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In line with most industrialised and many underdeveloped economies
Ireland has experienced considerable international direct investment
over the,past s#wenty-five-years;amaostly rin jthe manufactusing .sector:
Leelindis palrsitipaionydonitheymoest jparteas-ahostmation, 4n this ingesd
nasiendhisanomekpredugtonhas had largely favaurable.sonsequencas-iny
employment; terma.i bhesiniipact ohfordign invEstmientton; frishiindustrial,
rolatiensichawevanhremains;untleanpalthough fiom timestoltimeqwe read;
popultarpress sepdrtscafjmulti-natignal idompany;) (MNG) sexperigngces;
whichraicelanigelydisparaging. hlheie dsilittle,doubythatithe presence.of
MNGis injlargenumbers does intréduee new-dimensions-asdfarasiindusts
malrelafionsaiacontemed. MNEsanecontsoled and oftaniditected from
centres outsidenatibnal boundaties ".i;b;i'@:)ha;&Qbyius"i‘mlailil@?},,ﬁi()ﬁl‘sif.QrszbJ
security and decision-making processes. Also, the balance of power
hétmeend thésaemployersranditrade, unionsis likely .torbenconsiderably
differenissin -chariacter #esthat lexisting bgtweeni Irishy employerssandithe;
unionswiBunthenmere; Isomen-MNCs, may jattempt; to; impese; gertain,
standatiband strickuwesiinithefield of industrial melations, which,may, be
rﬁganded(a;s;bningjqdmamptunus of native eustoms andsvaluesay n «y nals

Jerotrag ot gnitozaaboes s vardy dhider Azsi oo svssu
The effects of MNCs. on-employment and industrial relations are well
documented for many industrialised and Third World countries (see for
example, reports by the International Institute for Labour Studies and
the Titerdatishalatsir Ofﬁce)ll( "Ir;l ndythe'ithpacto ”empl’oyment
has.beenyaddressed - [MCAleﬁﬁé;g ‘197,«7;,, NESC‘,;);lgS}t,“C)“ ‘Su;ll'e'éb}i‘ém
1983], and the Federated Union of Employers”(1980)+ Kas*conducted a
survey of employment conditions and industrial relations practices in a
sample of MNCs. The latter is largely factual and provides a useful
benchmark as a basis for comparisons. However, this study does not
contain any direct trade union input with the result that little is known
about the relationship between MNCs and trade unions. - - Qo

+ . P

*The authors are, respectively, Lecturer and Research Officer in Industrial Relations in the Department of Industrial
Relations at University College, Dublin. They wish to acknowledge the assistance provided by Karl O°Connor, and
Robert McMahon during the survey stage.
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From an industrial relations standpoint, the presence of a variety of

_foreign-owned companies undoubtedly has opened our minds to a greater

understanding of different values and ideological positions, and also in
recent times to the often harsh imperatives of the international capitalist
order. While theory and intuition might lead us to believe that MNCs are
different from indigenous industry in employment practices and decision-.
making processes, there is little empirical evidence, based on Irish experi-
ence, which-would allow us. either to describe or explain industrial
relations practices in MNCs. With the exception of an unpublished paper

" [Nolan, McAleese and Counahan, 1978] which focussed primarily on the

strike-proneness of MNCs, and 4 regional study on local industrial
telations.upractices, Wallace,iu1982)y, thereshas; beemone, -attempt Lo,
systematicallyrstudy industgial gelationsdfi MNGCs|iLhis neglect infhrthes
imievidente, on ireading; the) Reportyef jthe  Commissionipfv] nguaimi om

