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4.1 Introduction 

The present chapter deals with collective bargaining between plant level 

management and the plant level collective bargaining agent (CBA) both in private and 

public sector enterprises. Collective barganing may be defmed as negotiation about 

working conditions and terms of employment between an employer, a group of 

employers or one or more employers' organisations, on one hand, and one or more 

worker's organisation on the other, with a view to reaching agreement. It has been 

considered to be an important factor in the industrial relations in a country of free 

trade union movement. 1 The individual worker has virtually no bargaining power. 

Industrial workers have naturally sought to pool their resources in order, through the 

exercise of collective strength, to achieve a position where they can negotiate effectively. 

Collective bargaining happens where they delegate power to their collective 

representative to negotiate terms and conditions of employment with an employer or 

employer representative. 2 
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In an industria] society like that of Bangladesh, having faith in democracy and 

freedom of association, the importance of collective bargaining as an instrument of 

dispute settlement can be well understood. 3 Collective bargaining has been recognised 

and granted by the Industrial Relations Ordinance, 1969 as a preferred method of 

disputes resolution to all industries, private and public. In the public sector, it has been 

allowed only to a very limited extent."' The system of collective bargaining differs 

from one country to another, depending on the social, economic, political and cultural 

environments prevailing in each country.~ Due to the variation in the stage of 

development in these dimensions, each country develops a legal and institutional 

framework, peculiar to its own, for carrying out the process of collective bargaining. 6 

4.2. Collective Bargaining Practice in Bangladesh 

As per existing norms CBA raises disputes with the management at the plant 

level and negotiation takes place and settlements are arrived at between the CBA and 

the management. In such proceedings the labour federations or the employer's 

association render advisory services to their respective members. The nationalisation 

scheme introduced by the Government of Bangladesh in 1972 added an entirely new 

dimension to the field of collective bargaining in the public sector industries. 7 Upon 

nationalisation of the major industries, the Government in order to give effect to its 

constitutional commitment for the establishment of a socialist economic system8 and 

to ensure equality of opportunity, introduced uniformity in wages scale and fringe 

benefits payable to public sector industrial workers by appointing wage commission 

and implementing their recommendation. By imposing restriction on wage scales an.d 

fringe benefits particularly at plant level, the scope of collective bargaining has 

significantly reduced in the public sector. 

However, collective bargaining has reported to be the most desired method for 

resolving industrial disputes out of all settlement machineries. In response to a specific 
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question on what were the desired machineries for resolving industrial disputes , both 

trade union leaders and management personnel ranked first for the collective bargaining 

process (Table 4.1). In another response, 74 % trade union leaders and 77 % 

management personnel mentioned collective bargaining as an appropriate method of 

dispute settlement. Only 26 % trade union leaders and 23 %management personnel 

\iewed as' inappropriate'(Table 4.2). The main reasons behind the respondent's view 

as collective bargaining a appropriate method of disputes settlement were: (i) collective 

bargaining process is free from third party intervention; (ii) it is a democratic method 

of disputes settlement; (iii) collective bargaining process promoted sound trade 

unionism: (iv) it can develope mutual understanding between labour and management; 

and (v) through collective bargaining parties can protect unnecessary disputes. 9 

Table 4.1 
Desired Machineries of Dispute Settlement as Percived by Trade Union 

Leaders and Mangement Personnel. 

Alternative Trade union leaders Mannement personnel 
machineries (n =50) ( n = 30) 

Scores Percentage of Rank Scores Percentage of 
maximum possible maximum possibel 
score obtained score obtained 

I. Collective 168 84.00 I 99 82.50 
bargaining 

2. Conciliation 141 70.50 II 87 72.50 
3. Arbitration 87 43.50 IV 47 39.17 
4. Adjudication 101 50.50 III 72 60.00 

Note: I . Results presented here represent all the sample organisations. 
2. Overall ranking is done on the basis of the percentage of maximum possible 

scores obtained. 

