
were signed in 1967. The second CA with Chartered Bank was
concluded in 1971 after 15 rounds of negotiation and conciliation.
The 1t CA with Hock Hua Bank was signed in 1974.

1976 saw the formation of the Sarawak Commercial Banks
Association, a trade union of employers representing Bank
Bumiputra, Ban Chiang Bank, Kwong Lee Bank, Chartered Bank,
Hongkong & Shanghai Bank Corp & Overseas Chinese Banking
Corp. SCBA provided a platform to standardise the terms and
conditions of employment for the banking industry in Sarawak.
The SCBA/SBEU's CA was eventually extended to all banks &
finance companies in Sarawak. We have concluded 14 Collective
Agreements with SCBA since then.

The 15t CA (1967 to 1977) with SCBA was concluded in 1978 after
long drawn negotiations necessitated by the need to standardise
the terms and conditions amongst the various member banks
of SCBA. It provided for an annual Bonus of 2 months' salary.
The second CA was concluded in 1979, again after long
drawn negotiations. Hock Hua Bank and Overseas Union Bank
were included.

]
HETWEEN

SCBA AHD SBR

1st CA with Hock Hua Bank




AT L

&%mﬂ

4 s.q.ut.f  SECTOR WG

EXpLO lTﬁa

- .-‘

Negotiations for the 3@ CA (1982-1984) was
deadlocked despite more than 3 vyears of
negotiations. The dispute was referred to the
Industrial Court. The Industrial Court standardised
the salary scales for bank employees throughout
Malaysia. In addition employees in Sarawak are
paid a monthly Sarawak allowance that ranges
from 15% to 25% of their salary. Salaries of
members jumped almost 50%.

Retirement benefits in the form of gratuities
were abolished in favour of additional 4% in EPF
Contribution.

In 1987, a successful challenge to the Supreme
Court resulted in the Banks having to contribute
at 16% of gross salary instead of the statutory
12% to the EPF as retirement benefits.

The 4™ CA (1985-1987) provided for paternity
leave. Salary Incease was 11%.

Over the years, the industrial court & collective
bargaining practice has established the wage
fixation principle that salary increase should not
exceed 2/3 of the increase in the Consumer Price
Index for the relevant period.

For the 5" CA (1988-1990) in 1989, SBEU and
NUBE, after taking the nationwide protest action
successfully challenged this principle. As a result,
the industrial court awarded the salary increase
that is more than 2/3 of the CPIl. This landmark
decision was subsequently upheld by the High
Court.

The banks agreed to extend medical benefits to
family of employees in a significant breakthrough
for the 6" CA (1991 to 1993). Members also
enjoyed a 12% to 16% salary increase.

A long outstanding issue was resolved in the
7t CA (1994-1996) when the bank agreed that
tellers do not have to pay for cash shortages
anymore. Salary increase range from 22% to 34%,
one of the highest ever. The new CA also includes
provisions for part time employees.
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Occupational Safety and health provisions and Childcare Allowance \"”
for employees with children below 7 years old were incorporated

into the 8" CA (1997 to 1999). Members enjoyed 12% to 16% salary =
increase. e

SBEU is the 1%t Union to initiate the reduction of sick leave
entittement in our efforts to improve the productivity of our
members. We are also the 1t Union to agree to a reduction in
benefits to assist our employers to cope with the aftermath of the
1997 financial crisis.

For the 9" CA (2000 to 2002) the Banks wanted to have complete
freedom to outsource and contract out jobs. SBEU rejected the
demands and went to Court to maintain these crucial safeguards in
our job security.

Our decision was vindicated when the Industrial Court handed
down its award No792 of 2005 maintaining the safeguards and at
the same time awarding a 12% salary increase and backdated to
1%t January 2000. As a result SBEU members got up to 38 months
arrears worth more than RM20 million.

Since then, SBEU has been taking the lead in negotiating for CA that

has paved the way for a nationwide agreement. . \

o i1 NEW
It allows us to develop proactive proposals on job empowerment By 5 SFL#SH_!
and performance pay in our continuous efforts to enhance the job ""Liuulu,,,m

value of our members. i I
Code of Conduct for prevention of sexual harassment along with a

9% salary adjustment and a new benefit-increase in delivery charges
for female employees was achieve in the 10" CA (2003 to 2005).




PERFORMANCE PAY

As early as 2004, SBEU has been working with the banks for a performance pay system
for bank employees. We believe that a PPS that is equitable, transparent and within the
framework of the CA will address the need to improve productivity and efficiency of banks
and at the same time increase the value of our members' job and their income.

Salary revision based on the CPI will not lead to an increase in the standard of living, as any
salary increase will be offset by the higher cost of living. It is also generally accepted that
CPI does not accurately reflect the actual increase in the cost of living, especially for the
lower and middle income group.

Together with job empowerment, PPS will encourage our members to improve their
performance and increase their job value so that their income will increase above the CPI
rate and lead to a higher standard of living.

Our drive towards performance pay took a significant step in the 11" CA (2006 to 2009)
when it as agreed that the 2-month contractual bonus be abolished and incorporated into
the basic salary. Annual bonus will be henceforth based on performance of the Bank and
the employee. Performance of the employee shall be based on an open appraisal system.
Any employee not satisfied with his performance, targets, appraisal or bonus pay-out have
the right to refer to the Union in the dispute handling process. As a result, employees get a

salary increase of up to 32.76%. T ?, -
: = I.J'II

The introduction of performance bonus has spurred the
drive to higher performance, productivity and efficiency.
Since the introduction, members were paid up to 6 month
salary as performance bonus. The average was 2 to 3 months.

PERFORMANCE BONUS PAID BY BANKS

IO e et e e e e el A oo R L ot Pt
Zg Salary Uy Salary | for2008 | Salary | for 2009 CEELZND)| (= Salary faiei2ui0](peroit2o member | Salary | for2011 | Ea Salary | for2012 (LD Salary | for2013
2007 member

RM'000 RM'000 RM'000 RM'000 RM'000 RM'000 RM'000
1 |Affin Bank 44] 250 | 251209 547 409553 246) 385139| 340000 | 7,727 323| 474794 281,006 | 5854 | 245 53371 21783 169 595555| 360525| 302 672,529
2 |Alliance Bank 33) 200 | 508410\ Q44| 314,052 153/ 253,220 122,791 3721 163 433,848 149395 | 4,527 198/ 518997 | 165343| 200 260,834 132626 156 347,246
3 |AmBank Bhd 160) 260 | 784290 260 759194 165 952,683 850,040 | 5,986 239 1,865,498 - - 000 2,081,700 | 662099 | 202 570,188 686,484 | 222 962,613
4 |BankMuamalat | 21| 100 | 65542| 135| 42,385 429 140,634 214055 | 10,193 | 407 204786 92,842 | 3868 154 204300| 216942| 420 101,891 45804 | 152 234,978
5 [Bank Islam 65/ 200 | 236660 173 308,267 255 233096 427,463 | 6576 | 294 313035 | 361241 586 261 470,100 | 554400 351 600303 619353 322 683,018
6 |CIMB Bank 242 190 1,767,939 393/ 2,184,696 277 1,937,069 | 1581860 | 6537 267 2365868 1779350 | 7,353 |  3.00 3,86293 | 1696300 258 | 2489372 1,766,067 | 260 | 2,729,015

7 |EON Bank 177) 094 | 264980| 176 231,629 380 378796 | 2283220 12,900 | 536/ 476,877
8 |HongLeongBank | 185 200 | 759,444 194 949,021 197/ 886395 | 1,082,069 5849 195 961,005 | 1,714,416 | 9,267 3.09 1,078,566 | 1665220 186 | 1777917| 1709289 169 1,973,692
9 |HSBC Bank 62| 174 |1031619) 13| 1185416| 112 805303 | 428406 6910 | 235 983854 | 42269 | 7,157 243 1202987 | 445876| 223 | 1407812| 411043 193 | 13452
10 Maybank 473| 2.00 |3,118575 205 383,079 297| 4,786,544 | 3,674,269 | 8,093 325 4,561,429 | 1928214 | 4,285 172) 2,670,185 | 3416048 | 250 | 5498158 | 4143715 333 | 6,126,940
11|0cBC Bank 18| 078 | 717525 114 848420| 160 784,920 55850 | 4296 | 174 920274 57953 | 4829| 181 704736| 70697 248 | 1025107 8154 248 | 1113310
12 |Public Bank 421f 125 12.850,783|  378| 2,897,716 328 2,789,170 | 3015243 | 7162 297 3,677,657 | 2903995 | 7,260  3.01 4,085281| 2682173 | 244 | 4626986 2971885 | 246 | 4646632
13 |RHB Bank 351 130 | 885267  147| 1,285,004 165 1,357,344 | 2294560 | 6537 254/ 1,740,757 | 1593760 | 6,037 | 235 1,886,540 1334830 189 | 2164986 1463550 | 188 | 2037172
14 |Standard Chartered| 46/ 145 | 744709 113 957,878 124 382406 229769 | 4995 | 150/ 507,670 | 186360 4778  143| 765036 | 172251 137 854207| 125469 0.90 647,748
15 |UOB Bank 32| 037 | 664475 081/ 515,209 117| 701,117 103,726 | 4,149 201 794,694 98,280 | 4,095 199/ 1,007,322 | 120270 221 1,182,714 157,080 | 2.50 1,303,899
Average ndusty bonus/Bank profit 159 976762|  177) 884768  2.27 1118256 16,703,321 271 1448718 | 11,569,081 196 1485793 | 13420272| 220 | 1654006| 14679,944| 209 | 1771665




The 12" CA (2009-2011) provided
a salary increase of 9%. Banks aﬁ@, IS Sl
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The 12th CA unfortunately created
one of the biggest dispute when
SCBA refused to extend higher
benefits that it subsequently
granted to employees in Peninsular
Malaysia and Sabah, to SBEU. This
is despite signing a Memorandum
of Agreement with SBEU.

It is unfortunate that the Court of Appeal ruled that SCBA is not legally obligated to extend
the benefits as the MOA was not submitted for cognizance at the Industrial Court. It does
leave a sour taste in the relations.

The 13" CA (2012 to 2014) provided a significant breakthrough in recognising job
empowerment, apart from the monetary benefits and salary increase.

Banks can and should assign non-clerical members to perform clerical duties as their
secondary functions. This will enhance the job value of the non-clericals and also prepare
and train them for career advancement.

We do not want our non-clericals to remain as non-clericals. We want them to learn new
skills and to gain experience so that they can be upgraded. It is our longstanding policy
to enhance the job value of our members in order to enhance their income and living
standards. And this has led to a positive increase in the salary as reflected in this CA.

The CA also provided for Clerical members to perform sales functions, including related
supportive roles, as assigned by the Banks.

SBEU Members, including non-clericals, look forward to performing higher valued jobs and
taking on new responsibilities, higher authority limits, CSR, Service Ambassador, sales,
marketing and numerous other jobs functions.

We can also view this as a positive move for SBEU members to maintain our relevance in
the banking industry that has seen a steady decline in clerical functions and increase in
sales and service functions.

To ensure that the additional duties are reasonable, an employee who is dissatisfied with
the duties assigned to him has the right to refer to SBEU. Of course the banks must provide
adequate training and equal opportunities.

e ) SARAWAK COMBERCIA| RANES" ASS{LLATI &
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also provided insurance cover for 12" COLLECTIVE AGREEMENT 2009 - 2011

hospital and surgicals for spouse
and children of employees.

|
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SBEU members throughout Sarawak has voted
overwhelmingly to ensorsed the Agreement.
They turned out in full force at EGMs held in
Kuching, Bandar Sri Aman, Sarikei, Sibu, Kapit,
Bintulu, Miri and Limbang. Members from
other towns voted by postal ballots.

The CA also provided for members to enjoy a
salary increase between 12% to 17% equivalent
to $202 to $824 extra a month.

The increase in Retirement Age to 60 after
the implementation of the National Minimum
Retirement Age Act benefited those who are
due to retire at b5 before 1 July 2013. Maternity
Leave is increased from 60 - 90 Days.

The 14" CA (2015-2017) provided for a 10%-12%
salary increase.