“Industrial-Relations 10198 1s),i whichyireprasented sheydirst, agtempliat.al

comprehensivel assessmens oflrish industrialmelations; datapniMINGs ig

* theindustrial irelations context wassnetablyidbsent; andigo nefarericawas

madéyas tosthe signifigange omimpertance ofthis secton.Sush)disnegard,
¢learlyrmepresents: alserioussgap.inourdnowledgeqtasstonal atibutesob
industrial yrelations. IW&lalso lackwknowledge onthgivarionsindysisial
relationsiissues and pyacticesiinMINGswhich miayibe negarded aspantieui
larly problematic or profoundly positive in their impactidn’ this anticlewe
attempt to provide some insights into the dynamics of MNC industrial
relatipns..As ithis isian explosataryistudysive.weuld bk ourobsenvations

—andieonclusions;terbeinégardediasnojmore than- proliminany ortentapve —

in the attemp to.gchigve a-bpttér nndanstanding of indusriskaclations iy
MNGsii1.3f0zeon nucubah Ao KU N0z dof guirmanes g11ism

LEHH Y 10T numu absm
Methodology, Sample and Variables
As stated, the voluminous international literature on MNC industrial
relagions dimensions,,insluding pumerous,analyses ofthe fmpage of
MNEs-on-various-econemies;- develepe -an funderdeveloped ~contains.
dlscussmnsion-an-range ofiissuesiwhich continue to emerge repeatedly. The
research ﬁndmgs of these studies and discussions with employer and trade

union representatlves influéiled end design of this preliminary study.

unulnl A doi(l boo
Our sample consists of 27 MNCS operating in the Republic. Ahsngr_,lg,;ﬂgt:

personal interviews were undertaken with management personnelandi
with trade union representatives and/or shop stewards who. dealf *W‘lth‘
these com_pames In all, we interviewed 27 personnel and inds “Il'laqL
relations executives and 27 trade union personnel. In seeking to examine
the possible sources of divergent industrial relations practicesintMNGs1if
Ireland we decided to placethefocuson tpose companies which could-be
categorised in terms of the previiling quality of their respective industtial

relations.._Fox_simplicity,_we _employ_the terms “exceptionally good”
PACLLY RO . ¢ _
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(GIR) and “exceptionally poor” (PIR) industrial relations to represent
two extreme scenarios, and the insertion of companies into these
categories is the result of a consensus of management and trade union
interests. The reputation of a company’s industrial relations was not
assessed primarily in conflict terms. On the contrary, the quality of
industrial relations was considered in terms of a range of issues, such as
the availability of information to employees, possibilities for joint consul-
tation, the handling of discipline and grievances, general pay and condi-
tions of work and interpersonal employer-employee relationships. Start-
ing with a list of over 200 MNGCs in Ireland we were eventually successful
in categorising 75 as having exceptionally good or exceptionally poor
industrial relationsion thetbasis of the expertopiniéns of both management
anditrade union officials:’THis list of companies was formed ds:a result-of
interviews iwith*headroffice and!regionali exécutives::of thesIndustriali
De‘velb‘p"rh‘em Authority'and the'Federatéd Union' of Employérs and:with
fulk-timefofficials from! tradefunidns’ représentingzmembers:intMNGs
throughoutI the provinces2Thirty:seven: companies wereiselectedisozasito
glveQ Jrepreéentatlonl stortindustrial isectorjo technology# typey: regional
distributiens and: :icompanysizexiWessucceededsin -obtaining completed:
quéstioniaires fromi'both ,tef“cstf"gfro‘up's (nl«27 Yof . thei‘379co’rripani"es"'
Detiilssof: thésectoral; distriblition' ¥ofbothe: categorxesx ofis MNCs are '
contained m‘Tablei‘ L i avitizog vibasclowg v !
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Inicexamining: selectedixlndustrlalffrel@tibﬂsfenv;ro‘nments iof a ~~.samplc7 Eof
MNGCs-indreland; the] study> focussedsomia swiderangecofiindustrial
relationsiand personnel: managenient 1issuéss “Thisopaper; reportsiion
matters concerning job security, information disclosure, consultatientand
trade union recognition practices. :
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| Job Security and MNCs