Rank 

I 

II 
IV 
III 

3. Scoring is done as per follwing scale 1st rank= 4, 2nd = 3, 3rd = 2 and 4th= I 

4. Maximum possible score= n x 4 

Respondents viewed collective bargaining as 'inappropriate' for the following 

causes; (i) present industrial relations environment is not fit for effective collective 
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bargain ing: (ii) it is better for preventing disputes not for settling one~ (iii) the 

consequence of collective bargaining is frequently disagreement between the parties; 

(iv) employers always hold superior bargaining power and (v) -collective bargaining is 

not suitable for individual dispute. 10 

Table 4.2 

Percentage Responses as to the Appropriateness of Collective Bargaining 

Responses Trade union leader Management personnel 
. -· 

Quite appropriate 42.00 40.00 
Appropriate 18.00 20.00 
Average 14.00 16.67 
Inappropriate 16.00 16.67 
Quite inappropriate 10.00 06.66 

Total 100.00 100.00 

Total number of respondents 50 30 

Thus, it is obvious that although Government takes care of most of the basic 

terms and condition of services in public sectors, collective bargaining is still being 

practiced as a prefered method of disputes resolution both in. private and public 

sectors. 

4.2.1. Issues Frequently Negotiated in Collective Bargaining 

The issues frequently negotiated in collective bargaining are categorised into 

broad classification, income (wages, bonuses, gratuity), employment (r.etrenchment, 

layoff, reinstatement, and permanency ), condition of employment (promotion, hours 

of work, transfer , holiday and discipline) and technological changes (standardisation 

of raw materials, and modernization ofmachines. 11 In Bangladesh collective bargaining 
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is normally conducted in respect of 20 items: wage, fringe benefits, working hours, 

senice security, retirement benefits, termination, retirement, layoff, discharge and 

resignation benefits, working conditions, retiring age, conditions of services, 

promotions, transfer, training, bonuses, productivity, recruitment,etc. 12 In this study, 

issues frequently negotiated in the collective bargaining were investigated in two ways: 

(a) by asking respondents to a direct question in this regard to those who were practically 

involved in the negotiation and (b) by examining the sample of real disputs cases 

actually negotiated between the management and the CBAs. 

Responses of the management personnel and trade union leaders to the direct 

question show as many as 12 specific issues13 which could be briefly categorised into 

five types-financial, personnel and disciplinary, labour welfare, administrative and 

miscellaneous. From the summary statement (Table-4.3) it was found that about 40% 

of all management responses and 27 % of those of the trade union leaders related to 

financial matters. 

Table 4.3 

Summary of the Issues Frequently Negotiated in the Collective Bargaining as 

Reported by the Respondents. 

Issues negotiated Percentage of responses 

Management Trade union All 

personnel leaders 

l. Financial matters 40.45 26.78 33.62 

2. Personnel and disciplinary matters 21.42 32.15 26.78 

3. Labour welfare matters 29.76 24.99 27.37 

4. Administrative matters 05.95 12.50 09.23 

5. Miscellanious issues 02.42 03.58 03.00 

TOTAL l 00.00 100.00 100.00 

Source: Appendix B-3 
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The financial issues of bargaining at plant leYel of public enterprises were mainly 

about the anomalies in the interpretation and implementation of the imposed wage 

structure and about certain special allowances, for certain special types of jobs. Of the 

non-financial issues, personnel and disciplinary matter were the frequently negotiated 

issues at the plant level (more than 50 % of the total responses of both management 

and trade union leaders were related to this matter). La~our welfare matters accounted 

for about 30 % of all management responses and 25 % of all trade union leaders 

responses. Other non-financial issues negotiated were administrative matter like the 

fixing of the promotion target, work organisation and allocation, leave matters etc 

which accounted for about 6 % of management responses and about 12 % of those of 

trade union leaders. 

Table 4.4 

Summary of the Issues Negotiated in the Collective Bargaining as Obtained by 

Analysing the Sample Cases. 

