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1.1. The necessity of doing this study 

The union is the representative organization for workers and trade union rights have 

recognized by the United Nations and the International Labor Organization (ILO) as a 

fundamental right of workers. In Vietnam, there is only one trade union organization and 

this organization plays an important role in the social - political system. Trade union 

organization has assigned to perform many functions and tasks, including the duties of 

representative organizations to protect the legitimate and legitimate rights and interests of 

workers, as well as political and social tasks which is not the function and duty of the 

employees' representative organizations in general. The above characteristics not only 

bring many advantages to the Vietnam General Confederation of Labor, but also make it 

difficult and challeng for it to become an effective representative organization of 

employees in the labor relations. 

In recent years, Vietnam has become more and more involved in the international 

market, requiring us to follow the "rules of the game" globally. Vietnam will have to 

implement the commitments on labor and freedom of association mentioned in the 

number of Free trade agreements (FTA) that Vietnam has signed and will sign. At this 

time, there will be non-traditional trade unions (new representative organization of 

workers in Vietnam) and it will create competition with traditional trade unions 

(grassroots trade unions of the Vietnam General Confederation of Labor). As a result, the 

Vietnamese trade union organization will have to improve its capacity and bring real 

value to the workers in order to attract and retain trade union members. The researches in 

the world indicate that only a high-quality trade union can attract and retain union 

membership. It is only on such condition that Vietnam's Trade Union can promote its role 

as a socio-political organization stipulated in the Constitution of our country. 

In the framework of the report "Research on trade unions participation behavior of 

worker at enterprises in Vietnam", trade unions are understood as the current trade union 

organizations in Vietnam - General union of workers. In Vietnam, other representative 

organizations of workers may appear when Vietnam fulfills its commitments on freedom 

of association in FTAs called the new representative organization of workers. 

The research report is conducted by qualitative and quantitative research methods to 

make judgments about labor union behavior of workers in enterprises in Vietnam today, 

determine the level of impact of factors affecting union participation behavior of workers 

(including groups of factors: Social factors, Enterprise factors, Trade union factors), and 

clarifying the influence of union participation behavior to commitment to the organization 

and work results of workers. 
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The research on labor union behavior of employees in enterprises in Vietnam is 

urgently needed in the context of Vietnam must implement commitments on labor, 

freedom of association updated in a number of FTAs that Vietnam has and will sign. The 

research findings are the basis for proposing the changes of policies and laws and the 

operation of the Vietnam Trade Union organizations, specifically: 

Firstly, proposing changes in the national policies and laws on trade union rights in 

line with the new context: This proposal will be highly practical due to changes in the 

State's policies and laws on trade union rights. Complying with the terms of the FTAs is a 

mandatory requirement for Vietnam in the current context. 

Secondly, proposing to increase the support of the State to the activities of the 

Vietnam Trade Union in the context of Vietnam's commitments on freedom of association 

in free trade agreements: Vietnamese trade unions are socio-political organizations 

defined in Article 10 of the Constitution of the Socialist Republic of Vietnam. With the 

legal status, roles, functions, and important tasks of Vietnamese trade unions in the 

national political system, the research will propose possible State supports to improve the 

effectiveness of Vietnam General Confederation of Labor in the current context.  

Thirdly, proposing to improve the performance of the Vietnam Trade Union 

organization in the new context. This proposal is practical in association with the activities 

of the Vietnam Trade Union organization because in the future, the Vietnam Trade Union 

will have to improve its competitiveness in attracting and retaining union members. 

1.2. Problem statement and research questions  

The research problem of the thesis is the situation of union participation behavior of 

workers at enterprises in Vietnam in the context that Vietnam will have to fulfill its 

commitments on freedom of association in free trade agreements. 

A study of employee union participation behavior in enterprises in Vietnam by 

measuring scales and verifying the hypothesis in the research model is to answer the 

following questions:  

(i) What indicators are used to measure the participation of workers to unions 

and the status of union coverage in enterprises in Viet Nam now?  

(ii) How will workers' union participation affect their commitment and 

performance?  

(iii) What are the factors influencing employee union participation in enterprises 

in Vietnam and what changes should be made to the state's policies 

regarding union rights to fit the new context; as well as what to do to 

improve the capacity of the trade union.  

1.3. Research objectives and scope  

- Research objectives of the project: The research is conducted for the following 

objectives: 

(i) Measure trade unions' participation behaviour of workers in enterprises in 

Vietnam at the moment; 
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(ii) Evaluate the impact of workers' union participation on the level of commitment 

to the organization and their performance; 

(iii) Detect and assess the impact of the factors affecting the current participation of 

workers in trade unions in Vietnamese enterprises; especially the impact of factors related 

to the law system on trade unions in our country.  

(iv) Provide recommendations for changes in the State's legal policies related to the 

right of unionization of workers in Vietnamese enterprises to fit the International Labour 

Standards and the new context;  

(v) Give recommendations for improving the capacity of Vietnam Trade Union as a 

strong socio-political organization to bring the faith and commitment of workers, from 

then contributing to effective implementation of the guidelines of the Vietnam’s 

Communist Party and the Government with the workers movement. 

- Research scope: 

+ Research area: The research covers some provinces in the North and the South: 

Hanoi, Hung Yen, Ha Nam, Ho Chi Minh City and Binh Duong. 

+ Content: The research focuses on the factors influencing labor union participation 

of laborers, the actual status of workers' union participation and the impact of such acts on 

workers and their results.  
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2.1. Literature review 

In the world, the topic of researching on workers' union participation behavior 

(Union participation) has been widely taken care by theorists, researchers and policy 

makers. There have been many studies around this issue, emphasizing some of the 

reasons for its importance. Anderson (1978) emphasized the importance of union 

participation as an indicator of union's democratic quality. The findings of Child, 

Loveridge and Warner (1973) also show that low rates of union members participating in 

union activities indicate a lack of democracy in union activities. Research on labor union 

behavior of workers focuses on three main research directions: workers' union 

participation patterns; factors affecting workers' union participation behavior; the impact 

of labor union behavior of workers on commitment to the organization and the results of 

their work. As following: 

On the topic of employees' union participation  

The term “employees’s union participation” is used to refer to various forms of 

union participation. Research by Barling J., Fullagar C., KellowayK. (1992), The Union 

and Its Members: Oxford University Press, A Psychological Approach, points out in detail 

about motivation of union, including: predictive demographic and personality factors, 

electoral behavior, union engagement, allegiance, leadership style, collective bargaining, 

.... The study of McShare (1986), Glick, Mirvis and Harder (1977) used this term to 

indicate participation in union activities while Anderson uses it to refer to other forms of 

participation such as awareness of participation in decision making, and actual 

participation in meetings. In general, the research of foreing authors has shown that the 

forms of union participation are: Awareness of union participation; Participation in 

decision - making; Participation in trade union activities; Participation in struggle of 

union; Join the union leader. Specifically: 

(i) Awareness of union participation has the research of Summers, Betton & 

Decotiis (1986); Youngblood, DeNisi, Molleston và Mobley (1984); 

Premack & Hunter, (1988); Klandermans (1986); Mellor (1990); Gordon, 

Philpot, Burt, Thompson và Spiller (1980); Klandermans (1986); Aaron 

Cohen (1993); Barling, Fullagar, & Kelloway (1992); Fullagar & Barling 

(1991); Fullagar, Gallagher, Clark, & Carroll (2004); Hester, (2001); Sinclair 

& Tetrick (1995); D. Bolton, J J Bagraim, L Witten, Y Mohamed, V Zvobgo, 

M Khan (2007). In which, awareness of union participation is specifically in 

the study of Cohen (1993) that workers feel proud of union organizations, 

interested in issues of unions ...; 

 

 

                  LITERATURE REVIEW  
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(ii) Participation in decision - making was pointed out by Klandermans (1986) 

and Aaron Cohen (1993): Employees feel themselves involved in decisions 

or adoption of agreements; 

(iii) Participation in trade union activities by Klandermans (1986); Aaron 

Cohen (1993); Fullagar & Barling (1989); Fullagar và cộng sự (1995); 

Hoyman & Stallworth (1987); Heshizer, Martin & Wiener (1990); G. W. 

Miller và J. F. Young (1995); L. E. Tetrick (1995) studied including 

participation in voting, attending meetings, understanding union agreements 

or updating newsletters and supporting union activities; 

(iv) Participation in the union's struggle was Snarr (1973); Klandermans (1986); 

Martin (1986); Cohen & Jacobsen (1987); Aaron Cohen (1993) research 

includes: participating in proposing trade union claims, joining strikes, ...; 

(v) Joining the trade union leadership was Klandermans (1986); Aaron Cohen 

(1993) pointed out that: participation in leadership positions in trade unions 

at all levels, functions of union officials. 

In the country, according to the group of authors, the topic of union participation of 

employees has not been conducted by any research. Do Quynh Chi (2012), Employee 

participation in Vietnam, Industrial and Employment Relationship, International Labor 

Office, Geneva, studied and pointed out the level of employee participation through 3 

forms: (i) Through the leadership of the working group; (ii) Through divisional 

committee; (iii) Through the representation of employees in the enterprise and the impact 

of this participation on the rights of employees, employees and economic efficiency of 

enterprises. In addition, there are a number of studies on common issues about trade 

unions such as trade union performance in foreign-invested enterprises (Duong Van Sao, 

2003); Actual situation of grassroots trade unions in enterprises (Le Thi Lan Huong 2016), 

Trade Unions and leadership strikes (Tran Thi Thanh Ha 2016); The role of trade unions 

with workers (Diep Thanh Nguyen, 2005; Vu Xuan Kiem, 2014; Nguyen Xuan Vinh, 

2016); quality of trade union staff (Nguyen Duc Tinh, 2013; Nguyen Hanh Huong, 2015). 

Research topics on union activities and trade union rights in the context of globalization 

have also been mentioned by some studies such as studying the impact of free trade on 

human rights (Associate Prof. Dr. Le Thi Hoai Thu , Assoc. Prof. Dr. Vu Cong Giao 

2016); and typical is the research of Dan Tam, Challenges of Vietnamese trade union 

when integrating into TPP, Journal of Trade Union's Scientific Research in August 2016. 

According to the author, the biggest challenge in the near future, at the grassroots level 

will appear other representative organizations of workers (multi-union). The author has 

also proposed a number of solutions to enhance the adaptation to the new situation of 

Vietnamese trade unions to be more suitable in the new context. 

On the topic of factors affecting workers' union participation behavior 

Research on factors that affect workers' union participation behavior in 

organizations has received considerable attention from scientists around the world. First of 

all, studies have shown that demographic factors affecting their union participation 



   

 

8 Trade unions participation of workers at enterprises in Vietnam   

 

 Research report 

behavior (Cohen 1993; D Bolton et al. 2007). Alutto & Belasco (1974), Black (1983), 

Shirom (1977) and Metochi (2002) all affirmed that the age of workers themselves 

directly affects their union participation behavior. Young workers are more willing to 

become "warriors" involved in higher union activities than older workers. They may think 

that the union is one of those organizations that can help them achieve their goals more 

quickly. In addition, gender is also an element of self-employment, which is considered as 

a factor affecting union participation (Alutto & Belasco, 1974; Anderson, 1979; Black, 

1983; Gordon and partners 1980; Metochi, 2002; Gallagher & Clark, 2001). Male workers 

will often be more willing to participate in the struggle activities, strikes than women and 

the motivation to participate in union activities of women is also less than male workers. 

Researchers also agree with the view that some elements of organizations will have 

an impact on workers' union participation behavior. When workers feel satisfied with their 

work at organizations (Warr, Cook & Wall 1979; Premack & Hunter, 1988) or when 

organizations design work to ensure their right to self-determination workers (Hackman & 

Oldham 1975) will have a significant impact on the loyalty of workers with trade unions 

in particular as well as on union participation behavior of workers in general. In particular, 

it has the impact of internal communication within organizations on union participation 

behavior of workers (Anderson 1970; Cammann, Fichman, Jenkins & Klesh 1979). In 

addition, macro-environmental factors have been studied as one of the factors affecting 

workers' union participation behavior (Cohen 1993; Kochan, 1979; Fullagar & Barling 

1989). These studies suggest that political and legal institutions have an impact on 

workers' union participation behavior. Tetrick and Lois E (2007) show that the attitude of 

society to union activities has an impact on workers' union participation behavior. 

It can be seen that participation in certain groups/organizations will obviously be 

governed by that group/organization. When the organization's activities are attractive, 

meaningful and bring about practical value, it will attract a large number of participants. 

Ginni Chawla's research and Tripti Singh (2014) synthesize works related to union 

participation behavior that point to factors belonging to the grassroots trade unions as a 

tool for union activities (union instrumentality), union ideology or union support is a clear 

influence on workers' union participation ... However the study was explored with regard 

to labor union behavior of workers, not to mention the role of trade union leaders when 

being able to attract and influence members of the organization. . Does the element of the 

grassroots trade union itself affect workers' union behavior? 

On the subject of impacting union participation behavior on the organizational 

commitment and the work performance 

In the research on trade union topics, there have been some studies on the 

relationship between workers' union participation with their organizational commitment 

and their work performance. 

The studies on the relationship between union participation and organizational 

commitment focused on dual commitment, including commitment to the union and 

commitment to the organization. Most studies of dual commitment give a consistent 
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conclusion that there is a positive correlation between organizational commitment and 

union commitment based on the industrial relations climate. If the relationship between 

management and union is positive, there is a dual commitment; In the case of negative 

labor relations, there is no correlation between commitment to organization and 

commitment to trade unions or reverse relations (Gordon and Ladd, 1990; Angle HL and 

Perry JL, 1986; Deery et al., 1999, 2005). However, in the study of "Predicting 

Organizational and Union Commitment: Deery S.'s Bristish Journal of Industrial 

Relations (1994)", Erwin P. and Iverson R. discovered another interesting thing is 

commitment with the union plummeted when employees are aware of the industrial 

relations climate as well. The results of this study are contrary to previous research 

results by Angle and Perry (1986). 