The fact of foreign ownership and control of the enterprise creates a poten-
tially difficult position for trade unions. While MNCs have played a major
partin employment creation in the less developed areas of all the countries
in the EEC [Liebhaberg, 1980] and particularly in Ireland, they are also
known, in some instances, for their propensity to engage in production
switching [IL.O, 1976a; Morgan and Blanpain, 1977, Kujawa, 1980].
This capacity to transfer production to another centre for whatever reason
or combination of reasons (adverse industrial relations climate, political
instability, or high labour costs, etc.), stems from the inherent flexibility
of the MNC. In such c1rcumstances the trade union, confronted with 2

reaen

‘major*and ofteo 1mmed1ate‘threat ’employment mamtenance is! placed

it 2 considerably weaket position from” the*balance of power standpo qt’
than that typlcally found with home-based compam f ot teseroigms

sinshrad el nel by

The results of our survey of management and trade union representatlves
i ained.in Table 2. Both management and trade union
respondents in both categories of firms agreed that foreign ownershlp has
clear “implications for security “ofiwvemployment:-wPredictably; ;union
reprac.%_,,sen_t.a.t.l.w;%s.tc.x}).r,ﬁ,s_s= greater.concern.than.management. In those firms
with poor industrial relations the matter of job security:

>

looms:very large_
for union representatives.;We:should pointioutsthat:this: is;«not«pr«esented
as a.causal,relationship,.that.is,.peor, industrial,relations is not.viewed
~here.asa funct:lon of hlgh concern about _]ob securlty, or'tha' sthe> latter

shows that concern about _]Ob securlty comes sharply into focus“ln Sitiia-

-tions where industrial relations has deteriorated, butiinthe.context.of this,

study we cannot state the extent to which the job security dimension has

contributédvia this® state of-affaiisFifarall Cléarlys such high' eoncérn
suggests:that union: »representatwes»*are3consc1ous of axdiminution'in-their
0t Botleita R At

bargalnmg power and in many respects this crystalhses o of the’ major

frry fe e e

unioh® pre-occupatrons in' theirdealings'with*MNCs! We'oftén‘read press
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reports of trade union officials’ inability to establish contact with MNC
ot o d5 1y ae batentas woli - Dalusmiis wisg Py ner R e
head" 8ffices Sind* occasﬁfnall Jher A ihs tARTE Whet® MINCS 'of high
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Table 2: Manqgemiérit-and Trade Urion* WéiUx“bﬁ‘“Imp"z‘zct“'of' ForeignsQinership ‘on
Employees;. Perceptzonst\about“Secunty\ of Employment sy, otsti
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repute arbitrarily close plants or reduce workforce levels without allowing
trade unions to influence events. It is not surprising, therefore, to see job
security as a central element in the context of a MNC environment. Also,
the data in Table 2 shows a high level of concern among union representa-
tives in those firms with good industrial relations, which simply reinforces
the underlying fear about the maintenance of employment. The responses
of management display a broadly similar pattern to that of the trade union
representatives, but, as one would expect, their concern is of a much lower
key. The fact that it is evident even in the firms with good industrial
relations shows that employment maintenance is a fundamental and criti-
cal issue in industrial relations in MNGCs. The following observations
about job security, were, madg‘durlng the, course..of; our, interviews, and