The starting salaries of SBEU members is
$1489 a month and maximum is $6613 a
month - compared to $120 and $220 a month
50 years ago.
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AM FINANCE COLLECTIVE
AGREEMENT 2003-2005

For 4 long years, Ambank/MBF Finance refused
to conclude a CA until members picketed and
threatened to call for strike. Subsequently,
the dispute was referred to Industrial Court
on 20" December
2004,

The court handed
down an Award that
is based on SCBA/
SBEU CA (including
effective dates) with

Salary increase
of 15%. Members
received averaging
$10,000 in arrears
each.

When Am Finance
merge into AMbank,
the terms and conditions were subsequently
standardised with the SCBA/SBEU CA.

For the 2006-2009 CA, Ambank members got
33% to 46% salary increase backdated to 1 Jan




HSBC CSB .

IN 2007 SBEU obtained recognition to represent Customer
Service bankers in HSBC Bank. This is a higher grade than
existing clericals and is a significant step in our efforts to
represent all non-executive officers in the banking and
finance Industry.

We have executed 3 Collective Agreement with HSBC for
the CSBs with terms and conditions that are better than
officers in some other banks.

MEMBERS DECIDE

One of the key initiative by SBEU is that
we only execute Collective Agreements
after all members have the opportunity
to review the terms and decide by secret
ballot. This empowerment of our members
is not mandated by our constitution
but is fundamental to the transparency
of the negotiations and in the final

analysis, decisions are always taken in

the best interests of the members and

employees.

SBEU officials meet with members from
all towns, big or small in Sarawak.

We believe that our results speaks for itself.




Heantfelt

on Sarawak Bank Employees’ Union

50th Anniversary Celebration

From the management and employees of

)3 HonglLeong Bank and )ﬁ HongLeong Islamic Bank



With more than 16 different Banks and 12 Finance Companies at
one time, run by dynamic Human Resource management and over
2000 well informed members, industrial relations issues remained
at the forefront of SBEU activities and services to our members
over the past b0 years.

Collective agreements are only negotiated every three years. In
between, industrial relations issues will arise. The issues and
employee grievances include, but are not limited to:

« Interpretation/ non-compliance of Collective Agreements

« Non payment of staff benefits including overtime &
medical expenses

«  Employee misconduct including dismissal & other
disciplinary actions

« Transfer of members

+ Redundancies/VSS

« Mergers, rationalization & branch closure

- Staff management/ arrogant managers

«  Working environment, occupational health and safety
including stress and pressure

e Outsourcing

« Cash shortages

« Performance appraisals and Bonus

«  Whether husband and wife can work in the same bank

By and large, SBEU and the banks resolve the issues and disputes
amicably within the Grievance Handling procedure as provided for
in the Collective Agreement.

Beyond that, the dispute resolution mechanism and the
Industrial Relations system under the Industrial Relations Act is
cumbersome. The long time it takes for cases to be referred to the
Industrial Court, for hearing to be completed and for decisions to be
handed down has contributed to this great sense of frustration that
must be resolved.

There have been numerous instances where the dispute resolution
mechanism has failed to address the issues to the satisfaction of
SBEU. This is where the union had to resort to protest actions and
industrial actions.




Over the years we have picketed against all banks over the CA,
in 1981, 1988, 1991 and 2001; in 2012 over extension of benefits,
against SCB in 1978 over the dismissal of an employee and in
2006 over demotion and non-payment of allowances; against
Maybank in 2003 over non-payment of medical claims; against
BCB over dismissal of an employee; against Bank Utama on
dismissal; RHB bank on dismissal, against Hock Hua bank over
Employee share option scheme; against Hong Leong Bank over
branch closure; Am Finance over CA; Amanah Finance and
Maybank Finance retrenchment; Affin ACF Finance over CA, HSBC
over closure of Commercial Banking.

Members have also shown their displeasure at the management
by wearing protest badges on numerous occasions. Thankfully
SBEU has never had to resort to strike actions in our history,
though on rare occasions, we have threatened to do so.

Credit must also go to the human resource management for
adopting a proactive and mature stand when dealing with
employee grievances.

Since 1966, more than 70 cases of members who were
dismissed were referred to us. The dismissals are due to
various misconducts, fraud & misappropriation, including cash
shortages, missing cash, absent without leave, non confirmation
of probation, insubordination, even sexual harassment and
conflict of interest. One case involved the obesity of a probationer
and another concerns whether staff can marry each other.

We took up the matter in 29 cases where we feel that the
dismissal is without just cause or excuse. The banks reinstated
8 members after negotiations/conciliation/protest actions. 10
were settled amicably, 2 were withdrawn and 14 were referred
to the court resulting in amicable settlement in 7 cases. The
Industrial Court ordered reinstatement in 2 cases and ordered
compensation in one, while 2 are still pending. 3 cases were not
referred to the Court.

While, SBEU do not condone any dishonesty or misconduct by
members, we will not tolerate any discrimination by the banks and
insist on proper and transparent investigations and proper inquiry.

SBEU is also proud that we have moved away from industrial
actions such as go slow (a favourite in the 70s) because we
believe that whatever differences we have and issues that
we may have with the management, our customers and account
holders must come first and we must continue to provide the
best services to them even when we picket ourselves against
the Bank.




Of course there have been isolated incidences
when ill advised human resource managers
have taken actions that escalated disputes
and made matters worse instead of finding
a resolution. Such actions actually make the
Union stronger and more determined in
fighting for members rights.

A case in point is the ongoing dispute with
HSBC Bank over the closure of Commercial
Banking in Sarawak. Instead of working with
SBEU to manage the difficult situation, it
discriminate and target only employees in
CMB for redundancies, It forced employees to
accept VSS or to be retrenched.

Good sense would dictate that all VSS should
be open to all employees of the bank, not just
CMB as they are not specialised employees and
can easily perform a non-executive jobs.

After intervention by the Bank Global HQ, the
bank came to an agreement with SBEU to
resolve the issue but the Malaysia CEO
rescinded it, Such unethical behaviour is
unheard of in any industry, much less the
banking industry where honesty, transparency
and integrity is of utmost importance.

The Bank senior managers intimidated
employees into applying for VSS.

As a result, SBEU threatened strike action
before the matter was referred to Industrial
Court.

We reproduce in the following pages our
newsflash on the Dispute. It is indeed a very
sad episode in our History.
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SBEU has always placed great emphasis on Training & Education.
We organise training courses for members and send officials
for training as early as the 70s. Since 1991, we have conducted
an average of more than 15 courses a year. That is more than
450 courses. We constantly review our education programmes
which are geared towards developing leadership qualities and
training members not only to be effective union members, but
as responsible and productive employees in the finance industry.

We also organise joint courses with SCBA on Performance
appraisal, sales/marketing, customers service and Industrial
Relations.

The education programme consists of:

» Induction Programme (IP) for new members

» Grievances Handling, Misconduct/Domestic Inquiry and
Industrial Relations

+ Leadership/Team Building

« External Courses conducted by MTUC, UNI & Management
& Training Consultants

+ Professional Courses in Law, Human Resources and
Management

» Joint SCBA/SBEU Training

« Bilateral Exchange Program- with Spore Bank Employees
Union

Education

:PTEMBER 2002




Officials were also sent to national level courses conducted by
SBEU, UNI, MTUC and professional organisations in Sarawak &
West Malaysia. Key officials were also sent overseas to attend
Regional Training Courses & Conferences in specialized fields.

10 Officials graduated with the IPMA Diploma in Business
Administration in December 2006. This should instil greater
professionalism and effectiveness for SBEU. 4 went on to obtain
Degree and Masters qualifications including the General Secretary.

Training Programme has assisted SBEU instil a more professional
approach in managing the union and when attending to the needs
of our members.

Employers have extended their crucial support by granting paid
leave for members to attend our programmes which we believe
also contribute to the human resource development of the Banks.

Our own Union Yes Retreat and Training Centre at Siar Beach,
Lundu will further enhance cost effectiveness of our Training
programmes.




Value Added Services

The aspiration and needs of bank & finance employees today are

much different compared to 40 years ago. Due to the success of .m;mLLﬁl.H.-h.
SBEU, bank employees enjoy attractive terms and conditions of | ?ES-J’“M‘HEE -ﬂih
employment. The quality of life and standard of living has increased = e ¢
tremendously. Bread and butter issues can no longer be the sole
preoccupation of the Union. Trade Union in the 215t Century cannot
succeed if we do not provide value added services to our members.

We must give value added services to our members & their families.
Our future success will depend very much on our ability, courage
& vision to adopt new initiative for the benefits of our members.

INSURANCE
The SBEU/ Great Eastern Life Insurance Ltd. Group Multiple L"_INE-\MSFLW
—— e

Benefits Insurance Scheme (GMBIS) was first introduced in 1985.

|
fe

GMBIS is a life insurance scheme for members and their families, ;-,_?_’:‘:"_"Wlfmm_.-m:u
including children. Sy el |
e~
\ "
The specially designed scheme provides additional savings for “ET.. I
members and coverage for permanent disabilities, accidental and _ Ldst |
natural death, as well as comprehensive coverage for critical illness. L‘J: 1 y e
—
v by .
e g
Under the scheme, every RM10 a month in premium provides ::_\ :_g:"",_:“_*_-"_\'
coverage of RM20,000 for accidental death and RM10,000 for e e =
natural death or any of 36 critical illnesses or disabilities. Se—— S====== ===
Members can choose to insure up to $200 a month. .:___?‘ E_‘%:—-\_:-
e 5 ey e :’—..'_"'_‘::T.'.:,":-?

The scheme declare annual bonus averaging at 8% for the past
31 years - one of the best returns of any insurance scheme in the

country.

To give members more choices, we introduce another group
scheme with ING (later AIA) insurance and a new investment linked
insurance scheme in 2004 to provide an alternative for members
to participate in investment linked insurance products to better

match their savings profile.

As at 31/3/2006 a total of 2601 members and their spouses
participated in this scheme. Average vyearly premiums was
$1,144,410.00 and has increased to RM2,622,580.90 in 2016
covering 5602 members, families & bank officers. This increase is
despite the declining membership of SBEU.

The Schemes paid out a total of RM6,369,610.59 for 185 claims
since 1985.




CENERAL INSURANCE

Under General Insurance, SBEU is an authorised agent for MCIS Zurich Insurance (now Pacific
Insurance) and LONPAC Insurance to sell General Insurance (mainly Motor Insurance) to employees
of the Bank and Finance Companies and their immediate families. This specially tailored scheme
provides benefits such as zero loading, guaranteed repairs and faster claims. We also provide
Fire Insurance and Home Content Insurance. Annual sales for 2015 is $421,735.87.

EMPLOYEE MEDICAL BENEFT INSURANCE
SBEU had worked with ING (now AIA) to provide 'ﬁ__ ey ¥

employee medical benefits to companies in Sarawak. i N
This is part of our effort to assist employers and m . lm!hqf“
workers in Sarawak to more cost effective medical and

health care within the framework of the union. !

HOSPITAL & SURCICAL INSURANCE

Spouses & children of 1040 SBEU members also
covered by our Etika & AIA Hospital & Surgical
Schemes for families. The vyearly premiums are
paid by the banks under the family medical benefit
entitlement under the Collective Agreement.

SCHEME i

: AL j’l e
“Members'of SBE ]
SBEU first introduced the discount
scheme in 1989 where members
can enjoy discounts at numerous
participating outlets by presenting
their membership cards. This
scheme was initially successful; but
was discontinued when the outlets
started to offer similar discounts to
all other customers as well.

SBEU DISCOUNT ———
_ — » >

Prome pos SEEY tinTileer a8 p card apg

enjoy special
discount
ap to

With the ever increasing cost of ] AW @
living, we reintroduced the scheme
in 2010 in a bid to mitigate members'’
financial burden.