Organizational commitment is defined as the degree to which an employee 

identifies an employer, want to stay with the organization, and is willing to promote 

further efforts for the organization (Mowday et al., 1979). Commitment to an 

organization affects the feelings of employees in the organization, or creates some 

behavioral consequences, such as engagement, work participation, civic behavior, and in 

some cases work performance (Hulin, 1991; Meyer and Allen, 1997). Organizational 

commitment is one of many factors that determine self-employment and thus has a 

negative correlation with the intention to leave the organization (Meyer and Allen, 1997; 

Griffith and Hom, 2001; Dong N., Yao Y ., Fan y., Hr P., 2013; Wang, 2017). Hammer 

et al. (1981) (cited by Hammer and Avgar (2005)) examined the effect of speech and 

loyalty uion on the absence of workers in a unionised organized factory. The level of 

satisfaction with the job is not related to the absence and is only weakly correlated with 

the perception of union voices. There is also no significant relationship between 

awareness of union voices and commitment to organizations. Similarly, the results of 

research Lincoln and Boothe (1993) show that unions negatively affect the organization's 

commitment. Thus there is a contradiction in the results of the authors' research on the 

union's influence on the commitment of workers and this is the question for the practice 

in Vietnam whether it is public how the team has an impact on the commitment of 

Vietnamese workers. 

Studies on the relationship between workers 'union participation and work 

performance indicate the role of workers' unions in contributing to improving the 

capacity and labor productivity of workers 

In theory, unions can have a negative effect on business performance (Bryston, 

2011). If they succeed in negotiating wages in the market or taking measures to reduce 

productivity, it will reduce the likelihood of making a profit. On the other hand, unions 

can enhance performance through "voice" effects to improve labor productivity and 

improve management decision making (Freeman and Medoff, 1984), by supporting 

Employers monitor employees or support better organizational change (Vroman, 1990), 

Mwathe et al. (2017) noted that AMO theory of ability, motivation and opportunity 

(Ability, Motivation and Opportunity suggests that employees increase their productivity 
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and productivity, if they have the knowledge, skills and qualifications needed to do the 

job, they will improve performance if their environment is working in providing 

necessary support facilities (machinery or technology needed). Union functions such as 

managing collective bargaining terms lead to increased work motivation. Labor unions 

protect workers' rights to ensure that organizations can provide the necessary machinery 

or technology for workers to perform their jobs and duties, thereby contributing to 

increased labor productivity. 

2.2. Research gap 

The topic of research on union participation has been mentioned by many 

researchers in the world in scientific articles or in specialized books. These studies have 

shown labor union behavioral manifestations of workers, factors affecting workers' 

union participation behavior and the impact of union participation on commitment to 

organization and work performance of workers. These scientific works are mainly 

studied in developed countries such as the US, Australia and Canada, but there are not 

many studies in some developing countries and there is a single trade union and political 

organization. - society like in Vietnam. Research works on trade unions in Vietnam also 

mainly analyze and evaluate trade union activities without analyzing trade union 

behavior of workers in enterprises. The research results also contradict the correlation 

between the commitment to the union and the commitment to the organization asking 

whether in Vietnam the research results will be like. Therefore, studying the labor union 

behavior of workers: the impact factors and the impact of union participation on 

commitment to the organization and the working results of workers in enterprises in 

Vietnam is the research gap. In addition, studies have been explored regarding factors 

affecting workers' union participation behavior, not to mention the role of trade union 

leaders when they are able to attract, affect the members participating in the 

organization. So what is the fact that in Vietnam, it is also a gap that this study fills. In 

addition, previous studies only partially study, ie only: (i) study the impact of factors on 

union participation behavior of workers or (ii) study the impact of join trade unions to 

commit to the organization or with the work results of the workers; but there has not 

been any comprehensive research on both sections. 

2.3. Research model and research hypotheses 

Based on the research overview and finding the research gap, the research model 

is as follows: 
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Figure 2.1: Research model 

Concepts in the research model 

From the authors' concepts in the study overview above, this study identifies the 

concepts of the variables in the research model as follows: 

- Union participation is understood as a set of expressions that reflect the participation 

aspects of workers in trade unions. Labor union behavior of workers includes awareness 

of union participation, union decision making, participation in union activities, 

participation in union struggles and join the union leader. 

- Social factors are a collection of factors in the external environment that affect the 

union participation behavior of workers, including: political institutions, average income 

in the labor market, ergonomics social level with trade unions, laws, trade union 

leadership. 

- The internal factors of organisation is the internal environmental factors that affect the 

union participation behavior of employees, including enterprise managers, corporate 

culture, self-determination for workers, the level of satisfaction in the work and internal 

communication of the business. 

- Trade union in enterprises factors are elements belonging to local trade unions, where 

workers directly participate in trade union activities; including union officials' capacity, 

the role of union president, the performance of trade union functions, the union's 

financial and personnel independence. 
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- Organizational commitment reflects the extent to which a worker is associated with the 

organization, wants to stay with the organization, and is willing to promote more efforts 

for the organization during the working process at the organization, including proud and 

concerned about trade unions, loyalty to trade unions, pride, dedication and commitment 

to business organizations. 

- Work performance of employees reflect the level of completion of assigned work, labor 

productivity, the contribution of employees to improve the quality of products and 

services of enterprises .... 

Research hypotheses 

Based on the research model and concepts in the research model, combined with 

the research overview in section 2.1, the research hypotheses are proposed and arranged 

as follows: 

H1: Social factors positively affect workers' union behavior 

H2: The business factor has a positive impact on the union participation behavior of 

workers 

H3: The element of trade union organization in enterprises has a positive impact on the 

union participation behavior of workers 

H4: Labor union behavior of workers has a positive impact on their organizational 

commitment 

H5: Labor union behavior of workers has a positive impact on their work results 
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3.1. Qualitative research 

This method is used to test the proposed research model, to ensure the science and 

suitability of the research model, concept and scale of the variables in the research model 

(from theory). From there, consider whether the model and scale should be adjusted 

appropriately. Furthermore, this method is used to find new findings using in-depth 

interview techniques and group interviews. 

The method is as follows: After studying at the table to collect data from the 

scientific works related to labor union participation of the workers, the authors build the 

research model, interview questionnaires and questionnaire questionnaire.The authors 

then conducted a preliminary survey to collect opinions of 05 scientists and policy makers 

in the field of labor relations and interviewed 3 trade union officials and 07 trade unionists 

in enterprises. Ha Nam and Hanoi to improve the terminology used and to improve the 

research model, questionnaire and questionnaire. 

Table 3.1: Statistics of the preliminary survey subjects 

No Object Number 

1 Lecturer from the University 03 

2 Ministry of Labor, War Invalids and Social Affairs 02 

3 Officials of the Vietnam Confederation of Labor 01 

4 Trade union staffs in Ha Nam 01 

5 Unionist worker in Ha Noi 02 

6 Employees are union members in Ha Nam 03 

7 Employees are union members in Hanoi 04 

Total 16 

From the results of this study, the authors have discovered a new scale of the 

variable "Union element in enterprises" is "the role of the head of the trade union" and a 

new scale of variables “Social factor” is "Vietnam trade union organization" that affects 

workers' union participation behavior. Therefore, the research team put these two scales 

into the research model. 

After that, the research team expanded the interviews, in-depth interviews and 

group interviews by semi-structured interview techniques for workers working in 

enterprises in industrial zones in Hanoi and Hung Yen, Ha Nam, Ho Chi Minh City, 

Binh Duong. The total number of workers interviewed was 73, of which 18 were 

interviewed and interviewed 3 groups of workers. At the same time, the research team 
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also approached 20 trade union officials in enterprises in Hanoi, Hung Yen, Ha Nam, Ho 

Chi Minh City and Binh Duong for in-depth interviews. The group also conducted 

interviews with five trade union officials in the Executive Board of the Trade Union of 

Industrial Zones and Export Processing Zones in Hanoi, Ha Nam and Ho Chi Minh City, 

the Labor Union of Ho Chi Minh City, the Federation Labor of District 12 in Ho Chi 

Minh City. 

Initially, the research team intended to record during the interview, but when 

conducting the interview, it was realized that the recording would make the respondents 

uncomfortable to provide information, especially sensitive information, feeling and 

expressing opinions, the group decided to record only the interview information into the 

notebook. The total number of pages to hand in about 87 pages.  

Table 3.2: Number of interviews 

Object 

 

City/Province 

Worker Union Trade 

Officer in 

Organisation 

Trade union 

officials in 

state  agencies 

Total 

Ha nam 18 09 01 28 

Ha noi 15 05 02 22 

Hung yen 9 02 00 11 

Ho chi minh City 9 03 02 14 

Binh duong 22 01 00 23 

Total 73 20 05 98 

In addition, in this report secondary data was collected from the Ministry of 

Labor, Invalids and Social Affairs, the ILO, the General Statistics Office, the union 

system at all levels. systematic, comprehensive. 

3.2. Quantitative research 

This method is used to measure scales, factor analysis, correlation analysis and 

model testing, and hypotheses. 

About the scale 

Based on the research overview and the preliminary survey from the qualitative 

research, the research team agreed on the following variables for the variables in the 

research model: 

Table 3.3: Scale of variables in the research model 

No. Code  Scale The origin of the scale 

Participatory Behavior  

1 UP1 I am interested in participating in 

community union activities 

Summers, Betton & Decotiis 

(1986); Youngblood, DeNisi, 

Molleston and Mobley 

(1984); Premack & Hunter, 
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(1988); Klandermans (1986); 

Mellor (1990); Gordon, 

Philpot, Burt, Thompson and 

Spiller (1980); Klandermans 

(1986); Aaron Cohen (1993); 

Barling, Fullagar, & 

Kelloway (1992); D. Bolton, 

J J Bagraim, L Witten, Y 

Mohamed, V Zvobgo, M 

Khan (2007). 

2 UP2 I participate in making union decisions 

(personnel decisions, organizational 

decisions, financial decisions, 

agreements with employers) 

Klandermans (1986) and 

Aaron Cohen (1993) 

3 UP3 I participate in union activities 

(meetings, activities, voting, reading, 

and updating information of union) 

Klandermans (1986); Aaron 

Cohen (1993); Fullagar & 

Barling (1989); Fullagar and 

cộng sự (1995); Hoyman & 

Stallworth (1987); Heshizer, 

Martin & Wiener (1990); P. 

J. McLean, D. G. Gallagher 

and C. J. A. Fullagar (1995); 

G. W. Miller and J. F. Young 

(1995); L. E. Tetrick (1995) 

4 UP4 I participated in the fight of the union 

(proposing claims, joining the strike, 

stopping the collective) 

Klandermans (1986); Martin 

(1986); Cohen&Jacobsen 

(1987); Aaron Cohen (1993) 

5 UP5 I am willing to join the leadership 

organization of the union (hold the 

leadership position) 

Klandermans (1986); Aaron 

Cohen (1993) 

Social factors  

6 SF1 Political institutions affect my union 

participation 

Cohen 1993; Kochan, 1979; 

Fullagar & Barling 1989) 

7 SF2 Average income impact on my union 

participation 

Cohen 1993; Kochan, 1979; 

Fullagar & Barling 1989) 

8 SF3 Social attitudes towards union activity 

affect my union participation 

Tetrick Lois E (2007) 

9 SF4 Labor legislation affects my union 

participation 

Cohen 1993; Kochan, 1979; 

Fullagar & Barling 1989) 

10 SF5 The Vietnam trade union organization 

affects my union participation 

Developed from qualitative 

research 
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The internal factors of organisation 

11 OF1 The support for union activities of 

manager affects my union 

participation  

Cohen 1993; Kochan, 1979; 

Fullagar & Barling 1989) 

12 OF2 Corporate culture affects my union 

participation  

Cohen 1993; Kochan, 1979; 

Fullagar & Barling 1989) 

13 OF3 Self-determination for workers affects 

my union participation 

Hackman & Oldham 1975 

14 OF4 The level of job satisfaction affects 

my union participation 

Warr, Cook & Wall 1979; 

Premack & Hunter, 1988 

15 OF5 Internal communications of businesses 

affect my union participation 

Anderson 1970; Cammann, 

Fichman, Jenkins & Klesh 

1979 

Trade union in enterprises factors  

16 UF1 Good trade union steward influence 

my union participation  

Ginni Chawla and Tripti 

Singh, 2014 

17 UF2 The role of union president influences 

my union participation 

Developed from qualitative 

research 

18 UF3 Local trade union organizations 

perform well the functions of 

representation, protection, education, 

advocacy and propaganda for workers 

impacting my union participatio. 

Ginni Chawla and Tripti 

Singh (2014 

19 UF4 The level of  independence on 

financial and personnel of the union 

affects my union participation 

Ginni Chawla and Tripti 

Singh (2014 

Organizational commitment  

20 OC1 I am proud to be a member of my 

union organization 

 

Gordon and Ladd, 1990; 

Angle H.L. and Perry J.L., 

1986; Deery and cộng sự, 

1999, 2005, 

Meyer and Allen, 1997; 

Griffith and Hom, 2001; 

Dong N., Yao Y., Fan y., Hr 

P., 2013; Wang, 2017 

21 OC2 I am interested in the problems that 

occur in my union organization 

22 OC3 I am willing to join a new union 

organization if it brings more benefits 

to me 

23 OC4 I always thought of myself as part of 

this business 

24 OC5 I like to tell my relatives, friends and 

others about where I work 

25 OC6 I do not intend to quit at the 

organization 

Work performance  
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26 WP1 I always finish the assigned work  

Mwathe et al., 2017 

Freeman and Medoff, 1984 

27 WP2 My labor productivity has improved 

over time 

28 WP3 I was praised for my work results 

29 WP4 I get a regular raise because the results 

are good 

30 WP5 I have contributed to improving the 

quality of products and services of my 

business 

About the sampling method 

About the object of the survey: the study conducted a survey of workers who are 

union members working in enterprises operating in manufacturing sectors in Vietnam. 

Due to limited conditions, the team used a convenient sampling method. However, to 

ensure representativeness, the topic allocates survey sheets according to employees 

working in enterprises in the North and the South. Localities include: Hanoi, Hung Yen, 

Ha Nam, Ho Chi Minh City, Binh Duong. These are cities and provinces with a large 

number of industrial parks. In addition, the topic will study representative businesses in 

different business sectors, industries, types of businesses and owners. 