Fexeisd ha e R

1llustrate bot ;hei squrce, of the concern and.at the same time.the, beneﬁts

O AN L e 7R e IAeie] ATV TG 6 T Rara bivg o

ofemployment - M»NC‘?,AUM l;{mmiwmc.u{ iirw hawol ({”}\;,qu\’ T IRITIE

Trade Union Respondents:
i e m! venrasys bt B ymiiogsii lo vovrtoe s o zrlaoy od'
e MNG provzdes ¢ gredier'fob’ m:urzty bsdaidsh of hhe b back‘i‘n"g oﬁenormoit.s’res’dun’éf iRinatibhal ke 10
::l;i!ig.udm')nwn nyriod sty by K4 2 O ROTIONITE) thodd 'r)]ll.‘)b!‘!ﬂ(‘j'rﬁ‘)’!
VU SAsithe yedtslgs by the gisdter is the senséiof jobsecurityy” yviin o ol anaiiwatlgon saks
PO, Sk })'mg'y i) Frealty only tidré i\ balpiitaliss o the favbliable Sekip ¥hdl i 1abbit7 VG hlfohtd i gHEY Y
“vaohal it wants,it ill pulbort.(f yow dof to ransrn by coonslyr inrizoboi aooc tHiw
V> ¥4Thé conmpdnylopened inil964'andign feeling of job insecurityihas [ohg agobesw dispelled vy r10ir11) 10)
g igaing that the m;r't,'oéz'nyh i Hokbd dow’ﬁjb’l“'l’s iRGtRE coutttries mdkes'the workt:rstonisozousof the'possiZ. 7.4
wybility of d pulloit ™1y e don tiods wmanony dgin 10 soiihal & 2 ool

K4 l'l‘@Th’@a’allrliove!subs‘zklzmws throughoutlthé)world arid Yhe possibility ks there for)a siditch ofiprodyctioniar iy
LRI\ ) i vleptsile waineon inone dop tuods oo il pwodds

ManagenienitiRespondentst dyatiosmnb ead aconstbo birpauhor srodw enop
2ivtd senznondds crvesas dop ks dordw atagenee s s torss e b e
11 15 There;is ng feelmg [JA secun't];in theyzrgsent‘qcon%nic:olimatlehﬁt&erg[ r A/ﬁN /Cs or. Inﬁh gor{lpa'n;e‘s” e s

11- €Theifeeling that the company can pull-outiisia factor +ithe workers ﬁelltkatxdecmom,are made externally- and i
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“If it was [mh owned it would probably be closed by now.”
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Table 3 contaJInS the views of trade uplor} representatives on job security
on-the-assumption that the companies concerned sh ould be Irish-owned.
Clearly,'t there is-a: v1eWathatnhome-based.compames provide greaterx job
securlty, insofar as they are _lg's»_}lwlgely to diSinvest'than MNCs.' However,

thlS view 1s far from be1lng unammqus Th{us the (matter - of job securlty 1s
not v1ewed as a problem to be found CXCIU§1VCIY w1th MNCs. Indeed, as
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Table 3: Views of Trade Union Representatives on Job Security
if Companies Irish-owned

Companies’ Quality of Industrial Relations
Job Security Good . Poor
% ) o ™)
" More Secure 31 (5) 55 6)
No Difference 63 (10) 36 4)
No Answer 6 (o)) . 9 )]

aresult of substantial job losses in most parts of the pnvate sectorin;recent!
years it is not surprising to find that trade union representatlves do 'n‘b"t'
necessarlly see¢ mdlgenouslmdustry as offering the desired succour as fa

as ng secprlty is concerned. I; is reasonableito conclude that JOb secur;‘t;,yﬁ
is an issueiwhich pervades allindustry in the prlvate sector, but is more;
acute with MNGCs because of the additional, and umque variablesin thelr
character which may put employment dtrisk. 1. z....m—»--,-wm:-;l:

O S S P S P T S

Information Bisclosure: vy 2.0V 1 soygemiai o ohlidslisg oo
A review, of theliterature on the matter of information. dlsclosure,pqacnc,es)
in MNCs points, to a.widespread concern by trade unions [ILO 1976,a;

1104, 1976,b; Morgan and Blanpain, 1977(,‘Blanpam,,Etnyg,G],adstgqe,ands
~Giifithen, 19:7.'9]zr:5[',raae,;un19ns, inrEuropean;-eountries; ane;;concerned;
particularly-aboutinférmationbeing made ayailable onivarieusdecisions;,
dndssteategieszatithe-multiznasional,level; of  the lenterprise;,and show lessi

cohce:‘r,n;a:boun l-o@‘al/ised xin'formatio‘n nequirements;,onw;:v.er(,,fpr the mgst.