Premier merchants

and outlets thraughout
Sarawak .
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Tucked away in & secluded cove with [ush surreundings
and right by the clear blue veaters of the South China
Sea at Siar Beach is Sarawak Bank Employees Union
Yy oown Hefreal. a beach fronl properly at Siar Beach,
Liundu. Lundu-is: just 1=hour drive from Kuching. From
Lunduw it is another Th scemic minulies away,

The Retreal is equipped with resort style facililies and
hotel standard . accommipdation fo-sud all family oe
group reguiremants, The exquisite Resart s the perfact
escapade for an enjovable and refasing heliday,

The Refreat offers & perfect mix of 50 Chalets. Deluxef
ouperiar Hoorn, Hostels Penthouse Suites and Cozy
Cabins & Beach Houses, Dur wo-hedroom Penthouse
Suitzs & 3 badraom Beach Houss comes complets
with Kchen and Dining Facilities and private BEOs.

Jur Rafflesia Café serves Local Chinesé and Wostern
cuisines rignt by the beack at our Tres Top Terrace.
pusst zan urwind and enjoy 2 drink at the Lobby bar
with live entertainment, 5ing 1o vour hearts condent at
the Karacke or calch the live sports action on the big
SErean

Retreat




We otfer competitive packages for conferences. mestings. seminars.
raining. waorkshops, wadding banguets and social events: Bur &
fully eqguipped bunction rooms can cater wp to 200 guests

Cur feature swimming pool is designed for serious swimmers or
novices alike, Chitdren have ther own wading pool with water slide
orenjoy our therapsutic spa pool.

Duir beach frant willh saft clean sand offers tun-filled activilies for
everyone. Have & resplendent swim in the warm waters of the
South China Sed or jusl lay back relax and enjoy a traditional
massage al our Spa Houss

Wea tan arrange excursions to the nearby Gunong Gading Mational
Park; home o the Ralflesia, the world's largest flower and where
hiking trails and cascading waterfalls abownd.

A lull range of public services and amenities, meluding Banks,
Hospitals & ealeres with Iresh zeafood are available i Lundu lown,

i ¥ s
gy i A ] el o B
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WOMen

| "ﬁ"'ﬂlu.- chl’u

Through our H|'=.L‘-|‘}.I wa have always faken b upon
purselves o agzis tha [ess fertunale membars of
pur society. SBEU Sooal Wellare activities mobliized
significant contnibutons fer charity  and  commuanity
development

The 199311905 &K 2005 May Day Fund Raising raised
mare than Kalf @ milkion ringgit for charty. In addifion
members have contributed 10% of their arrears received
after 2ach CA salary revision, We have made donations
and comribulions o various charitable I:I!':_.IE:'IiEE'II{iﬁE
ifcluthng children of the Irag war, vichms. of the Asian
Earthguake, Tsunami and Typhon Halyan that struck the
Fhilippines in 2014

We arganized Annual State-wide blesd donations, visits
te old age hornes and- parbicipsied a7 open day sales
at -charitable organizalions such as Bipd Centre and
Cheshire Home and assisted the Social Welfare Council
in their welfare aclivities as well as activilies that are
gearen al profechng the emvronmen]




ur Social and réecreational sctvities include amner
and dance; sports and games: such a5 ool
bagminton, archery and bowling comipetifions mass
goerohics. treasure “hunis beauly  contest pionice
and autings for members and their families, Dur Me
SBEL 1997 received nationwide coverage.

An average of 10 achivities.a year, participaied by
most members and farmilies were organized since
the formabion ol SHEL. These activities promaofis
interaction ang rapport amonps! members and
contribute greatly to the solidarity of SEEU

Women make 59% of the tolal SBEU membership
This is a drastic change from the &40s when the
overwhelming majority of bank employEes were mern
Al one tima the President and Deputy President and
2 Vice Presidenls 3re women, as well 25 2 Branch
Secrelaries, one Branch’ Chairman & 2 Branch
Treasurers 20 of the delegates to the 15" TDC were
vearman. Women will continue 1o play.a leading role
in SBELL

We  also participated 0 activilles orgamised by
thie: Ministry for Sogia Developmient for Women
Organisalion  and  other Won Governmental
Organisatians.
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&) oCcBC Bank

NO EXTREME
FEATS REQUIRED
TO EARN A MAXIMUM OF

4.10%

INTEREST WITH OCBC 360 ACCOUNT.

Get higher interest on your savings with OCBC 360 Account.
Just bank like normal - it’s that easy!

Base Interssd Boaus nterest when you da all or any of thete Mazimum Interes)
Earn Earn Eam Earn
0.50%. "M20%.s 12055 L2025
. per A L] Pt pede L] e bl (] P yeas
For yeasd efiliie halines Depoilt RMSO0 Pay any 3 llls snline :sﬂnr.l Hllin'ﬂ-qn
wvery manths, svery manth, Eu:
3 J pai Mtrmnlﬂh

Famed St more

@ 03 8317 5000 D www.ochocom.my/ 360 ﬂ Visit your nearest OCBC branch
-

Tarms and conditiors apply.
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Banking Excellence
With A Winning Vision

When [ comes to choosing a bank that urderstards We strive 1o confinue delivering excellent customes
wour nieseds, many.go no furber than Pubilic Bank, With ganvice, providing innovative- and supenos financial
accofades acheenved ke Besi Bank In Asia Best prodects and Senaces o make your Danking with us
Maraged Company and Best Brand in Malaysia, t'sno @ rewarding experience

WEEST Wi hEve Surpasted mane espectabions and

rmack: banking excellenca a way of e, Bank with a proven winngr!

PUBLIC BANK

Excellence Is Cur Commitment
AMNNIVERSARY

Head Difice: Menars Public Bank, 145 Jalan Amparg. 50450 Kusla Liempur, Pl
Tebr 600 2763 ARAR/ BRSY Faw &03 2183 9977, www publichankgrowp.oan %iase 1084
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Affiliation

MTUC

SBEU had always played an active role
in MTUC since the 70s with SBEU
officials holding post in MTUC Sarawak = e
Division. Today we remain at the \ DEWAN UNDANGAN NEGERI
forefront of the Labour Movement in FAREAK

Sarawak through MTUC. SBEU CEQ,
General Secretary and President are
MTUC's Secretary, Assistant Secretary
and Head of Women respectively.

In 1990 SBEU together with the
Sabah Banking Employees’ Union
joined NUBE in forming the Malaysian
Labour Organisation. We pulled out of MTUC. The main reason was that MTUC, at that time, was
becoming involved in political movement which we feel the trade unions must remain free of.
SBEU was also concerned that MTUC in Sarawak was ineffective especially in getting the
Government to extend the Employment Act/amend SLO.

When MTUC returned to its true Trade Union roots and objectives, affiliates of MLO agreed to move
back into MTUC in 1999. We continued our active role in MTUC and SBEU officials hold various
positions in MTUC Sarawak Division.

MTUC and SBEU finally succeeded in getting the Government to amend and implement the
Sarawak Labour Ordinance in 2005 which gave statutory protections to all workers in Sarawak.
MTUC launched a picket against The Malaysian Employers Federation and the Government on
1t May 2005 for reducing the threshold from $2500 to $2000.00.

We are assisting the affiliates and other workers in conciliation meetings at Industrial Relations
Department and in cases before the Industrial Court and will continue to provide whatever
assistance to other Unions and Workers.

FEDERATION OF TRADE UNIONS IN
BANKS & FINANCIAL INSTITUTIONS

SBEU is the founder member of the Federation. We
hosted the 2" Convention at our Retreat in Kuching in
2006. We are confident that the Federation will enhance
the trade movement in the Financial Services Industry
especially with the impending Trans Pacific Partnership
Agreement (TPPA).




FET/UNION NETWORK INTERNATIONAL (UNI)

SBEU first joined the International Federation of Clerical Technical
and Professional Employees (FIET) in 1973.

FIET merged with MElI (Media and Entertainment International),
IGF (International Graphical Federation) and ClI (Communications
International, formally PTTI) in 1999 to form Union Network
International (UNI). On March 2, 2009, it changed its name to UNI
Global Union.

UNI Global Union is a global union federation for skills and
services, gathering national and regional trade unions with more
than 900 affiliated unions in 140 countries representing 20 million
workers. The head office is in Switzerland.

UNI has provided crucial technical and funding support to SBEU
in carrying out and developing our Education programme until the
90s when we graduated and became self reliant in conducting our
own educational programme.

We continue to participate fully in its activities and training
programmes. SBEU President is on the UNI Apro Women
committee and together with other SBEU officials has contributed
to their training programmes in Sri Lanka, Thailand, Indonesia and
Malaysia.

Affiliation to UNI has brought significant benefits to SBEU in terms
of International Solidarity, access to a good global network as
well as to information and research relevant to Trade Union
Movement.

AFRCHEIET FACES THE FUITRE

e World 1

"One Voice



NON GOVERNMENTAL ORGANISATIONS/
COVERNMENT ACENCIES

SBEU also participated in activities of NGOs and government agencies
that complement our efforts to promote a more caring, equitable and
transparent society. We work with Universiti Malaysia Sarawak (UNIMAS)
faculty of social sciences and provide internship for students. We also
work with the Malaysian Society of Labour and Social Security Laws to
promote the development of social security and Labour laws.

SBEU CEO was a member of the SOCSO Appellate Board from 1990 until
2012 and was Board Member of the EPF from 1998 until 2011 and was
the Chairman of the Board Audit Committee. He was a council member
of the EPF Chair on Old Age Protection at University Malaya from 2011 to
2015 and served as a Director of Project Bandar Samariang Sdn Bhd
from 2006 to 2010.

He was the Deputy leader of the Performance Management Unit
(PEMANDU) Lab on Human Capital Development, as part of the Strategic
Reform Initiatives under the Economic Transformation Programme. He
was a Cleared Advisor to the Government on the TPPA Negotiations.

He is a member of the National Labour Advisory Council and as well as
the National Wages Consultative Council. He is part of the Government
efforts to implement the Minimum Retirement Age & Minimum wages.

General Secretary Law Kiat Min serves in the SOCSO Appellate Board
since 2004. President is appointed director of EPF since 2011. Several
SBEU officials were appointed as workers panel members of the
Industrial Court.




Standard &g
Chartered &

Standard Chartered
Foundation

Sandard . Chartansd Foundaten (BCF), the chanty arm of Standard Chartered Bank Malpyvsia ideniries and
chanpnels fnancial suDport to degandng 'i‘-':‘-ll"l"l-'."lU!'lll'.l'Elh.‘- bazad gn thres pdlars: Youth, Healih and Education. Since
ite 2005 Inteption et the Sandard Chartered Trus! Fund, | has aclively supporiad community-bassd
programmes. Becides aligning 1o the Sank's sustanability agenda, SCF also identthes local issues which need
o b geldrassad

Embrace Autism

Starwiard Charloeed Foundobion ms worlong shiadogecliy willi vanows gorsmmant agencies and MGOs
B e BRUTTEm awarenees S B ponida Dollar educshon scoessibdily, a3 earty miarvenbon & kay
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Seeing |s Believing
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irlerviEntiong - Thrcugh ﬂﬂ'lhﬂl] e BeEkaseng (SiE), Wi ponindsed willn e Irfamalenal Agency
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rarnd ajens of Sabah, Swawak and S Cost Cos) arderwsnt Gt act suigeiy and roegauned el
dyfe-gights hioagh SCF — Mieky o Healths mobile calaract chims programme. SCF donabad
AR Sresilson wortn ol nirecoisn Lsivess [or s pdogrimmis

Financial Education Programme

Sardard Chertinog Bank's Foancnl Edocaion pengram. colisifmd by anmgiopee yilunboors, bsches
yerurg) P abend inculcating SEdngs hokel ared managing e imoney, Owvor 100,000 Mataysian
Youdh rocednied finarcesl cagabily toeng sinco 2000 This mcludes stodents Hom schoots. colleges
miwd urivesrndua rabiciwacka

Positive Living

Evory doy acioss the world, mone than 6000 peoplo will comreo! HIV Our HIV and A0S scucsbion
purgearning. lsanchod i 1RG0 B an ecucahion and Feaipness rogiaTIne Mt gims o educe new
HIY machons. | fapogh HYY end AlLS aoscaiem, &8 818 povideng e 20 0 promote safer Soedkne
chowces and b0 chandgs sockely's percegiion o AlLEE and Tose ineng with HiY
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Publications

SBEU newsletters and Triennial Reporls are inslrumental e L
;" F; - - - = . = S g
in ‘disteminating informalion o members on . union ———
aclivities. Editonials and articles i the publications reflect et 0L e