About sample size: 

There are many different ways to choose sample sizes in scientific research. For 

example, according to J.F Hair et al (1998) for exploratory factor analysis, the sample size 

must be at least 5 times the propositions in the scale. In this study, the authors used 35 

scales in exploratory factor analysis, so the minimum sample size to be achieved was: 

30*5 = 150 observations. In addition, according to Nguyen Thi Tuyet Mai et al (2015) for 

most studies in economics, business and management, researchers describe that sample 

size is a function of confidence, dependability, sampling error and scale of the whole. 

Based on the relationship between factors influencing sample size, statisticians 

have developed formulas for calculating sample size in two cases (eg Krejcie and Morgan, 

1970; associate, 1998). In cases where the sample size is large and unknown, the formula 

is as follows: 

n = 
z2( p.q ) 

e2 

 

Inside: 

n = is the sample size 

z = distribution value corresponding to the selected reliability 

p = is the estimate of the overall percentage 

q = 1-p. 

e = allowable error 

In this study with a 95% confidence level with a z value of 1.96, the allowable error was 
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in the range of + 5%. The assumption p * q is the maximum that can occur is 0.5 * 0.5. 

Sample size will be calculated as: 

 

n = 
1.962*(0.5*0.5) 

= 385 
0.052 

Since this research has both explored research and both large and unspecified case 

studies, to ensure accurate and consistent research results, the research team decided to 

choose the sample size a minimum of 385 observations. 

To ensure 385 questionnaires can be recovered, the research team decided to issue 

650 questionnaires, then actually collected 528 valid votes, ensuring that there were 

appropriate observations for data processing (n = 528> 385). Detailed description of the 

survey sample structure is as follows: 

Table 3.4: Structure of survey samples 

No. Criteria for 

categorizing 

Objects Number Percentage 

1 Gender 
Female 408 77.3% 

Male 120 22.7% 

2 Age 

Under 25  389 73.7% 

25-35 115 21.8% 

Above 35 24 4.5% 

3 Level of education 

Secondary 259 49.1% 

High school 170 32.2% 

Intermediate, vocational 

training 

34 6.4% 

College 57 10.8% 

University 8 1.5% 

4 
Position 

Manager 113 21.4% 

Employee 412 78.6% 

Thus, of the 528 valid questionnaires collected for data processing, the number of 

female workers was 408, accounting for 77.3% and the number of male workers 

accounted for 22.7%. This is because the surveyed subjects are mainly workers of 

garment companies, leather shoe, electronic components ... with work that requires 

meticulousness and skill, so female workers account for a much larger proportion. The 

rate of people with intermediate and vocational qualifications is the largest in accordance 

with the labor characteristics of companies and factories in industrial zones, which are 

mainly unskilled workers; do not require education level at a high level. 

 Data processing: The project uses SPSS 20.0 and AMOS 20.0 software to process data.
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PART 4: 

RESULTS OF INVESTIGATION IN THE TRADE UNION OF  

LABORERS IN ENTERPRISES IN VIETNAM 

 

4.1. Acts of joining labor unions of Vietnamese laborers and commits to laborers' 

organizations 

4.1.1. Act of joining the labor union of Vietnamese laborers 

 

 

 

A union is an organization that has the role of representing, protecting the legitimate 

and legitimate rights and interests of the community. Employees' perceptions of the 

benefits of participating in the union will determine their attitudes towards participation in 

this organization. According to the survey results, 73 interviewed workers were members 

of the workforce, and 100% of workers said that they joined trade unions to receive 

sharing when they encounter difficulties in life, while 91,78% of them said that the benefit 

is the participation in collective activities, movements organized by trade unions 

(birthdays, mid-autumns, company’s birthday, cultural and sports activities,...), and only 

45,21% of employees think that they will be shared thoughts, aspirations - colleges that 

bridge connecting businesses with employees. 

 

  

Figure 4.1: Employee's awareness of the benefits 

of participation in trade unions 

 

                               

 
RESEARCH RESULT OF TRADE UNION PARTICIPATION  

OF WORKERS AT ENTERPRISES IN VIETNAM 

 

Benefits of joining the college - views 

from employees: 

"Previously, I worked in Taiwan for a 

while, then returned to Vietnam to 

work for this company, but I did not 

know much about the union. But my 

colleague joined this organization and 

the amount paid was only a few tens of 

thousands of VND so I also 

participated. When joining the union, I 

was given birthday present, was given 

Tet gifts, was visited when sick, ... " 

(Interview a worker in Ha Nam, 

10/2018)  

 

 

 

 

The awareness of workers about the benefits of participating in trade unions is 

incomplete 

PART 4 
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As a result, there are a small number of employees who are not fully aware of the 

benefits of participating in colleges, with them joining the colleges because this is an 

organization of enterprises, the amount of money to be paid is low, but it receives the 

extended benefits of the business. There are some causes limited awareness of employees 

about the benefits of joining the trade unions: 

Firstly, from the employees: The knowledge of the employees is limited, they have 

not actively learn information about the organization before deciding to participate.  

Second, from the trade union organization at the enterprise: In the surveyed 

enterprises, the grassroots trade unions are considered as managers' right-hand in the 

implementation of personnel policies. Activities of grassroots trade unions are not 

diversified, only focusing on implementing movement activities at enterprises, not yet 

demonstrating well the role of representing and protecting workers' legitimate rights and 

interests. In addition, the grassroot trade unions  haven’t  specific activities to attract 

employees to participate in colleges (in many enterprises, the propaganda and 

mobilization of employees to join the union is the responsibility of personnel), as well as 

not deploy activities to raise the awareness of employees about the benefits of 

participating in trade unions. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Workers must be nuclei - important subjects involved in the process of making 

decisions on policies, personnel, activities of trade unions by unions as workers' 

organizations, it is established created by employees and activities to protect the rights and 

legitimate interests of workers. Currently, the proportion of workers participating in trade 

unions is quite high (Ha Nam Industrial Park and Hanoi Industrial Park have the 

Reason for joining the Union of workers: 

"In the past, I worked at a few companies I 

found that joining the union did not have 

many benefits, sometimes the opinions 

presented were not resolved, so I did not 

participate in this company. But in my 

company, there are only about 2-3% of 

workers who have not joined the union (the 

company has about 1000 employees) so I 

decided to join by the majority because the 

monthly payment is not much but I to 

celebrate birthdays, Tet gifts,... " 

(Interview a worker in Ho Chi Minh City, 

11/2018)  

 

Appointment of employees to join the 

trade union -  view’s Union officials: 

"Normally, after 2 months of probation, 

workers join the trade union organization. 

When workers sign a contract to work 

officially with the company, HR staff will 

consult workers and emphasize some 

benefits when they join trade unions." 

(Interview a Union president of a company 

in Ha Noi, 11/2018)  

 

The participation of workers in the decision-making process in grassroots trade 

unions is still quite faint 
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participation rate of 90% and 92% respectively). Although the force of participation is 

large, the role of workers in the decision-making process of grassroots trade union is still 

quite fuzzy. There are some causes of this situation: 

Firstly, many workers believe that they have a low level of training, limited 

knowledge, so they are reluctant to participate in trade union decisions, even if they are 

afraid to express their views and aspirations in agreements between trade unions and 

employers. 

Secondly, the activities of the grassroots trade unions are not extensive, the activities 

are organized according to the subjective decisions of the trade union executive committee 

at the enterprise on the basis of the orientation of the business leaders, the laborers are few 

opportunities to participate in the decision-making process of trade unions. At the 

enterprises, leaders encourage the establishment of grassroots unions, encouraging 

workers to participate in trade unions, and grassroots unions play an important role in the 

implementation of personnel policies for enterprise. 

 

 

Figure 4.2: Involvement of workers in 

decision-making process in trade unions 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

According to the survey results, many grassroots trade unions have step by step 

reformed organization, content and operation methods, attracted and gathered more and 

more employees to participate. Many grassroots trade unions have organized many 

activities to care for union members, such as organizing a Tet holiday, participating in 

Participation in union decisions - 

perspective of union members: 

“I joined the union for 6 months, not 

participating in the union decision at the 

company. But I heard that my colleagues 

told me that before everyone joined the 

meeting to choose the leader of the trade 

union. " 

"..., I have never participated in union 

decisions, only once did the team leader 

show me the trade union's spending 

table." 

“I used to join the trade union congress 

at the company last year, during the 

conference I elected the union's 

executive committee.” 

(Interview a group worker in Binh 

Duong, 11/2018)  

 

The participation of workers in each union activity is different, they participate more 

actively in movement activities 
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solving housing problems, kindergartens, cultural activities for employees, Organizing 

activities of movement.... Some grassroots trade unions have organized dialogues, built 

collective labor agreements, provided vocational training for laborers to gradually 

improve the welfare of workers, build a harmonious labor relations....In addition, 

grassroots trade unions have actively participated in a number of activities organized by 

trade unions of industrial parks and export processing zones such as training on 

occupational safety and health mobilize and train trade union skills and industrial park 

sports.... 

 

 

 

 

 

 

 

 

Photo: Grasroots trade unions participated in activities organized by Hanoi 

Industrial and Export Processing Zone Trade Union in 2018 

 

Figure 4.3: Workers participate in the trade union activities 
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The survey results show that the participation of workers in each union activity is 

quite large. Accordingly, the highest participation rate was 69.86% with movement 

activities and only 5.48% of workers read and updated union newsletters. In addition, they 

are not often allowed to attend meetings or training and propaganda activities conducted 

by grassroots trade unions. There are some causes of the above situation: 

- Regarding grassroots trade unions: Trade union activities are not yet diversified, 

local trade unions often invest more resources to organize movement activities, most of 

the local unions do not have newsletters, no regularly organize meetings or training 

activities, propaganda. Besides, grassroots trade union officials are mostly part-time 

officials (they hold managerial positions in enterprises or leaders in workshops and 

production units). Responsibility and pressure from professional work has significantly 

affected their investment in organizing trade union activities. The regime of responsibility 

allowance for trade union officials is still modest, averaging only VND 

60,000/person/month, low remuneration regime affects the enthusiasm of trade union 

officials. 

- On the part of the union members: ; Trade union members often have more interest 

in movement activities because of the material and spiritual benefits that are easily noticed 

from these activities; Movement activities are not suitable for their own forte so they do 

not want to participate; Many union members are reluctant to participate in union 

activities organized outside working hours, on holidays. 

    

 

 

 

 

 

 

 

 

 

 

 

According to the statistics of the research team, from 1995 to the end of 2017, 

there were more than 6000 strikes in more than 40 provinces (See Figure 4.4). Labor 

disputes that lead to strikes also occur spontaneously at the absolute level (according to 

the VGCL, all strikes occur without the leadership of the trade unions or employee’s 

representation), are not strictly legal. 

Workers participate in the trade union activities:  

“I like to participate in collective activities to interact with people. But my job is very 

busy, I have to work more hours so I do not have time to participate, more activities 

organized outside working hours, on holidays, I cannot participate because I have to 

spend time with my family. ". 

“... If we have any ideas, we will discuss with the team leader so there is no trade 

union meeting; in the past few months there is football activity, but the whole 

company has a competition team so I don't participate and my company doesn't have 

union newsletters ”. 

(Interview a worker in Hung Yen, 11/2018)  
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Source: Jeoung Yoo Kyungng (2013); MOLISA; CIRD (2016); Tran Van Hung (2018) 

Figure 4.4: Number of collective breaks and strikes from 2009 to 2017 

According to Ms. Tran Thi Thanh Ha - Deputy Director of Labor Relations 

Department, VGCL, in recent years, the nature of strikes is more complicated, with a 

larger number of participants. 2016-2017, the average number of strikes per strike 

increased by more than 120 workers / strikes. The cause of current strikes is 

multidimensional, there may be strikes that do not come from labor relations or strike 

comes from the characteristics as opposed to the management policy of the employer's 

harsh, from law violations by employers and from local trade unions, because of their 

limited role and status, so they have not grasped the feelings and aspirations of workers. to 

choose the most effective solution. 

Nature of strikes 

          “Strikes of employees are mainly due to workers striking themselves, do not comply 

with the order and procedures prescribed by law. Strikes are very fast. They communicate 

information and have a way to campaign. With such a method, it can be seen that stopping 

work is mandatory for employers to negotiate, solve problems for workers and become the 

fastest way for workers to claim their rights ”. 

 

       Source: Survey results of the research team 

Figure 4.5: Employees participate in union struggles 

According to the survey results of the 

research group, up to 47.9% of 

respondents said they would participate 

in strikes even if they knew it was an 

illegal strike (when the strike was: (i) not 

comply with the prescribed order and 

procedures (ii) not arising from collective 

labor disputes of interests, (iii) no union 

leadership, (iv) not attached with claims) 

and may strike when feeling 

unsatisfactory. 
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 The reason employees participate in collective breaks and strikes without the 

leadership of trade unions may include: 

 Firstly, if the union leads workers 

on strike, the order and procedures for 

strikes are complicated and time-

consuming while they feel frustrated and 

only want employers to solve the problem 

immediately. 

 Secondly, workers have not really 

believed in the ability of unions to settle 

strikes by union officials paid by 

employers so they are limited in their voice 

to employers when required. They solve 

the pressing of workers. 

Join illegal strikes  

“When employers give a way to pay Tet 

bonuses, we feel inconsistent and very 

frustrating. The workers in the production 

team discussed closely with each other, asking 

more people in the workshop to stop working 

and gather in front of the company gate to ask 

the company director to change the way to 

pay Tet bonuses, we stayed there until the 

company representative wants to have a 

dialogue and the results of negotiation are 

good, you will return to the workshop”. 

(Interview a group worker in Ha Nam, 

10/2018)  

 

 

Ban Chấp hành Công đoàn là đại diện của đoàn viên và người lao động ở cấp cơ sở.  