1mplemerit_ ja gl.obaazk,st,ra,t_egyxwh_lchj w.()iuld.eattemp,t; _tq,,cp,wntgraq ;a,lvlege‘dl
production-sviitehing strategies,ofMINGsi Fnom the, MNGs.standpoint; &
decision:to restrict.or.curtail the-availability of certain informatign iscto be
expected and -prdbably stemsmorefrom the ewl_t_;qr;e‘a.;nd-;imperaﬂ:-,iwes ofthe
business decision-making environment than from an obsessive anti-trade
unionz-biast sihouremain i sucesssfulgsmost : bysiness worganisations,in ,a
competitive b envirenmentyi must,{limitstheir.ilinformation;: flowss:, t;
competitorsgiinterest! groupsiangd ieven, gavernments.{For{MNCs (tradei
union idemandsifor, more wglobali-strategiciiinformation. probably .are
segarded:noi differentlynthan .demands from: other,quarters. -Asulloyd,
Ulmans(1975 Jupoiritedi gutAn:astreatise,onpmultinatioralf unionism; and.
commenting sp ecifically on MNCs information disclosure practices, “the
monopoly ef information is;ene.ofrthé:mostimportant bases of,monopoly
power;.and the.pewer, to;discriminateiamongimarkets; ifithatsis an.objec
tivejof corperat &policy,: edn be served;byirestraining the flowyof.infermas
tion racrossmational:market boundaries:}i lihusyin dimiting,or<restricting
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Table 4: Satisfaction/Dissatisfaction with Information Disclosure and Trade Union
Representatives’ Ratings of Disclosure Practices

Companies’ Quality of Industrial Relations

Satisfaction with Good Poor
Information Disclosure

Management Trade Union Management Trade Union
% ™) % ™) % ™) % N)

Satisfied 81 (13 4 ()| 82 (9 27 (3
Dissatisfied 19 @) 50 ®) 9 ) 73 (8)

No Reply - — 6 o 9 )] -

Rating-Against)} 722 01 sy a1 o a3
Other Compa.nies‘ Vo

{33

H
sesTalyr noin ohs

Much Better

soue bsvieb il g

sffocon o

N T ST i3
Ao bug (,.,3'
Aziz

(NI IS

Total

the availability of information MNCs enhance theirpowerimthednternas
tlonal market“place} acisroin o rsissmn ol sosvmseni adi o watvay A
i 151 3 FID00 UJ o7 *;\;f

oW B ot fﬁHUu anJ P ENVT I

conceris: 1nf0rmat10n about the functlomng ofithen MN @atthe: ce-ntre,'andg
here: um@ns"rarelwhave sbeéntsuccessfulcinstheir:demandszsThessecond:
concerns informationiat therlevelrof the?sub51d1ary;"wh1chﬂls soughtiby
unions i order tofallowithemrto’engage in nérmal collectivesbargaining;
~ processes: <! thisosectiontwe: coneentrateévon ithes practicés of IMNGS;int
Irelandiim thisaréayfastit is wnlikelythat the Trishtrade union-movement;
willbe' spectacularly:successful in'sécuring! ‘céht’ral"‘»stratégicﬁnfor:mb.t?ioﬁ}
where more maturefand powerful movementsthave failed: ) ;
E za2eie f18 ,i: Il‘“{ﬂu"\‘!' ]‘-;2"”'1!{ 348

]

In surdiscussionsiwithMNE management:and itradesunion representas
tives?we Sought to'establish:whetherithe partiesiwereisatisfiedor dissatiss
fied-in g'én’é’rél with. thesinformation’beirigidisclosed by'managementsand:
also how cthig stoods i relatiori<tor their:knowledge of ‘practicessin other
compames We als@attempted‘to establlshzspemﬁc addltlonalxmformauon »
requlrements uTable 4 contams{responsesmn isatisfactionrand'r =

