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EDITORIAL

Covid-19 situation is swallowing our livelihood every day. The world is trying to
fight the pandemic and new challenges are coming in and abroad. For coping up
with this situation we have to focus on safety first. To save our lives, workforce and
economy are the priorities in this regard. It is not a challenge that could be solved
by a single country or nation, rather it is a global crisis that should be addressed by
the World community.

In Bangladesh, RMG is considered as lifeline of economy. However, RMG has
been home to numerous disputes in recent years, and often is chosen by the
workers as their best instrument to achieve their claims. To create a win-win
situation for the betterment of all parties, it is necessary to avoid labour dispute. In
order to know how labour dispute can be avoided or reduced, it is essential to know
previous trends, and the state and nature of these disputes.

Besides RMG, the Construction industry is one of the emerging employment
generating sectors in Bangladesh. The nature of work recognizes the sector as a
less mechanized and more labour-intensive industry so far. Having a notable
contribution in GDP, the sector has also been criticized for decent work deficits.
Therefore, it is necessary to know the nature and responses of victimization of
construction workers with a focus on the occupational health and safety issues of
the workers and developing a set of recommendation accordingly.

We have been observing for a long time that Child labour is a very common as
well as hurtful issue in Bangladesh. As per Labour Law, no child shall be employed
or permitted to work in any occupation or establishment. However, it has seen that
underprivileged children become involved in various risky and harmful jobs for
meeting up their basic needs.
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Findings on above mentioned issues are discussed in different articles on this
journal. Besides, Domestic Workers issues during COVID-19 pandemic situation
and perception towards competencies for hiring business graduates in
Bangladesh and the reality are discussed in different articles. We hope these will
help researchers, academicians, students and trade union leaders for their
knowledge development.

We thank our partners for their support and cooperation regarding
publication of this journal.

Md. Mojibur Rahman Bhuiyan
Editor



IMPACT OF THE COVID-19 ON THE LABOUR MARKET
POLICY PROPOSAL FOR TRADE UNION ON EMPLOYMENT,
GENDER AND SOCIAL SECURITY FOR SUSTAINABLE RECOVERY

Dr. Khondaker Golam Moazzem’
Taslima Taznur?

Introduction

After the profound impact of the COVID-19 pandemic on the global economy,
particularly on the world of work during the first half of 2020, a major part of the
global economy since then has been struggling for rebounding and recovery.! The
key stakeholders in the labour market - most importantly, trade unions of
different countries have been playing an active role throughout the crisis period,
particularly addressing the challenges of the labour market and those of the
workers (ILO, 2021). The most vulnerable among the workers were regular,
temporary or casual workers, self-employed and small entrepreneurs of
different sectors, including Micro Small and Medium sized Enterprises (MSMEs),
construction, road, commerce, tourism, and other informal sectors (ILO, 2021).2
Bangladesh being alabour-abundant Least Developed Country (LDC), confronted
the adversity to a large extent (ADB, 2020). With a GDP growth rate of 5.2 per cent
in FY2020 (official estimates)?, an estimated 11 million job loss was estimated
during the early phase of the first wave (April-May 2020), which has not fully
recovered in the following period. Even the recovery would be further delayed
due to the late attack (from March 2021) of the second wave of the COVID in the
country.

" Institutional affiliation: Centre for Policy Dialogue, Dhaka

T Institutional affiliation: Centre for Policy Dialogue, Dhaka
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The public policies and employers' actions in dealing with challenges
concerning the world of work and workers have been largely influenced by the
active participation of the trade unions. According to ILO, (2021), 108 out of 133
countries have used social dialogues as a key instrument to address the concerns
of workers. Trade unions have been involved in tripartite and bipartite dialogues,
bilateral negotiations and protesting violations against workers' rights and trade
union rights.# Like other countries, trade unions in Bangladesh have played an
active role both in humanitarian issues and workers' rights issues during this
crisis period. A detailed review of their activities would help understand the
nature and extent of their engagement, their capacities in influencing national
and international policies and employers' activities, as well as the gaps in
activities where further engagement is expected in the future.

Trade unions in Bangladesh need to revisit their activities and engagements
during the pandemic period and take lessons from trade unions' activities in
other countries to identify the areas of future engagement during the process of
sustainable recovery.® Based on that review, a detailed policy proposal for trade
union would be formulated with a special focus on employment, social security
and gender-related issues. Such a policy proposal will consider the long-term
policies and strategies, including Eighth Financial Year Plan, national jobs
strategy and national social security strategy,etc.

COVID affected Sectors and Worker-groups and Public Policy Responses
Targeting Workers

Vulnerabilities against Workers and Presence of Trade Unions

Being the highest densely populated country in the world (1,265/sq. km.) with a
large pool of labour force (63.5 million in FY2017), the risks of contamination and
causalities of the covid virus among the workers are likely to the high®. Yet, the
average rate of infection (almost 1,600 per day)” and the casualties (almost 24 per
day) in Bangladesh is relatively low, which reduced the workers' health hazards.
However, the workers could not avoid the consequences of economic
vulnerabilities - both formal and informal sector workers. The majority of the
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employment is informal in nature - 85.1per centper cent are informal COVID
employment where the share of the male is 82.1 per cent, and that of the female
share is 91.8per cent. These informal sector workers have almost no protection
against lay- off, retrenchment, reduction in wages and no social safety nets.

Trade unions are likely to play a crucial role in addressing workers' concerns.
Unfortunately, the majority of workers are not unionised - only 4.2per cent of the
total labour force are active trade union members. Trade union activities are
observed in few sectors, including transport (35.2per cent of total workers
involved in trade union-related activities), RMG (11.6per cent), construction
(6.9per cent) and jute (4.6per cent). During the covid pandemic, trade union
activities are largely reflected in these sectors, mainly through basic trade unions
and federations.® Such a segmented form of trade union activities was unable to
address the concerns of workers who are mostly un-unionised.

The profound impact of the covid pandemic in the world of work of
Bangladesh was the loss of jobs (Table 1). The high level of job loss occurred during
the immediate period when the estimated job loss between 11.1 million to 20.5
million.® According to that estimates of the Access to Information (a2i), the official
agency,theoveralljoblosswasthehighestduring theimmediate pandemic period
(March- June 2020) with a loss of 20 million jobs which would gradually decline
in the following periods - 2.8 million in August 2020, 2.74 million jobs at the end
0f2020 and 2.5 million at the end of 2021. The highest amount of jobloss would be
in the SMEs and informal sector till the end of 2021 - this indicates a slower
recovery in terms of creating jobs. According to Islam (2020), the loss of jobs was
over 3 per cent of the total labour force, where the loss was higher for the service
sector, followed by the manufacturing sector. The urban informal economy lost
6.78per cent of jobs. In the case of overseas employment, the loss of jobs
estimated in the form of returnee migrants were 0.4 million during March-
September 2020. According to the Asia Foundation (2021) women-led
enterprises were more vulnerable during the crisis period, which forced them to
laid-off of workers more - about 50per cent of enterprises have reported laying
off 76-100per cent of their workers.
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Table 1: Job Loss in Different Sectors at the COVID-19 Pandemic (mil. jobs)

Sector March-June | August End of End of
2020 2020 2020 2021
SME and Informal sector 10 2.0 15 0.8
Transport 7 01 0.01 0.009
Construction 1 0.05 01 0.03
Furniture 0.6 01 03 01
RMG and Textile 0.5 01 01 0.07
Leather goods and footwear 0.41 0.05 0.04 0.02
Tourism and Hospitality 0.32 0.25 0.5 0.9
Light engineering 0.3 0.05 0.02 0.01
Migration sector 0.3 0.06 0.14 0.3
Real estate and housing 0.015 0.01 0.03 0.02
Ceramic sector 0.004 0.006 0.003 0.003
Total 20.449 2776 2743 2.532
Source: a2i
Most Affected Sectors

Major sectors have experienced disproportionate adverse impact due to the
shutdown of economic activities both nationally and globally. Based on the level
of risks and severity of impact, BILS, (2020) has categorised the sectorsinto three
groups (Figure 1). These include- a) high risk and severity impact sectors such as
manufacturing, construction, transport, wholesale and retail trade, food and
accommodation services and personal services; b) medium-high risk and severity
of impact sectors include finance, domestic service, retail estate and education;
and c¢) low-risk and severity of impact sectors include agriculture, health,
information and communication. About 69per cent of the employed population
in urban areas were in high-risk states where the economy's share was 49per
cent.

According to the Access to Information (a2i) (2020), most workers lost jobs in
different manufacturing and service sectors, including the informal sector,
SMEs, transport, construction, furniture, RMG, leather goods and footwear,
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tourism, hospitality, light engineering, migration, real estate, housing, ceramic.
BILS, (2020) reported that the loss of jobs in the RMG sector was about 0.35
million, which was about 13.9 per cent of the total employed labour force in the
RMG sector during the pre-COVID period (December 2020). The loss of jobs in
case of overseas employment was difficult to estimate — during April-September
2020, about 0.27 million overseas employed workers returned home after losing
their jobs.

Figure 1: Distribution of Employed Labour Force by Severity of Impact of Shutdown
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The pandemic has opened up business opportunities in few sectors, which
include e-commerce and health and pharmaceuticals. Different types of online-
based platforms such as Daraz, Pathao, Chaldal, Food Panda etc., have expanded
their businesses across the country. These enterprises have recruited workers to
meet the growing demand for service delivery. According to the Bangladesh
Employers Federation (BEF), about 30,000 workers have been recruited by these
online-based platforms during 2020, particularly in Dhaka.
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Most Affected Worker Groups

The most affected workers' groups during the time of the covid pandemic include
urban-based day labourers mainly working in construction, informal services
and transport workers (e.g. private car drivers, rickshaw pullers, launch and boat
drivers). These also include workers working as petty self- employment in retail
trade (e.g. street vendors, hawkers, tea sellers etc.), food service and repairs etc.
The urban informal sector has lost jobs by about 1.08 million, which was over 8per
cent of total urban employment in 2016-17. According to the World Bank, (2020),
76per cent of jobs were lost in Dhaka, while 59per cent were in Chattogram.
Higher rates of jobs lost in slum areas (71per cent) followed by non-slum areas
(61per cent in non-slum areas). Moreover, about 40per cent of SMEs would be out
of business due to a lack of business operations during the shutdown period
(Access to Information, 2020). Female entrepreneurs were one of the most
affected categories, which badly affected due to the COVID. According to Asia
Foundation (2020), 17per cent of female enterprises were completely closed
during the pandemic. In some instances, workers of the tannery and leather
sectorwere forced toworklonger hours without sufficient or noremuneration. In
every two years, workers of the tannery and leather sector usually place 'charter
of demands to their employers, which could not be placed in 2020 due to the

crisis.

Real Wages of Workers

Workers' real wages have been adjusted downward due to less demand for
workers and a lower level of inflation. Workers' overall wages had declined by
37per cent, whereas, it was declined by 42per cent in Dhaka and 33per cent in
Chattogram (World Bank 2020). The real wage of workers fell sharply in the
following months after the immediate crisis period (April-May 2020), where a
decline in nominal wages was much sharper compared to the rise in inflation,
resulting in a decline in real wages (Islam, 2020). According to Moazzem et al.
(2021), RMG workers' nominal wages declined by 8 per cent in September 2020
compared to that in December 2019. The decline in income of salaried workers
was much higher (49per cent) due to a sharp reduction in demand for those
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services (World Bank, 2020). The loss of income of the enterprises was much
dipped -SMEs estimated to lose their revenue by 66per cent during the covid
pandemic period compared to that of the pre-covid period (BIDS, 2020).
According to BBS, the income of all the families, including migrants' dropped by
20per cent during the period of the covid pandemic (BBS, 2020). The majority of
the families (61per cent) did not receive remittances during the pandemic period;
on average migrant workers' families received 33per cent lower remittances
during this period (RMMRU, 2020).

Workers' Income and Poverty

Due to the fall in income, the incidence of poverty is likely to increase in the
country. According to CPD (2020), the head-count poverty rate has increased
from 20.0per cent in FY2017 to 33per cent in FY2020. Sen, (2020) indicated that if
the income of working people in urban and rural areas declined by 80per cent and
20per cent, respectively, the povertylevelislikelytoincrease by 9.1per cent, which
caused a generation of new poor by 16.38 million to join in the second quarter of
2020. SANEM estimated that 20.4 per cent; BIGD and PPRC(2020) estimated that
21.7 per cent of the new poor added to the national economy.

The income of the workers' families has dropped sharply, although most
workers' families have more than one earning member (New Age, 2020). A
survey conducted by BRAC (2020), found a drop of 76per cent familyincome of the
respondents. According to the survey conducted by BIGD, (2020), the food intake
of the urban poor has dropped by 28per cent; most importantly, the nutritional
level has dropped significantly in the case of female workers and female
members of the family (CARE, 2020). According to the survey conducted by CPD,
(2020), about 35per cent of spouses of RMG workers did not have any job during
the lockdown period. Consequently, the income of these families has dropped
significantly. According to CPD, (2020), low-income workers' families confronted
different types of financial difficulties, including the inability to pay house rent
(63per cent of surveyed workers), unpaid utility bills (39per cent of surveyed
workers), unpaid school fees (36per cent) and inability to send money back to the
village (57per cent). The majority of workers sought loans from different sources
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(average BDT3,765 for the first fifty days of lockdown). Consequently, the
nutrition level of the working population has significantly dropped during the
lockdown period, which is yet to return to a normal state. BILS, (2020), found
47per cent of urban slum residents and 32per cent of total residents reported
having reduced food intake. Similarly, 67per cent of urban slum dwellers and
32per cent of rural residents have used a part of their savings to meet the needs
of the family. About 59per cent of female entrepreneurs were forced to use their
savings to maintain livelihood; 23per cent depended on other sources for a loan,
and 16per cent pursued alternate sources for earnings (Asia Foundation, 2021).

Harassment against Workers

Harassment against workers marginally declined due to the closure of the
workplace and limited movement of people during the first half of 2020.
However, some types of violence against workers had increased particularly
murder, rape and spousal violence against workers. In other words, gender
violence was likely to increase during the COVID pandemic period. Figure 2
shows a comparative scenario of violence against workers both at the workplace
and outside the workplace during January- December, 2019 and January-
November,2020.