SRBEL's view and sfand on various iS5UEs
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We have moved ino digital medis and disseminate union
news and infermation throwgh sur webzite

SBEY launched our website ai www.sbel org.my in 2001 as : 'ﬂ E
A gateway for membere lo access up to date information E‘_ e
about their own union including their Benevelenl Fund
accounls We can also communicate with all cur members

instantly via corporate SM5

Chirf Executive Dfficer writes & weekly Union Yes Column in

the SHlar Newspaper since 2011 It provides a trade union's = e
perspective on contemporary social ecenomic issues . d-"“f-:'si'-:,it
e R

Union Yes Column - The Slar » Every Sunday
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SBEU
SAY... 1The Case for Setting

e

" Retirement Age at 65

To set Minimum Retirement Age to Completed 60 years retirement age in public & private sector in Malaysia
by 1 January 2012 and increase it by 1 year in every 3 be increased to 60 and such proposal is written in law
years to reach 62 years by 2018 and 65 years by 2027. because employers in the private had shown that
they refused to increase
CALENDAR retirement age despite
YEAR 2011 2012 2013 2014|2015 2016 2017|2018 2019 2020|2021 2022 2023|2024 2025 2026 2027 2028 2029 . L
RETIREMENT the public sector raising
AGE 55 58 58 58 |59 59 59|60 60 60 )61 61 61|62 62 62 62 62 62 theirs
AGE NOW :
58 R
57 58 R 8
= Bl R 5. Currently Malaysia has
55 56 57 58|59 ﬂ“ amongst  the  lowest
54 55 56 57 | 58 59 o
53 54 55 56|57 58 59 | 60 retirement age and
52 53 54 55|56 57 58|59 60 amongst  the  highest
51 52 53 54|55 56 57|58 59 60| 61 . .
50 51 52 53|54 55 56|57 58 59|60 61 life expectancy in the
49 50 51 52 | 53 54 55|56 57 58|59 60 61 62 H
¥ 48 | 49 50 51|52 53 54|55 56 57|58 59 60|61 62 world. Countries such as
47 48 49 50|51 52 53|54 55 56|57 58 59|60 61 Singapore' Phi[ippinesl
46 47 48 49 | 50 51 52|53 54 55|56 57 58| 59 60 .
45 46 47 48|49 50 51|52 53 54|55 56 57|58 59 Laos, Thailand and even

Brunei have extended
the retirement age to
between 60 and 65. We are

EMPLOYEE WILL RETIRE UPON COMPLETING AGE OF RETIREMENT. IF HE IS 53 YEARS OLD IN 2011 HE WILL RETIRE IN 2019

BACKGROUND grouped with Nigeria and Burkina Faso, Guinea,
Bangladesh & Nepal, unacceptable in a country that

1. For decades until 2005 the retirement age for public aspire to be a fully develop country in 9 years time.

sector employees is upon attaining the age of 55.

This was raised from 56 in 2005 and to 58 years 2009. ns

The Malaysian retirement age was set before the 2™

World War to enable British Officers serving in

Malaysia to return home to England with a pension.

The Retirement age in UK at that time was already 60. :"":
2. Private sector employees by practice had followed

55 and had not increased despite the government

raising the public sector retirement age to 58. There -

are some employers who retire their employees at

60 but these are for senior employees only. Certain

specific sector retire their employees much younger 6. Just 2 months ago, UK abolish Mandatory Retirement

e.g. airlines stewardess. Quite a lot of private sector Age i.e. Companies cannot retire their employees on

employers also retire their female employees at 50. account of age. They can still terminate if the

There is therefore is gender inequality and employee can no longer perform the job they were

discrimination against lower ranked employees and hired to do. Amongst the reasons cited in support for

private sector employees. the change are

* “Everybody stands to win from scrapping forced

3. Contributors to the EPF can only withdraw their EPF retirement. People over 65 will have full

savings upon attaining the age of 55 to reflect the employment rights for the first time. The economy

retirement age in the private sector. will benefit from older workers’ precious skills and

4. Of late there has been increasing calls to increase LSS eegul=lr (e bR E el

the retirement age. MTUC HAS demanded that the . L . .
. Public finances will receive a boost from more

55-59 60 61-64 65 65+ people paying taxes for longer
Bangladesh, 55 Algeria Armenia Albania Belize
Benin Antigua & Barbuda | Azerbaijan | Andorra Bermuda . | .
Burkina Faso Bahrain Bulgaria Argentina | Canada 7. Em plrlcal evidence and studies have shown
Central African Republic | Brunei Colombia Australia Iceland R H i H
Fil Cambodia CostaRica | Austria Norway overwhelmlng support fOF aln increase in retirement
Gambia China Cuba Bahamas age to address the following issues.
Guinea Dominican Republic | Kazakhstan | Barbados
Kenya Ghana Kyrgyzstan [ Belgium 5 . R
Kuwait Guatemala Latvia Brazil a) Rapid Increase in the life expectancy.
Malaysia, 55 India Lithuania Cape Verde
Mall ndonesa fialta Gille Decade by decade, life expectancy for older
Nepal Jordan Moldova Croatia . 5 3
Nigeria South Korea Nicaragua |Denmark people has risen at unprecedented rates. Rises in
Papua New Guinea Laos Panama [[finland life expectancy surely signal better health.
Senegal Lebanon Romania Georgia . 5
SriLanka, 55 Philippines Serbia SEiEny Malaysia now has life expectancy of almost 79
Thailand Seychelles | Greece for women.
Vietham Singapore Honduras




b) Reducing the cost of pension and burden on
governments to provide healthcare and old age
welfare.

c) Boosting public finance through increase tax
collection as people work longer and thus pay
taxes longer.

d) Changing Demographic patterns and family
structure

As the country moves towards a high value
economy, Malaysians are entering the workforce
at a later date after having completed tertiary and
professional education. They are also marrying
and having children at a later age which means
that at age 55 they will still have to support their
children who will be still studying.

DEMOGRAPHIC TRENDS MALAYSIA

1.

Demographic Trend

Malaysia is forecasted to become an aged nation by 2030 when 15% of population are the
elderly.

Malaysian households headed by the elderly experienced high incidence of poverty at 22.7
per cent. (UNESCAP Report).

More than 80% of poor people in Korea are the elderly.
opu/atiuy %

Year
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e) Increasing the overall productivity of the
workforce.

This is achieved as more people will stay
in employment longer. It can boost enterprise
productivity by encouraging better human
resources performance management, facilitate
introducation of performance indicators and
as productivity link wage system. This is because
companies can no longer rely on retirement as a
manpower attrition tool.

It will also help in restructuring employment to
allow younger workers currently in low value
added jobs (example; toll attendants) to higher
value jobs.

NEAC's recommendations and PEMANDU's
initiatives to strengthen HR management in
Malaysian companies to manage their workforce
for productivity improvements will address
performance concerns. Khazanah has already
put in place its own transformation programme
for GLCs that should supposed to address
employee performance issues.

f) Attracting and retaining talents.

The government through Talent Corp is making
a concerted effort to convince Malaysians abroad
to return home. A lot of those talents are aged 50
and above and are working in countries with
retirement age that are much higher than
Malaysia. It is unlikely that they will want to
uproot their families and return home to work if
they are force to retire at 55. We are also loosing
a lot of talents when employees retire at 55 and
quite a number of them migrate to other
countries to continue working.

g) Raising income levels of household income.

Allowing employers to continue in gainful
employment longer (on similar terms and
benefits) will increase household income and
reduce poverty incidence level as household
income is a key indicator of poverty line index.

h) Contribute to Domestic demand and GDP.

Studies in UK have shown that increase retirement
age by 5 years would increase the GDP growth
by 0.2% per year. The economy will benefit from
older workers' precious skills and experience and
their increased purchasing power.

i) Ensuring adequate retirement savings when
workers finally retire.

EPF figures shows that 82% of contributors do
not have enough retirement savings to live at
poverty line. This can be drastically reduced to less
than 25% if retirement age is increased to 65
years. A higher retirement age reduce the
pressure to increase EPF contribution rates.

j)  Reducing reliance on foreign workers.

Just compare Changi airport in Singapore where
Singaporeans in their late fifties and early sixties
are efficiently maintaining the airport, while KLIA
is flooded with Bangladeshis.

CONCERNS ON INCREASE IN RETIREMENT AGE
UNEMPLOYMENT

8. The only concern is that increasing retirement age
may deny another younger person entry into the
workforce. Our Unemployment rate is 3.9% &
considered as full employment in accordance with
world banks standards. We have almost 2 million
legal foreign workers (and at least another million
illegal ones). As such, this concern is misplaced,

9. The issue of unemployed graduates is a structural &
sectoral issue caused by mismatch in qualifications
and needs of the industry. It must also be noted that




not all jobs are for graduates. Statistics showed only
25% of jobs are for graduates.

10. The UK government argued that older workers
remaining in the workforce longer actually create
more employment opportunities for younger people
through increase in domestic demand and through
good and services needed by larger working
population.

11. Studies in some countries indicate increased
in retirement age has minimal impact on youth
unemployment.

PROMOTION OPPORTUNITIES

12. SBEU do not believe that increasing retirement age
will deny promotional opportunities for younger
employees. Such views are only valid in the old
fashion human resources thinking that promotion
should be based on age and seniority. Promotion
must be based on relevant skills and competencies
and relevant experience.

PRODUCTIVITY AND DEADWOODS

13. Amongst the group that are publicly against increase
in retirement age are some employer organization
such as MEF and some Government linked
Companies. MEF's rational for not increasing
retirement age is Malaysian workers nearing
retirement age are deadwood.

(MEF) said the problem with the blanket extension
in retirement age was that the employers would
have to continue giving employment to the sick,
unproductive workers and problematic employees

14. It is very insulting to all Malaysian workers and
implies that those who are 54 years are all and sick,
unproductive and problematic. We also do not see
any valid arguments that increasing retirement age
will reduce enterprise productivity. Productivity
and efficiency is not an age issue. It is a human
resources performance management issue. This
must be addressed whether retirement age is
increased or not.

15. If we were to accept MEF's argument, then there
should not be a retirement age at all; everybody will
have to be on a yearly, monthly even daily contract
so that they can throw sick problematic and
unproductive deadwoods away anytime.

16. If at all there are deadwoods then it reflects a sorry
state of affairs and dismal human resources
management in these companies that allow
employees to remained deadwoods. There are so
many other companies in Malaysia that retire their
employees at 60 that do not have “deadwood” or
“clock watchers”.

17.

Physical strength clearly declines with age. So too,
do some cognitive abilities. Older workers perform
worse than younger ones in tests of working memory
and the ability to process complex new information
rapidly. However, declines in such capabilities are
not crucial for most jobs, especially as physically
strenuous ones become the exception in a service-
based economy.

. What matters in today's work place is the mix of

skills, experience and character that individuals bring
to bear. "Older workers are generally as good as
younger workers,” says Mr. Peter Warr of Sheffield
University. And older employees show less
absenteeism, lower turnover, fewer accidents, higher
job satisfaction and more positive work values than
younger workers”, adds Amanda Griffiths, an
occupational psychologist at Nottingham University.

. The benefits of an increase in retirement age to the

country cannot be hijacked by those employees who
have failed to manage their workforce in accordance
with robust human resources management that
they now have so many deadwoods within their
organisation.

COST AND PERFORMANCE PAY

20.

21.

22.

23.

The belief that older employees cost more than
younger workers and are less productive is not
substantiated by empirical evidence.

Studies have shown that workers over 55 are 5 times
less likely to change jobs than those age 20-25.
This increased rate of retention will result in
dramatic savings in recruitment cost and greater
investment returns on training. Mature workers also
help maintain corporate memory and showed much
lower rate of absenteeism.

Higher life expectancy clearly signals better health
and debunk the myth that older workers are sickly.
Studies have shown that older workers are less
prone to work related injuries, substance abuse and
lifestyle health issues.

Indeed any perceived cost increase can be mitigated
by performance pay. Even in non performance pay
structure, employees reach their maximum salary
typically between 15 to 20 years ie. when they reach
40 to 45 years.