. s
eoineth potinclnt 2V oo vllnoitiosg

iy’
FALS

Iéwouldbémost: unusual tofind widespread satlsfactlonvwnhimformatlon
disclosurezamong tradesunioncrepresentativesi:and-equallysit.wouldvbe,
surprising tofindsthat managementzshould7be dissatisfied::Unions; repre: .
sentmguthe ipermanentroppositiony wills always ~claim!imoresinformation;
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Table 5: Management and Trade Union Representatives Views on the Provision of
Further Information '

Companies’ Quality of Industrial Relations

Further Information on: Good Poor

Managements’ Views

Yes No Yes No
% (N) % (N) %  (N) % (N)

Costs ) 13 ) 87 (14) 36 0 4 64 )
Profits - — 100 (16) 36 4). 64 0]
New Machinery Plans 56° 9) 44 ) 55 (6) 45 )
New Product Plans 50 8) 50 8) 55 6) 45 )

- Union Representatives’ Views

Costs 50 8) 50 8) 64 ) 36 “)
Profits . 63 (10) 37 6) 73 (8) 27 - (%)
New Machinery Plans 37 - (6) 63 (10) 45 (5) 55 (6)
New Product Plans 31 ©) 69 (11) 45 3) 55 (6)
Manpower Plans 44 ) 50 8 45 %) 55 (6)

while management will seek to defend the status quo regarding prevailing
practices. Such conjecture or prophesy is borne out by the data in Table
4. Here, we see evidence of widespread satisfaction among management in
-both categories of companies;-and-a-reasonable-threshold-of satisfaction
among trade union representatives. The significance of the data in Table
4 lies more in the fact that information is being disclosed by MNCs in
Ireland and it is also interesting to note that the trade union representa-
tives view existing practices as largely comparable with known develop-
ments in othér companies. Thus, we may conclude that MNCs are provid-
ing certain information to employees and there is no compelling evidence
to suggest that these organisations are excessively or more restrictive than
other companies in their information disclosure practices. In summary,
the practices of MNCs do not appear to be substantially different from the
prevailing norm for Irish industry as a whole.

Table 5 reveals a marked difference between management and trade
union representatives with regard to the provision of further information
on a variety of issues. On the whole management do not see any need for
further information on costs and profits, although there is some difference
of opinion in companies regarded as having poor industrial relations. And
approximately half of all managers interviewed agreed that further infor-
mation should be disclosed on such matters as new machinery and
product plans. By contrast, trade union representatives place greater
stress on the need for more information on costs and profits. These differ-
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ences in emphasis tell us much about the immediate interests of both
parties. It could be argued that management see a need for further disclo-
sure of development plans because they recognise the possibility of
confrontation or difficulty in the implementation of change. Their
reticence on further disclosure on profits and costs is to be expected
because of collective bargaining implications. The trade union stance is
interesting insofar as it shows their concern to be primarily with pay-
related issues. They seek to enhance their position in the pay bargaining
context and do not accord a high priority to long-term development
issues. Thus, Irish trade unionists-appear to be less concerned with the
_sorts of issues frequently ascribed to union interests in the MNC litera-
ture. The content of their demands for further information does not
suggest that thelr dealmgs w1th MNCs ax‘e materlally dlfferent fron‘i“thbe"’
-act1v1t1es in other. compames in general e e

avestY CpaviretasesigeSt aolal]
"Consultation Practices -
Formal ©r mformal Consultatlve‘ procésses dllow trade unions rarid
employees the opportunlty o express th "V1ews on various issues bef‘ore

S viacados A vl

|
management make decmoﬁs Wlth MNCs theqe are llkelyﬂto_ bespecific
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Table 6: Views on the Usefulness of the Consultation Arrangements in the Context of the
Company’s- Industrial Relations Climate