Issues for disputes Percentage 

I. Financial matters 31.17 

2. Personnel and disciplinary matters 27.47 

3. Labour welfare matters 18.52 

4. Administrative matters 19.76 

5. Miscellanious issues 03.08 

TOTAL 100.00 

Source: Appendix B.4 

Analysis of the plant level cases identified as many as 15 reasons for dispute that 

came across the negotiation table.•~ Placing the related issues into the same broad 

categories, as done above, the following summary of the issues for collective bargaining 

is obtained. Financial, personnel and administrative issues showed same percentage in 

the both summary tables. 
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-t2.2. Level of Collective Bargaining 

Statutory provisions which are pro\-ided by IRO, 1969, a plant level trade union, 

\vhich is elected as a CBA, can raise a dispute in writing and place it ~efore the 

management for collective bargaining. Similarly the employers can also raise a dispute 

and place it before the CBA for negotiationY In practice, in Bangladesh collective 

bargaining is generally carried out at all the three levels, viz. (i) Plant level (ii) Industry 

or corporation level and (iii) National level. All these levels are interdependent and 

interrelated. 

In the public sector industries of Bangladesh the issues which cannot be settled 

at the plant level become the subject matter of bargaining at the corporation /or national 

level. In the private sector, on the other hand, collective bargaining is generally held at 

the plant level between the representatives of workers and those of employers. The 

Bangladesh Employer's Association (BEA) which represents more then 90% of the 

industries in the private sector and a good majority of the factories in the public sector 

(which are represented in it through various sector corporation) does not directly take 

part in collective bargaining. It only renders advisory services to its members 

organisation. As far as public enterprises are concerned, plant-level management is 

primarily responsible for settling all disputes with the local CBA union. At the industry 

level corporations and other relevant authorities take active part in collective bargaining 

with the representatives of different industrial federation of trade unions. At the national 

level the government through relevant ministries performs the task of collective 

bargaining with the representatives of the national federation of trade unions. 

The determination of CBA union is compulsory at the plant level for bargaining 

with management, but there is no arrangement or compulsion for determining CBA at 

the industry level in order to bargain with management/government. As a result, each 

industrial federation comes forward and submits a charter of demands with a view to 
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gaining the support of workers. More often, collective bargaining at the industry level 

is found to be interfered by concerned ministries and in almost all such cases the 

federation affiliated to the ruling party have an edge at the bargaining table. The 

bargaining with un-registered and non-CBA federations has been a tradition in 

Bangladesh especially at the industry and national levels which is a clear violation of 

the country's labour laws. 16 

4.2.3. Time Taken in Collective Bargaining Negotiation 

The industrial relation laws of the country have fixed the maximum length of 

time within which parties will settle their disputes through collective bargaining. The 

original IRO formulated in 1969 provided 7 days only. This negotiation period gradually 

rose through subsequent amendments in the said ordinance. Maximum statutory 

time provided by the Industrial Relations (Amendment) Ordinance, 1970 was 10 days, 

in the Industrial Relations (Regulation) Ordinance, 1975 was 14 days and the Industrial 

Relations (Regulation) Ordinance, 1982 was 21 days. Thus, the direct negotiation period, 

as applicable at present is 21 days. In an attempt to find answers to the question as to 

what really happened in the actual negotiation, the sample cases of plant level were 

examined. 

It should be noted that the IRO, 1969 as amended up-to-date, does not make any 

distinction between the private and public sector industries and hence does not consider 

the peculiarity of the administrative structure of the public sector industries from that 

of the private sector. 
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Time taken Frequency Percentage Cumulative Percentage 

0- IO days 9 I 1.25 11.25 

I I - I 5 days 7 08.75 20.00 

I6- 20 days 8 10.00 30.00 

2 I -50 days 19 23.75 53.75 

5 I - 75 days 07 08.75 62.50 

76- 100 days 11 13.75 76.25 

1 0 1 - 1 50 days 6 07.50 83.75 

15 1 - 200 days 4 05.00 88.75 

201 - 250 days 
., 

03.75 92.50 -' 

251 - 300 days 2 02.50 95.00 

301 - 350 days 2 02.50 97.50 

351 - 400 days 1 01.25 98.75 

40 1 and above 1 01.25 100.00 

Total 80 100.00 

Mean = 81, Standard deviation = 66 

In the public sector the plant management lacking adequate authority had to 

refer a large number of cases to the corporation (Table 4.6) which is the ultimate 

controlling body of the plant. So, in case of public enterprises collective bargaining 

period for the cases referred to corporation level defined to m·ean the total time taken 

from the initiation of the dispute at the plant level to its fmal disposal by the corporation. 