Figure 2: Incidence of Viclence against Workers during the Pre- and Covid Period (per cent)
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Policy Support for Workers in addressing the Vulnerabilities

Out of the total stimulus package of BDT.126,853 crore, only BDT44,973 crore is
allocated for workers, entrepreneurs of SMEs, low-income farmers and small
traders, targeted marginal people and unemployed and poor workers (Table 2).
While the majority of packages were announced in 2020, two new packages -
amounted BDT2,700 crore - were announced in January 2021 targeted to the
cottage, small and medium scale enterprises.® Out of this, 10.6per cent was a fiscal
stimulus, and the rest 89.4per cent is liquidity support. Till October 2020, a total of
BDT 25,457 crores had been disbursed, which was 56per cent of the total allocated
fund under the stimulus package. Given the huge non-disbursed amount of
allocated funds, a large pool of workers groups, self-employed, and small-scale
entrepreneurs could not benefit from it. However, the allocated amount was not
sufficient against the requirement of support from the workers and

entrepreneurs.!

Table 2: Liquidity Support and Fiscal Stimulus for Workers

Name of the Package Total Total disbursed | Share of
allocated amount (BDT funds
amount crore) disbursed (in

(BDT crore) per cent)

Special fund for salary support to export- {10,500 10,500 100per cent

oriented manufacturing

industry workers

Providing working capital facilities 20,000 12,400 62per cent

to small (including cottage) and

medium enterprises

Refinancing scheme for low- 3,000 660 22per cent

income farmers and small trades

Creation of jobs through loans 3,200 992 31per cent

(through VSB, Emp. Bank,

Expatriates Welfare Bank, PKSF)
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Credit guarantee scheme for small 2,000 - NA
and medium enterprise sector

Support to cottage industries (through 1,500 - NA
SME Foundation, BSCIC, Joyeeta
Foundation, NGP Foundation, Social Dev.
Foundation, Palli Daridro Foundation,
Small Farmers Dev.

Foundation)

Distribution of cash among the 1,258 880.6 [70per cent
targeted population

Increase the coverage of the 815 24.45 3per cent

allowance programme

Social safety net programme for 1,500 - NA
unemployed and poor workers of export-
oriented and ready-made garments
workers, leather and

footwear sectors

Support to disadvantaged elderly, 1,200 - NA

widows, female divorcees

Total support for workers and 44,973 25,457 56.6per cent
small enterprises

Source: CPD, (2021) and the Byron RK,, (2020)

Female entrepreneurs have received targeted support under the stimulus
package of BDT20,000 crore for small, cottage and medium-sized enterprises.
According to the daily Financial Express (2021), female entrepreneurs received
over the targeted amount (5.7per cent) over the 12,400 crores disbursed so far
under that package. Similarly, a special fund for salaries for workers of export-
oriented factories covered 65per cent of gross wages for four months for the
factories that are members of the respective associations (i.e,, BGMEA, BKMEA).
According to CPD-MIB Survey conducted in October 2020, about 17per cent of
factories did not receive support because of not being members of the
associations. Such salary support was not available for workers in domestic
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market- oriented enterprises - in other words, most workers were outside the
government's support facilities BIGD and PPRC, (2020). On the other hand, the
cash transfer support was mainly received by the urban poor (25per cent)
compared to that of the rural poor (18per cent). Overall, the stimulus package
reached only 8per cent of the country's total employed population during the
crisisperiod.

Trade Union Responses to the COVID Crisis

Workers as Active Players in Social Dialogues

Various forms of social dialogues were found operational during the time of the
covid crisis. These social dialogues are in the forms of tripartite, bi-partite
discussion and negotiation at national, sectoral and regional levels. Besides,
workers and trade unions organised demonstration with various demands.

Trade-union led initiatives: One of the major organised efforts from the workers
and trade unions of different sectors was placing nine points demand to the
Ministry of Labour and Employment (MoLE).? These nine points include-

e Cancelling the decision to close the nationalised jute mills and clearing the
payment of all dues of workers for jute mills that have been reacquired by the
government;

e Modernising state-owned sugar mills in consultation with the workers'
representatives and by involving them in the process of modernisation and
ensuring full payment of allworkers;

e Making airline, railway and other nationalised companies’ people-centric by
shifting from wrong policies, and by reducing corruption;

e Taking measures for reducing the complicacy for payment of retrenched/laid-
off of workersfrom closed mills and organisations due to covid pandemic; in
this case, all workers should get appointment and identity cards as per articles
of 5 and 19(4) of the LabourAct;

e Establishing one corona testing centre, isolation and quarantine facilities for
workers in places where at least one lakh workers are working or staying;
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e Establishing social safety net for workers' health and social welfare;

e Taking special initiatives and monitoring measures for operationalising
workers' welfare fund and central fund to provide support for the retrenched
workers of garments and othersectors;

e Taking special measures to include foreign buyers to use their contribution in
the central fund.; considering the provision of 50per cent fund of the central
fund tobe allowed for emergency use, the government should allow using those
funds for the well-being of the workers;

e Addressing the complexity of compiling a list of workers in the informal sector;
Tea and rubber plantation workers must be guaranteed a living wage, quality
rations, medical facilities and land rights; planned measures should be taken to
protect the leather industry and its products;

e Ensuring the safety of doctors, nurses, medical personnel, all media personnel,
law enforcement personnel, security services, cleaners, road and water
transport operators, sailors, helpers, and haulage workers;

e Ensuring all private institutions and informal sector workers, employees
getting unusual disaster/risk allowances;

e Stopping laying-off of or retrenchment of workers in industrial factories;and

e Making a list of returning migrant workers and taking steps to help and
rehabilitatingthem.

Overall, those nine point-demands have covered largely the concerns of
workers related to the covid- 19 pandemic.”® However, the nine-point demands
have been made public after six months (in September 2020) since the pandemic
was detected in September 2020.* Such proposals should be placed to the
government much earlier during the pandemic's early phase (April-May 2020).
Not many visible initiatives have been undertaken based on the nine point-
demand except preparing and circulating areport by the DIFEregarding the state
of workers working in different industrial clusters.®

Several workers organisations - such as IndustriALL Bangladesh Council
(IBC), National Garment Workers Federation (NGWF) - organised procession,
blockade, and demonstration favouring different demands of workers, including
no harassment of workers during the crisis period. These organisations attended
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meetings organised by public organisations Ministry of Labour and Employment
(MoLE) and Ministry of Home Affairs (MoHA) and private organisations (BGMEA).
In some instances, representatives of workers organisations boycotted the
meetings when the decisions taken against the workers. Besides, these local
organisations participated in meetings with international trade unions such as
Global Union, international brands and expressed their protest against the
cancellation of orders made by the buyers/brands. Special discussion sessions
werearranged with the participation of 60 female workers about ILO conventions
190 on anti-harassment. Trade unions, along with workers, protested the
government's decision to shut down the state-owned jute mills without proper
consultation with the workers during the pandemic. Trade unions tried to work
with the MoLE with the demand for the jute mills' opening; however, the ministry
did not emphasise the trade unions' demand.

Worker-organization led initiatives: Besides the trade union-led initiatives, the
organisations working on workers and labour rights issues, such as the
Bangladesh Institute of Labour Studies (BILS), have arranged a number of
discussion meeting with different public and private organisations, including the
Ministry of Labour and Employment (MoLE), Ministry of Commerce (MoC),
Ministry of Food (MoF) and Ministry of Finance (MoF). These meetings were
attended by representatives of employers and different workers organisations
and discussed various worker related concerns such as reduction of workers'
wages, laying off of workers and retrenchments of workers. With the ILO's
support, a common position paper was prepared with the demands of the
workers and was distributed to the government and the private sector. A series
of webinars were arranged on key issues in the labour market, such as
employment, Occupational Safety and Health (OSH), and the challenges of
migrant workers. By attending meetings organised by the government, the job
security of workers has been strongly raised.

Government-led Tri-partite Initiatives: The Ministry of Labour and Employment
(MoLE) has formed sixteen Crisis Management Committees (CMC) by including
representatives of different government offices Department of Inspection for
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Factories and Establishments (DIFE), Department of Labour (DoL),
representatives of workers' organisations and employers' associations. The CMC
was instructed to visit factories where different kinds of irregularities have been
reported and were given the responsibility to solve those issues. However, the
CMC was found active at the initial phase of the crisis period. In some instances,
the committee could not solve the problem due to a lack of contact with the
owners or their representatives. Sramik Karmachari Oikyab Parishad (SKOP)
representatives met with the CMC to ensure taking measures in support of
workers by putting pressure on the owners to clear the dues of workers.’® DIFE
officially announced that about 30,000 workers were laid off, although the
government has instructions for not laying off/retrenched workers while availing
the subsidised credit support.

According to a number of respondents of the KIIs, except 2/3 CMC, most of
the CMC was not effectively functional during the crisis period. Trade Unions'
representatives were not included in the process of selecting potential recipients
of public support, distributing the support among the recipients and monitoring
the function of the distribution-related activities. The role of the CMC was
frustrating in the sense that it could not ensure support to the eligible workers in
some cases. According to the DIFE representatives, the organisation has tried to
ensure compliance standards in the factories during the crisis period through
undertaking inspections as much as possible.

The MoLE has organised a number of tri-partite discussions to fix workers'
wages considering the challenges confronted by the enterprises during the crisis
period. Based on the discussion, the wages were fixed tobe 60-65per cent of gross
wages for 4 months when factories received subsidised credit support from the
government. The guideline for maternity benefit for eligible workers has been set
by the DIFE. However, the guidelines were not properly implemented.

The allocation of BDT1,258 crore to distribute among fifty lakh households
who are marginalised was well-appreciated. The distribution programme faced
a number of difficulties in terms of lack of a comprehensive database, poor
detection process, poor administration and monitoring (KhatunF, 2020). As a
result, about 30per cent of the allocated amount remains undisbursed.
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The crisis of returnee migrant workers has been discussed at the tri-partite
level. In partnership with ILO, Bangladesh Employers Federation (BEF) has been
working with National Skill Development Authority to provide skill development
training to returnee migrants. In case of potential migrants, BEF proposed to the
NSD to sign a "G to G" agreement with the sourcing countries for mutual
recognition of local skill development training certificates - so that locally
trained workers with their certificates would be able to get skill-oriented jobs in
those countries.

Overall Observations: Major progress in the social dialogue process includes-
income protection for workers by undertaking quick action through crisis
management committees, putting pressure on factories not to harass or
retrench workers, particularly pregnant workers, and jointly monitoring
factories where crisis emerged.

A major challenge in the case of Bangladesh's trade unions is that most trade
unions are non- functional- out of 8,000 trade unions registered at the DoL, most
of these trade unions have expired, and only 2,000 trade unions are currently in
operation. Despite the rise in workers' employment, trade union activities either
stalled or declined in different sectors. Activities of the trade unions have further
confined to humanitarian issues. Activities related to workers' entitlements and
rights were very few. It is alleged that government officials were not fully
cooperative in the tripartite discussions to provide sufficient attention to
workers' demands. Consequently, the factory management was not duly taken
into consideration and enforced.

It is alleged that the space for undertaking activities by trade unions has
narrowed down during the COVID period. Lack of cooperation from government
authorities and employers has constrained trade unions to work on their right-
based activities. Moreover, the official decisions have been taken without much
consultation and discussion with workers; rather, those were enforced through
official announcements.
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Bipartite Social Dialogue
Trade unions and workers organisations have organised bi-partite social
dialogues with employers and their organisations during the covid-pandemic.

Bipartite discussion between trade unions and employers’ organisations: Since
March, 2020, over 30 bipartite discussions took place, which was arranged by
employers' organisations (BGMEA/BKMEA) and different workers organisations.
The major agenda of those meetings were to ensure timely payment of workers'
dues and payment of their festival bonuses etc. Employers requested the
workers' representative to be supportive as employers were in difficulties due to
alack of production orders. Workers' organisations such as the National Garment
Workers Federation (NGWF) negotiated with the employers' Association
(BGMEA) to ensure unpaid salary and compensation for workers. IndustriALL
Bangladesh Council (IBC) attended meetings with employers' organisation such
as BGMEA regularly with the demand for ensuring full payment for workers
during the lockdown period. IBC, in collaboration with BGMEA, put pressure on
the factory management and thereby pursued them to take initiatives against
harassment of female workers and retrenchments of pregnant workers. A
number of complaints have been made from the workers' side, which includes
retrenchment of more female workers, disruptions in accessing maternity
benefits and pressurised the workers to receive a lower level of wages in case of
reemploying at the same factory. While admitting the weaknesses, BEF indicated
that those incidences were not across the board rather, happened randomly.

Bangladesh Employers Federation (BEF) usually organises networking
meetings with workers and trade union representatives to discuss worker-
related issues and challenges and try to find out possible way out. Unfortunately,
such events did not occur during the crisis period due to difficulty arranging the
event physically and organising online activities. Employers positively
acknowledged the role of trade union during the covid pandemic to improve
understanding between employers and workers. Workers like employers took
into cognisance the challenges of employers due to the cancellation of orders and
lack of cash inhand.
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Employers extended support to workers and small entrepreneurs: BEF, BGMEA,
and BKMEA have encouraged their member enterprises to take positive
measures by not laying off/retrenched workers, paying salaries etc. Similarly,
employers of the leather sectors have been encouraged to pay salaries towages.
Employers of the garments sector have been a major partner inimplementing the
European Union's cash support (BDT 3,000 per worker per month for three
months). However, the list of unemployed workers could not be prepared
properly due to lack of cooperation from the employers as well as technical
difficulties in identifying retrenched workers (e.g. lack of having an original NID
to some workers, reemployed a section of unemployed workers etc.). While the
actual unemployment from the garments factories was rather high (3.5 lakh
according to CPD, (2021)), only 27,000 were reported to be listed, of which only 7.5
thousand received the support. According to the stakeholders, the support of BDT
3,000 under the social safety net programme for the RMG workers is a positive
contribution from the German/EU countries. BEF requested international NGOs
to extend support during the crisis period; however, the response was quite
modest. Even the ILOs' global call for action arranged partial support during
November-December 2020 when the initial crisis period wasended.

It was reported in the discussion that about 26,500 workers had been
reemployed in the RMG factories either earlier or in new factories. However, the
majority of workers were reinstated in the job at lower wages compared to the
earlier wages; only in few cases workers reinstated in their earlier wages. NGWF,
inanumber of instances, protested against such a situation, although the success
from such initiatives was very few. IBC had arranged a discussion with BGMEA
on similar issues along with pressing to recruit new workers.