The number of members of the grassroots Executive Committee is decided by the 

grassroots Trade Union Congress and does not exceed the prescribed number. Trade union 

officials are qualified and qualified trade union officials. At the same time, individuals 

must be entrusted with trade union responsibilities by union members. The charter of the 

union operation clearly stipulates the duties and powers of trade union officials. 

Structure and tasks of trade union executive committee members 

          “The Executive Committee of the Trade Union of the company has 5 people, both 

are part-time trade union officials, including those who are taking management positions 

at the company and workers working at the factory and tools. : 1 president of the union - 

management of the cutting - General management of trade union activities; 1 Vice 

President of Trade Union - Head of production - Financial management; 3 Members of 

the Union Executive Committee - (01 is a medical staff, 02 are workers) - In charge of life 

activities. 

    The membership structure of the Executive Committees’ trade union is quite 

harmonious, the composition of both employees and managers can easily grasp the mind, 

aspirations and closeness with employees. 

(Interview a Union president of a company in Ha Noi, 11/2018)  

Employees actively and enthusiastically participate in leaders of trade unions 
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         According to the 

results of interviews 

with 20 union officials 

and 73 employees of 

the research team at 

surveyed enterprises, 

most union officials 

currently work on a 

part-time basis, they 

hold management 

positions from the 

team. Head of 

production team or 

more and some elite 

employees are trusted 

(90%). 

 

                                   Source: Survey results of the research team 

Figure 4.6: Employees participating in the leadership of trade unions 

In addition, the selection of the leader of the trade union is decided by the union 

members and must be based on the capacity and trust of the union members and workers 

in the team. 45% of the respondents said that they are very willing to participate in 

important positions in trade union organizations such as: Union leader, Union Executive 

Committee member, vice president or union vice president when selected by the 

collective, of which up to 25% of workers voluntarily join the union leadership. 

         The spirit and enthusiastic attitude of 

workers participating in trade unions for 

many reasons: 

        Firstly, employees feel honored because 

they are trusted by their colleagues, affirmed 

their own capacity before the organization. 

    Secondly, when being in a position in a 

trade union organization, employees can 

represent, on behalf of all union members, to 

express their feelings and aspirations, thereby 

ensuring better get the rights and benefits of 

workers. 

When proposed to join the union 

leader? 

        “Trusted as the leader of union. I 

personally find it a great honor. The voting 

process is conducted in the wood factory. 

Workers in the factory believed that they 

nominated me and another friend to be the 

union leader. After that, the whole 

workshop will meet, discuss and vote for 

the most capable person to hold the 

position of the head of the trade union of 

the workshop and to be elected to the 

Executive Committee of the trade union". 

The reality shows that the effectiveness of the union establishment in enterprises 

and the union executive committee has both managers and workers. Union group is a 

place where empoyees are directly working, so it will be very convenient to timely grasp 

the employees' thoughts and aspirations to reflect with the grassroots trade union 

executive committee. It will be very convenient to promptly implement the union work 

plans of the grassroots trade union executive committee to all union members. 
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The process of receiving feedback from workers in the company 

 Currently, to be able to receive the workers' opinions in the most complete way, the union 

leaders form a small group on Zalo to exchange information with each other and with the 

workers. Through these facts, union leaders understand the situation of workers. After that, we 

will meet and exchange directly all problems of w\orkers. 

(Interview a Union officials of a company in Hung Yen, 10/2018)  

However, it must be recognized that highly educated employees and managers are 

willing to participate in the leadership of trade unions but a small part of employees have 

low qualifications (from lower secondary) seem to be reluctant to join the union leader 

because they feel less confident to stand in the ranks of union leaders, partly because they 

just want to focus on their current job and don't want to must add responsibility to the 

organization. 

4.1.2. Commitment to the organization and the working results of the employees 

 

 

Trade union behavior of workers is reflected not only in their decision to join trade 

unions or attitudes when participating in union activities, but also through their 

commitment to public organizations. group. According to the survey results of 73 

workers, 91,78% of them are interested in problems occurring in trade unions because 

according to them this is directly related to the benefits they receive. The survey results 

also show that 100% of interviewed workers have never heard about the association's 

commitment to freedom of association in the Comprehensive and Progressive Partnership 

Agreement across the Pacific (CPTPP), but they will consider leaving the current trade 

union and joining a new trade union if the organization brings them more benefits. Thus, 

the move to the organization will protect the rights and interests of workers inevitably. In 

the coming time, retaining and attracting employees to join will be a big challenge for 

Vietnamese trade unions. 

  

 

 

 

 

 

 

 

 

 

 
 

Figure 4.7: Commitment to union of workers 

Commitment to union of workers 

“I have never heard of information in the 

coming time that workers can be established 

or join another trade union in the enterprise. If 

my colleague decides to join this new 

organization and my income and working 

conditions improve, I will be willing to 

participate. ” 

"... if there are other representative 

organizations in the business, the more 

profitable side I will consider is participation” 

(Interview a group worker in Binh Duong, 

12/2018) 

 

Commitment to current labor union of Vietnamese workers is low 
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Commitment to businesses has a positive relationship with organizational 

achievements such as the results of work performance, employee satisfaction, and 

corporate turnover. Besides, it is inversely proportional to the rate of employee 

absenteeism and is directly related to the employee's intention to stay in the enterprise. 

Survey results of 73 workers who are union members indicated that: only 32,88% thought 

that they were part of the business, 21,92% liked to tell their relatives and friends where 

they worked, 61,64% did not intend to quit at the enterprise. The commitment of 

employees to enterprises depends mainly on factors such as income, working environment 

- factors are governed by personnel policies, the views of managers in each enterprise. 

 

 

 

 

 

 

 

Thus, from the employees' point of view, grassroots trade union activities do not 

directly affect the commitment of workers to enterprises, but indirectly,  grassroots trade 

unions operate effectively - contribute to improving the income and working environment 

of workers, which will help increase the commitment of employees to businesses. 

Specially, the survey results show that workers in enterprises in the southern 

provinces have lower levels of commitment to both trade unions and businesses because 

they have more job opportunities due to the market. labor in this area is more active in the 

northern provinces. Workers are willing to leave the organization when they feel the 

company's policies are not good or when there is a conflict with their superiors. Many 

young workers who work in this area do not know who to look for when they are treated 

unfairly and think that no one will protect them so they will leave the organization to find 

a job in another business. 

4.2. Social factors influencing union membership behavior of Vietnamese workers 

 

 

 

 

The legal provisions related to labor union participation of laborers are mainly in 

the Constitution, the Labor Code and the Trade Union Law and some decrees. 

The Constitution of the Socialist Republic of Vietnam is regulated in Article 10 as 

follows: The Vietnamese trade union is a socio-political organization of the working class 

and of the laborers established on a voluntary basis. To pay attention to the employees, 

The level of employee commitment to the business is higher when the income, the 

working environment is improved 

Commitment of employees to enterprises 

“I work at the grinding workshop very dusty and toxic, the workers also propose many times but 

the situation is still the same. Although the company has given about 1 million VND of harmful 

allowances, I and some other colleagues still do not want to stick with this job for a long time 

because the health and income effects are not high. ” 

"... the job is quite good, the income is relatively good, so I have no intention of quitting." 

(Interview a group worker in Ha Noi, 11/2018) 

 

 

The legal system of labor and union has been adjusted more and more appropriate 

with the labor relations mechanism in the market economy, facilitating labor union 

participation of workers. 
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care for and protect the legitimate rights and interests of the laborers; to participate in state 

management, socio-economic management; To participate in inspecting, inspecting and 

supervising activities of state agencies, organizations, units and enterprises on issues 

related to the rights and obligations of laborers; To propagate and mobilize laborers to 

study, raise their professional qualifications and skills, obey the law, build and defend the 

Fatherland. The content of Article 10 of the Constitution 2013 has been amended and 

supplemented on the basis of Article 10 of the 1992 Constitution. However, if Article 10 

of the 1992 Constitution only stipulates that trade unions participate in inspection, the 

Constitution of 2013 supplemented the regulation "to participate in the inspection" of 

activities of agencies, organizations, units and enterprises on matters related to rights and 

obligations of employees to public organizations. group. At the same time, the rights and 

responsibilities of the trade union organization for workers are more clearly defined. And 

the responsibility of the union to propagate and mobilize laborers to study, improve their 

professional qualifications and skills, and comply with the law are more fully defined. The 

new regulations are evaluated in line with the socio-economic development of the country 

in line with the Vietnam Communist Party's platform on national development in the 

period of accelerating the industrialization and modernization of the land. country. 

In the 2012 Labor Code, the provisions on trade unions are set out in Chapter XIII, from 

Articles 188 to 193. There are provisions on the role of trade unions in labor relations; To 

establish, join and operate trade unions at enterprises, agencies and organizations (Article 

189); Prohibited conduct for employers related to the establishment, accession and 

functioning of trade unions (Article 190); The right of grassroots trade union officials in 

labor relations; The employer's responsibility for the trade union; To ensure conditions for 

trade union activities at enterprises, agencies and organizations. 

Box 4.1: Extract the Labor Code of 2012 on some regulations on labor union participation of 

workers 

Article 189. Establishment, accession and operation of trade unions at enterprises, agencies and 

organizations 

1. Laborers working in enterprises, agencies and organizations have the right to establish, join and 

operate trade unions according to the Trade Union Law. 

2. Trade unions at the grassroots level shall have the right and responsibility to mobilize laborers to 

join trade unions, establish grassroots trade unions at enterprises, agencies and organizations; has the 

right to require employers and state management agencies of local labor to facilitate and support the 

establishment of grassroots trade unions. 

3. When local trade unions are established in accordance with the provisions of the Trade Union Law, 

employers must acknowledge and create favorable conditions for local trade unions to operate. 

Article 190. Prohibited acts of employers regarding union establishment, accession and operation 

1. Obstructing, causing difficulties for the establishment, accession and union activities of workers. 

2. Forcing workers to establish, join and operate unions. 

3. Ask workers not to join or leave union organizations. 

4. Discrimination of wages, working hours and other rights and obligations in labor relations to 

prevent the establishment, accession and union activities of workers. 

 Source: Labor Code, 212 
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The first trade unions in Vietnam came into being in 1957 when Vietnam 

implemented a centralized planning mechanism that was effective until 1990. By 1990, 

the new union law was introduced in place of the Trade Union Law in 1957, after 

Vietnam began conducting Doi Moi for four years (1986). The 1990 Trade Union Law 

was the legal basis for promoting the role of trade unions in the new era, ensuring the right 

to democracy and the interests of workers in the process of industrialization and 

modernization of the country. The position and role of the trade union has been more 

clearly defined in the political system of Vietnam. 

By 2012, the Trade Union Law will be amended and supplemented to the present 

day. The Trade Union Law of 2012 consists of six chapters, 33 articles. There are more 

than two chapters and 14 articles compared to the Trade Union Law of 1990. This Law 

provides for the right to form, join and operate labor unions; functions, rights and 

responsibilities of the Trade Union; rights and responsibilities of trade unionists; The 

responsibilities of the State, state agencies, organizations, units and enterprises employing 

laborers towards trade unions; ensure the operation of the trade union; To settle disputes 

and handle violations of the law on trade unions. The provisions relating to the right of 

establishment, accession and trade union activities in Article 5 and the provisions on the 

rights and obligations of trade unionists are governed by Articles 18 and 19. 

Box 4.2: Extract from the Law on Trade Unions defining the right to form, join and operate 

trade unions and the rights and responsibilities of trade unionists 

Article 5. Right to establish, join and operate a trade union 

1. Vietnamese laborers working in agencies, organizations or enterprises shall have the right to form, 

join and operate trade unions. 

2. The order and procedures for the establishment, accession and operation of trade unions in 

accordance with the provisions of the Vietnam Trade Union Charter. 

Article 18. Rights of unionists 

1. To request the Trade Union to represent and protect legitimate rights and interests when being 

infringed upon. 

2. To be informed, discussed, proposed and voted on by the Trade Union; To be informed of the 

Party's lines, guidelines and policies as well as the State's laws related to trade unions and laborers; 

regulations of the union. 

3. To stand for election, nomination and election of trade union leaders according to the provisions of 

the Vietnam Trade Union Statute; questioning union leaders; Proposing disciplinary action against 

union officials. 

4. To be provided with legal consultancy, legal aid free of labor legislation, trade union. 

5. Being guided by the Trade Union to help with job or vocational training; visit, help in illness or in 

difficult circumstances. 

6. Participating in cultural, sport and tourist activities organized by trade unions. 

7. To propose to the Trade Union proposals of agencies, organizations and enterprises on the 

implementation of regimes, policies and law for laborers. 

Article 19. Responsibilities of trade unionists 

1. To abide by and implement the Charter of Vietnam Trade Union, the Trade Union's resolutions; 

Participating in union activities, building a strong union. 

2. Learning to improve the level of politics, culture, professional, professional skills; training the 

working class qualities; live and work in accordance with the Constitution and the law. 

To unite and help colleagues to raise their professional qualifications and skills, to work effectively 
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and to protect the legitimate rights and interests of laborers and trade unions. 

Source: Trade Union Code, 212 

In addition, the Vietnamese legal system also has decrees related to trade unions as 

Decree No. 43/2013 / ND-CP dated May 10, 2013 of the Government detailing the 

implementation of Article 10. of union law regarding the rights and responsibilities of 

unions in representing and protecting the legitimate and legitimate rights and interests of 

workers; Decree No. 191/2013 / ND-CP dated November 21, 2013 of the Government 

detailing the trade union finance; Decree No. 200/2013 / ND-CP dated November 26, 

2013 of the Government detailing the implementation of Article 11 of the trade union law 

on the rights and responsibilities of trade unions in participating in state management, 

economic management social - economic; Decree No. 60/2013 / ND-CP on implementing 

democratic regulations at the workplace. Most trade union officials in state management 

agencies and local trade union officials believe that the legal system on trade unions is 

now better than before and does not hinder the process of public participation. delegation 

of the majority of workers. 