The average negotiation period in collective bargaining of the sample cases were found 

to be about 81 days with a standard deviation of 66 days. This average and standard 

deviation become high due to the influence of some cases (23.75 %), which took as 

many as 101 to 450 days. Only 11.25 %, 20% and 30% of the cases could be concluded 

within I 0, 15 and 20 days respectively (Table 4.5) . Thus, the gradual rising of the 

negotiation period of bargaining through subsequent amendments in the IRO, 1969 
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seems to be reasonably justified. One significant point to be mentioned is that only 30 

~lo cases could be concluded within the presently applicable statutory period, more 

then 60 %with in the average period of 75 days and the rest 40% took as many as 76 

to 450 days. On the whole, however, 84% of the cases concluded within a period of 

150 days. This fmding reveals the fact that the present negotiation time for collective 

bargaining, as prescribed in the law seems to be insufficient. 

4.3. Effectiveness of CollectiYe Bargaining 

To examine the effectiveness of collective bargaining in Bangladesh, two methods 

were used - firstly, the secondary data collected from official publications and records 

are analysed and secondly actual results of the negotiation on the sample cases were 

examined in order to see how far collective bargaining could resolve the problem that 

arose at the level. The data as tabulated in Appendix A. 8, shows that in 1980, out of 

I 04 dispute involving stoppage of work only 19( 18.27 %) cases could be settled 

through collective bargaining and in 1985 this percentage was 10.56 and in 1990 it 

reached to 40 %. But in 1993 and 1994 no such case could be settled through collective 

bargaining. In 1991 there were 1293 disputes not involving stoppage of work for 

disposal and only 3 disputes resulted in the stoppage of work, 17 and as regard the 
• 

number of disputes involving stoppage of work 33.33 % of the cases were settled 

through collective bargaining. During the period 1973-94, on an average yearly 

settlement rate of collective bargaining was 23.45 % only. 18 

Analysis of the outcome of the sample cases(Table 4.6) revealed that only 

21.25% of the cases could be resolved on bargaining table and 27.50% cases were 

partly resolved. But the majority of the cases (52.25 %) could not be settled at 

bargaining table. 
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Table 4.6 

Percentage Distribution of the Plant Level Cases Classified According to the Result of 
Plant Le\-·el Collective Bargaining 

Results Number of cases Percentage 

I. Successful 17 21.25 

2. Partly successful: 
(a) Not proceeded further 06 07.50 
(b) Referred to corporation 08 10.00 
(c) Referred to labour court 08 10.00 

27.50 
3. Unsuccessful: 

(a) Not proceeded further 03 03.75 
(b) Referred to corporation 15 18.75 
(c)· Referred to conciliation 12 15.00 
(d) Referred to labour court 10 12.50 

50.00 
4. Pending 01 01.25 

Total number of cases 80 100.00 

Thus, from the above discussion, reasonably conclusive of the fact that the 

collective bargaining could not be effectively utilised in disputes settlement in 

Bangladesh. Although, majority of trade union leaders and management persmmel 

prefer collective bargaining process as a disputes settlement machineries, but its 

opperating effectiveness is still far from expectation. 

4.4. Factors Inhibiting the Effective Collective Bargaining in Bangladesh 

An attempt was made to deal with the queiries like why could the collective 

bargaining not play an effective role in Bangladesh? what constraining factors were 

responsible for inhibiting the effective operations of the process? Investigation were 
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carried out in the following ways in order to get an answer to these questions. Firstly, 

the concerned parties were asked to respond to a structural question in this regard. 

Secondly, the plant level cases which could not be resolved through collective 

bargaining, were further scrutinised as to the reasons why they could not be resolved. 