With regard to workers safety in the workplace, SKOP demanded an isolation
centre for workers in each factory and necessary health measures. Regular health
updates of covid patients among workers were also demanded. However, such
demands have not been addressed by the employers or employers' association.
NGWF arranged a discussion meeting with BGMEA and placed a number of
proposals which include maintaining social distance in the workplace by placing
machineries with sufficient spaces, workers should be disinfectant at the
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entrance of the factories, recruitment of one doctor and two nurses in each
factory to monitor the covid incidences and to take measures for the covid
affected patients, ensuring availability of medicine at the factory premises and
introducing three different time periods for entering the factory premises- a)
7.30 am - 4.30 pm; b) 8.00 am- 5.00 pm and c) 8.30 am - 5.30 am. IBC demanded
providing the death record of workers from the associations (i.e. BGMEA and
BKMEA).

Unlike the positive incidences observed at the global level at the bipartite
discussion between workers and employers, the success in the case of
Bangladesh is limited only to better understanding between the two parties in
terms of raising demands from the workers' end. On the other hand, the success
observed in other countries such as joint statements and proposals to lobby
government on various issues, joint requests to governments, enhanced
measures discussed and implemented by social partners to ensure the safety and
health of workers, additional benefits have been granted to specific categories of
workers, memorandums of understanding and collective bargaining
agreements etc. were largely absent in Bangladesh.

Bilateral Interactions between Governments and Trade Unions

Enforcement of labour laws properly: Workers raised nine-points demand on
different issues where specific demand was raised on Sections 5 and 19 (4) (5) of
the Labor Act in order to ensure providing all the workers, including the
transferee, the identity card stating the date of appointment. Such a measure
would help retrenched/laid-off workers to get their dues without any complexity.
One of the demands was to undertake special support measures for the
unemployed workers based on workers' welfare fund and central fund. A number
of sections under the labour act need to be repealed, which does not allow the
workers to organise and protest any unlawful activities, including the section on
responsibility for doing unlawful activities or disorderly activities which are not
properly defined.
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Workers' health safety guideline prepared by the DIFE: Considering the health
emergency of RMG workers, DIFE, with the support of the ILO, prepared the
health safety guideline and provided necessary training for workers in different
industrial clusters. While the factories trained their workers about the guideline,
its implementation at the factory level was limited. Moreover, over time health
and safety measures maintained by factories have declined (Moazzem et al.,2021).
BILS kept a record of the number of casualties among RMG workers due to the
covid pandemic. The NGWF proposed that workers who died for the pandemic
should receive compensation similar to that received by the Rana Plaza victims'
families, which should be paid by employers, buyers, and the government.
However, those demands were not followedup later, particularly due to a lack of
casualties among the workers. IBC sent letters to Workers Welfare Foundation to
support the families of the covidvictims.

Workers raised their demands through procession: SKOP made public
processionbyarranging human chain, rallies across the country with the demand
of workers' health and safety in the workplace. However, those demands had
little influence on the government in taking positive decision.

Government took support from the workers organisations: To build awareness
among the workers across the country, both DIFE and DoL took support from the
workers' organisations. The government provided two-point instructions
regarding ensuring workers safety, which includes factories maintaining proper
safety protocol in case of opening and operating factories and providing the
necessary number of masks and arrangement of hand sanitiser for the workers.
However, trade unions, in a number of incidences, complained about a lack of
cooperation from the employers as well as from the government's side in
enforcing those measures.

Capacity building and awareness-raising programmes are arranged: BILS
arranged four webinars on four issues: employment-related, occupational

safety and health-related, migrant worker-related. Along with ILO, a virtual
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training manual for ensuring workplace safety has been related. The DIFE has
undertaken a project called 'Gender Equality and Women Empowerment" in
2009 with a view to building awareness against gender-based violence,
especially in tea gardens, leather and RMG factories. A total of 200 such training
sessions were organised, which ended in2020.

Trade Union Activities in Other Countries

Trade unions across the world have been active in undertaking various initiatives
in addressing issues and concerns related to workers. According to ILO, (2021),
108 countries out of 133 countries applied different types of social dialogue
instruments as a mechanism to address the covid pandemic in achieving
consensus on targeted measures to protect workers and enterprises. These are
either tri- partite, bipartite or bilateral in nature. While Asian countries are ahead
in terms of undertaking tri- partite, bipartite and bilateral dialogues, these
countries are also ahead of violating workers/trade union rights (ILO, 2021). In
other words, the higher rates of violations might cause a higher number of social
dialogues in Asian countries.

Trade unions of different South Asian countries have taken initiatives
considering their capacity and areas of priority during the pandemic. However,
most of those initiatives have been undertaken from a humanitarian point of
view compared to that from a rights point of view. Different forms of social
dialogue mechanisms had been functioning for different issues in these
countries.

In India, the tri-partite discussion had taken place on several important
issues; however, most of the discussions did not come out with concrete
deliverables, particularly the demands raised by the trade unions. The discussion
had been confined to humanitarian and workers' entitled benefit issues,
including ensuring workers' wages, opening up factories, addressing the
challenges confronted by the MSMEs. The discussion lacked focus on the
sustainable recovery of businesses and workers. Unlike other developing
countries, no agreement is signed between the government, employers and
workers on any issue. Bipartite discussion took place between employers and the
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government concerning opening up factories and legally enforceable payment to
workers. The High Court of India provided directives in favour of employers that
no pressure to be created to employers concerning opening up factories and
payment of workers' wages in case those are legally binding. Trade unions
arranged procession across the country where senior politicalleaders and worker
leaders participated, and even a number of trade union leaders were arrested
who were laterreleased.

In Sri Lanka, trade unions were able to sign a contract with the government
under which no workers were forced to be retrenched. As per the agreement,
workerswill receive 50per cent of their usual gross wages during the crisis period.
No workers were forced to work more during the covid pandemic period. A major
drive undertaken by the government was to ensure the livelihood need of
workers during this crisis period by creating employment opportunities through
alternate means. Pakistan, likewise India, organised bipartite and tripartite
discussions on different worker-related issues.

Unlike other South Asian countries, trade unions in Bangladesh were
relatively less vocal about the demand of the workers. Trade unions took much
time to set their strategies which reflects their deficit in taking prompt action. At
least three weaknesses have been identified as regards trade union-related
activities during this crisis period. First, local trade unions did not pay sufficient
attention to the global contexts particularly there are limited knowledge and
exercise at the local level about the global level preparations and initiatives
regarding workers' rights. Often the demands raised, procession arranged, and
initiatives undertaken were particularly focused on local/sectoral perspectives.
Second, the nine- point demands made by the SKOP could not make enough
traction to local stakeholders, including the government and the employers.
Trade unions should followup their demands by creating committees/sub-
committees with representatives of different government offices and employers
organisations. Third, trade unions were not able to create adequate linkages with
workers regarding worker-related demands and to undertake activities and
create pressure on the government and the private sector with the support of
mass-scale workers. Hence, trade unions need to revisit their strategies,
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approaches and activities while formulating future policies and strategies.

National Policies on Employment, Gender and Social Safety Net and Role of
Trade Unions

Trade unions need to appreciate the focus and strategies of the medium and
long-term policies to design the policy proposals. The important policy
documents that need to be consulted in this regard include the Eighth Five Year
Plan, National Jobs Strategy, National Social Security Strategy (NSSS), and
National Priority Targets (NPTs) of the SDGs. The key analytical perspective in
preparing a trade union policy proposal is how employment, gender and social
security issues are addressed in those documents and, based on that, how trade
unions prioritise their initiatives and activities and which types of social
dialogues would be effective in these regards.

Eighth five-year plan on Employment, Gender, Social Security

The 8™ FYP, which will be implemented during 2021-2025, put special focus on
employment, gender and social security issues. Under the broad theme of
making the growth pro-poor and inclusive, the plan projected an 8.0% GDP
growth over the period of FY2021-25. According to the plan, a} pro-poor and
inclusive growth during this period will depend on three factors such as: a) growth
in employment; b) improvement in labour productivity; and c) increase in real
wages. Thus, the critical areas will be to stimulate labour-intensive and export-
oriented manufacturing-led growth, promote agriculture diversification, infuse
dynamism in CMSMEs, strengthen the modern service sector, and promote non-
factor services that encourage ICT-based entrepreneurship and strengthen
overseas employment. The projected employment will accommodate the total
additional labour force to join the labour market during FY2021-25 (7.81 million)
with excess employment of 3.52 million. The policies to be highlighted in this
regard include macroeconomic stability, fiscal policy for equitable growth,
savings and capital accumulation-driven growth model, knowledge-based
economy, trade-led growth, exchange rate policy, safety net and social protection
programme and the critical role of the governance.
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The addressed issues of the 8" five-year plan aim to enhance employment,
41R, the role of the service sector (especially transport and health sectors), and
gender strategy and so on. Based on such initiatives, the 8" FYP proposed
strategies such as improving the incentive policies for boosting private
investment, increasing public sector investment for infrastructure development,
completing all ongoing major transport and communication-related projects
located in urban centres, especially Dhaka and Chittagong, upgrading and
expanding district tertiary public health care facilities and increasing women's
economic benefits, and creating an enabling environment for women's
advancement etc.

While the 8" FYP stipulates targeted sectors and specific strategies for
private sector investment and entrepreneurship development, there is little
mention about their implications on workers. Given the high level of informality
in the MSMEs, formalization of MSMEs should be one of the priority which would
make the enterprises compliant with labour related issues. It is important to
ensure that workers in priority sectors should get decent wage and these sectors
should be included under the Minimum Wage Board in order to ensure minimum
wage of workers, workers’ organisation and trade union related activities need to
be promoted in the priority sectors in order to ensure better industrial relations
for the country. These sectors should not encourage child labour and as part of
compliance withILO convention,government should ratify ILO convention138 on
minimum age of workers in case of entry into the labour market.

As part of productivity enhancing measures government’s investment for
training and skill development should include the targeted sectors, and workers
should get priority in these programmes. In this connection, ICT related basic
training need to be built in the course modules for workers, apart from that ICT
based specialized training on different modern machineries will also be required
for workers, targeted training programmes for female workers for different
sectors will be required, workers need to be encouraged in working as self-
employed for involving in the online based different services, given the limited
scope of unskilled and semi-skilled workers in the overseas job market workers
need to be encouraged to get trained to get jobs as skilled workers and
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professional categories, since low level of academic qualification would be a
major hindrance for getting competitive jobs, and workers need to upgrade their
academic qualification and to be adequately trained for specific jobs.

Public policies such as fiscal policies, safety-net and social protection
programme need to protect workers. Thus, the fiscal policies should not only
promote production, export and investment but also should protect workers’
rights such as employment opportunities, specialized training for female
workers, no scope for child labour and promoting female workers. In case of
safety-net and social protection programmes, government should take
measures for unemployment benefit and unemployment insurance for workers
who got retrenched from the job.

The above-mentioned issues indicate that there is ample scopes for
intervention of the trade unions in order to ensure workers’ wellbeing. Based on
the scopes for intervention trade unions should prepare their policy strategies
with effective engagement with the concerned ministries and departments and
withthe private sectorin undertaking targeted measures with a view to achieving
a significant outcome. These policy strategies of trade unions have been
discussedindetailin section 5. In case of gender point of view, five strategic areas
have been identified in the8" FYP. These include-

(a) improvement of women's human capabilities through extending a number of
services; (b) increasing women's economic benefits by enhancing their
participation and ensuring economic benefits; (c) enhancing women's voice and
agency by promoting their leadership in public and private sphere; (d) creating an
enabling environment for women's advancement by strengthening gender
equity; and (e) enhancing mother and child benefit programmes through
provisioning cash and in-kind transfer. These would require actions in the areas
of - (a) creating short- and long-term opportunities for decent employment; (b)
generating employment in public and private sectors at home and abroad,;
(c)expanding employment opportunities both at home and abroad; (c) creating
opportunities for higher value self-employment; (d)promoting business
development services for entrepreneurs and (e) improving financial inclusion; (f)
improving work environment; (g) addressing violence and sexual harassment; (h)
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ensuring access to local, national and international markets;(i) promoting higher
value activities in agro- and industrial value chains; (j) accessing technology and
information on upcoming opportunities in ICT; (k) establishing a conducive legal
and regulatory environment for gender equality; (1) providing Infrastructure and
communication services for women; (m) improving institutional capacity,
accountability and oversight; and (n) increase protection and resilience from
crisis and shocks.

‘Gender-sensitive’ employment and working environment should be the
prime focus of the above- mentioned activities. In order to ensure women'’s equal
representation in the workplace, corporate sector should announce their
commitment for gender equality in all areas of work in the enterprises, women
representation should be ensured in all discussion and decision making bodies
including boards, workers' participation committees, trade unions, safety
committees etc. and they should encourage raising their voices for women'’s
rights and representation, to create enabling environment in the workplace for
female workers employers must ensure separate facilities including toilets with
necessary facilities, child care facility, breast-feeding room, maternity leave with
due benefits, to reduce sexual harassment in factories must form ‘anti-sexual
harassment committees’ in the workplace, to ensure equal pay and equal access
to jobs corporate sector should announce their plan for how to do that in gradual
manner, proper training facilities need to be ensured for female workers in order
to ensure their competitive position in the job market, female need to be
educated more given the higher academic qualification and higher level of skill
requirement arerequired.

From policy point of view, government should ratify the ILO convention 190
which focuses on anti- harassment in the workplace. Ministry of Labour and
Employment (MoLE) should provide necessary directives to respective business
bodies to form anti-harassment committees in the workplace, workers
participation committees (WPCs) should also put emphasis on harassment-free
workplace for female workers and business associations should encourage their
member factories not to recruit children in the factories.