... The legal system related to the Union is quite good, without any difficulties for the 

process of implementing trade union activities. However, in the coming time, when 

Vietnam joins CPTPP, new trade unions will appear, these regulations need to be changed 

to be more suitable, so that new trade union organizations can operate. more effective…" 

Source: Interview with a enterprise union leader 

 

 

 

 

The current law only admits the representative organization performs the function 

of representing and protecting the legitimate rights and interests of workers who are union 

organizations. Currently, Article 17 of the Trade Union Law stipulates: “In agencies, 

organizations, enterprises have not established grassroots trade unions, the immediate 

superior trade unions have the right, representation and protection rights, legitimate and 

legitimate interests of employees when requested by the laborers therein ". Therefore, in 

many small and medium enterprises in our country, the right to represent labor must be 

done by the superior union. These regulations do not reflect the voluntary nature of 

establishing the right to represent workers. Thus, the superior trade unions (district labor 

unions / trade unions of industrial parks and export processing zones) have just played the 

role of a civil servant empowered by the state to perform tasks simultaneously. must play 

a role to assume the function of representing employees. In principle, grassroots trade 

unions are organizations that directly represent workers, close to employees to learn and 

grasp the thoughts and aspirations for employees to promptly reflect and petition. adjust 

their policy regime. However, according to this regulation, the direct superior union will 

have to sign the collective labor agreement, participate in the construction of the salary 

regime, the labor regulations, negotiate and resolve conflicts, disciplining employees, 

However, the legal system of labor and union is lacking and there exists a gap with 

international labor standards, limiting workers' freedom of union participation. 
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propagating, mobilizing, organizing conferences, seminars and training for employees etc. 

in enterprises that do not have trade union organization when workers request. This both 

makes it difficult for higher level trade union officials to create a state of resentment, not 

wanting to establish workers' base trade unions because they already have representatives. 

 “… The number of trade union officials belonging to the District Labor Union is so small 

that the workload is so great, with the jobs of unionization of the union, they cannot 

represent all workers and workers. In businesses, there are no trade unions in the District. 

I can't be close to help, share them all ... ” 

Source: Interview with a union official from the District Labor Federation in Ho Chi 

Minh City. 

The law has granted trade union rights to workers but has not specified the benefits 

that workers enjoy when joining trade unions. This is a factor that reduces the motivation 

for workers to establish and participate in trade unions. In fact, although the benefits of 

unionization are included in Article 3 of the Charter of Vietnam Trade Union, term XII, 

this charter applies only to employees who are members of the Vietnamese trade union. 

Therefore, it is not meaningful in propagating, encouraging and motivating workers to 

join trade unions. 

In addition, Vietnamese law on unions is not consistent with international 

conventions on union rights in the International Convention on Civil and Political Rights 

in 1966: "Everyone has the right to freedom." association with others, including the right 

to establish and join unions to protect their interests ”. In fact, the Trade Union Law of 

2012 only allows Vietnamese workers to join, establish trade unions and foreign workers 

and non-nationals in Vietnam will not be able to join or join. trade union with workers 

with Vietnamese nationality. Therefore, foreign workers and people without working 

nationality in Vietnam will not be able to participate in establishing or joining trade 

unions with employees of Vietnamese nationality. 

At the same time, Vietnamese law on trade unions is not consistent with 

international conventions on freedom of association and effective implementation of 

collective bargaining rights (expressed in Labor Convention 87 and 98 International ILO). 

At present, there is only one trade union organization in Vietnam and is a political and 

social organization under the leadership of the Communist Party of Vietnam. Therefore, 

workers do not permit the establishment and participation of trade unions outside the 

Vietnam Trade Union system, led by the Vietnam General Confederation of Labor. 

 

 

 

 

Trade union of Industrial zones was put into the pilot establishment in 1997 due to 

the need to strengthen the organization and representation of workers concentrated in 

industrial zones at the time, this was a solid organization mechanism. specialization of 

Trade union of Industrial zones model has promoted the role of propaganda, 

mobilizing workers, organizing emulation and patriotism movements and guiding 

and directing local trade unions to contribute to promoting union participation of 

workers 
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304 trade union officials 

About 300 Industrial Zones 50 unions of Industrial Zones in 48/ 63 
cities or provinces 

10,734 licensed businesses 
are operating 

Using 3,031,424 workers 

Directly manage 5,894 / total 7,034 
enterprise unions in industrial zones 
(accounting for 83.82%) 

Manage 2,085,277 / total 2,475,733 
union members in industrial zones 

On average, 01 trade union official is 
responsible for guiding and directing 
the activities of 23 basic trade unions 
and 8,124 union members 

Situation of industrial zones Union of industrial zones 

Vietnam union system. The operation of the industrial park union was first implemented 

in Ho Chi Minh City, Dong Nai and Can Tho. By 2003, with great lessons, the successes 

from the pilot establishment of a model of industrial zone union in 3 localities and 

industrial zone union were stipulated in the Vietnam Trade Union Charter as a public 

grant direct superior team is equivalent to industry union or district union; with the goal of 

operating on the basis, focusing on negotiating, dialogue, representation and protection of 

workers' rights (ILO, 2018). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: ILO, 218 

Box 4.3: Excerpts from the charter of Vietnam XII Union Trade Union about industrial zones' trade 

unions 

Article 27.- Trade unions of industrial parks, economic zones, export processing zones and hi-tech parks 

(referred collectively to as industrial parks unions) 

1. Trade unions of industrial parks shall be established or dissolved and directed directly by the provincial / 

municipal labor unions. 

2. Collective objects of trade unions of industrial parks are unionists and workers in industrial parks, export 

processing zones, hi-tech parks and economic zones (collectively referred to as industrial parks). 

3. Trade unions of industrial parks decide to establish or dissolve and direct grassroots trade unions in 

industrial parks; coordinate to direct grassroots trade unions of other superior trade unions in industrial 

parks (if any). 

4. Duties and powers of trade unions of industrial parks: 

a. Propagating and mobilizing workers to implement the Party's guidelines and policies, the State's policies 

and laws and the tasks of trade unions. Organization of patriotic emulation movements. 

b. Instruct and direct grassroots trade unions to perform their tasks and powers according to the Regulation; 

guide and support grassroots trade unions in negotiating, signing collective labor agreements, settling labor 

disputes, holding dialogues at the workplace, organizing and leading families public in accordance with the 

law. 

c. Representing and protecting the rights and legitimate and legitimate interests of employees at agencies 
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Trade Union of Industrial Zone is quite interested in 

local trade unions, reporting data, situation of workers 

periodically periodically, and unexpectedly when 

needing industrial parks union. will actively call the 

local trade unions, all periodic reports are modeled. 

Union members of the company participated in a 

number of activities of the industrial zone union such 

as the annual contest of workers' singing; The annual 

women's and men's soccer tournament; Badminton 

for men and women etcs.; Annual elegant worker 

contest; Flower arrangement contest; cooking on 

March 8; October 20; Participate in trade union 

training courses. Besides, we also see the industrial 

park union organizing some programs such as giving 

the roof of the union of nearly 20 warm houses; Sum 

up Tet gifts for workers with difficulties on 8000 gifts 

of 500k / rate; Every year, New Year arranges 

vehicles to bring workers home to celebrate Tet; 

Giving tickets to remote workers returning home to 

celebrate Tet; Propagating laws for workers; 

The Trade Union of Industrial Zone also advises the 

grassroots trade union executive committee to 

negotiate an annual salary increase for workers; shift 

meals etc. industrial zone trade unions also handle 

labor disputes; letter of complaint from workers; 

Training for all grassroots trade union chairpersons 

and grassroots trade union executive committees on 

trade union activities; appointing the grassroots trade 

union president to participate in training courses 

organized by the General Confederation of Labor and 

the Provincial Labor Union; Consult any problem 

when the establishment has difficulty in operation 

Source: Interview with a enterprise union leader 

and organizations, enterprises have not established grassroots trade unions when workers there demand. 

Representing local trade unions or workers to sue or participate in labor and union cases when authorized 

by a union or employee. 

d. Coordinate with the management of industrial parks and local labor management agencies to inspect and 

supervise the implementation of labor regimes, policies and laws; resolving complaints of members and 

workers in industrial parks. 

e. Developing union members, establishing local trade unions, building strong trade unions of industrial 

parks and trade unions; carry out the management of trade union officials according to the division of labor 

unions of provinces and cities. 

e. To direct and guide grassroots trade unions of other higher trade unions (if any) in industrial parks to 

implement the contents prescribed at Point e, Clause 4, Article 29 of this Regulation. 

g. Managing and using trade union's finance and assets in accordance with law and Vietnam General 

Confederation of Labor. 

Currently, there are 50 trade unions of industrial parks, export processing zones, 

economic zones (industrial zones - 

export processing zones) in 48 

provinces and cities. Industrial zone 

trade union activities mainly focus on 

activities of cultural - arts, physical 

training and sports activities, programs 

to support poor workers; Industrial park 

trade union also organized a number of 

training courses for grassroots trade 

union officials and workers working in 

enterprises in industrial parks. However, 

the number of these activities is still 

small. One year only about 10-20 

training programs for workers and about 

1-2 training programs for trade union 

officials were organized. The majority 

of workers in industrial zones are young 

people, who like to participate in 

movement activities to develop spiritual 

life, so eager to participate in these 

activities. However, because the number 

of workers in industrial parks is so large, 

only a small number of union members 

in local unions are eligible to participate 

in these activities. 

A positive point related to the 

operation of trade unions of industrial 

parks is that the Vietnam General 

Confederation of Labor has recently 
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established a trade union network of industrial parks (Decision No. 1151 / QD-TLD ), this 

is an initiative under the cooperation between the Vietnam General Confederation of 

Labor and the International Labor Relations Framework project of the International Labor 

Organization (ILO), a component funded by the Japanese Government. This activity is 

expected to be a breakthrough in implementing functions and duties of trade unions of 

industrial parks nationwide. (ILO, 2018) 

 

 

 

Although the industrial parks' trade unions have performed some of their duties 

and rights well, they have left a number of duties and powers in the Regulation of Trade 

Unions as follows: (i) Representing public a grassroots team or a worker initiating a 

lawsuit or participating in labor and union cases when authorized by a trade union or 

employee; (ii) Coordinate with the management of industrial parks, local labor 

management agencies to inspect and supervise the implementation of labor regimes, 

policies and laws; resolving complaints of members and workers in industrial parks. In 

fact, the new industrial parks trade union focuses on movement activities, taking care of 

workers' life and training and propagating policy laws for local workers and trade union 

officials. They have not performed well the remaining tasks. Interview results of workers 

in industrial zones also indicated that most of them did not know the roles, tasks and 

powers of industrial zone trade unions so they did not know it to consult or send 

complaint letters complaint etc. 

Besides, as analyzed in the above law section, industrial park trade union officials 

face many difficulties in implementing their duties because according to the union rules, 

besides the duties of trade union officials higher level, they also have the duty to represent 

and protect the legitimate rights and interests of workers at agencies, organizations and 

enterprises that have not established grassroots trade unions when workers there demand. 

An industrial park trade union official said: “... we have difficulties in personnel to carry 

out the work, the workload of the industrial zone union is so much while the number of 

regional trade union officials industry is finite. Everyone is very busy with their work ... ” 

 

 

 

The Vietnam Trade Union was precursor of the North Red Cross General 

Assembly, which was established on July 28, 1929. According to the Vietnam Union of 

Trade Union XII, Vietnam's trade union is a large socio-political organization of Vietnam. 

Officials, officials, employees, workers and other laborers (hereinafter collectively 

referred to as laborers) shall voluntarily set up for the purpose of gathering, uniting forces 

and building class Vietnamese workers grow. 

The complex and overlapping Vietnamese Trade Union system makes it difficult to 

organize trade unions effectively 

However, unions of industrial zones  have not fully implemented their duties and 

powers 
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According to current regulations, the organizational structure of the Vietnam Trade Union 

has four levels: Vietnam General Confederation of Labor; The Labor Union of the 

provinces and cities directly under the Central Government, the Trade Union of the 

Central Branch, the Trade Union of the Corporation under the General Federation; Higher 

level trade union; Organisations’ Trade union. 

 

Note:                    Direct management and direction 

                             Coordinated direction  

                             Coordinated operation 

Figure 4.8: Vietnam trade union organization chart 

The current law stipulates that the organization to operate on the principle of 

democratic centralism has created unity in top-down decisions and actions of union levels. 

However, this approach limits the activeness of union levels, limiting the accountability of 

union levels. Moreover, with this model, the public factor, political and administrative 

factors impact negatively on the role of the representative organization. Many business 

union officials said that the current model of Vietnamese trade unions is heavily 

administrative. Moreover, local trade unions in some businesses are under the direction of 

many intermediaries, which create "multi-leadership", which will make it difficult to 

actively take the initiative. trade union activities. 

Currently, the trade union structure has just followed the administrative boundaries 

and industry structure. Because the Vietnam Trade Union is a socio-political organization, 

it must be structured in the above form to ensure that the Union can play its role at all 

levels. This regulation has created advantages and difficulties in the process of applying 

and implementing trade union activities. This form of organization allows workers with 

the same industry to exercise their right to establish trade unions, but to strengthen, 
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In Vietnam, I see many people still conceive: 

"Trade unions follow, say climbing". So in 

general, society still does not pay much 

respect to trade unions. Also because of this 

influence, many workers are not interested in 

trade union activities because they do not 

know what union will do for them; while the 

owner of the enterprise considers the trade 

union as his right-hand man, because the 

company pays wages, "eats the princess 

meal, dances the night", so it must stand on 

the side of the enterprise, and help 

enterprises take care of the workers' life in 

the public. company. 

Source: Interview with a trade union offcial of 

industrial zone 

 

develop and have a close coordination between the two. This type is difficult and 

ineffective. 

 

 

 

 

 In Vietnamese society, many 

people still have an indifferent attitude 

and a negative attitude about the role of 

trade unions in representing and 

protecting workers. These views will 

affect the mentality of joining trade 

unions of their friends and relatives. 

Many workers believe that trade unions 

have more interests with employers than 

they do, so many workers do not believe 

in the representation and protection role 

of the union. Therefore, they may not 

join the union or just participate in 

floating movements without exchanging 

opinions with trade union officials or 

participating in important decisions of 

the Union. The society is also quite 

"cold" with the upcoming change in the representative organization of workers, when 

there are many new representative organizations were born, so workers do not care about 

the impact of change. exchange it with their union rights. 