(a) Responses to Structured Questions 

In order to identify the constraining factors which inhabited the effectiveness of 

the collective bargaining, a list of 12 most probable factor was drawn up and the 

respondents were asked to rank five factors in order of priority. The ranked results of 

the responses by management personnels and trade union leaders accounted separately 

(Tables 4. 7 & 4.8). The five important factors as viewed by the management personnel 

according to their rank(Table 4. 7), were (i) poor trade union leadership, (ii) mutual 

distrust between the parties, (iii) lack of training and education of the parties about 

collective bargaining; (iv) problem to select sole collective bargaining agent (CBAs) 

and (v) casual attitude of the parties towards collective bargaining. The same factors 

were given ninth, fifth, third, tenth and fourth ranks respectively by the trade union 

leaders(Table 4.8). The trade union leaders gave first rank to the" unfavourable and 

authoratarian attitude of management towards trade unionism and collective 

bargaining", Second rank to the "multiple trade unionism", third rank to the "lack of 

training and education of the parties about collective bargaining", fourth and fifth 

ranks to the" casual attitude of the parties toward collective bargaining" and "mutual 

distrust of the parties" respectively. 

Table 4.9, depicted the ranking by the respondents of all categories i.e., trade 

union leaders and management personnel. It was revealed from Appendix B.7, that 

the effectiveness of collective bargaining attributed to the multiple trade unionism, 

mutual distrust between labour and management, etc. Thus, "multiple trade unionism", 

"mutual distrust between the parties", "unrealistic demand", "unfavourable and 
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Ranking by the Management Personnel on the Factors Inhibiting the 

Effectiveness of Collective Bargaining. 
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Inhibiting factors Frequency of Priority Total Rank 
1st 2nd 3rd 4th 5th 

I. Casual attitude ofthe parties 3 2 4 I 4 4I v 
toward collective bargaining. (9. 70) 

2. Multiple trade unionism 2 7 2 4 1 53 II 
( 11.78) 

3. Poor trade union leadership 4 2 7 2 2 55 I 
(I2.22) 

4. Lack of training and education 4 2 
.., 

4 32 VI - .) 

of the parties about collective (7. II) 
bargaining 

5. Unrealistic demand 4 
.., 

I 6 3 50 III ..) 

(II. II) 
6. Problem to selecting sole 

.., 
2 

.., .;., 4 42 IV .) .) .) 

collective bargaining agent (9.33) 

7. Rigid stand taken by the parties 2 3 - 3 1 29 VIII 
(6.44) 

8. Interference by the government 2 I 
.., 

2 25 VII .) . -
in industrial relations. (5.56) 

9. Political interference I 2 - 2 I I8 IX 
(4.00) 

I 0. Unfavourable and authoritarian I 3 2 - 2 25 VII 
attitude of management toward trade (5.56) 
unionism and collective bargaining. 

II. Mutual distrust of the parties 5 I 3 6 5 55 I 
( 12.22) 

12. Easy accessiblity to adjudication. 3 - 3 - I 25 VII 
(5.56) 

Total score 450 
(I 00.00) 

Total No. ofvalid respondent 30 
Notes: 
I. The following Scale of scoring is adopted 1st Rank= 5,2nd = 4,3rd = 3,4th=2 and 5th= 1 
2. Figure in the parenthesis indicate the percentage of each item to the total score. 
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Table 4.8 
Ranking by the Trade Union Leaders on the Factors Inhibiting the Effectiveness of 

Collective Bargaining. 

Inhibiting factors Frequency of priority Total Rank 

I st 2nd 3rd 4th 5th 

I . Casual attitude of the parties 6 2 4 IO I 7I IV 
toward collective bargaining. (9. 70) 

2. Multiple trade unionism 6 I 2 11 3 85 II 
(11.61) 

3. Poor trade union leadership 2 2 6 2 - 40 IX 
(05.46) 

4. Lack oftraining and education 5 6 6 3 2 75 III 
of the parties about collective (10.2I) 
bargaining 

5. Unrealistic demand 
.., 

IO 3 2 7 75 III -' 
(I0.2I) 

6. Problem to selecting sole collective 2 2 5 2 - 37 X 
bargaining agent(CBA) (05.05) 

7. Rigid stand taken by the parties 
.., 

10 3 2 50 VII - -' 
(06.83) 

8. Interference by the government 2 I 2 5 - 30 XI 
in industrial relations. (4.10) 

9. Political interference 5 1 5 2 5 41 VIII 
(5.60) 

IO. Unfavourable and authoritarian 8 12 2 - 8 102 I 
attitude of management toward trade (13.93) 
unionism and collective bargaining. 