The above discussion highlights the gaps in the policies and operations of the
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8" FYP related to its gender strategies. The trade unions should take into account
of those gaps and should design its policy strategies according to that line.
Detailed policy strategies have been made put forward in section 5. Social safety
net and social protection programmes, according to the 8" FYP, will be continued
through safety nets, social funds, microcredit and targeted cash and in-kind
programmes, especially in health and education. Given the weaknesses in the
programmes in the past, the safety-net programmes will be enforced through
bettergovernancebystrengthening democratic accountability and transparency.
The targeted strategies include- (a) enhanced social protection system allocation
inview of COVID 19; (b) expanding mother and child benefit programmes (MCBP);
(c) implementation of NSSS recommendation on school stipend; (d) intervention
for the betterment of adolescent girls; (e) expansion of the VGD programme; (f)
expansion of programmes for the disabled citizen; (g) allowances for freedom
fighters; (h) reaching out to the socially excluded population; (i) introducing
social insurance programmes; (j) introducing insurance for working-age people;
and (k) introducing contributory pension programme.

National social safety net and social protection schemes are yet to include
formal sector workers. Given the adversity caused to workers during COVID
pandemic particularly large scale lay-off and retrenchment without providing
due benefits, long period of unemployment during pandemic, lack of financial
support for maintaining minimum livelihood requirement, the coverage of social
safety net programmes needs to be extended to cover workers especially under
unemployment benefit, unemployment insurance and social insurance.

The above-mentioned issues indicate that there are areas of further
refinement of the social safety net strategies in order to ensure workers’
participation. Based on the above-mentioned areas, the trade unions should set
their strategies with regard to social safety-net and social protection. These
issues have been discussed in section 5.

National Jobs Strategy

The draft National Jobs Strategy has designed employment-related initiatives
under a three-pillar approach at macroeconomic and sectoral levels. The 15 pillar
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titled ‘boosting jobs that result from output growth' focuses on - (a) more
inclusive monetary policy for job growth in every sector that implies easy access
to credit for the agriculture sector, SME sector etc; (b) restructuring the
discriminatory fiscal incentive policies that can improve the other sectors as well
as RMG and export- oriented sector; and (c) boosting up the government policy
implementation process. The 2nd pillar, titled 'active labour market policies
(ALMPs) for boosting job growth' focuses on - (a) emphasising and enhancing
labour-related policies through training and skill development; (b) the
effectiveness of training and skill development programmes; and (c) enriching
women employment opportunities. The 3™ pillar, titled 'strategies for safe
migration at low cost and for reintegrating returning workers' aims at- (a)
bilateral contract with the destination countries; (b) reduction of cost of
migration; and (c) preparing database on returnee migrants.

A major challenge for National Jobs Strategy is to address a large number of
unemployed people who lost their jobs during the COVID pandemic and those
who need employment on a priority basis. Unlike creating opportunities for the
newly recruited people in the labour force, this strategy will address jobs of
people, including those of returnee migrants, through decent jobs. These people
include both low-skilled people working in different informal services and
manufacturing activities; at the same time, these people include educated
professionals involved in different formal service sector related activities.
Accommodating these people in jobs on a sustained basis is a daunting task.
According to the trade union representatives, job creation would not meet the
purpose rather focus should be made on creating decent work. Skill gap,
particularly maintaining international standards is a major challenge that could
be difficult to fill up by vocational training only.

During the period of covid-pandemic and the post-covid period, creating jobs
should get a major priority particularly to avert the rising poverty owing to new
poor added in the labour market. Given the low level of growth of private
investment during the pandemic period, the government should take a major role
in creating more employment for those who lost their jobs as well as those who
joined the labour market in the recent past. In this context, the government should
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undertake different types of employment-generating projects under different
ministries and departments. For example, undertaking rural infrastructure
development programme by targeting to fulfill its electoral pledge to transform the
village into town with basic infrastructure and amenities under the programme
‘My Village, My Town'. Undertaking employment-generating programmes under
the local government institutions. Similar role could be played by NGOs which
provide both financial and non- financial technical support to the people of the
community for enhancing employment opportunities. Local trade unions could
jointly work with local government institutions as well as government offices so
that employment of local people is ensured by undertaking those projects. Besides,
trade unions could monitor the quality of implementation of different local level
projects with a view to ensure that the targeted projects will create jobs for the
locality. Trade union could raise voice for further rise in public works programme
under vulnerable group feeding (VGF), Gratuitous relief (GR) and test relief (TR)
and other social safety net programmes in the regions where people of different
vulnerabilities live.

The National Jobs Strategy related activities need to be customised by the
trade unions according to their strategies and modalities of dialogues for
immediate-, short-, medium- and long-term period. These activities need to be
customised into two categories - first, by addressing immediate challenges and
helping workers towards rebound and recovery and second, by supporting the
workers towards long term development.

National Social Security Strategy

By taking alifecycle approach, the national social security strategy delineates five
different types of strategies. These include - (a) consolidating a lifecycle system
of social security which covers support for children, working-age people, the
pension system for elderly, social security for disabilities and affordable health
care; (b) social security for the socially excluded groups, which include social
security for excluded groups, social security for urban poor; (c) consolidation of
food transfer programme; (d) consolidation of special programme and small
schemes; and (e) strengthening resilience in the face of covariate shocks.
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The pandemic recalls that social security programmes currently being
implemented are inadequate to meet different target groups' needs. Special
focus should be made on the immediate introduction of social
insurance/unemployment insurance for retrenched and laid-off workers during
the crisis period. Bangladesh needs to take measures to ratify ILO conventions
102 and 190 which are related to the minimum age of workers and anti-
harassment to the workers.

Trade unions should take initiatives in consultation with the government and
the private sector to make the social security programmes legally binding. The
unions could formulate their strategies considering the social safety net
programmes that match the needs of the workers and their families. Such
initiatives of consultation could be undertaken both at a bilateral level between
government and workers organisations and at the tri-partite level.

National Priority Targets (NPT) under SDGs

The government has set 39+1 national priority targets out of 169 SDG targets
which will get special focus in terms of implementation of SDGs. Among those, a
number of the indicators are directly related to employment, gender and social
security point of view. The relevant indicators include NPT 14, NPT 15, NPT16, NPT
21, NPT 22 and NPT 23.” Gender-related indicators focus on rising female labour
force participation to 50per cent, reducing married women who are aged below
15 years (to Oper cent) and aged below 18 years (to 10per cent). In the case of
decent employment point of view, the key indicators are reduction of the
unemployment rate (below 3per cent) and reduction of youth population not in
education, employment or training (10per cent). Since the government is
prioritising those indicators, the trade union could strategise those issues
through necessary initiatives with the government, employers and workers.

Trade Union Policy Strategies

It is experienced that the global crisis in the past caused basic structural deficits
which had a detrimental effect on industrial relations, production management,
labour relations, the relation between state, private sector and workforce and

36 | Labour



thereby tri-partite relations (Webster et al., 2011). Most importantly, the 'decent
work deficit' further widened during the crisis period, and it was observed during
this crisis as well. Labour institutions and instruments should take initiatives
beyond 'business as usual' initiatives to handle these unusual challenges -
traditional strategies of organising, bargaining and regulation would not be
sufficient in these regards (Conor Cradden, 2011). Not cited in reference Trade
unions should not only focus on collective bargaining as the means to address the
decent work deficit; rather, they should combine their activities on other
advocacy tools for policy reforms at the national and international levels. Better
tax regulations, greater transparency and public reporting requirements, and
state protection of workers alongside the pursuit of traditional unions strategies
of organising, collective bargaining, information and consultation (Thomas, 2011)
Not cited in reference are found to be essentials tools. Transnational enterprises
have a major role to play in this context - signing Transnational Framework
Agreement (TFAs) in promoting labour rights found to be better functioned when
national-level rules are weakly enforced (Schomann, 2011).

In Bangladesh, workers across all economic activities have been worst
affected due to the COVID pandemic. However, the high risk and severity impact
sectors are those which are relatively labour- intensive in nature, such as
manufacturing, construction, transport, wholesale and retail trade, food and
accommodation services and personal services. An overwhelming share of
workers working in these sectors is unorganised and not being part of any trade
union-related initiatives and activities. With the rebounding and resilience, alarge
section of these workers has been able to recover through their employment and
income. However, the recovery level was highly uneven where informal sector
workers, self-employed, and SMEs were slow. Moreover, the second wave of the
covid-19 pandemic is likely to delay these sections of workers and enterprises'
recovery. Thus, trade union policy strategy should focus on the world of work,
particularly highlighting the workers of those who are organised as well as those
who are unorganised. The achievements in the form of different types of social
dialogues in the country are rather limited compared to the overall performance
of trade unions in other countries (ILO, 2021).
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The trade unions should set their strategies on three areas: (a) Addressing the
policy-gaps; (b) Addressing short- and medium-term challenges; and (c)
Strengthening trade union related activities across different sectors.

Addressing the policy-gaps through trade union led initiatives

Better clarity and understanding about long term policies and possible areas of
engagement of trade unions: Most of the economic and social policies have
specific provisions which are related to the world of work and especially with
workers. These policies include National Jobs Strategy, 8" FYP, SDGs and National
Social SafetyNet Strategy (NSSS) etc. Often these policies presented the issues in
a manner from where worker-related issues need to be extracted for proper
interpretation and understanding. Moreover, a number of policy issues have
implications and impact on workers and the world of work indirectly, such as
macroeconomic and fiscal measures mentioned in the 8 FYP and National Jobs
Strategy. Trade unions need to take an interest in these issues and ensure their
deeper understanding of related issues - how different strategies of each of the
long-term policies could influence the world of work, what are the possible
initiatives that requires to be undertaken from trade union's side in order to
protect workers' interest including jobs, wages, benefits, entitlements and
gender equality and gender harassment etc.

Tripartite discussion and joint statement on ensuring the interest of workers
throughimplementing the long-term policies: Usually, policy papers are prepared
taking input from different stakeholder through a number of consultation
meetings, including those with employers and workers. However,
implementation of these policy documents often found to be difficult due toalack
of action plan and lack of clarity about assigned authorities to undertake those
actions. In case of the policy documents mentioned above, no specific action plan
is stipulated (except NPTs of the SDGs). Thus, it is important to discuss at the
tripartite level on issues related to workers and the world of work and thereby
identify a plan of action how those could be implemented by different public
organisations with the support of private and workers organisations. These
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discussions could take place at the sectoral level. Therefore, respective sectoral
level joint statements could be announced, focusing on sustainable
development, decent employment, OSH, workers' rights, and genderrights.

Addressing the policy-gaps related to the 8™ FYP: While the long-term policies
such as 8™ FYP and National Jobs Strategy have provided broader strategies on
enhancing investment, employment generation, gender equality and social
protection, there are dearth of specific mention about how those policies will
function at sectoral and enterprise levels. This study has identified a number of
policy gaps on related issues. It is expected that trade union will design their
strategies taking these policy gaps into account. First, trade union should
promote formalization of MCSMESs which largely operate informally. In this
context, trade union should work with small scale enterprises and their workers
to aware them about formalizing their enterprises; it should also work with local
government offices to facilitate formalization of enterprises. Second, trade union
should work with the MoLE and particularly wage board to ensure that all
targeted sectors and other sectors are gradually included in the minimum wage
board and the wages have been set as per the Bangladesh Labour Act. Third, no
child labour should be encouraged in factories and it should work with respective
ministries and departments to abolish child labour by 2025-2030. A broad-based
campaign will be required to discourage employers to recruit children in the
workplace; in the same way, campaign for discouraging parents to send their
children in work should be arranged. In this case, government need to extend
support to the poor families. Fourth, trade unions should put pressure to the
government to take necessary measures to sign the ILO convention 138 on
minimum age for workers to entry in the job market. Fourth, trade union should
encourage self-employed and workers to get necessary training on basic IT
related issues and specialized IT training for professional work. In this
connection, trade union should work with the government to ensure necessary
funding for IT related training for workers. It should encourage business
associations and employers to provide necessary IT training to workers. Fifth, it
should work with private training firms, NGOs and government training
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institutes to arrange specialize training on computer and IT related issues for
prospective migrant workers. Sixth, trade union should work with ministry of
finance particularly NBR to justify that fiscal incentive structure should be pro-
worker and needs necessary modification.

Trade union should formulate its strategies targeting ‘gender-sensitive’
employment and working environment. First, Trade union should work with
large group of companies to encourage them to make their gender related
policies and plan public particularly how it would make their workplace gender
sensitive. Second, it would create awareness among the workers of different
factories for the need of different kinds of basic facilities in the workplace
including child care, breast feeding, and separate toilet facilities. Third, it should
make workers aware the demand for anti-harassment committee. It should work
with WPCs and basic trade unions on gender related issues - how workers could
raise related issues to the management and get the work done.

Trade union should take a strong stance regarding inclusion of workers in
social safety net and social protection programmes. Trade union should work
with ministry of planning about how workers’ could be properly included in those
programmes. It should propose inclusion of unemployment benefit for
retrenched workers and introduction of unemployment insurance for workers.

Addressing the policy-gaps related to the National Jobs Strategy: Under national
jobs strategy, trade unions should put focus on creation of more employment
across the country. This could primarily happen by the government where
private sector will join later. Trade union should consult with local level
communities about the demand for infrastructure for facilitating production,
employment, marketing and export of products. Those demands should be
placed tolocal government institutes and also to different ministries particularly
to the ministry of planning. Second, trade union along with local community
leaders could form committees to set up monitoring committees in order to
ensure timely implementation of different employment and labour related
projects with quality and standards.
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Addressing the policy-gaps related to the National Social safetynet Strategies:
Based on the national social SafetyNet strategies, trade unions need to identify
various support measures required for workers and their families under the
provisions of social security for the working-age people, socially excluded
groups, a food transfer programme, security for disabilities and affordable
healthcare. Trade wunions should negotiate with the government for
unemployment insurance, employment injury insurance (EII) and health
insurance programmes. Based on the discussion, the government will announce
a time-bound action plan for introducing/implementing those programmes
among the target groups of workers. In case of employment-related insurance
schemes (social insurance, employment injury insurance), in-depth discussion
and consultation with employers' associations, including Bangladesh Employers'
Federation (BEF), will be required for further progress, thereby ensuring effective
implementation.