In fact, workers in factories often link together under the network of fellow 

countrymen, who reside temporarily in boarding houses, work together or maybe even the 

same religion. These channels of communication and communication will have a great 

influence on their perceptions, attitudes and behaviors on issues they are interested in, 

including issues related to the activities of trade unions. So when they tell each other 

about negative comments to trade unions will negatively affect the decision to join the 

union of others. 

4.3. Enterprise’s factors affecting the behavior of joining the labor union of 

Vietnamese workers  

 

 

 

100% of local trade union officials answered that: the role and supporting of the 

company's leadership with union activities is one of the most important factors that decide 

 The society also has an indifferent attitude towards trade union organizations and 

changes associated with workers' organizations that hinder labor union 

participation of workers. 

Manager with “open” attitude and supports trade unions has a positive impact on 

the worker’s union participation 
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to join the union of workers. When the Board of Directors of the company show their 

support for union activities, encourage and create conditions for workers to join the union 

as well as union activities, workers will be more proactive with union activities. On the 

contrary, workers may have a reluctance and hesitation when participating in trade union 

activities because they are afraid of being "noticed" by the management, causing 

difficulties in their work and even getting fired. The results of the in-depth interview of 

the research team clearly demonstrated this observation. Companies, industrial parks with 

a high proportion of workers joining trade unions are units that the board of directors and 

managers have the interest and support of union activities. Having interviewed local trade 

union officials said, “The company currently has about 3000 employees. 100% of the 

company's official employees have joined the trade union organization because in our 

company, when the employee keeps signing the official contract, he will be encouraged by 

the Board of Directors to join the union ”. 

In addition, when the company leadership has a real relationship with the union 

leadership, it will also make workers more active in union activities. Currently, in some 

businesses, trade unions are considered as part of the Administration - Human Resources 

department and the company leadership, the Administration - Human Resources 

department considers the union as a right-hand man. in the implementation, 

implementation of production and business activities, movement activities at the 

company. Therefore, it affects the "real" professional activities of trade unions as well as 

the participation of workers' unions. On the contrary, when the company's management 

clearly recognized the role, function, operation of the trade union, combined with 

"essential" activities and support for the union, it would not only help the development of 

grassroots trade unions but also promote the union participation of workers. 

 

 

 

Corporate human resource policies with component policies include: human 

resource recruitment policy; policy of training and developing human resources; policies 

on manpower allocation and use; Remuneration policies ... These policies will be 

motivators for job satisfaction, self-determination for workers' work. For example, the 

corporate remuneration policy with the tools to improve income (salary, bonus, welfare, 

allowance, allowance ...); improving the quality of employment (safe working conditions, 

development opportunities, working environment containing humanity, ...) has an 

important impact on the attitudes and behaviors of employees participating in activities in 

general and union activities in particular at that organization. On the contrary, if a 

business organization does not have a good human resource policy, it has not built up the 

trust and attachment of employees to the enterprise, it will limit the voluntary participation 

of workers in organizations. as well as business activities including trade union activities.  

 

 

Good human resource policies in enterprises creates favorable conditions for 

employees to participate in union activities 
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Internal communication is a rather important activity in the development of each 

business, helping to create the cohesion of a whole team. With the characteristics of the 

labor force working in industrial parks mainly working at low level, mostly graduated 

from high school or vocational training, they really do not know the rules, information 

related to trade unions. Therefore, the propagation and transmission of information on 

grassroots trade unions, the role and functions of trade unions as well as the benefits that 

trade union members have when participating in the organization will be of great 

significance in attracting workers to join trade unions. Interview results showed that 

workers in companies joining trade unions because they saw that they were allowed to 

participate in movement activities were given gifts on the occasion of the year, were 

interested to visit... 

However, at present, there are a lot of businesses that have not shown the interest, 

properly invested for internal communication activities in general and communication 

activities for private trade unions. When the research team approached interviewing a 

male worker if he was willing to join the union executive committee or was the local trade 

union official, it was answered that he did not know the information if he knew the 

information of companies, trade unions, he is ready to participate. 

4.4. Trade union factors affecting the union membership of Vietnamese workers 

 

 

 

According to the report of VGCL, there are now many solutions to develop union 

members and establish grassroots trade unions, including innovating and establishing 

trade unions from the bottom up. However, until now, the coverage of trade unions in 

enterprises is still very low both in terms of and in terms of covered subjects (workers are 

entitled to protect their rights and interests through trade unions only reached 48%). 

Meanwhile, full-time trade union officials at the grassroots level have only 641 people, 

the rest are mostly trade union officials who work on a part-time basis and work for 

employers, by employers. pay the salary and operate the union. Although the majority of 

local trade union officials are part-time workers, they are very enthusiastic and aggressive 

with their activities, especially the organization of implementation, attracting workers to 

participate in movement activities. Local trade union officials are the ones who guide new 

“I see the company has a reasonable working time, has an increase in annual income 

and also allows us to learn about workplace health safety ... I am happy with this job 

so I am ready to join all operating at the company such as union activities ... ” 

 (Interview a worker in Binh Duong, 12/2018) 

 

 Many enterprises are not interested in internal communication activities that hinder 

workers' union participation behavior  

 

Active and enthusiastic trade union officials attract workers to join union 

activities 
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employees of the company to join the trade union organization; capture and update 

information about workers' lives (such as illness, maternity, birthdays, weddings, Tet 

holidays ...) to help them receive the company's regimes. When asked, many workers 

responded that it is the union leader or company trade union who creates the movement 

activities in the company so that they can participate and from there have become more 

intertwined. ; and also local trade union officials who follow and grasp their situation. 

According to an industrial park trade union official, “Most of the local trade union 

officials are young so they are very energetic, active and enthusiastic with their activities 

but because they do not have much experience, some aspects are still limited. ".  

There is no denying the enthusiasm for union activities of grassroots trade union 

officials, but local trade union officials are still limited in qualifications and skills so they 

do not dare or have a strong motivation to stand up to employee protection. According to 

the research results of author Nguyen Thi Minh Nhan (2018), the important skills for 

grassroots trade union officials to fulfill their roles are skills of counseling for workers, 

communication skills. Information, consultation skills and current negotiation skills only 

fluctuate at medium and below average levels. An industrial park trade union official said 

that "The key to success of the local trade union is the union leader (union president) at 

the enterprise. They must be people with the mind, enthusiasm, responsibility, wisdom ... 

Good trade union officials, the propaganda will be effective and practical”. Therefore, 

improving the operational capacity of local trade union officials is very important and 

necessary to have trade union leaders in position and influence the decisions and 

behaviors of workers union participation. 

 

 

 

 

 

At most businesses surveyed, grassroots trade unions have conducted training and 

propaganda activities for workers on a number of topics such as health, occupational 

safety and policy. law ... However, the representation and protection of the legitimate 

interests of workers, voicing the voices of workers is not well implemented by grassroots 

trade unions. This has also caused negative impacts on labor union behavior of workers 

when they do not really see and feel the value of benefits that trade unions bring to the 

village. dear workers. In many businesses, local trade unions turn into tools to perform 

welfare functions for businesses. Activities of grassroots trade unions revolve around 

organizing movement activities such as sports competitions and resorts; giving birthday 

gifts, wedding gifts or visits when sick, maternity. Local trade unions are not ready to 

negotiate with employers or participate in resolving labor disputes; Not yet organized and 

led strikes; Not proactively organizing, gathering requirements and legitimate aspirations 

of employees, dialogue and contributing ideas in building personnel policies, rules ... of 

enterprises. Many workers in businesses believe that the grassroots trade union executive 

The grassroots trade unions have paid attention to implementing the function of 

education, mobilizing employees to propagate but have not yet performed well 

the representative function, the function of protecting the legitimate rights and 

interests of workers, so not yet encourage workers to participate in union 

activities  
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committee has the same benefits as business owners rather than them. In many businesses, 

the union president is usually the manager of the company's personnel, so workers do not 

trust the representative role of the union because they think they share the same interests 

with employers. However, in some companies, trade union officials are workers, they 

have major limitations on knowledge and reputation for dialogue.  

 

 

 

 

 

 

 

 

 

In principle, grassroots trade unions are organizations representing workers in 

enterprises and local trade union officials are individuals elected by members representing 

them. However, in the enterprises, there is still a phenomenon involving the leadership of 

the company leadership in forming the grassroots trade union executive committee. The 

problem is attributed to the lack of powerful tools and mechanisms to monitor and ensure 

the real democratic election of trade union officials and to prevent the intervention of 

employers in the work of individuals. the trade union's base. However, the labor law does 

not specify the monitoring mechanism in the election of the grassroots trade union 

executive committee. On the other hand, business owners often provide financial support 

for the grassroots trade union to carry out diversified spiritual life activities for workers, 

thus reducing the independence in the operation of trade unions in enterprises. When 

asked about financial activities of trade unions, all local trade union officials said that the 

enterprise had supported the operation costs of the trade union. It was this financial 

support that reduced the independence of the grassroots trade unions so that it could limit 

the "union" of workers' union protection, thus preventing union participation of workers. 

 

 

 

 

 

 

 

 

 

In my company, trade union officials are mainly personnel and managers so they do not 

stand on the side of workers; they only organize visits and are happy, not representing 

workers. They are afraid that protecting workers, standing side by side will be dreadful, so 

they are not foolish to do so, they also have to worry about rice clothes. If we have any 

ideas, we can only talk to the leader so that the leader can reflect on the superiors. 

(Interview a worker in Ho Chi Minh, 11/2018) 

 

Grassroots trade unions still lack financial independence and human resources 

that hinder workers' union participation  

 

... Large activities organized by trade unions as financial support of the company because of limited 

operating budget, for example, year-end festival activities because the company fully supports the cost. 

 

... The budget for trade union activities comes from the contributions of workers and enterprises in 

accordance with the Trade Union Law (2% of businesses are based on basic salary; 1% of employees 

are based on basic salary base). In addition, when there are big events held at the end of each year, the 

management of the company will support part of the budget for the activity to take place more 

smoothly.  

(Interview a union president of a company in Ha Noi, 11/2018) 
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4.5. Verification of research hypothesess 

4.5.1. Verification of scale reliability 

The purpose of the scale analysis is to consider whether the scale has a 

discriminatory value and reliability. Scales measured through the tool are Cronbach's 

Alpha. Before analyzing factor EFA, we will use Cronbach’s Alpha method to exclude 

some inappropriate variables. 

When evaluating the reliability of the scale, it should be satisfied: 

• Choose the scale when Alpha reliability is greater than 0.6 (The greater the 

Alpha, the higher the consistent internal reliability) (Nguyen Dinh Tho & Nguyen Thi Mai 

Trang, 2009) 

• Alpha values: greater than 0.8 is a good measurement scale; 0.7 to 0.8 is usable; 

0.6 or more are available (according to Hoang Trong and Chu Nguyen Mong Ngoc, 2005) 

• Types of observed variables with small variable-total correlation coefficients 

(specifically less than 0.3). 

Table 4.1: Summary table to verify the reliability of the scale 

N0 Factor Cronbach's Alpha N of Items Cronbach's Alpha if Item Deleted 

1 OF 0.807 5  

2 SF 
0.746 5 

If SF2 deleted, Cronbach's Alpha 

increase from 0.746 to 0.767 

3 UF 0.764 4  

4 UP 
0.746 5 

If UP5 deleted, Cronbach's Alpha 

increase from 0.755 to 0.746 

5 OC 0.715 6  

6 WP 
0.635 5 

If WP4 deleted, Cronbach's Alpha 

increase from 0.635 to 0.834 

             Source: Data analysis results 

(i) Organisation scale 

The items in the OF has Cronbach's Alpha =  0.807 > 0.6, ensuring high reliability. 

Corrected Item-Total Correlation > 0.3, indicating that all items are used to run the EFA. 

(ii) Social scale 

The items in the SF has Cronbach's Alpha =  0.767 > 0.6, ensuring high reliability. 

Corrected Item-Total Correlation > 0.3, indicating that all items are used to run the EFA. 

However, if SF2 deleted, Cronbach's Alpha increase from 0.746 to 0.767. Deleted SF2. 

(iii) Union scale 

The items in the UF has Cronbach's Alpha =  0.764 > 0.6, ensuring high reliability. 

Corrected Item-Total Correlation > 0.3, indicating that all items are used to run the EFA.  

(iv) Union participation scale 
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The items in the UP has Cronbach's Alpha =  0.746 > 0.6, ensuring high reliability. 

Corrected Item-Total Correlation > 0.3, indicating that all items are used to run the EFA. 

However, if UP5 deleted, Cronbach's Alpha increase from 0.755 to 0.746. Deleted UP5. 

(v) Organisation commitment scale 

 The items in the OC has Cronbach's Alpha =  0.715 > 0.6, ensuring high reliability. 

Corrected Item-Total Correlation > 0.3, indicating that all items are used to run the EFA. 

(vi) Work performance scale 

The items in the OC has Cronbach's Alpha =  0.635 > 0.6, ensuring high reliability. 

Corrected Item-Total Correlation > 0.3, indicating that all items are used to run the EFA. 

However, if WP4 deleted, Cronbach's Alpha increase from 0.635 to 0.834. Deleted WP4. 

CONCLUSION: After using the Cronbach's Alpha method, some inappropriate 

items were excluded: SF2, UP5 and WP4. 

4.5.2. Preliminary assessment of scales by Exploratory Factor Analysis - EFA 

After analyzing the reliability of the scale, inappropriate items were discarded, and 

the remaining variables were used to analyze the exploratory factor. 

 The criteria used when running EFA are: KMO coefficient> 0.5, significance level 

<0.05, Principal axis factoring method with rotation is promax used and stopping points 

when extracting factors with Eigenvalue> 1. 

Through two regression runs, the team found that the observed items were 

excluded: SF1, SF3, OC1, OC2 and OC3. 