. Companies’ Quality of Industrial Relations

Aotal ZVIRA wxiviu

A

TS tORETT LTI et

DL

fnrteubr

Good Poor

Management  Trade Union Management Tradé Union

% (N) % ™) % ™. % ™

Useful 63 10) 63 (10) 55 (6) 27 3)

Not Useful 25 4 6 1y 36 “4) 20 (2)

" No Consultation 12 @) 12 (2) 9 ) 8 @

No Reply — - 19 (3) = - 45 (9
T 4;;.1‘3,;_;3.,::; T T a risirh T e T e T TR T

1oigrng o Woubooy odl

HER RIS AT

P2

g suoriay o

TR LABHIBRGIT

oo lo olgrose ot s

baslytl

{©Oncthe whole- rmanagementand trade unienrépresentativesisaw. consulta-
stiont as i valyable andmecedssanyzelementin{thescontextiofiimproyvinigithle
lcompany ’sundustrial relation’s climate:sPredigtablysuniontrepresenta-
stives expressed.some cbncern aboutthielinits toleheiconsul tation: progess,
awherebyi:dccessitouthe ¢oreidecision:makmg processuwas>completely
blocked sdnva dews casesvthéreiwas:doubt onpthe partiiof; tradeiunion
‘representatives=asito: whiethes the local:managémeéntithemselves hadiany
ssigriificant-access oninvélverhentinithe centralrdecision:makingiprocess.
1Also;rtheyicomplained«that :managementiseemedstoremphasiseiconsulta-

tionyWHenrthe:entenprisefoundiitselffindifficult economic:circinistances.



108  IBAR — JOURNAL OF JRISH BUSINESS AND ADMINISTRATIVE RESEARCH

Qur survey of MNCs shows that union recognition is not a major problem
in the general context of industrial relations. All 27 firms in our survey
were unionised, and in only 7 cases was there evidence from trade union
representatives of difficulty in achieving recognition. In the other 20 firms
there was an agreement with a particular union that union membership -
would form an integral part of the conditions of employment, thus ensur-
ing a closed shop for various categories of workers. The defined quality of
industrial relations in the various firms was not a factor which separated
MNC practices on the question of trade union recognition. '

Discussion and Conclusions

As we pointed out in the introduction to this paper, this research should
be viewed as no more than a pilot study which provides some insights into
the conduct of certain industrial relations practices within MNCs in
Ireland. The sample of companies, drawn from various industrial sectors
and regions, may be regarded as reasonably representative of the general
MNC population and we believe our results do cover a range of situations
in terms of enterprise parentage, size, location, technology type and
length of time established. Furthermore, our decision to stratify the
sample according to a company’s quality of industrial relations was
useful, and perhaps unique, insofar as it allowed us to examine whether
certain practices might be associated with or be a function of distinct
forms of industrial relations environments. In addition, our access to both
management and trade union representative views allows us to construct
a more balanced picture of the practice of industrial relatlons in MNGs.

Before discussing the results in general we wish to return briefly to the
methodological decision where MNCs were sampled in terms of their
quality of industrial relations. An interesting outcome of this study is the
way in which a consensus emerged on the various issues addressed, but no
particular consensus could be ascribed to the prevailing quality of indust-
rial relations. In other words, MNCs which were agreed by all interests as
having particularly poor industrial relations, could not also be charged as
being deficient in the provision of information, be slow to enter into
consultative arrangements with employees, or refusing to recognise trade
unions. Similarly, MNCs with exceptionaly good industrial relations did
not always show high ratings on these same issues. Thus, there is no
evidence to suggest that the absence or presence of any or all of these
factors leads to the development or emergence of a particular quality in
the industrial relations of the enterprise. Neither does it follow that a
particular quality of industrial relations assures a negative or positive
outcome on these same factors. The fact that one cannot establish a causal
relationship suggests that the notion of a company having good or poor
industrial relations is a somewhat fluid proposition in the present context.
Clearly, it is not an absolute state, but is more likely to be related to the
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immediate experiences of the enterprise concerned. For example, an
enterprise may move from a position of good to poor industrial relations
because of the impact of the general economic climate. However, this may
not affect the traditional structures which give support to the company’s
industrial relations practices. In summary, our experience in constructing:
this sample shows that the prevailing quality of industrial relations is not
necessarily symonymous with the quality of these established industrial
relations practices.