Addressing short-medium term challenges through trade union ledinitiatives

Tri-partite discussion and agreement for job and income security: Different
tripartite discussions and negotiations that have been undertaken during this
crisis period have ensured limited success in favour of workers and MSMEs
regarding coping with the risks and rebounding and recovery from the crisis. As
a result, the workers, self-employed and MSMEs were disproportionately
rebounded and lagged behind compared to those of other categories. The second
wave of the covid pandemic is likely to delay their recovery further. In this
backdrop, trade unions should strengthen their tri-partite discussion and
negotiations with employers and government with regard to retaining the jobs
and ensuring workers' wages. In this context, the modality of negotiation and
bargaining will put pressure through 'insider bargaining' as well as the
‘concessional bargaining' approaches. Such tri-partite discussion should take
place more at the sectoral levels, particularly those where workers'
concentration is high, including RMG, transportation and construction. Joint
statements could be released with the agreement on protection of jobs, income
and prohibition of lay off.
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Tri-partite discussion and agreement for health care and workplace safety:
Workers' health and safety are in a vulnerable state due to the second wave of the
pandemic. The health and safety protocol prepared by the DIFE with the ILO's
support has been weakly maintained in factories. Trade unions should take a
proactive role with regard to organising a tri-partite discussion with the lead of
the MoLE for proper monitoring and enforcement of OSH protocol. Such a
discussion will come with an understanding of how factories will ensure
workplace safety and workers health. The trade unions should create pressure for
introducing punitive measures for factories where health protocols are not
maintained properly. It is important to ensure free testing facilities for workers
with cough, fever and flu-like symptoms at the nearbylocalities. Workers who are
detected as covid positive should get leave from the factories with eligible
benefits. Based on that discussion, the MoLE/DIFE will circulate necessary
instructions for workplace safety for different sectors.

Tripartite discussion and joint statement on job-security for youth, female,
disabled and marginal groups: The COVID crisis has disproportionately affected
youth, female, disabled and marginal groups in terms of securing their jobs,
income, social safety net support and treatment facilities for covid patients.
Trade unions should put forward issues and challenges of the above-mentioned
vulnerable groups with concerned ministries such as the Ministry of Youth and
Sports, the Ministry of Women and Child Affairs, the Ministry of Social Welfare,
the Ministry of labour and employment, the Ministry of Commerce and
departments such as DIFE and DoL. Joint statements should be released on how
the interests of the different marginal groups will be ensured. In this context,
various policy documents such as 8" FYP, national jobs strategy, national social
SafetyNet strategies could provide necessary policy directions. Trade union will
put forward suggestions for the requirement of training and capacity
development and requirement of necessary budgetary allocations.

Tripartite discussion and joint statement on financial support for enterprises:
Different categories of enterprises, particularly those MSMEs, need targeted
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support to cope with the risks and rebound from the crisis. Given the difficulties
confronted by these enterprises in accessing the monetary policy support,
innovative modalities and instruments need to be suggested by the
entrepreneurs and trade unions. It is also important to provide estimates of
financial support required by different categories of enterprises. Trade unions
should place concrete proposals about alternate mechanisms and modalities for
disbursing financial supports to these enterprises. In this connection, a technical
discussion needs to be carried out with other important stakeholders, including
bankers, business associations, NGOs, etc. Based on discussion at tri-partite
levels, a joint statement could be issued as regards the urgency of support and
modalities of extending those support to the enterprises.

Tripartite discussion and agreement on dispute resolution: The crisis
management committees which are formed to address the concerns related to
workers' jobs, wages, laid off and retrenchment etc., need to be made functional.
The limited success of CMCs in dispute resolution indicates that a large section of
workers has been deprived of getting the support of these committees. In this
context, a joint statement could be released, which will assure public reporting of
the role and activities of CMCs with regard to dispute resolution. The activities of
the CMC should be reported publicly on a regular basis.

Bipartite social dialogues between trade unions, employers and their
organisations: Trade unions and employers of different sectors will discuss at
bipartite level with regard to the demands of the workers, workplace safety and
avoiding laying off/retrenchment of workers. Both the parties will jointly make a
request to the government about different support required for SMEs and
workers, including subsidised credit support under the stimulus package and
infrastructure and logistic facilities for testing of vaccines etc. Joint request
should be made to the government for an arrangement of support for workers
under social safety net programme mainly for workers of different industrial
clusters. Trade unions and employers could jointly undertake measures for
raising awareness among workers' health and safety protocolin the factories and
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workers. In this context, workers' participation committees (WPCs) could be
effectively used for better understanding of workers' challenges and undertake
awareness-raising measures. Both the parties agree to ensure the effective
operation of trade unions in the factories.

Bilateral interactions between government and trade unions: Trade unions
should further engage with the government on worker-related priority issues.
The priority should be given on issues that are related to union members of
different sectors. Given the crisis caused major damage to workers who are
unorganised and work under different informal sectors, trade unions should
prioritise their issues. Since a large part of informal and marginal workers fell
below the poverty line, ensuring support under the social safety net needs to be
ensured. Given the challenges confronted by the government in extending cash
support to those informal and marginal workers earlier, trade unions should
suggest an innovative, effective and transparent mechanism for the distribution
of cash support to those segments of the workers.

Bilateral understanding on taking measures against violations of labour laws,
ILO conventions and other rights: Since workers have been suffering from an
increasing number of violations of labour rules, international labour standards,
non-compliance with labour regulations related to lay-offs, working hours and
payment wages etc., it is important for trade unions to get an understanding from
the government about the actions to be taken in these regards. These incidences
need to be reported publicly and the actions taken by the government need to be
made public for ensuring better transparency and accountability. Similarly, trade
union needs to discuss with the government how factories should maintain OSH
standards and protocol and how it is to be reported publicly. The government will
need to ensure that necessary measures have been taken against those who
violate the compliance standards and that information will be reported on a
regular basis. Gender and sexual harassment-related issues need to be
addressed through affirmative actions. In this context, BILS could provide
necessary technical support to the DIFE and Dol in extending information on
where different types of violations happened.
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Bilateral discussion between governments and trade unions and official
announcement against lay- off and retrenchment of workers: Trade unions will
discuss with the government, particularly with the MoLE, regarding the
protection of workers' jobs and income. Based on that, it will request the
government to make an official announcement regarding the protection of
employment, workers' rights and ensured entitled benefits. In cases,
entrepreneurs find it difficult to accommodate the entitled benefits of the
workers, enterprises would be advised to ensure workers' jobs and a part of their
income for a specified period.

Strengthening trade union related activities across different sectors

Working with government, employers and other stakeholders for signing
agreements related to international labour and human rights: Bangladesh
government needs to take proactive measures withregard to signing agreements
onimportanthumanlabourrightsissues,whichinclude convention on minimum
wage for entrance in the job market (C138) and convention on anti-harassment
(C190). The government needs to take necessary measures to establish anti-
harassment committees in factories as per the High Court's directives. The trade
unions rights need to be ensured at the factory level under the Bangladesh
Labour Act. Necessary initiatives need to be taken to set up an industrial safety
unit to address workplace safety-related issues for all sectors.

Government will need to extend necessary support to broaden the trade union
activities: Trade union-related activities need to be widened both in sectors
where it is available and need to be introduced where it is at a very limited scale.
Both formal and informal sectors need to be targeted in order to widen these
activities. National trade unions (i.e., federations) should design and develop an
activity plan for gradually extending trade union activities across major sectors
and activities. Government should support unionisation activities in the country.
In this context, employers should come forward to facilitate setting up more
trade unions in different sectors- Bangladesh Employers Federation (BEF)
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should take a positive move in this case. However, further discussion would
be required about which issues will be dealt with at what levels, including wage-
setting issue. The issue of collective bargaining needs to be structured properly.

Effectiveinstitutional mechanismis required to protect workers fromviolation of
workers and trade union rights: Workers are often deprived of getting proper
treatment through an in-house grievance system available in the factories or the
formal complaint mechanism available at the association level for dispute
settlement. The labour courts, which are the last resort for workers, often found
inadequate in meeting the workers' demands due to lengthy process. Since
violation of workers' rights has increased during the covid pandemic, which
would rise further in the coming days, ensuring effective operation of grievance
mechanism within the factory, at the association level and at the labour courts
have become critically important. Trade unions should raise these issues to the
enterprises, associations, crisis management committees, and the MoLE.

Trade Unions should focus on returnee migrant and migrant workers: Although
the migrant workers are one of the major working populations of the country
which contributed significantly to the economy through sending remittance,
they are found to be the most vulnerable due to an absence of voice under trade
unions. Returnee migrants who lost their jobs have been suffering the most
without adequate support. Trade unions should raise their voice in their favour of
signing a bilateral agreement with destination countries to ensure legal support
for aggrieved workers. Ensuring social SafetyNet support for returnee migrant
workers. The subsidised credit support under the stimulus package for returnee
migrants and their family members need to be distributed without major hassles
- trade unions should raise voice in these regards.

Facilitating registration and functioning of trade unions at the factory levels:
Often, trade unions complained about a lack of cooperation from the Department
of Labour in the process of registering new trade unions. Despite developing
standard, operating procedure and online-based follow-up mechanism,
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applicants often complained about a weak governance system. DoL needs to

make the process transparent and make the responsible officers accountable. In

this context, regular reporting of application status submitted, applications in the

process of review, and those that get registered need to be reported. Trade unions

should closely work with the MoLE as well as ILO in order to make the process

functional and effective.

Endnotes

1

The global job loss is accounted for 71 per cent (ILO, 2021) where female
workers job are 1.8 times more vulnerable compared with a male worker
(McKinsey & Company, 2020). The decline in global GDP by 4.4 per cent in
2020 has caused a decline of global labour income by 8.3 per cent.

Among them, women, young people, migrant workers and people with
disabilities were disproportionately impacted mainly because of not having
employment opportunities, social protection and for exclusion from social
support measures (ILO, 2021).

According to the estimates of GDP growth of different national and
international organizations for FY2020, the rates were much lower- 1.5per
cent was estimated by the World Bank, 2.5per cent by the CPD, 3.6per cent by
the IMF. However, the estimates of ADB provided a better scenario - 7.7per
cent in FY2020.

Key areas where global trade unions have made important contribution
includes health care, income protection, sickness benefits, old age, survivors
and disability benefits, family leave and care benefits, social assistance,
provision of in-kind benefits, temporary flexible working arrangements,
dispute resolution, financial support to enterprises, strengthening of existing
national OSH legislation, enactment of OSH protocols, monitoring of
compliance with OSH regulations and ensuring safety and health at
workplace.
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10.

11.

12.

13.

The review exercise has been undertaken based on the analysis of secondary
data and information on the world of work and workers, information collected
through two FGDs with trade union representatives, a number of KIIs with
representatives of employers’ association, trade union representatives and
workers and debriefing session with an ILO representative.

According to the labour Force survey 2016-17, Bangladesh comprises 63.5
million labour force of which 43 million are male (67.7per cent) and 20 million
are female (31.5per cent) workers. Majority of these labour force are based in
rural areas (71.9per cent). About 60.8 million are employed labour force; of
which, 40.6per cent in agriculture, 20.4per cent in industry and 39.0per cent
in service-related activities. Youth labour force who are within the age group
of 15-24 years comprises 11.0 million (17.3per cent) of total labour force.

As of 3 April 2021

There are as many as 8551 trade unions, most of which are basic trade unions
(DoL, 2021).

The a2i, an official agency provided estimates of job loss of 20.2 million based
on the discussion with the concerned stakeholders. Islam, (2020) on the other
hand estimated a job loss of 11.1 million during April-May 2020 based on the
LFS 2017.

Government has recently signed an agreement with AIIB for US$300 million
to provide support micro, small and medium sized enterprises (CSMEs) as
working capital with a view to financing employee wages, inventory and
payment of short-term debts. Another agreement was signed with World
Bank for US$250 million to support workers’ wages and micro enterprises to
support in their resilience and recovery.

According to CPD, (2020), the liquidity support of BDT20,000 crore for SMEs
would cover only 5-6per cent of total SMEs operate in the country.

The Sramik Karmachari Oikko Parishad (SKOP) has proposed nine points
demand to the Ministry of Labour and Employment (MoLE).

Some of the demands particularly related to workers of state-owned
enterprises did not emerge during the covid-19 pandemic but have
consequences for some actions undertaken by the government during the
time of the crisis.



14. The trade unions of the inland cargo services placed eleven-point demand to
the government.

15. The SKOP requested the DIFE to publish a report about the state of
employment in major industries particularly the state of retrenched workers.

16. SKOP with the support of the CMC ensured dues of workers of a factory
(Dragon Sweaters Company).

17. NPT 14: Reduce the proportion of women aged 20-24 years who were married
before age 15 to zero (SDG Indicator 5.3.1) ; NPT 15: Reduce the proportion of
women aged 20-24 years who were married before age 18 to 10per cent (SDG
Indicator 5.3.1) ; NPT16: Increase the female labor force participation rate to
50per cent; NPT 21: Increase annual growth rate of GDP to 10per cent (SDG
Indicator 8.1.1); NPT 22: Reduce unemployment rate below 3per cent (SDG
Indicator 8.5.2) ; and NPT 23: Reduce the proportion of youth population (15-
29 years) not in education, employment or training to 10per cent (SDG
Indicator 8.6.1).
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Abstract

Despite numerous provisions to ensure the rights of workersin the Bangladesh Labour
Act, 2006, therights of the plastic factory workers are violated in many ways. This paper
analyzes the nature, patterns and causes of labour rights violation of plastic factory
workers. Drawing on the data collected from the workers of plastic factories in Bogura,
the descriptive study shows that plastic factory workers faced the following rights
violation such as low wage, long working hour, low overtime payment, gender
discrimination, inhuman behavior, unhealthy and unhygienic condition of workplace,
and lack of safety and security. The study suggests that the proper enforcement of
labour act can reduce the violation of labour rights in this sector.
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Introduction

During the last few decades, plastic sector has become an important industrial
manufacturing sector in Bangladesh. Plastic industry is relatively new in
Bangladesh. In 1960 plastic industry start its journey. But during the last two
decades, significant growth took place in this sector. According to the Bangladesh
Plastic Goods Manufacturers and Exporters Association (BPGMEA), there are
about 3000 plastic manufacturing unit established in Bangladesh. Most of the
plastic factories (98%) are small medium enterprises (SMEs). Domestic market
size of Bangladesh is Tk 7000 core. Total export earnings from direct and deem an
export is about US 337 million dollar. Bangladesh earns 1.0 percent of GDP by
plastic sector and half a million people directly or indirectly depends on plastic
sector (Islam, 2011).