EMPLOYEES WHO MAY NOT WANT TO CONTINUE
WORKING

24,

Some claim that mandatory retirement age may
force employees to continue to work when they
themselves don't want to. This is based on the flawed
assumption that Malaysia has a pension system
(defined benefit) for private sector workers. We do not.



25.

26.

Anyone who does not want to continue to work can
easily terminate their employment with the requisite
notice as stipulated in their contract. There is no
substantial material difference to their retirement
benefits between employees who resigns or retire as
almost all private sector employees retirement
scheme is EPF Contributions. EPF also has pre
retirement withdrawal (age 50) to facilitate this.

It is an irony that in many countries where
governments want to raise retirement age, they
faced huge protest from workers worried about
quality of life; here Malaysian workers want (and
need) to work longer, but the government has
dragged its feet.

ALTERNATIVES?

27. Re-engaging retirees on year to year contract.

* This is often is limited to high ranking employees
only. Given the wunequal bargaining power,
employees are often forced to accept inferior
terms and conditions of employment.

* This actually denies those immediately below
them promotion opportunities. Example;

Director of a Department is 56 and retires this
year. His deputy is 54, retires in two years.
So if the Government extends the contract of
the director for another two years the Deputy
would have retired by then, without the
chance to be promoted to Director.

28. To set the retirement age at 55 and allow a 5 year
extension to 60 years if both employers and
employees agree.

* In the 6 years since the public sector raise the
retirement age, the number of employers in
private sector employees offered even one year
extension is minimal. It is therefore unlikely that
employers will voluntary offer a b year extension.
It will also lead to abuse as workers will work
harder just to get the 5 year contract and be
“deadwood” after that.

RECOMMENDATION

29.

In conclusion it our strong belief, supported by all
empirical evidence that setting the retirement age at
60 by 1 Jan 2012 and increase it by 1 year in every 3
years to reach 62 by 2018 and 65 years by 2024,
is in line with the recommendation of the NEAC
in our aim to be a high-income nation.

. This will allow companies to make the necessary

adjustments to their manpower planning and allow
employees nearing retirement on their retirement
planning.

. We certainly do not want to be grouped together
Nepal &

with Nigeria, Burkina Faso, Guinea,

Bangladesh.

-1/5/2011
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The Case for a

Of Izt there has been 3 growing debate on whether
or not Malayzia should introduce 3 minimum wage
pakicy. The call for 3 minimum waga has bzen on
tha ascendancy ewer since MTUC first proposed a
riational wide minimum wage more than 12 years
ago, when Tun Mahathir i= stili the Prime Minister.

Howevar because of the undying abjection by the
business community [ed by the Malaysian Emplayers
Federatian [MEF) the Government at that time
rejectsd the idea of a nationwide minimum wage
asserting that it will lead in anincrease in the cost af
daing businass and thus will hurt Malaysian
competitieness.

The business cammunity cominced the government
to adopt @ markst friendly policy and that wapes
tevels must be determingd by markst forces.

Recently, the consansus has somewhat shifted and
the idea of a minimum waogs & not & pariah as it
DNCE Was,

Even the Prime Minister, Damk Seri Majib, has just
stated that business must embraced  Minimum
wage as 3 business strateqy and s an opportunity
to revitalize their businesses. Even employers
groups such 3s the respected Federation of
Malaysian Manufacturers (FMM] has proposed a
minimum wage model that is reasonable, workable
and forerard looking.

MEF. hiowever, steadfastly declared that "Even if the
warld is to came to 2n end, and we are barn
again, MEF will still strongly oppassd a minimum
wage’.

Such strong cbjections from MEF are not at all
surprising 3s MEF scle interest is the maimizing
af -profits by its members. | will be the Ffirst to
accept that emplovers are in businezs to make
maney and to generate profits. Soowhateear dacision
that employers make is huilt o this premisa.

will wenture 1o add that minimum-wage is pet jast
a saocial tool to reduce poverty, it is a fiscal tool
to enhance ecomomic growth ard  productivity
improwemants, as the smpirical  evidence in
countries that has minimum wage structure has
demanstrated. More  than 0% of  countries
worldwide have a minimum wage.

Soc the 1% queston is how o comance smployers
that a minimurm wage isin their sconamic interest in
tha long run and the secord guestion is to comvince
the gowernment that it iz in the Malaysia's
econmmic intaract ta have 3 minimuamwags.

Our compstitors 10 the A0s; Taiwan and Karea &
evan Hong Kong, the bastion of capitalism and free

Minimium wage in Malaysia

Tl
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markets, have minimum wage systemns while n
Singapore the Head of the Trade Union moverment
is 3 Gowernment Minister and thus the country is
able ta formulate aninclusive wage policy that has
seen wape levels more than 3 fime higher than
Malaysiza and productivity growth that  has
autstripped us.

These & countries, that were on par with us in the

19805 hawe owvertaken us;, became high incoma
nations and members of the DECD while we ara
stuck in the middie income trap. Today we ars
competing with Thailand, Vietnam and Indonssia
and Philippines. Al these countiies also have
minimum a3 and if we still stick 1o the archaic
views sxpreszed by MEF, we will b= overtaken by
them soarn.

Ess=ntially the debate on minimum wage hinges on:

= wiorkers want @ minimum wage & 3 means ta
increase wage |evels 1o prowide sufficient
purchasirg power 1o enable a worker to have a
hasic standard of lving.

*  Employers rejact it as an increass cost af doing
buziress and hurt competitiveness.

# The gowarnmant's aim to develop the cowntry
inta -3’ high-incame nation and fully devaloped
by Z020.

Wapes to be defermined by market foreea?

13

14,

15

The empirical evidence has clearly painted to the
fact that wage levels in Malaysia has  been
suppressed and has lagged behind by all measures,
The Werld Bank has reported that wages in
Malay=ia has increasad by only 2.6% pa. That is
below inflation. The proportian -af wages as 3
portian of GOP has alsa fallen.

The recently concluded Mational - Employment
Returns {MER) showed that 34% of Malaysians
garned less than §M00-below poverty linge. In Sabah
and Sarawak, where the cest of living is much
higher, the figures are 3 dismal £3% and 43%
respectivaly. & further 37%  natiomaida 2arned
betersen %700 fo $1600. For a country fo ke &
developed nation in 10 years time, it is alarming
that 72% of warkers earned than $1600 These ara
collaborated by Employess Provident  Fund's
similar figuras.

The starting salary of an associate professor in our
Universities is the same in 1975 as it was today
MEF= own figuras pressnted to the government
stated that the starting pay of a Doctorate is just
£2370 a manth, Maybe thisis ane of the reasons as ta
wihty the standards of our universities are dropping
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A cieth adth dipdoma) in Malsyeia earng 37113
while in Spofe he (s° pad  an equivaient of
EATET.00 15 years ago. e sakary for & padt time
woarker il @ fast Tood resbaurant is 5080 wn how
Today |n Sabsh o 4 just 8250 whilp the prica o
# Burgar has pene op fram 51 50 16 more than $6
i Hhae Sarme Eeerioed

What i disheastering 15 the Governments recantly
fgzund rocommandations lor publiz soreanis to tike
it B Jobie b rrake s el

So_cheary markel forcer as propagated by MER
hasmgtwirked There are 7 reasons

STIFFLED TRADE UNIONS

s

Market forces are Confrofied by Buseess: and
combined T Ihe gowernmanl poliey o shilling
Iradié wnians mevermeod by segregaling  frade
wheana, ohly 3% of private sockal wethers gro irade
withan mismmbery Ao Less han 2% are caversd By
genlective agreements. MEF has-a dactared poticy o
chadlenging trads omen membership, recagnition
VYWhtlé the mummbet of rade unlpnt 58% incrsssdd
oozt ol ihe whigra are io-holse whond with |ess
thar V00 mibrnibers

The presence of millions of foreign workers.

ol

Malayyan 13 parhapy (he only couniry thy worig
it made |8 sxbfemialy dilficull - far tugn value
and hrewladgeable workers 10 work Heie, bl
has welcome millions of low wape and anskilled
vt ker & Thers has whidouiledly suppressed wapes 35
hhl.l:,r:.:nn workers Fave o compele for fow wages

SECTORAL MINIMUM WaGE

g

In gn attemipt o placate demard for 3 nabional
legistatod mEimum owage,  the  goserEmenl 6
e pust cacage nap ired lo introdece 8 wecloral
rinlmum vwage By way of Hue Wages Council Aei
POLT. am arehale lepistation - Tre el secioral
MR wWage was implemenied in TYTE and as
gviddant by ihe rinimren. wags far securnily guards
P mti wnrk af all

MEF'S RATIOMAL VALIDD
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Recently, MEF imtrving to keshify s slrong obiectbon
fe & rmimmum eagd saveral ressges. See NET
repart 11 Awg 200,

Loss of foroign exchangs

H.:IJ:,laurl Emplayers Fedwolion (MEF) Execuhvie
[ereciar Toany Shamsoddin ' Barden believes §
PruriRiT vwdge Eysbeon Wil ik 1he caunbey, tacal
businassrs #hd warkars a5 o tends o henelil | ow-

shtled warkers

Ak
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Marn ol e lgw-shiflan a0 o AheniTie warkors
Bers ano fpreignees I they ware tor gat mammimurs
wapes hud ol result in omove  moaey - heing
remithed ul of ifig counfryg”

A reeardod Rabal af PMTE Sibdn mae remifhed o0 200
- Fornen lew-skiled warkers have the benef of
Frondiuen wapes, then we can expect do'ewen Jieglel
togs thE yean " Shemewddin sand

| would rabienalite Thal & mmerwim wiage will
reduced the peed lor Torsign warsers amid the todal
rerreitanzes wilk s tually recuced, ned Increassd,

MINIMLUM WAGE INCREASE THE COST OF
BUSMESS AND CAUSE RETENCHMENT

T compaimes ane degany compiitad 10 pay Ihor
HgtIEes  mAare Ihan o they San  AflGm . iDen
madhaty Ehey woold e foo relrench i
warkerd fa eof easls, which would [ead {o hegher
unempleemant™ I G5 bemeie MRal Cfe . moosl
dmngrgsf | fo profect  ecmplopies Wil actialy
Cairg them fa fose Saeir fals™

W car =ea here hat MEF s fesscns afe mecs
ematicial sensationatism arsd Threats withaut any
emplrica evidencs (o support such slatemenis

Firetl 1ha nrasance of mors than 2 mitlion legal |and
God hrows how many iilegalsl lefmign: wodkers
shoyeil Uhat (Fuste b5 na uneriployrmanl in Melaysia
e ofhicaal wmemployment rite 5 less than &%
which by Wardd Bapk standards show  Full
Emplayment,

Zecond, going By MEFs argurnend thal minimum
wage ealy - beeefits foreign wiedhers, ien o ang
ratrenchmant are the low wage earnars, who thay
have admiited are foreign workers, Surely this
will Biflp Aur saton § chpechve 160 redure IR
wWorkers

Frankly, IF & frm canrot#ven provide @ Sazanl lving
wage 0 o workers - oo that i afough bo mgsl
thisi BEGiE mspdd = 0 R4 e Bursineed Bestg (N
bt ffiEsa.




WHAT STUDNES SHOWE
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trmercus  slodms e degtid  the  carmpdtitive
meadel by exameing the inpact of minmurmn wages
an smploymend. Mot of fhese sludiss vk uied
broad aggregato data such as tho employrmonit rates
of teenagers or adulls wibien high school diplerrst
While eariier &lsdies fended 90 Lind seghilicant
ermplopmant elfecls, mere lecew sludiss - usiog
imgecvad econometne mathods have found small,
insignificant, or immeasurable smabsimmant aflfecls

T - clalmm thad Righnt fonimem. wages are he
regsiiy lor |sbet ks Fl'dldllrhh 5. @n ERkEme
verzion of @ particular eccaomas theary, namely
that mandaiory, minirmum wiges tauss employars
ko raducs tRie nammbed of smployse s thay hirp Thig
agteition 5 based o an ovefly sirmfle model that
dssutees thal wages ire sal in P ool kelplace (e
same wiy &b the grice for tee-shers or bananss

Whes arplisd. 44 lha resl world of lewowmge wark

hey moddl rons sveral  unrpalzatic assuimptions,

including

*  Workers and smalopers have many ophicns
dwdilotde to chogie [rom

L Ermglaynra 40 faE el cosl wihidn fnfing and
firing

* Werlers can enlar M ot market, |aave The jak
market, change jobis o gef fired  walbout
incurring loss

« Al pmplayers Rave perfect knnwlsdge of the
produciivity and-ability of alf workess

" All wqumﬂ. have parfect Encwladge of Jhe
optoond dvailabie and B [oaTeE and ngeds of
all ermplapers.