The results of the third run are as follows: 

Table 4.2 : KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 

.849 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 
3961.23

3 

df 231 

Sig. .000 

                  Source: Data analysis results 

KMO = 0.849 > 0.5 

Meam Sig value = 0.000 < 0.05 

The data is suitable for analyzing the EFA factor, significance level sig <0.05, so it 

can be said that items are correlated with each other. 
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Table 4.3 : Total variance explained 

Factor Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation 

Sums of 

Squared 

Loadingsa 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

Total 

1 5.837 26.532 26.532 5.354 24.336 24.336 3.859 

2 2.382 10.827 37.358 1.924 8.744 33.080 3.485 

3 1.591 7.230 44.589 1.107 5.031 38.111 3.106 

4 1.498 6.809 51.398 .955 4.340 42.451 3.365 

5 1.417 6.439 57.837 .891 4.051 46.502 2.449 

6 1.132 5.146 62.982 .698 3.174 49.676 1.982 

7 .859 3.905 66.888     

8 .763 3.468 70.356     

9 .676 3.073 73.429     

10 .655 2.979 76.409     

11 .592 2.692 79.100     

12 .553 2.512 81.612     

13 .526 2.390 84.002     

14 .496 2.255 86.257     

15 .468 2.126 88.383     

16 .446 2.027 90.410     

17 .432 1.965 92.374     

18 .403 1.830 94.205     

19 .372 1.693 95.897     

20 .320 1.455 97.353     

21 .296 1.348 98.700     

22 .286 1.300 100.000     

             Source: Data analysis results 

This table shows that the proposed factors explain 62,982% of the items and 

stopping methods used with Eigenvalues reached 3,174. 
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Table 4.4 : Pattern Matrixa 

 Factor 

1 2 3 4 5 6 

OF1 .726      

OF4 .704      

OF5 .696      

OF2 .638      

OF3 .585      

WP2  .890     

WP3  .723     

WP5  .723     

WP1  .569     

UF3   .764    

UF2   .669    

UF1   .629    

UF4   .580    

UP3    .734   

UP1    .637   

UP4    .625   

UP2    .608   

SF4     .856  

SF5     .704  

OC5      .677 

OC6      .588 

OC4      .500 

                    Source: Data analysis results 

 After the third regression, , the following three factors were taken into account: 

Organisation factors include: OF1, OF2, OF3, OF4, OF5; Social factors include: SF4, 

SF5; Union factors include: UF1, UF2, UF3, UF4. The items UP1, UP2, UP3, UP4 affect 

the commitment factor: OC4, OC5, OC6 and Work performance factors: WP1, WP2, 

WP3, WP5. 

4.5.3. Scale verification by confirmatory factor analysis 

 After measuring the scale and analyzing the EFA, we verifie the confirmatory 

factor analysis – CFA. 
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Source: Data analysis results 

Figure 4.9: Standard CFA model 

The critical model has 194 degrees of freedom. The result show that the model has:

   Chi-square = 4.54 

  GFI = 0.926 

  CFI = 0.931 

  TLI = 0.918 

  RMSEA = 0.50 

 This proves that the research model with explanatory components is consistent 

with the data set. 

4.5.4. Model verification and reseach hypothesess verification 

 Model verification 

After analyzing the EFA and CFA, the formal research model examines the 

relationship between the elements (Social factors; Organisation factor; Union factor) to 

Union participation and the relationship between union participation with factors 

(Commitment;  Work performance). The team conducted the AMOS software and 

obtained the SEM model (calibrated) as follows: 
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 Source: Data analysis results 

Figure 4.10: SEM model (calibrated) 

The results of SEM analysis (Fig 4.10) show that the model has 201 degrees of 

freedom with statistical value: Chi – square = 2.754. Other conformity assessment criteria 

were met: GFI = 0.911 ; TLI = 0.893; CFI = 0.907; RMSEA = 0.058. Thus, the proposed 

research model is consistent with the collected data set. 

Table 4.5: Regression Weights: (Group number 1 - Default model) 

 
 

 
 

 
Estimate S.E. C.R. P Label 

UP  <---  OF .375 .065 5.800 *** 
 

UP  <---  SF .142 .050 2.839 .005 
 

UP  <---  UF .358 .070 5.119 *** 
 

OC  <---  UP .422 .072 5.851 *** 
 

WP  <---  UP .586 .072 8.192 *** 
 

OF1  <---  OF 1.000 
    

OF4  <---  OF 1.190 .085 13.916 *** 
 

OF5  <---  OF 1.156 .079 14.671 *** 
 

OF2  <---  OF 1.067 .083 12.785 *** 
 

OF3  <---  OF .896 .075 11.895 *** 
 

WP2  <---  WP 1.000 
    

WP3  <---  WP .817 .045 18.077 *** 
 

WP5  <---  WP .847 .049 17.343 *** 
 

WP1  <---  WP .664 .044 15.181 *** 
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Estimate S.E. C.R. P Label 

UF3  <---  UF 1.000 
    

UF2  <---  UF 1.075 .086 12.524 *** 
 

UF1  <---  UF .930 .078 11.951 *** 
 

UF4  <---  UF .958 .082 11.657 *** 
 

UP3  <---  UP 1.000 
    

UP1  <---  UP .846 .070 12.041 *** 
 

UP4  <---  UP .872 .078 11.235 *** 
 

UP2  <---  UP .895 .073 12.239 *** 
 

SF4  <---  SF 1.000 
    

SF5  <---  SF .984 .079 12.510 *** 
 

OC5  <---  OC 1.000 
    

OC6  <---  OC 1.135 .149 7.601 *** 
 

OC4  <---  OC .687 .094 7.329 *** 
 

        Source: Data analysis results 

Looking at the Estimate column: The organisation factor impact the union factor 

with regression weight: 0.358, then the social factor with regression weight: 0.142. The 

union participation factor impact the work performance factor and Organisation 

commitment factor with regression weight: 0.568 and 0.422. All 5 factors are statistically 

significant at the 5% significance level (P values are less than 0.05). 

Table 4.6: Squared Multiple Correlations: (Group number 1 - Default model) 

 Estimate  Estimate 

UP .637 UF1 .437 

OC .176 UF2 .505 

WP .209 UF3 .445 

OC4 .225 WP1 .419 

OC6 .502 WP5 .527 

OC5 .347 WP3 .569 

SF5 .644 WP2 .746 

SF4 .707 OF3 .347 

UP2 .437 OF2 .408 

UP4 .352 OF5 .570 

UP1 .419 OF4 .496 

UP3 .467 OF1 .500 

UF4 .408   

                 Source: Data analysis results 

 Table ... shows that the normalized weights are positive, so the OF, SF, and UF 

have a positive effect with UP and UP having a positive effect on OC and WP.  

 Reseach hypothesess verification 



   

 

49 Trade unions participation of workers at enterprises in Vietnam   

 

 Research report 

 From the results obtained in two tables above, the relationship between the 

variables in the model is statistically significant (p <0.05) meaning hypotheses from H1 to 

H5 on the relationship between the concepts taken out in accepted research model. 

Table 4.7: Synthesis of reseach hypotheses verification in the modified model 

Hypothese Content β P_value Conclusion 

H1 Social factor positively influencing 

employee’s union participation 

0,142 0.005 Accepted 

H2 Organisation factor has a positive impact 

on employee’s union participation 

0,375 0.000 Accepted 

H3 Organisation factor has a positive impact 

on employee’s union participation 

0,358 0.000 Accepted 

H4 Employee’s union participation has a 

positive impact on Organisation 

commitment. 

0,422 0.000 Accepted 

H5 Employee’s union participation has a 

positive impact on work performance 

0,586 0.000 Accepted 

       Source: Synthesis of analysis results 
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PART 5: DISCUSSION  

  AND SOME POLICY RECOMMENDATIONS 

 

5.1. Findings from research results and discussion 

 

5.1. Findings from research results and discussion  

   From the results of qualitative and quantitative research in Part 4, some 

outstanding issues can be seen as follows: 

   Firstly, most employees join trade unions at enterprises and are willing to join 

union leaders when being trusted and supported. This result is entirely consistent with the 

study of Cohen (1993) that workers are interested in the issues of trade unions and 

participate in leadership positions in the union of Klandermans (1986). However, they are 

not fully aware of the benefits of joining trade unions and the role of trade unions in 

representing and protecting their interests, so most of the strikes do not have union 

leadership. This is considered a difference of union participation in the struggle of trade 

unions in Vietnam with the countries in the world because the strikes in Vietnam are 

mostly illegal. Research by Snarr (1973); Klandermans (1986); Martin (1986); Cohen & 

Jacobsen (1987); Aaron Cohen (1993) points out that workers participate in the strike 

process led by a union organization which proposes claims of strikes. Although local trade 

unions have created conditions for union members to participate in union’s decisions as 

well as participate in activities to care for the spiritual life of workers, but the participation 

of employees not really active and the participation activities are not yet abundant. 

Meanwhile the research of Klandermans (1986); Aaron Cohen (1993); Fullagar & Barling 

(1989); Fullagar et al. (1995) argue that employees participate in union activities such as 

meetings or participate in decisions and support union activities. 

   Secondly, the organization factor have a positive impact and have the strongest 

impact on the union participation. This result is completely consistent with the research of 

Warr, Cook & Wall (1979), Premack & Hunter (1988) said that when employees feel 

satisfied with the job, they will be loyal to the enterprise and actively, enthusiastically 

participate in trade unions. The supportive attitude of the management, the human policy 

is beneficial to the employees and the good relationship between the union leaders and the 

management will make the laborer participate more actively in union activities. But many 

enterprises are not interested in internal communication activities that hinder labor union 

participation of employees. 

   Thirdly, the union factor have a positive impact and the second strong impact on 

the union participation. This conclusion concurs with Ginni Chawla and Tripti Singh 

(2014) when analyzing the influence of grassroots trade unions on union participation. 

Inside, the capacity of trade union officials affects employees' union decision. Grassroots 
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trade unions still lack financial independence, human resources and have not performed 

well the representative function, the function of protecting the legitimate rights and 

interests of employees, preventing employeers from participating in the union activities. 

   Fourthly, social factors have a positive impact and a third strong impact on union 

participation, with the same views as Cohen (1993), Kochan (1979), Fullagar & Barling 

(1989) when analyzing the influence of political and legal institutions on union 

participation. In particular, although the legal system is still lacking and exists the gap 

with international labor standards, but is gradually improving is a factor to promote labor 

union participation. Trade unions of industrial parks are also actively contributing to 

promoting the union participation of trade unions in industrial parks. However, the 

complex structure of Vietnam Trade Union and the indifferent attitude of the society still 

hinder union participation of employees. 

   Fifthly, union participation has a positive impact and affects the performance of 

workers more than impacting commitment to the organization. Employees have good 

attitudes and results when they are cared for by the union and participate in collective 

activities. This is consistent with the research of Hulin (1991), Meyer and Allen (1997), 

Freeman and Medoff (1984) in assessing the impact of union participation on labor 

productivity and job performance. Moreover, they have a higher commitment to the 

business when the company leadership coordinates with the union to bring them many 

benefits but the level of commitment to the trade union is currently low. In the context of 

international integration, the transition to a new employees’ organization will inevitably 

occur when the commitment to freedom of association officially takes effect. 

5.2. Context and some policy recommendations from research results 

5.2.1. Trends affect workers' union rights 

The development objective of Vietnam to 2020 is to continue to push the whole 

side and synchronize the renovation process; fast and sustainable economic development, 

building a foundation to make Vietnam become an industrialized country in a modern 

way, creating a firm premise for higher development in the later stages of development. In 

order to achieve the stated development objectives, a number of Vietnam's socio-

economic development orientations till 2020 are: to continue to improve institutions and 

develop a socialist-oriented market economy; strong industrial development in the 

direction of modernization; improve the quality of human resources; scientific and 

technological development; integration and enhancing Vietnam's position in the 

international arena. From the strategic orientation, the socio-economic situation in the 

country and the current international situation, workers' union rights and union 

participation are forecast to continue to be strongly affected by the pennies. The 

following: 

First trend: International integration is more and more profound and open, more 

direct and powerful impact on workers' union rights. 

Proactive international integration is a consistent way of the Party, State and 

Government of Vietnam. The positive activities of Vietnam during the past decades show 
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that Vietnam's integration process is becoming more and more profound and broad and 

bringing positive results for socio-economic development as well as improving Vietnam's 

position in the international arena. In the period 2016-2020, there is no significant reason 

to believe that Vietnam's integration process will slow down, especially economic 

integration. Especially the participation in new free trade agreements. Currently, there are 

many new generation free trade agreements, including "labor" as a mandatory standard as 

well as referring to freedom of association. And Vietnam has no other way but to truly 

integrate into the world economy. In order to integrate into the international economy and 

develop trade relations with countries all over the world, Vietnam must participate and 

comply with the provisions of the agreements (eg agreements with the EU, CPTPP...) 

which refers to the fact that apart from the union organization will also form organizations 

representing new workers. 

Second trend: The industrialization process continues to be fast with the 

development of industrial parks and the uncertainty of labor in industrial parks is still a 

big challenge. 

Although the goal of Vietnam is to become a modern industrialized country soon, 

this reality is difficult to achieve in the next few years. The global economic crisis, 

profound and prolonged is one of the most influential factors in Vietnam's 

industrialization strategy over the past period. Up to now, the global economy has been 

recovering slowly and Vietnam has emerged as one of the countries with high growth 

rates. That growth relies heavily on the country's resources, including abundant human 

resources. Forecasting in the next period, Vietnam continues to be an attractive destination 

for foreign investors. However, with abundant human resources (Vietnam is in the period 

of "golden population structure"), the quality of human resources is not high, so Vietnam 

has not yet changed the quality of investment attraction, it still attracts mainly FDI capital 

into processing, mechanical and electronic sectors ... (those with low investment rate and 

high labor use). With such a situation, industrial parks will continue to be filled and attract 

more young workers to move from the countryside. This requires that trade unions and 

newly formed labor-representative organizations need to improve their operational 

capacity to attract the participation of workers, truly represent and protect legal rights for 

workers. 

The third trend: With the characteristics of our country, developing the socialist-

oriented market economy institution still requires the participation of the State in the 

activities of trade unions.  