The violation of labour rights in plastic sector is also a problem in Bangladesh.
Most of the workers of these plastic factories are victimized and their labor rights
are violated in many ways. They are being victimized in this sector in terms of low
wage, long working hour, low overtime payment, gender discrimination, inhuman
behavior, unhealthy and unhygienic condition of workplace, lack of safety and
security etc. The Bangladesh Labour Act, 2006 provides legislation to ensure the
rights of workers. But this act does not follow accordingly in plastic sector. For this
reason, the rights of the plastic factory workers are violated in many ways.
According to a report given by labour rights group International Trade Union
Confederation (ITUC), in global ranking, Bangladesh is 10 worst countries for
workers. According to the ITUC Global Rights Index 2017 report, Bangladesh
scored rating of 5. This means that, there has no guarantee of rights for workers in
Bangladesh (Khaled, 2018). The National Occupational Safety and Health Profile’s
found that, in Bangladesh, 2.96 lakh violations of labour laws in workplaces were
recorded from 2016 to 2018. The violations are under 13 major categories and the
highest number of violations occurs over recruitment and job conditions, where
violation of labour law in terms of working hours and holidays, occupational health
and occupational safety are the major areas of labour law violation (Khan, 2019).
Labour rights experts and activists pointed out that, lack of enforcement of the

Year 24, Issue 2, July - December 2021 | 55



laws and lack of strict and regular monitoring by law enforcement authorities are
liable for this current situation. Lack of awareness of the workers and employers
about labour rights and laws is also liable for this situation. Annette Berhardt,
Michael W Spiller and Diana polson, (2013) conduct survey on labour rights
violation in USA. They found; large numbers of the workers are deprived from their
labour rights. The most severe rights violations are- low wage, low overtime
payment, long working hour, lake of compensation of injury, gender
discrimination etc. China labour watch conduct two study in china. They studied
about labour rights violation of different plastic toy factories in china during 2015
and 2018. The report (2018) revealed 23 rights violations and the most severe rights
violations are- poor wage, countless hours of overtime, low overtime payment,
long working hour, unhygienic environment, mistreat with workers, lack of safety
training, insufficient protective equipment, contact with dangerous chemicals etc.
They found 3 major causes of these labour rights violation. Though the labour
rights of plastic factory workers are violated in many ways in Bangladesh, but there
has no direct study on labour rights violation of plastic factory workers in
Bangladesh. So, this present study focused the specific nature, patterns and causes
of labour rights violation. This study has been conducted underlying two particular
research questions: what are the nature and patterns of labour rights violation in
plastic sector? And what are the major causes of labour rights violation in plastic
sector?

The study has used survey method in order to collect the sample and research
approach of this study is descriptive in nature. This is a primary study. The area of
this study was Bogura sadar, Bogura. So, data were collected from seventeen
plastic factories of Bogurasadar. All workers of plastic factory were the population
of the study. The exact number of the workers in bogura was unknown. So non
probability sampling method has been used to conduct this study and purposive
sampling has been used to select the sample from the population. To conduct this
study, a total of 95 respondents have been selected purposively as sample size for
this study. Data have been collected from the respondents directly through face-
to-face interview. Semi structured questionnaire has been used to collect primary
data from the respondents. Both closed ended and open-ended question has been
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used for data collection. The data was collected at January to February in 2020
from different plastic factories in Bogura sadar. After collecting the data, the data
were analyzed by using SPSS software and Microsoft excel.

Results

This study shows that, 1.1% of the respondent is under the age of 18. According to
the Bangladesh Labour Act, 2006, No child who has not completed 14 years of age
is permitted to work in any occupation or establishment. An adolescent who
attained 14 years shall permit to work. But there have some conditions, he allowed
to work if he has a 'Certificate of Fitness' as per section 34. But child worker and
adolescent worker can be found in many plastic factories. Owner violating the law
and recruited child and adolescent worker, because they have to pay less to a child
than an adult. According to the table, 63.2% of the respondents belongs to 18-30
years of age, 23.2% workers belong to 31-45 years of age, 11.6% workers belong to
the 46-60 years of age and 1.1 % workers are above the age of 60. This study shows
that, the largest numbers of the respondents belong to the age of 18-30 years old.
The study shows that, 81.1% of the respondents are male and 18.9% of the
respondents are female. So, the table indicate that, male are highest in number.
This study also reveals that, among all respondents 92.6% workers are Muslim and
7.4% respondents are Hindu. So, the study findings indicate that, Muslims are
highest in number.

This study demonstrates that, on the basis of educational background, 16.8%
respondents are illiterate, 53.7% respondents received primary education, 23.2%
respondents received secondary education and 6.3% of the respondents received
higher secondary education. So, the study shows that, most of the workers are
illiterate or received primary education

This study reveals that, 52.6% of the respondents are married, 33.7% of the
respondents are unmarried and 13.7% of the respondents are widow or widower.
So, married respondents are highest in number. On the basis of living area, the
study shows that, 36.8% respondents living in rural area, 28.4% respondents living
in semi urban area and 34.7% respondents living in urban area. So, it means that,
most of the respondents live in rural area.
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This represents that, monthly income of 34.7% respondents belongs to 4000-
6000 taka, 42.1% respondents’ income belongs to 6100-8000 taka, 15.8%
respondents’ monthly income belongs to 8100-10000 taka, 6.3% respondents’
monthly income belongs to 10100- 12000 taka and monthly income of 1.1%
respondents are above 12000 taka. Though the income is calculated in monthly
basis, the workers get their payment in weekly basis. Bangladesh labour act, 2006
told that, the lower minimum wage of workers is 5000 taka. After amendment of
this actin 2013, minimum wage for the workers is set to 8000 taka instead of 5000
taka. But according to the study, most of the factory owner does not follow this act.
So, many workers get less than 5000 taka in a month. Not only that, 76.8%
respondents’ monthly income is less than 8100 taka in a month.

The study also demonstrates that, only 9.5 % respondents have 1-2 family
members, 71.6% respondents have 3-4 family members, 16.8% respondents have
5-6 family member and 2.1% respondents have 7-8 family members. Which
represent that, most of the respondents live in a nuclear family?

The study reveals that, 40% respondents belong to low economic condition,
40% respondents belong to the lower medium economic condition and 20%
respondents belong to the upper medium economic condition. So, we find that,
most of the workers are poor. This analysis support Marxist exploitation theory.
According to this theory, working class people are exploited. This proletariat class
woks hard but do not get equal exchange of values. They work more but get less.
The surplus value is gained by the owner. So, the condition of the workers is
remaining poor.

The study reveals that, 5.3% of the respondents have low level of responsibility
or liability to contribute their family, 43.2% respondents have medium level of
liability to contribute their family and 51.6% of the respondents have the higher
level of responsibility to contribute their family. So, most of the respondents have
the higher level of liability to contribute their family.

The following table demonstrates that, all the respondents told that, their
factories do not provide ID card. Besides, according to this table, no factories
provide appointment letter to their workers upon joining the establishment. But
According to the Bangladesh Labour Act, 2006, the workers shall be provided with
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an appointment letter and an ID card upon joining the establishment. Section 5 of
this act told that, no employer shall employ any worker without giving such worker
an appointment letter and every such employed worker shall be provided with an
identity card with his photograph. But the table shows that, plastic factory owner
does not follow this law.

Table-1: Rights violation on employment contract

Labourrights Criteria Frequency Percentage
ID card No 95 100
Yes 0 0
Total 95 100
Register book No 54 56.8
Yes 41 43.2
Total 95 100
Service book No 95 100
Yes 0 0
Total 95 100
Contract No 95 100
Yes 0 0
Total 95 100
Appointment letter | No 95 100
Yes 0 0
Total 95 100

The study reveals that, all the respondents told that, their factory do not
provide service book. They do not maintain such kinds of book. But Section 6 and 7
of BLA is about the service book. Section 6 states that, every employer shall, at his
own cost, provide a service book for every worker employed by him. But the table
shows that, the owner of plastic factories does not follow this section also.

This study demonstrates that, 43.2% workers told that, their factories maintain
register books. On the other hand, 56.8% workers told that, their factories do not
maintain register book. But Section 9 of BLA told that, the employer shall maintain
aregister of workers of his establishment and make it available to the Inspector for
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inspection at all times during working hours. This study shows that, most employer
does not follow this section.

The study represents that, 10.5% of the respondents (night shift male) always
work for 6 hours in a day, 22.1% of the respondents (female) work for 10 hours in a
day, 65.3% of the respondents (day shift male) always work for 12 hours in a day and
2.1% of the respondents (technical workers) work that has no limit.

According to section 100 of the Bangladesh Labour act, 2006, No adult worker
shall ordinarily work or be required to work in an establishment for more than 8
(eight) hours in a day. Any such worker may work in an establishment up to 10 (ten)
hours also in a day, if the condition of article 108 are met. So, section 100 of this act
provides for a maximum of 8 working hours for an adult worker. Section 102
provides for a maximum of 48 working hours in a week for an adult worker which
may be extended up to 60 hours when all of the condition of article 108 is met. But
the study shows that, most workers work for more than 8 hours in a day.

Table-2: Monthly wage of the respondents and discrimination

Wage scale Male workers Female workers
Frequency | Percentage | Frequency Percentage
4000-6000 15 19.5 18 100
6100-8000 40 519 0 0
8100-10000 15 19.5 0 0
10100-12000 6 7.8 0 0
Above 12000 1 13 0 0
Total 77 100 18 100

The table pointed out that, 19.5% of male workers get 4000-6000 taka in a
month, 51.9% male workers get 6100-8000 taka in a month, 19.5% male workers
get 8100-10000 taka in a month, 7.8% male workers gets 10100-12000 taka in a
month and 1.3% male workers get above 12000 in a month. So the study indicates
that, most of the male workers about 51.9% are get 6100-8000 taka in a month. On
the other hand, the table shows that, all female workers get 4000-6000 taka in a
month. So, this study indicates that, there has gender discrimination in plastic
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sectors on the basis of wage. But according to the constitution of Bangladesh, we
know that all should have equality before law and every person has rights to enjoy
without any discrimination of age, sex, color, race etc. But the table shows that, the
law is not followed by most of the owner of plastic factories in Bogura sadar. Not
only that, Bangladesh labour act, 2006 state that, the lowered minimum wage of
workers is 5000 taka. After amendment of labour Act in 2013, the minimum wage
for the workers was set to 8000 taka instead of 5000 taka. But the study shows that,
many workers getless than 5000 taka in a month. Not only that 76.8% respondents’
monthly income is less than 8100 taka in a month and all female respondents get
less than 6000 taka in a month.

The study represents that, 100% respondents receive payment in time. They
get their payment in weekly basis. In every Thursday they get their payment.
Section 123 told that, the wages of a worker shall be paid before the expiry of the
seventh working day following the last day of the wage period in respect of which
the wages is payable. Though this section is monthly basis, it is also suitable for
plastic sector. From the table we can see that, there is no violation of section 123.

This study represents that, 74.8%respondents told that, they get one hours of
break during their 10 hours to 12 hours working hours, where 14.7% of the
respondents do not get one hours break during their working hours. On the other
hand, 10.5% respondents do not get any break. The night shift workers work for 6
hours and don't get any break during their working hours. According to the section
101(c) of Bangladesh labour Act, 2006, workers should get 2 breaks of half hours or
one break of one hour during work period. But the table shows that, only 74.8%
respondents get one hour break during their working hours.

The study represents that, no respondent face excessive overtime, 73.7%
respondent face limited overtime and 26.3 % respondents do not work overtime
hours. So, most of the respondents face limited overtime. Section 102 provides for
a maximum of 48 working hours in a week for an adult worker which may be
extended up to 60 hours when all of the condition of article 108 is met. Section 100
of the Bangladesh labour Act told that, every worker should do the work in a day
not exceeding 8 years and if any person does overtime must be give rest and leisure
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time. So excessive overtime is a violation of labour rights. This table shows that,
there has no excessive overtime in plastic sectors.

The study shows that, 46.3% of the respondents get double payment for
overtime, 27.4% respondents get same payment as normal hour for overtime.
Section 108 of the Bangladesh Labour Act, 2006 state that, owner should pay
double of the usual wages for overtime work. According to this section, where a
worker works for more hours than the hours fixed under this Act in an
establishment on any day or in a week he shall, for overtime work, be entitled to
allowance at the rate of twice his ordinary rate of basic wage and dearness. But this
table shows that, 27.4% respondents do not get double payment for overtime work.

This study shows that, 89.5% respondents get full wages of one month as
festival bonus in a year, another 10.5 % respondents get wage of half month as
festival bonus in a year. This also represents that, 25.3% respondents get 4-5 day as
a festival holiday in a year, 65.2% respondent get 6-7 days of festival holiday per
year and 9.5 % respondent get 8-9 day of festival holiday in a year. So most of the
respondents get 6-7 days of festival holiday in a year. According to the section 118
of Bangladesh labour Act, 2006, every worker shall be allowed in a calendar year 11
(eleven) days of festival holiday with wages. But the table shows that, most of the
respondent gets less than 8 days of festival holiday in a year.

Table-3: Gender Discrimination

Criteria Frequency Percentage
Gender Yes 62 65.3
discrimination No 1 221

No answer 12 12.6

Total 95 100
Field of Salary 55 57.9
discrimination Promotion 7 7.4

No answer 33 34.7

Total 95 100
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This table also demonstrates that, all respondents of this study get one day
holiday in a week. Friday is the weekly holiday of all factories. Section 103 of the
Bangladesh labour Act, 2006 states that, every worker employed in an
establishment shall be entitled to one day holiday in a week. So this study shows
that, there has no violation of law on the basis of weekly holiday.

This study shows that, Women are discriminated in most of the factories. They
are discriminated in many ways. This table demonstrates that, 65.3% respondents
told that, there have discrimination based on gender in their factories and 22.1%
respondent told that, there have no gender discrimination in their factories. But
according to the constitution of Bangladesh, all should have equality before law
and every person has rights to enjoy without any discrimination of age, sex, color,
race etc. but the table shows that, the law was not followed by most of the owner of
the plastic factories. This table also reveals that, 57.9% respondents told that,
gender discrimination is mostly based on salary in their factories and another 7.4%
respondents told that, gender discrimination is mostly based on promotion in their
factories.