* Fach werker's produskivily 1€ identica and ali
WOrkErs wiork bo thair Tl potentiad- walhout
i nwed for guedance or Suparvisiem

Wizt happens |l an empuoyer ouls wages by one
cend®  Much i labor ecorigmics (20 pulll on
the dssumaption hal all Uhe workdrs wsll quit
e aledy Clawrly, s sceparia 4 nol Hseby 18
happer, AR BEFGAlive, mars realstlc mogel of ihe
|oiv-wiate Laboe rriarhed Slabes (fat:

. Ernglayers have power fo 28l wajes becaiise
Wdrhers Imr itislanbal perssnal Losl dusing
W oM.

& Erplwyers yeerciss 1hal poaet by gaving their
ernploytna liss than what they would sam ina
Lruly compaetitien rarhat

By paying Doveie waigies, senpliyers may cause
tegher lwnever and incwr heghar costa o
el drain, pnd supssry ae thelr workars

L 4T

Uning fhess ssourppldme O seeregsd

minimurn wage may nof heve: d sobstanhal impact

AL
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oft Binahyymen!. Besiugs warkers are Bads) pod
less than whal lney are eally worth economically
e e firm

Rather than sause jab loss, minfmum wage weuld
tharabors carreet a0 rmarkol imbalance by farcing
emplayers 40 pay 3 fair wape. And by decraasing
recrptmend,  fraining.  and  supetsisions  ToEs
mcrewses [o the minimum wage may naf have @
sulritaniial irmpoect on e conl of deing burkinozs (or

wrri gl iy

The case for the minimur wage s that the [abdur
iearked for the low pand 1% nel & lully ) Comgetitnee
ane Bul rather ang whare employsrs hald ke
whishand b lhese circumatances. amalaers wall
Findl- Il minre prefitabie 15 ira tewer people’at & lower
wage thar He marot chearing ane il ey fook o
mars, Hay would have Lo bod up wagen which they
woauld Aave o pay o all thar ampioyees. Undar ikje
srenario, the affect al introdueing & MiNMHEm Wwage
iz bersgrs i will actually inorease emplopmeant. The
only loter ks the emolover who has been ewploiting
labour 1o gan extess profils

Thes endllenge b8 convanbdnal thasry e toeen
tuttrassan by hacll empencal evidence frpm the U5
and- the UK The U5 Land of the . free markol Hae
had a rminimem wage angn TR n the 1¥806n thin
wdn Lttt atrophy, bl w1990 and VR0 00 wa
inermassed AE he came lire alales ke Mew Jerusy
exzroised thelr discretion 16 rakse [he  minimuom
wale by more than (he fogeral lered

US acadarams supiolad hose changss to atsess the
oclual impict ol the monimuim wage Thay loend no
ewidence that i destroped [obs g naws fampuspecs
of reasach. owidence fiom Mew Jeraey supgesied
that jobs increassd infael-focd restaufants

Produetivity Unked wagae Sydtein [PLWE]

MEF suggested thal a waps systam thal cperafes
basail. oot ppaduchivily would be e apdrupniate,
rather than paying workers a flued bose' arrount
Accardimng 'l him the pxsfing Sredotliveby-Linked
Wage Syslem IBLINS) wal dleeady 4 lurstisnal one
and 5o there - was po need o implement & new
MBI Wage 3isiem

‘Frogustwy avels sannof be ncregsed by
implementing & Imimmam wage model i fack
i wotld cause M Spocalle 1o Napien FLIVS &
Sxacily how e tountty. could Become i high-
InsdirThe matian

“Trae satesroen for examate Thiew pay cowld e
RM300 0 meath, bat they could earn AMINOR or
mprd | ity sazecod i meefing thele salos barges”
Mol “mafy oo, warkars gel betler posl 0 afss
improves thair compan y's cone proguctivity
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| Tully support he ides o Parfarmance pay and i
I o ey 1o Iprdse pericrmancs praguctivity,
Haweanr parlormance pay withaul 3 decent baric
Lalary in axploitation At s warsl

The fundsrmentsd principsd of PLWS 1= & hixed
compehont Imeaning & Basio salary/wags 1hat oan
prowide @ doecent ltngl and & vanabln companent
that ia based on pefformance and productivity, 3o
MEF2 ralional of wing PLWS Lo justily. rejecbpn
cf & mimrmun wage carmal be pecdneilad with the
fumdamanial principle of PLWS.

&%°10 e clamm by MEF {hat the sostng PLWS ic
W functiannl one, we only hove 18 5ok 10t pright
al the plantaliond dhvdch are mow loll ol fordsgn
wrker al, Mowhers is the streggle tor 8 minimiam
wWagh more [Fessing than in Walavsia's wag! rubgsr
and ol palm plantabions For o decadet opdate
wirkars have Been pald wages bated oh PLWS
g U aurmbe of diys worked, e mickel prica ol
comrnedi=s, harvested quantily. and ather {achord
Eavond their conirgk

MEFs vy on produchivity  improvernent  are
srnpiiadle— Bd rocs carg you el (b more you
=517

Toui can tap fobber for 5 howrs 3 day. bul F you shil
e thie same tapaing 19al yaur grandtathes used,
M do you eecrease gubpul? O Ihe Con3trucion
workers wha ofill used hand assembled  Gmber
fnremerk 1o constreet Tpdvers  and  Bulldings
matead of pre-lrabricaled onay '

i weld slie say 1hal PLWS does not increase Total
Factge  Peoductivity  ITEP.3  frug  measurs  al
productistiyl just namenal productiedy, Exampla-it
o incraase [he numbar of boerger stalfs wackers
¥ou produce more urgers, Bul the productnaly of
each workes deas nod (ncrsase Evan il you demand
that werkerd 10 work 2& haurs mabead of 8 hours.
you produce 3 times mcre burpars Bul the: oubput
T warkar ped hout doas ool IocTRiss

Arnd haw does PLWS increass the productivily of the
yeupg boll abandan] wies hards S0l snlrg iekels b
mgtorist at 10l plazas? Hard oul more fickels in a
gheen hdur? Motorist will have 19 speed up and mast
Uikl § Candse mone trdsties o bl Glatas

The ansvesr would ba 19 sulomatse ha Eodng
of tickets B employers swauld nal inyest in Etha
machines because il is more prolitable W emplay
chinip labour

dfalfer expmple. M Inchan Awporf in Horea

woman In ther gidias can effectively manags the
Yupgags frolleys, while in BLEA we have an army of
Bargladeshis, This is mol Docawss Hooaan warmso
wal liols ol ginseng, bul they have o machene thal

L)

AR

L

50

5%

i

B3

ealbect the trolleys magnebically and lowsd them
=long. Again Hareans Rave te bBeoinnnvative and
invest s R & D hence incrgase FI-!'GI:IJI:I'I;‘I.I'";:," bOCauke
Ehayy cannat fely an.chitah ool

Ewen, m Mataysia the bankomg Irdusliy iz 8 shefing
grample. Tha banking Industry if the moot dansaly
wriomzod, with even Agsistant managers  teing
CRIGH marmbere Tés once in @ while you kear of
picheting, bul productivily, wage levels atml more
impoetant pralis ares consigiently He highest in tie
country bnwastrment in technglogy and managemant
gyulwme are the kighest and | fwiness -sfficienoy
figen improved teoan eibenl Bal badkeng ngw o
globil, 2& howy b day, T deys o week and 52 weehs
A puar Aed geu knew whisl?  Apsit foe some
expairiaies, nof 3 single Joredgn worker

S0 condrary bs popular beliel higher wages leads

ko higher productivity. Higher wages will sncourage

employers bo bvess! ip researeh and dessionmenl

b T ease suarall produsibaty and sfficienay

Thee rial ridsar that Mafpysisn prodestdey o low is
riod lecauss Malsysian warkess e nal prodisbivie
It iz dus ba Ime fack Lhat emphoyers were yery
sucoesshul in supprecsing wages Iha there s ne
meantom (o ineest inoresearch and dovelopmant tor
prodo: vty Mpray e e

i e more peodiiatde fie ermplopirs toopay 812 o
gay for foreign labour rather than iveas! in rngdarn
Bpinpmenie.  production | procdsses gnd Bedtler
Fiursan resowr s managements 11 omaesl be nofisd
thil spending on Reseaich and Developrent by the
provale secbae in Maloyabs @5 extromioly L

Upgrade akills

MEE has alwayy claimnd Hﬂla‘:;lﬁl-.'lﬂ workers Fw
unskilleg and tharef ofe coennal altract fegbar Wwages
11 has calied on 1ihe Government 1o conlinie 1o paur
billieria b4 sel Up fralning schools and certilicatsans
collegns Thig we actusily o eubpidy. We have half a
milben kighly skilled workers in Singaporn (ke
gty ol whoim dre talned by thase gosrmmmensl
funded matitubisl They worked in' Spore Decass
Mataysian enployers refuse to pay high wages.

Thare 15 no pael o wpend bdlions o produece
gratuates when fhey sarn less. than 51000 when
tiey wrted. R |l wialkel

Subskly rallonallsm

I haee argued that e governrmsal must graduaily
rideee and albminate moel ferrme of subsides Bul
il st alde albve wages [0 mersane A reasinabie
minimum - wage  will  lacilidate the sobsiges
rafipnalizalion
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MEF unashamedhy argues that the gevernment sk
maintass subidy, caymeg this farmers W Jlegan and
USA wre subsidizad Thit show that it s well awarne
the gevernment ¥ subsigizng wages fhrough tha
warious siisidhes of @aseniial good and fud

A minitiem Wage will hur Milayeis’s
Lompeiitiveness

v wiuld B illlewnAsbig Bow employers abways
use this ege—ald arguenanl. In the debate during
the introductan of @ mnimonr age o Hoog Kong,
brubiness tobby and Bong Wang's execulives armusas
that minimum  wage |pgislation will hurt Meag
Keng's - eotrpebilvoneas bocouss glabal rvestirs
wisdld see Heng Kong as beng less compatilive il
suih & law were passed. (The Hong Beng Legislaban
parssed the the mirdmem wage law B vgles 1o b

Hang Mong |8 corstantly fanked (he top 3 b Lha
wark in lerem ol compelivenecd. Melaycia 19 tha
tom 10, S0 mothing bl satisty the business. quest
far mare apd mcre prelids Mest cousiries that @re
ranked nagher than 1s have minimuom vedgu

Agaen mpitzal sedence dodies Jnooreode than
1] countries worldwioe showed that thare e
mepmal  rogalive  impacl  on sompeiilfiveness
and . ungmpleyrramt where @ ressonable Value
adiusded, Gnd ragularly reviewet Munimdm wage s
[rriplarrened

The Gevernmenl & Ihe largest grrgioysr (0 Hha
cowniry. Apart from Civil servants, the Government
dles withar @rectly Shraogh GLCs and kidirectly
theacigh GLIC eontmis Lirgs partians of privale saobos
employers = from plantations, to basks 1o teading
mrperations SEOCH, privetized sgencies. Transpo
and hepsy indusiries including sdrtines ail & gas and
infraetructire mnd hatobd

5. To be a high-incarme’ natich under Mew Ecoriomic
Mido|, thee govarfumen hai 1o be sefious and change
o pedicy of basng 4 tow wage touniry, resiructisne
employmeent Lo create decend and productive jebs:
& mnamaim wa poticy wall go A losyg ey e
schijees this aim

&0 fn irneiale Beaehit 16 the counley 14 ERaY Papisr
wages will lead to nigher purchasing power which
ity will l8ad to merease domests demand and
redute our reliancd on esports which ahe- al the
rharey ol cther counlfins aconarmc poriGEmanda

Coniiusion

Pasaite vy strong svdonce 1o thconfrary, thoss
cpposed fo minEmum wags cornug bo cldEm hat
such pelicies Bave ard will slemnate jobs The
akslian al whathir rrodetals minimom wagse Bl
=0 imsignificantly positinde or msgniticenly negalive
irrpact on particular segments of the lebor market
wiil confmue e b frilthid work for ccongmisis
Im i9s msanbirme, golicy mazars should be aware
thal the facts clearly shaw. thad ihe benelis al o
s T wage dufweigh any polential costs

« ISI2000

Rielorances

Malays:a s Mimmum Wage= Tan 5n Fong Chaw Onn = 7000

The Minimumm Wage: Cirse of Cre® San Ralinwesdi World Band HX12
Enimuen Wage Ned Enough = Cam Macgraih, Egyot 00

Naramal Empdeymans Refurna: MOHS 20740

MEF suirny posalary of Eegrulives 2008

mu'rrm wilg dataks fi Phoney = Economi View = Paul Waligre,
1905

Employment aod Ine Minmurmn Wape, Evidence from Becent Saly
Labor Marke! Trends - S0 Chagman 05 2004
Warkshap on Minimmar Wispe 20 10- MW

e moneT MTUC nmm\J
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Great Eastern Life Assurance (Malaysia) Berhad has undoubtedly made a
strong presence in the histary of Sarawak Bank Empioyees’ Union. The

relationship between both parties, which was esfablished as early as 1986,
continues to grow until today.