The purpose of this paper has been to examine the quality of certain
industrial relations practices in MNCs in Ireland and our findings allow
us to draw various general and specific conclusions. A key finding was that
no evidence was found to support the contention that MNCs are
materially different from home-based companies. On the issues addressed
they do not appear to deviate from the national norm, a finding which
does not conflict with the conclusions of a study of the experiences with
MNCs in seven major industrialised countries [Morgan and Blanpain,
1977]. In general MNCs are regarded as no different than Irish firms and
the trend seems to be one of conformity with the host country’s institu-
tions, values and practices. This is probably easier for MNCs in Ireland
where, on the issues examined in this study, there are no specific legal
obligations which foreign enterprises might otherwise regard as particu-
larly onerous. Neither is there any evidence of an attempt to introduce
certain practices in the areas studied, which might be regarded as alien to
Irish traditions. While there were instances during the 1960s-of-attempts
to impose certaim foreign traditions, particularly in the area of trade union
recognition, there seems now to be a general accommodation between
MNCGCs and local customs and practices. This conclusion has also been
reported by Kassalow (1976) and Kujawa (1980), and Liebhaberg (1980)
concludes on this subject by saying that “the literature . . . provides no
definite evidence of any sort of cultural or industrial imperialism on the
part of multina tionals taken as a group.”

Our various specific conclusions provide general support to the foregoing
observations. Concern about job security is not anissue unique to MNCs,
and our findings reinforce the observations of McAleese and Counahan
(1979) and O’ Hagan and McStay (1981) in regard to the matter of disin-
vestment, withh the consequent impact on employment. There is no
evidence, nor a widespread belief among trade union representatives, that
MNCs are more precarious than Irish-owned industry.

Practices regarding the disclosure of information and the provision of
various consultative arrangements place MNCs in Ireland in a compara-
tively favourable light. Unlike the situation in countries such as West
Germany or France, MNCs in Ireland have no need to respect legal
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obligations as there are no such regulations. Yet, our evidence shows that
Irish employees of MNCs have access to substantial amounts of informa-
tion, although following the international experience such information is
more likely to be limited to local subjects and rarely to transnational
operations [Blanpain, Etty, Gladstone and Gunter, 1979]. Also, consul-
tative arrangements appear to be widespread. Finally, on the matter of
trade union recognition, the Irish experience with MNCs is broadly
similar to the general European experience [ILO, 1976a; Morgan and
Blanpain, 1977; Liebhaberg, 1980]. It is unusual for MNCs to overtly
contest the legitimacy of the trade union in the workplce. In summary,
taken together, the evidence from our survey of selected industrial
relations practices in MNCs shows a clear tendency towards convergence
with Irish traditions and practices. While a thorough examination of the
whole range of industrial relations and personnel management practices
is beyond the scope of this paper, the empirical analysis reported here
suggests the existence of a comparatively stable industrial relations
environment, at least in structural terms. There is no evidence of major
violations or non-compliance by MNCs in the areas studied.

NOTES

Ttis interesting to note that this perception of Irish firms offering greater job security was also found
among the majority of the 224 shop stewards interviewed in the study conducted by Wallace (1982).
See, for example, Dispute Between the ITGWU and the EI Company, Lid., Shannon, during 1968. Report of
the Committee of Inquiry. Dublin: The Stationery Office, 1969.
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