This study shows that, 13.7% respondents face inhuman behavior by the
factory owner or other senior workers and 86.3% respondents do not face
inhuman behavior by the factory owner or other senior workers. But according to
the UDHR article 4 and article 5, every person should give right to work on freedom
and freedom from torture, inhuman and degrading punishments. But this table
shows that, many factory owners mistreat with workers. But positive side is that,
according to the study, no respondents of this study face any physical violation.

This study represents that, the working condition of most of the factories is not
good enough. There have many health and hygiene problem in most of these
factories. Such as Ventilation problem, Temperature Problem, Overcrowding, Lack
of light, Sanitation problem, Lack of safety water etc. This study highlights that,
5.3% respondents faced high ventilation problem, 58.9% respondents faced low
ventilation problem. On the other hand, 69.5% respondents faced low temperature
problem and 10.5% respondents faced high temperature problem. According to
this study, 16.8 % respondents faced overcrowding problem and 9.5 % respondents
faced lack of lighting problem. On the other hand, 15.8% respondents faced

Year 24, Issue 2, July - December 2021 | 63



sanitation problem in their workplace. So the study shows that, the working
condition of these factories is not well enough. But in chapter five, section 51, 52,
53,54, 55, 57,58, 59 of the Bangladesh labor act, 2006 discussed about the standard
of health and hygiene situation of the workers. These eight sections provide the
standard of temperature, ventilation, crowding, sanitation and lighting of
workplace environment. According to this act owner should ensure proper work
environment and work safety.

Table-4: Safety and security measurement

Problem Criteria | Frequency | Percentage
Safety problem of building & | No 68 716
machinery Low 27 28.4
High 0 0
Total 95 100
Safety problem No 39 411
from Fire Low 50 52.6
High 6 6.3
Total 95 100
Safety problem from No 41 432
chemical substance Low 54 56.8
High 0 0
Total 95 100
safety training No 95 100
Yes 0 0
Total 95 100

This table reveals that, the safety and security of workers in many plastic
factories are not well enough. There have many safety related problem. Such as
Safety problem of building & machinery, Safety problem from Fire, Safety problem
from chemical substance, Lack of safety training etc. according to this table, 28.4%
respondent told that, the safety of their factory buildings and machinery are not in
satisfactory level. On the other hand, 52.6% respondent told that, their safety
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procedure from fire is not well enough. They told that, they have worried about low
level risk of fire. On the other hand, according to this study, 56.8% respondent faces
low level of safety problem from chemical substance. This study reveals that, all
respondents said that they do not get any safety training from their company.
Which means, they have lack of skills and that's why they are in great danger. The
chapter six of the Bangladesh Labour Act, 2006 discussed about safety measures
of workers. Section 61 discussed about safety of the buildings and machinery.
Section 62 discussed about protection as to fire. But the table shows that, most of
the factories do not take proper safety measure.

This study shows that, 13.7% respondents told that maximization of profit is the
main cause of labour rights violation, 11.6% respondents told that Lack of strict and
regular monitoring is the main cause oflabour rights violation, 20% respondents
told that, lack of implementation of law and punishment is the main cause of
labour rights violation, 26.3% respondents told that, lack of awareness among
workers is the main cause of labour rights violation, 9.5% respondents told, Price
pressure of the market is the main cause of labour rights violation, 10.5%
respondents said that, because of poor condition of workers, they are being
victimized and 8.4% respondents did not comment to this question.

Discussion

The current study brings a number of significant findings. The first portion of the
analysis chapter outlines the socio demographic characteristics among which
63.20% of the respondents belong to 18-30 years This study shows that the largest
numbers of the respondents belong to the age of 18-30 years old. This study shows
us most of the respondents about 81.1% of the respondents are male and the rest of
the respondents about 18.9% of the respondents are female. According to this
study, most of the people are Muslim and most of the workers about 53.70% of the
respondents received primary education only.

The wage of factory workers bound by labour act is violated. The table shows
that, monthly income of 34.7% respondents belongs to 4000-6000 taka, 42.1%
respondents belong to 6100-8000 taka, 15.8% respondents belong to 8100-10000
taka, 6.3% respondents belong to 10100- 12000 taka and monthly income of 1.1%
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respondents are above 12000 taka. So we can find that most of the respondents,
about 76.8% respondents’ monthly income are below 8100 taka. According to the
labour act, the wage should not less than 8000 taka. The study shows that, 40% are
poor, and 40% workers are in lower middle-class family. So most of the workers
are poor. We found that, most of the workers 91.8% are general workers. According
to this study, no factory does not provide ID card, service book, and appointment
letter to the workers. Besides no factory does not maintain the contract with
workers. It is also the violation of labour law. In addition, most of the workers
65.35% workers are working for twelve hours long working day. That is a violation
of labour rights. According to labour law, the working hour should be 8 hours in a
day. The study shows, most of the male respondents about 51.9% workers get
6000-8000 taka in a month. But the scenario of the female respondents of this
study is not same. All of the female respondents of this study get only 4000-6000
taka in a month. So there have inequality of wage among male and female workers
in plastic sectors. But constitution of Bangladesh does not support such kinds of
inequality. This study reveals that 27.4% respondents do not get double payment
for overtime work. But according to labour act the payment should be double.
Beside this no workers get 11 day of festival holiday with pay which is also
violation of law. This study shows us many factory workers do not get sick leave
and maternity leave in this sector which is also violation of law. This study reveals
that most of the workers said that they face gender discrimination. And most of the
case, the field of this discrimination is based on salary. The study also shows that,
many plastic factory workers mistreat with workers. Beside this most of the
respondents of the study told that their company does not compensate injury by
following legislation. This study pointed out that the health and hygiene condition
and safety measure taken by many factories are not good enough. Most of the
workers suffer from unhygienic environment. There has much reason for the
violation of labour rights. This study finds out some cause. These are, Profit
maximization, Lack of strict and regular monitoring, Lack of implementation of
law and punishment, Lack of awareness among workers, Irresponsibility of law
enforcement authorities, Price pressure of the market etc.Most of the workers of
these plastic factories are highly victimized and their labor rights are violated in
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many ways. They are being highly victimized in this sector in terms of absence of
written contracts, working time, low payment, violation of health and safety
regulation, irregularity of payment, long hours of overtime.

The labor rights of plastic factory worker are violated in this sector. This study
finds out some causes which contribute to the violation of labour rights. The major
cause of this study is Profit maximization Lack of strict and regular monitoring,
Lack of implementation of law and punishment. Lack of awareness among
workers. This study also finds out some recommendation which can be useful to
overcome this situation.Govt should take some steps to minimize the violation of
labour rights. Besides proper implementation of law and punishment, increase
awareness, ensure strict and regular monitoring etc. can be helpful to overcome
this situation. So, law enforcement authorities should be more serious to deal with
this violation.

Conclusion
The study finds a new overview about the condition of plastic factory workers of
Bogura sadar upazila. This study shows the current situation of plastic factory
workers, the nature and patterns of labour rights violation and the causes of labour
rights violation in Bangladesh. It describes the socio demographic characteristics
and socio-economic condition of plastic factory workers. Beside this, the study
highlighted the wage, working hours, discrimination, holiday, bonus, overtime,
sick leave, maternity leave, compensation, working condition, safety and security
measure etc. This study finds out that almost all sectors there have been found
violation of labour rights in plastic factories. Mainly this study has been focused on
the present scenario of labour rights violation in plastic sector. So, this research
helps to understand the present condition of workers of plastic factories. As an
academic approach, this study helps to understand the nature and trends of labor
rights violation in plastic factories. In addition, this study tries to find out the major
factors that contributes to violation of labour rights of workers.

Like other industrial sector, violation of labor rights is common in plastic
factories. Bangladesh Labour Act, 2006 provides legislation to ensure the rights of
workers in Bangladesh but there have lack of implementation of this law. So the
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owner of of plastic factories does not follow the local and international law
appropriately. The study finds out that the violation of labor rights of plastic sector
in Bangladesh is based on low wage, long working hour, less festival holiday and
bonus, less break time during work, low overtime payment, lack of maternity leave
and sick leave, gender discrimination, less compensation for injury, inhuman
behavior, unhealthy and unhygienic condition of workplace, lack of safety and
security etc. So, we can see that, the present scenario of violation of labour rights
is not good enough.
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WORKPLACE CONSEQUENCES OF GENDER-BASED VIOLENCE
IN BANGLADESH'S READY-MADE GARMENT INDUSTRIES
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Abstract

Gender-based violence (GBV) is the most prevalent issue for RMG workers. It has
serious implications for the lives of workers and is also reflected in their work
performance, which ultimately affects organizational performance in the long run. In
order to know the workplace consequences of GBV in the RMG sector, the primary data
have been collected through questionnaire surveys, focus group discussions, and in-
depth interviews. The findings of the study indicate that every dimension of work
performance is affected through GBV. Turnover intention, absenteeism, aggression,
and intention to evade work due to violence are seen but its frequency is comparatively
low. Workers are highly dissatisfied, demotivated, and show low commitment to the
organization which reduces their performance. Task performance—work quantity,
work quality, and job skill also affected through GBV. GBV is responsible for ill mental
health which reduces their ability to be flexible with co-workers, stay calm, and also
reduce the capability to new work.

* Doctoral Candidate, Institute of Bangladesh Studies, University of Rajshahi, Rajshahi



Introduction

Gender-based violence (GBV) is exceptionally dehumanizing, oppressive, and
pervasive form of violence. As a site of violence, workplaces are of no exceptions;
all over the world, this is a recurring problem in the workplaces. Over one-third
(35%) of working women globally are victims of direct violence at their workplace
(ITUC, 2018) and half (50%) of them suffer unwelcome physical contact, sexual
provocation, or other forms of sexual violence (Care Australia, 2018).

GBV istoo persistent in Bangladesh’s workplaces. Approximately three- fifths
(60%) of the working women in Bangladesh have experienced physical or verbal
abuse and over one-tenth (13%) of workers have faced sexual violence in their
workplace (Fair Wear Foundation, 2013). With the increase in women’s
participation in the workplace, various forms of violence are on the rise. It
particularly affects workers in the most vulnerable working environments, who
have difficulty obtaining labor rights and decent work including freedom of
association, collective bargaining, non-discrimination, and access to justice
(Pillinger, 2017).

Ready-made garment industries being the Bangladesh’s prime source of
export earnings and formal employment for women, the sector is prone to
workers’ vulnerability. More than one-fifth (22%) of the female workers have
experienced psychological, physical, and sexual violence in their workplace; also
on the way to and from work (SHOJAG Coalition, 2018).

Such GBV has devastating short term and long term psychological and
physical health problems (Finne et al., 2011; Giorgi et al., 2016; Merkin & Shah, 2014).
The mental effects range from depression, sleep disturbance, and stress disorder.
Along with health problems victim'’s personal and social relationships are likely to
suffer (Eurofound, 2013; Gl, 2012).

The right to work is seriously impaired when employees are subjected to GBV
in their workplace. It creates stressful working conditions that are the roots to
mental, physical, and behavioural strain (Leymann, 1990). Such strains result from
loss of self-esteem, efficacy, and confidence of employees which directly or
indirectly hamper employee’s performance (Khalique, M et al, 2018; Shaw et al,,
2018). GBV threatens the belongingness of individuals, and they want to confine
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themselves, as a result tardiness, neglectfulness, lateness, absenteeism, and
turnover intention seems regular (Eurofound, 2013; ILO, 2019; Tag-Eldeen et al,
2017). These withdrawal behaviour are deleterious to the organization both in
terms of increased cost and impairing of the corporate image (Suggala et al., 2020).
Job security, potential career advancement are highly affected by GBV that reduce
employee’s job satisfaction, motivation, interpersonal relations, organizational
commitment, knowledge building, and openness to innovation (Devonish, 2013;
Francis, 2014; Sang Long et al., 2016; Yiiksel & TungsiPer, 2011). If workers cannot
work with integrity and dignity, it is difficult to deliver efficient and productive
output, a shortage to which ultimately hampers country’s growth and prosperity.
To address GBV from the RMG sector and improve performance it is necessary to
explore the workplace consequences of GBV in Bangladesh's ready-made
garments industries.

The article is comprised of five sections. The following section describes the
research methodology. The third section explain the understanding linkages of
various forms of GBV and its consequences. The fourth section presents the
workplace consequences of GBV. The conclusion of this article is drowning in the
last section.

Methodology

This is a qualitative study, and both primary and secondary data sources have been
used. Related books, articles, working papers, national and international reports,
newspapers, government publications, and websites have been reviewed as
secondary data sources. The article incorporates field-based primary data
collected through questionnaire survey, Focus group discussions (FGDs), and Case
studies.

Survey questionnaires have been prepared and administered to collect data
from 168 female garment workers who have been victims of various forms of GBV
from Dhaka, Gazipur, Narayangang, and Chattogram districts. Probability
Proportional to Estimated Size (PPS) sampling technique has been used to
distribute respondents among the study areas. Purposive sampling in proportion
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to workers' engagement in lower grades has been determined the sample
distribution within lower to upper grade, 50%, 30% and 20% respectively.

To ensure the validity of primary data, six FGDs have been conducted. Out of
six, four have been conducted with female workers from Dhaka, Gazipur,
Narayangang, and Chattogram, and two FGDs with male workers from Dhaka and
Gazipur.

In-depth interviews have been conducted with nine victims from those who
suffered psychological, physical, and sexual violence. For conducting the
interview, due consent and privacy has been maintained, and pseudo-names of
the victims have been used in subsequent elaboration

Understanding the linkages of GBV and its Consequences

In 1993 UN general assembly states that sexual, psychological, and physical
violence occurring within the general community including rape, sexual abuse,
and intimidation at work(UN General Assembly, 1993). Sexual violence is defined
as forms of physical or verbal act attributed to a victim through verbal, non-verbal
communication and body language to force women for a sexual intercourse
(Haruna et al., 2016). The psychological violence is an emotional abuse of non-
sexual nature such as bullying, mobbing, and physical violence in the workplace
occurs through punching, pushing or slapping as well as other kinds of physical
abuse. These forms of violence have adverse effect on women.

Mete & Sokmen (2016), Elci et al. (2014) identifies workplace bullying
consequences undergo two levels as such individual and organizational. Individual
level consequences include those consequences that affect only individual well-
being. Haruna et al. (2016) states that physical, psychological, economic, and social
effects have posed challenges to victims of sexual violence. Leymann (1990)
identifies some grave effects on individual level such as socially, psychological,
social-psychological, psychosomatic and psychiatric. These consequences at
individual levels are together bulked into my understanding on the consequences
of GBV under physical and psychological, and societal outcome.