%W?Mﬂd wsw

We are proud to be in partnership with you.

With best compliments from:
Great Eastern Life Assurance (Malaysia) Berhad

Great
Eastern
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Tha Obyecisve ol the Trams-Facfic Parinecstg [TEP)
Agresmient 13 o credale & plafform for sconamic
integralmn across the Asla Pacifi regan The
coirhfres participating n tha TRP indend to deskgn
i high guality, Inclusive agreement that lavs the
Faundations far esonomes groveh that will Iaciiitate
tho deveiogrment and genaration of employrmont o
e Friembar counlFss.

While s may D= e fest FTA that Malaysia B
reguiiating ihat include 3 Laboyr Chapter there gy
roemarous other regional and infernaticnal, whelher
Filateral or mullinatianal, agrearmant which Rave
of. Bie Lﬂll‘ll"lll"lu by have proadly aimdlar |adsaur
chagiers

Thez reprozonle & =gnificand recognition thai be
e frae lrads and etanomas iAlegrafios o labaur
chagier & needed 1o Bnsure a sustainabie 1air ard
i lustve FTA agreemend. Labedr po! andy underpirs
gcpnpmic aclibies: the  lurdamanial - gbjeciive
of scanomic actvilies: and . grealer troada’in khe
devwlnpmenl and ponerstan af employment ard
dacent jebs

It Falipws Sheratore that & FTA withaul 3 {abom
chapler will pul imlo guiabion ke wary purpose of
the FTA

It izt Lise wrming et ihe 17 countres of the FTA
raguliations haye inchuded a Labour Chapter which
has a high level of chiigationt Fhal requine 1hal TFF
coimnirsnd 1o miegrale the loor prnciples &f Bha (LO
Deciarakion of 7976 ia thie Law of each oasniry

The redevant parts of the 17298 1L0 Declaration is as
follérys

Whareas ik LD was faunded in the convation (fal
spcral fusile s essenflal oownwiersal and lasimg
pEACy

Wharsas ecananie Qrowih «F assereis Dut mor
suffigiant fo ansureequity social progress snd the
sranivatinn af pawrly, canfrming Hir need fed thp
ILCY ho gromode SRorr socnd! policohd, mratice ang
demecratic maniiubon

Wisarsas im spexing ha raaintam the fink Selween
social progress aho econemc gl fhe
guaratfes ol Tuhddmenlal pincntis snd rghts af
Wl = ol parimuler s ancs i i (! enabifes
fhe persons concemed. toolanm freely amd on the
[rasis of equalily el opportunity e el share of
the el wehuoh R free helped fo generafe, ang
fa gcinewg Maly thew furrman palornial;

“Tecigrms thar sl Menbars, moen 7 dbey e

nal rdifiod the Convendicrs jo Gueston, fuaeg ar
usbigatian ariaing fram e very facl & membersiin
irs fhe Dlrganizablon fa respect dnpromade and
to'realire, &1 gond Fth end in atooraance with

e Constmtion, ihe arinciples cancerming the
fndamental dights which ace ihe sobiost of those
Convuniiors A amaly:

a) [rnpdom of aesocisdan and it plioctnug
recaghitian of Ihe figh! io calischine
paraining:

ek phe @iirinalnos af afl farms of ared or
currulsory labiuer,

{ed. T wiifetiiew diodtion of ehild fabaisand

! Theefirenadion of discriminatian in
respus| of employment avd cocupmion

Sirpsaas thal labour srand ards showld oo De

issd for prodechonisd irgde prrpasoes. and thai
nathing in ihe Peclarsfion and At fsltoveap shvall
b Imveed oF affieridie LEeT o0 spch porpased in
addvion, the compafalive aovaminge of any coemlry
shauld i noowdy Be calied fbo gueshion by s
[Teclaration s it fodlow- g

Malaysia  bos ralfied/sdented B o (db sbove.
partiatly ratify © 98- Right 16 codective Bargaining
tut pat Convention 87-Freedom of Associalion

A5 a result, Trade Unigns are stilled wunder Whe
currend vary restrictividy Trades Unlon &t 1959 {hat
segrogaie unne inla aimaet 100D unione divided
by mokerponsa indadey aeciore, sciablichmants, (ol
{unctions: all a1 the absaluze discretion af ihe Directar
Gereral ol Trade Umens without amy recourse of
appeal to the Manaster af Human Besources
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13

14,

15.

This nad confribeled Lo suppredalan of wages
in Malzesia fonly 336 % of GOF and real wages
P llen baliw produes ity groeth and Indlation
Almesl fadl of workers werd pad leas 15an 3700
ire 200 e kich 1o bolie e powtety bing inding,

The real peasen why Malaymuans productiviy
ie lowor fhan lagan, Singmsore. LS ewsn South

Kerea dnel Tanwan s Nesthy Ul Ehe ghoatmiment

ras sllawed  amployers 0 SURDTEES WadES by
atifling frade uricns antil Thera &5 00 ecaniEmis
inceniivl for smplayars ta meest m foc bmalogy and
produchivity enhancement methods of produslian,

Ag-such w2 trapped in fhis [ow cost and 1ow
prodtuc gy modael with & frolban Beteian warkses
las 2Laied Dy e Human H-EEL‘I-LII'I:Hﬁ Minasher|

In Malaysa wages To gross domeahc  product
IGO#T 25 anby 336 percent, Whils 0 Singepo, il
{5 &% parcent, Talwan 442 parcent South ores
about 43T percent. Norway 31 3 percent, Ausiralia
W8 P percent and Japan 51 9 porcend

Tha gowersrment’ linadly recognises  thal soch
@ eConomet modet has. Bl us  betind ol
compliters secl as Singapary, Hang Bong, koiea
ind Taiwan, 'Wa have smbarkef cn dn fConomic
tramatormation wilh & polcy thust of & high
incoma nalian ler syaryone, wilh 8 stated goal gl
USDIS000 per eapits income by 2020 More
spimcifcatly the governmoent ams 1o nGreass
vagos share of GOF from 33.4% ko 0%

This bed ta the implameniation
sd  matienal mimimeurm R
i IO Howews®  Minimom
age by itself will nat ensurse
ifal wages  Inoreases  wll
b a3l par with producisity

16.

1

7.

18.

19,

20.

With Ehis trandfedenalion o s high |rdomse palles
the ‘tear fthal higher wages will lead b lowesr
compelitivaness 15 mispaced. missancaived and
yatdaied. The sl compnelelive cowmmries ane Jsgh
witied economies with a rofatively. higher trade
islon den ity

Ernployard have fastod consosns thal Tigher seal
ol (hang Deaswiess, dis fa ARalieia’s afge podd law-
kil forewgn woikers- the fransition o fugh skl high
gy fabs may e coadly i the 4 priociples aof P08
LY seclarpdion are pdapled e emposorment

o wWorkecs. map Indfassd - wanes g - ormpoi
coTanes especiatly SMEL R Cadppd  cosiy
rechriodogy

T tramsrin fo figh skl mgh gay jebs 1S integral
part af HiGH INOOME NATION POLCY chbieclive
Adopfing technabogy i wh - the fatichal  inberesl
and wlbmatedy In this amplovar’s inlerast s they
will ba abla le compats intarnatianolly and o Dike
ndvartage ol e increase Uade Jppﬂ'h..l.l‘lll'"ﬂ:
wilh TPPEA countries

- vl alse seduce rédiance on b wade inshitlsd
fargigo’ laboar  wdif i an oogoersy Aol
ofectivie

Empewarmant of workars 10 increate wages and.
compe] companes 1o adop! madarn lechnodogy
in-an ntegral pact of hme objective af Mgh ndome
Maticn and showld not be sesn 858 CosT | would
give added rrpeluy o this policy bhrgst

1

B Y .

B

i+

Warkors miugl bé En_'rpnwu'rrd . T

tn negatiate Iar Higher wages [ e JL

Based on  preductivey  amd T P

performance i T

Ax slseh e obtigation eoder i : 3::-_:5

If2 laous ehapler wil be very = |

pesilive in That iLowill spur tha H

frve Pewards 3 highs mcama :. i-ml -

ecanpemy fof evarycne [t will b

s address the carrEnt AR [ — -

lirbalance belwesn employer e

and workars that are skowed -~ |h-“-'-"'-"'-'II

haawily. in favour of emplopers !!."""':'
BT

20 mlh 5 (hal o Wiea
s fablesy bbing peodusthyity

oW

L L

- .




27,

22

23,

24,

25

26,

27,

28,

29,

Wierld  ywidid, [hd prodt  compatibve  seunbies
have kéghar irade wnign density  Adpphbing core
ILD convantons of Fresdom of Assdciation Is po
larrinr 2 produciinly levids and efficiessy thad
are amongal (he bigheal i the warld eg S Kores

I Malmysiz the  Eanking lmdustry 05 shinpang
sxamphe. Despile af baing the mos! unonised of
all i'ndull.fr:,l in. Malaysa whete sven h'lmn-qrr:.
arg union mambers, productivity, efficnensy and
prahtabelite Sra amaehgst e highest.  Adoption of
techinilogy and innovailion bas alipaad Banking
sersices o ba avaitable 24 bours a day and J45
days a year. It has facalitated regignal oxpansszn
by the cowritfaia Bankd. And sparl fof o few
wxpatriates, nat @ sngle Westgn worker

Emmloyers shoild mecogniae the need lor
madingss of it paopie for changing mind  sefis
i3 . &fbrace slratege eveldtien and reinfarco
commitment o achipve b organisatian's averall
lang term geal

Emgloyars and businesses need o promole the
engoany process of intégraban and’ assirrukatios
ol armployess and Intensily efortis ip promate
protasspanalism

Bysinesz rmaml recogrize tha! coheson amorg
{h ks 1arce im pevelal in harneseing the eaetdqy;
ghalle, juidgment ard cornmitrment of =tall 1a attan
organizatienal goals

Witk all thess ransformaticns, it is imperatie far
the cauritry . empliyers b fove owdy lar srchaie
ard FeEirietan laws and indusioisd pelationg modal
fal has been based on sapafatian of dubies ard
iespansaiRiiies theavgh differeol anld disparats
trade unign reprosantalions

Such separaiion of diies and respansibilities e
it eost Blfeclve & barner o zam work, oeals
suspicions, hinder job empowerment and greater
rofessianalism

Linder fhe cuirend sliting (abor laws. eur SMEs
are nipt comipatitive oxfhey rofy oo bow wage, low
cosl feralgn labour and tharalore low innavation
|mirkinnes el

While dhere 1= & parecal concermn by Loth frade
i and  employers fhal cermpiance with” ths
Labsur Chaplar will lead 1o mulbiplicity o unions