The Party, State and Government of Vietnam have made great efforts to build and 

promote trade union activities to ensure the development of harmonious labor relations as 

part of the social-oriented market economy. However, there are still many shortcomings 

about the role of management, support and guidance of the state when most local labor 

agencies have not done well the role of active support for trade unions at workplaces but 

confusing the function between "hard interventions" and "soft interventions" in the 

process of labor dispute resolution. Market economy in Vietnam has its own 
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characteristics. Therefore, the role and the leading way of the State for trade union 

activities in the market economy also have specific characteristics and challenges. It 

requires state involvement as a leading hand. In terms of "freedom of association", 

ensuring international standards of labor, the union's existence is no longer a team. 

5.2.2. Some policy recommendations from research results 

Recommendation 1: Supplement and amend the law on labor, union and employee 

representative organization 

The system of legal regulations on labor and trade unions, workers' 

organizations should be supplemented and modified to be more strict and in line with 

international labor standards. Specifically: 

Firstly, it is necessary to supplement and amend regulations on establishment of 

employees' representative organizations. Currently in the Labor Code 2012 and related 

documents, there are no regulations on the establishment of the organization of workers 

at enterprises other than the local trade union organization under the Vietnam Labor 

Federation. In order to meet the requirements of the new context when Vietnam joined 

the new generation Free Trade Agreements such as CPTPP, EVFTA needs to adjust 

chapter XIII in the Labor Code 2012 in a way that allows workers in the enterprise to 

established your organization in addition to the current traditional grassroots trade 

union organization. It is necessary to add some provisions on the procedures for 

registration and organization recognition of employees at enterprises. In addition, it is 

necessary to issue a decree detailing these terms. This means that it is necessary to 

amend and supplement the Articles in the Labor Code 2012, including: Clause 4, 

Article 3: Explanation of terms "Organizations representing the collective labor at the 

grassroots"; Clause 1, Article 5: Regulation of workers' rights; Clause 2, Article 7: 

Regulating trade unions and organizations representing employers to participate in 

building harmonious, stable and progressive labor relations ...; Clause 1 Article 92: 

Provisions of composition of the National Wage Council; Articles 188; 189; 190; 191; 

192; 193 in Chapter XIII of the Labor Code 2012: Regulations on Trade Union ... 

At the same time, the law should regulate the expansion of the subjects allowed 

to set up, join and operate the representative organization of workers. Accordingly, all 

employees in general, regardless of Vietnamese citizens or foreigners, have the right to 

establish, join and operate organizations to represent workers. This is in accordance 

with international conventions on freedom of association and effective implementation 

of collective bargaining rights (expressed in the International Labor Organization's 87 

and 98 conventions), the National Convention economic and political rights in 1966; 

ensuring equality of union rights of Vietnamese workers and foreign workers; 

Secondly, supplement regulations on organizing activities of new employees' 

representative organizations. These are specific provisions including: electing 

representatives of organizations representing workers; Develop content of draft charter 

of organizations representing employees; Financial management and assets of 
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employees' representative organizations; Collective bargaining, strike leadership and 

other collective actions of employees' representative organizations. 

Thirdly, it is necessary to amend the Trade Union Law recognizing the rights of 

workers to establish organizations to represent their rights and interests. Accordingly, 

the Trade Union Law will not only apply to Vietnamese Trade Union organizations at 

present but also need general provisions on all organizations representing workers, 

including the current Vietnam Trade Union organization and New trade unions will 

appear in the future. At the same time, it is necessary to consider and revise regulations 

on higher trade unions on behalf of workers at unincorporated trade unions because it is 

no longer appropriate. A new Decree should be issued to replace Decree No. 43/2013 / 

ND-CP dated May 10, 2013 on detailed provisions for the implementation of Article 10 

of the Trade Union Law on the rights and responsibilities of trade unions in general 

affairs. to protect and protect the legitimate and legitimate rights and interests of 

laborers; Decree No. 53/2014 / ND-CP dated May 26, 2014 stipulating the state 

management agency to consult the representative organization of workers, 

organizations representing employers in the main construction. books, labor laws and 

labor relations issues; Amending and supplementing Decree No. 49/2013 / ND-CP 

dated May 14, 2013 detailing the implementation of a number of articles of the Labor 

Code on wages; Issued a decision to replace Decision No. 1055 / QD-TTg dated July 3, 

2013 on the Establishment of the National Wage Council. 

In addition, in the process of implementing the law on labor, trade unions 

should include the content of labor legislation, trade union law into teaching in the 

junior high school program. Due to the fact that many workers come from rural areas, 

after finishing junior high school (secondary school), they are absent from school and 

begin to participate in the labor market in big cities. They are not fully equipped with 

labor law knowledge and trade union law, so they are not fully aware of the role of 

trade unions and their rights and interests when participating in this organization, from 

which they are afraid. participate in these organizations. 

Recommendation 2: Improve the operational capacity of Vietnamese trade unions 

When Vietnam fulfills commitments on freedom of association in free trade 

agreements, Vietnamese trade unions will have to compete with new employees' 

representative organizations in attracting, gathering, developing members and having to 

share financial resources with these new organizations. Vietnam Trade Union needs to be 

willing to accept, overcome challenges, consider it as an opportunity to vigorously 

innovate its organizational and operational model. Improving the operational capacity of 

Vietnamese trade unions should be carried out through the following major solutions: 

Firstly, continue to improve the organizational model of the Vietnam union system 

Restructuring the organizational model of the Vietnam trade union system in the 

direction of clearly defining the duties and powers of each trade union level, especially the 

coordination relationship between industry unions and local unions in public guide, 

manage and direct grassroots trade union activities. In this organizational model, it can be 
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considered to arrange specialized trade union officials at the local trade union outside the 

state with a large number of union members to meet the requirements and complexity of 

labor relations. 

Continuing to promote effective trade union model of industrial parks and export 

processing zones in order to enhance the role of representation and protection of trade 

union workers in key areas of labor relations - strategic operating areas of trade unions. 

Accordingly, local unions coordinate and trade unions of industrial parks and export 

processing zones must closely coordinate with state management agencies to grasp the 

investment situation, deploy projects and operation situation, the number of employees in 

newly established or active businesses that do not yet have trade unions. In addition, as a 

direct manager, local trade unions need to support the conditions, especially funding for 

advocacy, propaganda and establishment of grassroots trade unions at industrial zones' 

trade unions, with Remuneration measures for units that do this well. 

Secondly, improve the capacity of trade union officials at all levels 

- For local trade union officials: 

Local trade unions and trade unions need to organize more professional training 

courses for grassroots trade union officials, not only to train grassroots trade union leaders 

but also to focus on training create the knowledge level of union leaders, because they are 

close to the union members and the most workers. The training contents should equip 

trade union officials with basic knowledge of labor laws and trade union laws such as: 

Labor Code, Trade Union Law, Social Insurance Law... Social knowledge: Issues related 

to gender equality, population-family planning, social evils prevention... Organizational 

skills activities such as propaganda skills, dialogue skills , motor skills, persuasion, 

negotiation skills, skills to organize sports cultural events for employees; skills to grasp 

employees' moods, thoughts, skills of collective labor disputes, strikes, ... 

Besides, improving the capacity of grassroots trade union officials can be through 

the process of organizing activities for workers at enterprises. The grassroots trade union 

executive committee can alternately assign each person to undertake an active content so 

that they can actively implement, each activity changes the assignment so that trade union 

officials can implement Different tasks, solve the situation when problems arise, only 

union president can solve. 

- For trade union officials on the basis of: 

In the context of Vietnam's participation in new free trade agreements, the Vietnam 

General Confederation of Labor needs to update information on commitment to freedom 

of association in order to help trade union officials define challenges for his/her 

organization in the current period. In addition, the Vietnam General Confederation of 

Labor, unions in provinces, cities, industry union equivalent trade unions should continue 

to consolidate and develop the contingent of experts, faculty members, experts and 

lecturers in the areas of organizational development development; dialogue and 

negotiation to sign collective labor agreements, occupational safety and health. 
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Thirdly, strengthen measures to protect and implement policies for grassroots 

trade union officials 

Currently the law has provided measures to protect grassroots trade union officials. 

However, discriminatory acts against grassroots trade union officials are often extremely 

sophisticated. Therefore, Vietnamese trade unions should study and participate with 

competent state agencies to perfect the system of legal regulations on protection of 

grassroots trade union officials, ensuring clear, complete and feasible; strengthen 

coordination with functional agencies to inspect, examine and supervise the 

implementation of legal regulations on labor and trade unions in units and businesses, 

promptly detect and recommend agencies to authority to handle discriminatory acts 

against union officials.  

Besides, the Vietnamese trade union should pay more attention to taking care of 

material and spiritual life for grassroots trade union officials; continue to study and 

develop a system of policies for grassroots trade union officials, especially in forms of 

recognizing the dedication and preferential policies in training and retraining, timely 

encouragement and reward. 

Fourth, strengthen the implementation of activities to attract workers to join trade 

unions; promote effective implementation of activities associated with representative, 

protection functions of legal rights and interests for employees 

Propaganda activities to attract workers to join trade unions must be implemented by 

business unions as soon as employees start working. This activity can be done through 

exchange sessions, direct meetings between local trade union officials and new employees 

working at the enterprise. In addition, during the operation process, local trade unions can 

organize contests to learn about trade unions, build trade union bulletins to motivate 

workers to actively learn information about the union, raise their awareness of the role of 

trade unions. 

Attracting workers to join trade unions not only through propaganda and 

mobilization activities but also through professional activities of trade unions, specific 

evidence of the role of trade unions. Therefore, Vietnamese trade unions need to promote 

effective organization of activities associated with functions to represent and protect 

legitimate rights and interests of workers, specifically: 

(i) Vietnam trade union levels should continue to promote their role, actively 

participate in the process of developing, completing documents, policies and laws related 

to employees; Trade unions at the central level continue to participate effectively in the 

National Wage Council, contributing to the proposal of the Government to adjust the 

minimum wage towards improving the income of workers. 

(ii) Upper-level trade unions should continue to organize training courses on 

collective labor agreements for trade union officials at enterprises; To guide and direct 

grassroots trade unions to develop contents, negotiate and sign collective labor 

agreements; Promote the signing of collective labor agreements with more provisions than 

the law, bringing more benefits to workers. 
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(iii) Higher level trade unions should coordinate with grassroots unions to strengthen 

the organization of legal consultancy activities for workers on the Labor Code, the Law on 

Social Insurance, the Law on Trade Unions and other regimes and policies related to 

workers' rights. This solution contributes to improving knowledge and sense of law 

observance, protecting legitimate and legitimate rights and interests of union members and 

workers. 

(iv) All levels of Vietnamese trade unions need to focus resources, innovate 

activities to care for union members and workers towards developing programs 

throughout the system associated with welfare policies, social welfare of the union; 

implementing synchronously between responsibilities and beneficiaries, taking benefits is 

one of the important driving forces to gather and attract workers to trade unions. 

Accordingly, trade unions at all levels should show more clearly the role in the process of 

developing the institutions of trade unions, especially social housing institutions and 

cultural institutions, ensuring workers have a more stable life. 

(v) Grassroots Trade Unions need to grasp the situation and aspirations of workers, 

promptly solve difficulties and problems of workers, meet their legitimate aspirations; 

Representing workers to negotiate with employers to improve income and working 

conditions for employees. 

Recommendation 3: Develop a model of operating a new employee representative 

organization in parallel with Vietnamese trade union organizations today 

In the coming time, besides the current Vietnamese trade union organization (being 

a socio-political organization under the leadership of the Communist Party of Vietnam), it 

is possible to build a model of organizing activities to represent people. New workers 

follow one of the following two scenarios: 

Scenario 1: At the beginning, only the organization representing the new 

employees at the enterprise level is formed. This new large organization after self-

establishment can register to participate in the system of Vietnamese trade unions today or 

can register with competent state agencies to be allowed to operate. After that, during the 

5-year roadmap for Vietnam to fulfill its commitments in the CPTPP on the amendment of 

labor laws related to the establishment of representative organizations for employees, 

continue to form representative organizations. new workers at the local and central sector 

level as scenario 2 below. 

Scenario 2: Formation of a system of organizations representing new employees 

including three levels of enterprise, local and central level. Inside: 

(i) Employee representative organizations at the enterprise level are responsible for 

representing and protecting legitimate and legitimate rights and interests of employees in 

enterprises. This organization needs to play an important role in maintaining and 

improving life and working conditions for workers by negotiating to sign collective labor 

agreements, dialogues for workers and organizing strikes.  
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(ii) Employee representative organizations at the local sector are formed by linking 

workers' representative organizations at the enterprise level in the same industry in one 

locality to support and increase effectiveness of enterprise-level organizations by 

participating in enterprise-level negotiations when required. 

(iii) Employee representative organizations at the central level are formed by 

linking workers' representative organizations at the local level to support them and 

participate in setting up and deciding industry policy, a set of requirements related to 

working conditions, wages to negotiate with businesses or industry associations, sign 

industry collective labor agreements; and participate in the national wage council if they 

meet the requirements on the number and percentage of employees they represent. 

Scenario No. 1 violates the provisions of the international convention on the right to 

association and association of workers in the first time. But because the countries 

participating in the CPTPP agreed to give Vietnam a three-year roadmap to revise the 

labor law and a five-year roadmap to prepare and enforce content related to the great 

organization. In the case of workers, in order to have time to prepare and make the right 

decisions to suit the characteristics of the Vietnamese socialist-oriented market economy, 

scenario 1 will be more appropriate. 

5.3. Limitations of research 

The duration of the research is short, within the framework of the competition 

organized by ILO and the Ministry of Labor, Invalids and Social Affairs, and the research 

project took place over a period of 6 months so the research team did not have enough 

resources to expand survey scale. 

The sample was not highly representative because of the convenient sampling and 

research in only a few provinces in the North and the South, but not in Central Vietnam. 

The study has not approached workers who do not participate in trade unions to 

survey, so there may not be a more multidimensional view on labor union behavior of 

workers in Vietnam. 
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