Fitzgerald et al. (1997) integrated model explains victims who experience
sexual harassment has job related outcomes. The outcomes are divided into three
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categories—(1) employee’s affective attitudes, (2)employee’s withdrawal
behaviors, and (3) job performance. Samnani, AK., § Singh, P (2012) identify
attribution model of workplace bullying and its impact. This model incorporate
specific forms of employees performance including organizational citizenship
behaviors, counterproductive work behavior and task performance. Koopmans et
al. (2011) provides a heuristic framework of individual work performance that
includes four dimensions of work performance—counterproductive work
behavior, contextual performance, task performance, and adaptive
performance. This study accordingly draws on the literature and explores the work
outcome in the four areas of outcome—(1) counterproductive behavior (2)
contextual performance (3) task performance, and (4) adaptive performance.

Obviously, the four dimensions of work performance outcomes exist
conjointly. For example Khalique, M et al (2018) indicates that workplace bullying
makes the work environment unbearable which increase stress level and decrease
employee’s organizational citizenship behaviour and task performance. Schneider
& Swan (1997) found in his study that women who experience high levels of sexual
harassment reported worst level of psychological outcomes as a result job
performance also affected.

The various manifestations of GBV in workplace are connected with individual
well-being, and its effect has direct relationship with work performance and
indirect relationship with organization's performance. If organizational
performance hampers, it ultimately creates pressure to employees, and violence
of different sorts are frequented.

Workplace Consequences of GBV

Organizational performance and worker's work performance are the two effects
of GBV in the workplace. Organizational performance is correlated to worker’s
work performance. It can influence the entire organizational performance in a
positive or negative direction (Contu, 2020). Organizational performance has been
omitted in this study because the casual linkages of GBV and organizational
performance are at point arbitrary and at the same time authentic information on
shareholder return, market, and financial performance in the RMG sector is
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inaccessible. The performance of workers drastically changes due to GBV. In this
section, the work performance of the RMG workers is explained through four
dimensions; (a) counterproductive work behaviour (b) contextual performance (c)
task performance, and (d) adaptive performance.

Counterproductive Work Behaviour Related Consequences

Human capital has a significant impact on an organization’s sustainability and
competitive advantage in market structure(Akca & Tepe Kiiciikoglu, 2020).
Therefore, organizations need to correctly benefit employees’ productivity. On the
other side, negativity in the organizational environment generally influences
employees’ perceptions which can easily make them appear to be
counterproductive. In the circumstances, rising GBV in the workplace leads
employees to demonstrate counterproductive work behaviour like turnover
intention, absenteeism, aggression, as well as delay and neglectfulness at work.

Turnover Intention: GBV is responsible for turnover intentions or employees
considering leaving their job (David N. Laband and Bernard Flentz, 1998; Merkin,
2008). The field survey in this study shows a similar vein. Nine- tenths (90%) of the
respondents want to quit their jobs. GBV creates a threatened, mocked, belittled
environment in which it is difficult to maintain a stable and healthy emotional and
mental state. Workers lose their sense of belonging towards their organizations.
Due to such reasons, the desire to leave the job is usually higher among workers
(FGDs Dhaka 1). Even so, most of the workers do not have the ability to make their
thoughts come true because of their economic condition and having no other
options in the job market. A worker mentions,

I always think quit my job. After a while, it seems that I am coming here due to
surviving. How will my family survive if I quit my job? So I have to work by

tolerating all the hardships (Nurjahan, Age 21).

Absenteeism: As GBV increases, absenteeism in the workplace also increases
(Magee et al., 2017). This study also shows the relationship between violence and
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absenteeism. More than one quarter (28%) of the workers reported being absent
from work. However, this percentage is low, as most workers are compelled to join
work. Most of them report that if workers are absent from work authorities often
sign them on a blank paper and many times cut their overtime bonus as
punishment.

Some participants during FGDs reveal that due to absenteeism, on the day
when they come to work, they stand for three to four hours without doing any work.
They also include that authorities often take advantage of the absence. They call
the workers, especially those who are beautiful to the chamber and offer illegal
proposals and show temptation that if they agree to their proposal then even if they
are absent, they don'’t say anything (FGDs Gazipur 2).

Aggression: In response to the question, of whether aggression is created among
workers for violence, 28% of respondent’s answered that aggressive behavior
occurs between them. They reveal that aggressive behaviour is more common in
male workers than in women. Women do not have the courage or strength to
express such behaviour. A woman says,

Occasionally it feels like I grabbed the supervisor and killed him. I say the same
bad language that they are abusing me. In reality, it is not possible. If 1 do, they
will fire me (Monira, Age 34).

Most of the participants express that if workers argue verbally with the
supervisor, then they increase the worker’s workload, employ in a difficult section
of work, sometimes create a situation where workers are forced to leave work on
their own. Aggression creates workers more vulnerable to re-violence (FGDs
Dhaka § Gazipur).

Delay and Neglectfulness at Work: Delay and neglectfulness at work is work
withdrawal behaviour that becomes common at the time when workers cannot
leave their job due to GBV(Willness et al., 2007). The field survey result shows that
very few numbers of respondents (6%) are involved in these types of behavior. The
main reason for not being able to be delayed and neglectful at work is fear- fear of
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cutting attendance bonuses, fear of re-violence, and fear of losing the job.

Therefore, even if it feels very bad, it is necessary to go to work. A victim says,
There is no chance of neglect and delay at work in RMG. Working schedule is a
big concern here. In RMG it is compulsory to go to the office by 8 am. If it is late
then the attendance bonus is deducted along with that, we have to hear a lot of
vulgar languages or occasionally beating have to be endured (Marufa, Age 31).

Contextual Performance Related Consequences

The contextual performance captures the ability of employees to participate in
activities that do not task or goal-specific but make individuals, teams, and
organizations more effective and successful. If GBV increase, it may affect the
contextual performance of employees through reducing job satisfaction,
motivation, organizational commitment, and the creativity of employees.

Job Satisfaction: A good working environment that employers provide employees
is an important factor of their physical and mental health which encourages them
to admit that they are satisfied with their job (Swarnalatha, 2013). Unfortunately,
workers experience a wide range of abusive behavior, physical and also sexual
violence when they enter into the RMG. Such rude and annoying behaviour creates
anxiety and threatens the safety of not only the victim but also the witnesses that
ultimately damaging their feeling of pleasure in the job. A large number (82%) of
the respondents report that they are dissatisfied with their job. Giving excessive
workload can reduce workers’ job satisfaction because a heavy workload can lead
to stress and burnout (Zulkarnain et al., 2017). A worker expresses,
We have to work for longer than the time allotted for us. Laughter and joy are
far away even, we don't have time to eat. When we return home from the
factory, no energy remains and we become fatigued. There is no such thing as
job satisfaction (Halima, Age 31)

Motivation: The motivation of employees is the level of energy, creativity , and

communication that the company’s employees bring to their job (Bhuiyan, 1970).
GBV can make workers feel anxious and humiliated. Feelings of anger and
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frustration at being unable to cope may be triggered. Some workers may try to
retaliate in some way, others may become de-motivated (Zulkarnain et al., 2017).
The same picture is also found from in this field survey. More than nine-tenth (91%)
of the respondents are demotivated to their work. Some respondents express that
they are always threatened to fire from jobs. The nature of the job in the garment
industry is hire and fire. There has no job security that makes them always
frightened about their job. Therefore, despite the violence, workers have to remain
silent all the time, but gradually it ruined their motivation.

Organizational Commitment: Organizational commitment is necessary to boost
employees’ determination level to achieve the organizational target, protect the
values of the organization, and adopting its objectives (Ates & Thtiyaroglu, 2018).
When employees face GBV in the workplace, it reduces their commitment toward
the organization. From the field survey result, it is seen that more than nine-tenth
(91%) of the respondents agree that organizational commitment is reduced when
there is GBV.

Some Participants mention that the good behaviour of authorities creates a
feeling that there have connections with the organization which tends to be more
determined in their work that reduces their intention to leave the job (FGDs
Narayanganj 1). In this regard a worker says,

I have developed a love for my organization for working a long time. When
authorities oppress me day after day, I always wonder why I am here. Then
frustration is created and interest in work decreases. But if the authorities
behave well, no matter how hard it is, I think I will do it in return for anything
(Amina, Age 39).

Creativity: GBV is likely to affect the organization by inhibiting creativity and
innovation(Hoel et al., 2001). A satisfied and motivated worker is more likely to be
creative, innovative, flexible, and loyal. Near half (47%) of the workers report that
GBV reduces their creativity in the work. Some participants express that excessive
blasphemy decreases their confidence. They lose the ability to do things on their
own. They also add that the workers who are sexually harassed, are going through
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psychological trauma which gradually demolishes their thinking power. Some
participants mention,
What a new idea we give. We are under so much work pressure here. We can't
do anything beyond the production target that is given to us and has no chance
to think of anything else (Mahmuda, Age 30).

Task Performance Related Consequences

Task performance is an essential employee’s behaviour that focused them on
organizational goals. This is important because it is related to the production of
job-specific goods and services and requires employees to acquire and
demonstrate core technical skills. Task performance of the employees can be
measured through some indicators like work quantity, work quality, employee’s
job knowledge, and skill.

Work Quantity: GBV has adverse consequences on work quantity. More than one-
tenth (16%) of the respondents report that violence reduces their work quantity.
However, the number is low. Most of the respondents during the field survey claim
that the workplace is very demanding as well as more emphasis on productivity
and meeting production targets and deadlines. They are required to perform their
tasks in a timely and efficient manner but often are not possible due to violence.
When violence occurs, workers face a variety of physical and mental problems
such as too much fear, excessive sweating, heart palpitation, and sometimes hand
and leg tremor. For these problems, although they want to work but can’t continue.
As a result, their work speed decreases which affects their work quantity. In this
regard, a participant says,
The quantity of my work becomes low if it is abused during my work. At that
time, my hands and feet started shaking. I can't work with my hands even if I
try. [ repeatedly tell my supervisor that he will tell me well if I make a mistake,
but he doesn't (FGDs Dhaka 1).

Work Quality: Workers who experience GBV always go through some kind of
emotional and mental distress which can affect their concentration and result in
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poorer quality of work (Social direct development, 2019). From this field survey, it
is found that 45% of the worker who experience the various manifestation of
violence, the quality of work has declined. When asked about the causes most of
the workers report that excessive slang language and physical abuse lead to too
much resentment and anger toward authorities. They find it difficult to control
themselves. As a result, the quality of work becomes poor. A victim says,
When authorities give us so much pressure for production and swear in very
badlanguage, then it creates intense anger toward them. We just think to give
them production there is no time to pay attention to the quality of work
(Morium, Age 27).

Job Skill: Excessive abusive behaviour creates extreme anxiety and depression
which gradually reduce worker’s job skills (Claudia Stanic, 2017). More than two-
fifths (43%) of the workers affirm that the behaviour and actions reduce their job
skill or their ability to understand the work. When workers are unable to meet
productions, they are often ridiculed by their supervisors. This behaviour
diminishes their feeling of significance which creates a sense of losing confidence
and feeling worthless or incompetent (FGDs Chattogram 1). A victim explains,

Too much violence makes a fearful environment. Excessive fear and anxiety

make me confused. Even if I work accurately but think that maybe the work

has gone wrong (Jannat, Age 28).

Adaptive Performance Related Consequences

Adaptive performance reflects the need to address employees’ adaptability to
changes in the work environment. In this section, adaptive performance is
measured through two dimensions such as being flexible & open-minded to co-
workers and to adapt new work and technology.

Being Flexible & Open Minded to Co-workers: When violence occurs, victims face
problems to be flexible and open-minded with colleague. Near three- quarter
(73%) of the respondents during the field survey report the same. They express that
repetitive violence makes inferiority complex among them. They try to avoid
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people and lose their desire to listen and consider others’ viewpoints and opinions.

Sometimes they give negative feedback to co-workers, even if it is good for them,

and often they lose their capability to positively influence their co-workers in

stressful or frustrating situations. Some respondents mention that they become

fearful of engaging in communication with others in the workplace, for fear of

being harshly criticized or abused. A victim of sexual violence shares her feelings,
I am repeatedly sexually harassed by my supervisor. Since then, I think my
colleagues are looking at me differently. I try to talk to them very little (Sultana,
Age 22).

Adapting to New Work or Technology: GBV reduces enthusiasm for learning new
approaches and technologies for conducting work, and reluctant employees for
adjusting to new work procedures. Only 8% of workers report that violence makes
it difficult for them to adapt to new work and technologies. In many cases, as a
punishment, workers are assigned to other sections. At that time they are not
mentally prepared and most of them lose their self-esteem and ability to adjust
their behaviour to the requirements of new work situations. They felt frightened
and irritated. A survivor expresses her feeling about irritability,
After being the victim of violence, the mood is always irritable, I don't even like
to hear music playing on our floor and listen to anyone at that time. If my
colleagues come to show sympathy to me, I show them to anger (Halima, Age
31).

Conclusion

The research has explored that GBV and every dimension of work performance
have a positive relationship. It increases counterproductive work behavior in the
RMG sector. Although absenteeism, aggression, delay, and neglectfulness of work
is low, even though it ultimately affects workers” work performance. Despite
workers’ reluctance, they have to come to work because of their financial
conditions but they are unhappy with the job. Unhappy workers do not give their
maximum effort for very long.
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Workers are less satisfied, demotivated, less engaged and there have low
opportunity to show their creativity. A good working environment boosts workers’
quantity and quality of work, and also increase their job skill. Nevertheless because
of GBV, workers always live in an unhealthy environment that highly affects their
core responsibilities. Although a maximum number of respondents report that the
work quantity does not decrease. The main reason for these results is excessive
pressure to perform tasks and too much fear of violence. Workers also cannot
adapt to the dynamic work situation. Behavioural and mental change because of
violence gradually lost their interest to adapt. But for workers and organizations
prosper, it is important to have a climate that encourage workers to engage in
adaptability.

To improve work performance employers should create conducive working
environment. Employers must adopt zero tolerance policy as well as establish and
activate anti-harassment committee in each factory. As a precautionary measure,
awareness should be raised among factory management and workers about the
importance of a violence-free workplace.
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