(| Hewesr Malaysia already fas malliplicity of
umans as we haye stmost 1000 wmons, most
of whom are registered arbitranly by DGTLL
Soma bag bese Ban 78 mamibare

30

31,

32

33,

34,

35,

Exzpurience in countried that ratlly Conventles
BT zuggesi thai, within 3 very short lime.
masl Unipns will consolidate and merge into
Imibusbry Sased wesns

Regulations can be adopled bo verily whizh
Hreney hias the majerity 18 guahly, a4 the
sola - pargaining wnil io the amaloyees. So
pmplaynrs will negatiate wilh dne gnian. nof
rrtliple anes ag fared by errployars.

i3@nerally adopting ine 1998 declaration will not
impose Galiective: bargainmg nighta 1o The pubic
socter: Thizs is bacouse civl servanls gril nol
engaged in trade dnd thids will dal B eahsidarsd
a TPPA Treatly wialation,

I it add that sdoptesg the 1928 declamabieh
dogs WOT mean that there will bo abolute
feoodom ol atssgiaban Trade umeans musl il
eetlerm b ihe general prevlsian dpalicakls ts sl
puthic meslings and musi respect the reasonatie
limits which may be lmed By (e aulharities to
avaid dislurbances in poblic places

Adcpling |ha 1998 Declaration aldo does NOT give
shsclhfe freedom an The nght fo sirike T does
Al proteit - abusesn  and lailure lo comply wall
rengonable requisements rogarding Liwtubness,
o eanyleting ol adte ol a erlminal nitre wall gl
b SBpech B pelevant taws

L.I'!JE' pioewdural rasinicticers  am Eﬂmib'iﬂ'
|arg currenily in placel, il they do nof plice a
dubarsmdial Nmtadlen on the rlﬂ!'l.l 15 Afrehide

fa} chbigation of price petice to employer,

o) prior pdtmuostion of yaluntary meshation
and artilralion

(2} cbligatmon of secrit -bollot 16 valsdats
LU R T

Fressure from 1L and infernational comimundy
will - compel Malaymp o abopt (he  ddre
cotventlang in & marter. @l fme Se 0 owill | be
prudent for Malaysia 1o leverage an the TERA
igaiiation by aghesing to Lebawr Chapter. This
will strengthan Malaysia bargaining pesition . @n

‘elher ¢haptors.

For the reasens above | beileve that H will indpeld
e tee bes? alretegy o adopt the lsbiur charier
In fine TPPA that call ferinfegration of the 1998
dectaration Inbo aur laws, and levarage on this ke
raimn bacalet Ior Malayssa o othes chapmrs.



36.

37

38,

Impaet of the Trany Pacific Fartndrahip Agresmeand
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CWE CHING WENG ENTERPRISE

The CARPET Spectahst

=k, _ Your One Stop CARPET SOLUTION!!!
oo Tel: +E 082 - 334 698

H/P: +6 019 - 878 9080
Ervail: chipgwengenterprise@grnoil.corm

H/P: +6 011 - 2683 7618
Emall: kenny_owehobtrrall.com

Products & Services
| * Mosgque Carpot *VILP Red Carpot
* Grass Carpoef * Broadioom Carpet
* Carpot Edging * Area Rugs
* Carpat Tile * Window Shadas
*Wall 2 Wall Carpet * Vinyl Tile
* Expo Carpet {(1.83m width) = Vinyl Sheet
* Expo Carpet (3m width) * Wallpaper

Lot 973, Section 56, KTLD, Bintawa Industrial Estate, Jalan Tekad, 93450 Kuching, Sarawak, Malaysia.
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SBEU call on BNM to stop pushing through the
takeover of RHB by either Maybank or CIMB.

SBEU call on Government to conduct an independent
study on effect of bank mergers

SBEU call for a competition watchdog to ensure
mergers are not detrimental to the consumer and
economy at large.

SBEU call on the Prime Minister not to force EPF to
relinquish RHB as its 11 million contributors may lose
out in the long run

SBEU CALL ON consumer and business group and EPF
members to request the Prime Minister to direct BNM
to review its decision.

REGIONAL CHAMPION

I. Even before the dust has settled over the takeover
of EON Bank by Hong Leong Bank, Bank Negara
Malaysia has given approval for both CIMB &
Maybank to begin takeover talks with RHB bank.

Il.  This has made investment bankers who claim that
the creation of a regional banking champion is
essential in a competitive landscape and will raise
competition. This is simply not true.

[ll.  The potential merger of either Maybank or CIMB
with RHB Capital Bhd will still not create a regional
champion as it will be behind DBS of Singapore.
So what's next? Merging Maybank and CIMB, just
so we can have a champion?

IV. A regional champion does not necessarily translate
into benefits for all stakeholders. Just look at the
celebrated merger of Sime Darby that created the
world's biggest plantation company. It has to
back track and restructure its activities into separate
business units just a few years post-merger.

V. Japan used to have global banking champions
created in the height of the Japanese asset bubble.
These world champions never helped the Japanese
economy out of the doldrums. In fact these banks
were like albatross around the economy, saddled
with loans. The biggest banks in the UK & US
require government bailout just three years ago.

BIGGER BANKS POSED MORE RISKS

I In banking, the bigger you are, the harder you
fall and when you fall the shockwave will be
massive and because of this big banks know that
the government will not let them fail and
consequently they take on bigger risks.

II. Of course investment bankers laughed their way to
the bank with their fees. After all, bankers estimate
the deal will generate around RM180.9 million in
advisory fees to be split between the dealmakers of
the RHB takeover.

4,
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ALL ABOUT SHAREHOLDERS

Those who welcome the proposed merger talks
only care about creating shareholder value. Even
this is not a given. Remember 80% of mergers
destroy shareholder value.

What is alarming is everyone seems to forget that a
bank has much more than simply shareholder
value.

Banks provide an essential service, play a critical
part in the economy, and have varied stakeholders;
customers, borrowers, depositors big and small,
and staff.

MERGER WILL ELIMINATE, NOT RAISE COMPETITION

A Maybank takeover will result in it having a market
share post-merger of domestic loans to climb to
26% while domestic deposit will rise to 23%.

The potential merger will substantially solidify
Maybank’s top ranking and take it way above the
other domestic banking groups. Thus, the potential
merger is for sheer size while enabling Maybank
to eliminate competition in the domestic scene.

SBEU call for competition watchdog on financial
services to ensure that such mergers are not
detrimental to the consumer and economy at
large.

MERGER DOES NOT BENEFIT CONSUMER AND
BUSINESS

The evidence is also mixed on whether bigger banks
actually bring benefits for customers. In terms of
customer service, smaller banks typically rank
ahead of bigger banks. A survey of US banks
shows that bigger banks charge significantly
higher fees than their smaller rivals.

In Australia after merging most of these banks have
decided to take the money and run. They're
charging whatever they can get away with and it's
meant higher fees!

Has BNM undertaken an independent study on the
bank consolidation and its impact on banking
charges and access to consumer and business
credit? We have seen the mushrooming of
moneylenders and credit companies, some of whom
are even occupying ex-bank branches premises.

WHERE IS THE SYNERGY?

SBEU is not convinced with the synergy of either
Maybank or CIMB. It looks like either one is dragged
into making a bid for fear of losing out to the other.
This can only spell disaster.

Market analysts have expressed opinions that they
are no real synergy arising from the merger.

They have highlighted that CIMB and Maybank
are likely to have an overlap of their branch
networks with RHB Capital, and the only cost
savings are the rationalisation of branches and by
cutting staff.
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CIMB was relatively weak in the domestic SME
loans segment, much like RHB. Both are relatively
strong on corporate loans and government-linked
loans, essentially indicating an overlap in both
banks' core lending strengths and weakness.

One analyst added that the similarity in CIMB and
RHB Capital's core lending strength in the
corporate segment may also give rise to increased
volatility in individual assessment provisions
under FRS139 (an accounting standard for valuing
financial derivatives).

CIMB's overall loans to deposit ratio will be diluted
by RHB Capital's weaker loans to deposit ratio
(LDR), post merger.

Meanwhile, a foreign research analyst said that
there seemed to be limited revenue synergies
between CIMB and RHB Capital and was lukewarm
on the deal as it could cause management
distractions and slow its exciting build of a
franchise across Asean.

As for Maybank and RHB Capital merging, the
analyst added that Maybank has yet to digest its
takeover of banks in Indonesia and Pakistan, which
caused it to make huge provisions.

WHERE IS THE IMPROVED EFFECIENCY?

So it appears that the only real benefit is the
rationalisation of the branches and cutting staff to
make money. We expect at least 10,000 jobs to be
affected.

Efficiencies resulting from bank mergers and cost-
savings resulting from mergers are two different
concepts. Efficiency effects of a merger are typically
measured by an expense ratio. Cost-savings are
measured only by reference to savings in gross
expenses. In terms of benefits to the community it
is efficiency gains that have the greatest
implications for the real long-term performance of
the industry.

In mergers, cost-savings are relatively easy to
achieve e.g. folding together two IT systems.
Efficiency gains are more difficult and require
extensive managerial skills and made more
because of different customer-bases, blending
differing cultures and the managerial quality of the
new institution.

For example, while an in-market merger is bound to
result in cost-savings when neighbouring branches
are closed down, this does not necessarily indicate
improved efficiency in the long-run.

Therefore there will be no improved institutional
efficiency and the Malaysian public may not
benefit from the merger and any improvement
to the bottom line is likely to be short lived.

8.

9.

VI. In the US a comprehensive study concluded, after
reviewing 39 studies on post-merger performance,
that the findings point to a lack of improvement in
efficiency or profitability as a result of bank
mergers. More telling is that efficiency indicators
such as cost-to-asset and cost-to-revenue ratios
remain steady or actually deteriorate.

VII. A study published in the Federal Reserve Bank's
Antitrust Bulletin concluded that mega-mergers
were not very successful on average in improving
cost efficiency in banking.

VIII. There is also no clear advantage when it comes to
cost to income ratio between big and small banks.

) & It can be seen, therefore, that mergers does not
necessary bring about improvement in efficiency.
Those who asserted that there would be should
demonstrate them, before they are allowed to
merge.

X. It is alarming that BNM in pushing for more
mergers, has not conduct any independent study at
all to convince the Malaysian public that the bank
mergers benefit the economy at large.

MALAYSIA NOT OVERBANKED

I 1997 figures Malaysia should that have only 1.36
Bank Branch per 10,000 people, while Australian
have 3.8, New Zealand 3.6, Canada 3.3, UK 2.7 &
USA 1.96. We have about the same as Singapore.
It must be noted that Singapore with a 100% urban
population with a first class transport system has
about the same number of bank branch per 10,000
people when compared to Malaysia with a large
portion of its population in the rural areas.

WHY SHOULD EPF BE FORCED TO SELL?

I The fact that Abu Dhabi sold off its 25% stake in
RHB bank to a sister company shows the full
confidence of foreign investors in the long-term
prospect of RHB as an independent bank.

II. We are not convinced at all that EPF can extract
maximum value out of the merger, and this will not
benefit EPF contributors, as it will be a share swap
deal as both Maybank or CIMB is able to raise the
cash without resorting to loans. How are we sure
that shares in the enlarged bank will hold its value?
Remember 80% or mergers destroy value.

M. So it may well be possible that EPF could become
penny wise but pound-foolish.

Iv. So just let RHB Bank focus in growing its
business, generating attractive returns for its
shareholders, treating employees with respect
and serving the Malaysian customers and
economy well. EPF must not relinquish control
of RHB as it has been generating good returns
and dividends for EPF members.
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What makes us different

only makes us stronger.
J

At Maybank, we believe that the diverse landscape across ASEAN is
its biggest strength.

We know that because we are the only ASEAN financial services
group to have dedicated ourselves to building a full on-the-ground
operation in all 10 countries.

With that comes a unique depth of understanding of ASEAN, as we
have witnessed the blossoming of all our nations on this journey of
growth together. On this path, we've learnt that strength lies in our
diversity and our differences make us uniquely powerful. We've
learnt that by always putting people first, we all become partners.

wwv.maybank.com

Humanising Financial Services. ﬂiﬂ' Maybank