Il. Mutual distrust ofthe parties 8 3 - 7 2 68 v 
(9.29) 

12. Easy accessiblity to adjudication. - 8 4 2 10 58 VI 
(7.92) 

Total score 732 
(100.00) 

Total No. ofvalid respondent 50 
Notes: 
l.The following scale of scoring is adopted 1st rank= 5, 2nd =4,3rd = 3,4th = 2and 5th= 1 
2. Figure in the parenthesis indicate the percentage of each item to the total score. 
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Table 4.9 

Ranking by the Respondent of All Catagories (Trade Union Leaders and Management 
Personnel) on the Factors Inhibiting the Effectiveness of Collective Bargaining. 

Inhibiting factors Percentage Percentage Total percentage Rank 
obtained in obtained in the case of all caterories 
the case of of managemenr (2 + 3) 
trade union Ieder Personnel 

1 2 3 4 5 

1. Casual attitude ofthe parties 9.70 9.70 19.40 v 

toward collective bargaining. 

2. Multiple trade unionism 11.61 11.78 23.39 I 

3. Poor trade union leadership 05.46 12.22 17.68 VI 

4. Lack of training and education 10.21 07.11 17.32 VII 

of the parties about collective 
bargaining 

5. Unrealistic demand 10.21 11.11 21.32 III 

6. Problem to selecting sole 
collectivebargaining agent(CBA) 05.05 09.33 14.38 VIII 

7. Rigid stand taken by the parties 06.83 06.44 13.27 X 

8. Interference by the government 04.10 05.56 09.66 XI 
in industrial relations. 

9. Political interference 05.60 04.00 09.60 XII 

10. Unfavourable and authoritarian 13.93 05.56 19.46 IV 
attitude of management toward 
trade unionism and collective 
bargaining. 

11. Mutual distrust ofthe parties 09.29 12.22 21.51 II 

12. Easy accessiblity to adjudication 07.92 05.56 13.47 IX 
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autocratic attitude of management towards trade unionism and collective bargaining", 

"casual attitude of the parties towards collective bargaining" got the first, second, 

third, fourth and fifth ranks respectively. The other factors ,,iz., "poor trade union 
' 

leadership", "lack of training and education of the parties about collective bargaining", 

"problem to selecting sole collective bargaining agent", "easy accessibility to 

adjudication"," rigid stand taken by the parties", "interference by the government in 

industrial relations", and""political interference", got low ranking. 

In Bangladesh, direct negotiation, conciliation, arbitration and adjudication are 

closely interwoven towards effective settlement of disputes. 19 It is however, generally 

argued that because of easy accessibility to adjudication, employers do not give much 

importance either to collective bargaining or to conciliation. This constraining factor 

was also identified by trade union leaders and management personnel(Table 4. 9). The 

anxiety shown by the Government to interfere in the industrial disputes without giving 

sufficient time to either parties to test their relative strength had made the trade unions 

dependent on the Government for their support . 20 

(b) Analysis of cas~s 

Some similar and dissimilar constraining factors were found through the analysis 

of collective bargaining cases. It was found that illegal and unreasonable demand of 

the parties was a constraint about 44% of the cases. The next most constraining factor 

identified as being lack of authority at the plant level management, which happened in 

3 5 % of the cases. In one fifth of the cases examined, trade union leaders were firmly 

fixed in their view points and not ready to give any consideration to the management's 

arguments over the dispute in question. The management on the other hand exhibited 

their adamant attitude in 16 % of the cases. In 21 % of the cases, lack of mutual trust 

between the parties was a factor limiting effective functioning of the collective 

bargaining. Poor fmancial position of the enterprises created barrier in the way of 
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Table 4.10 

Distribution of the Partly Successsful and Unsucessful Collecti\'e Bargaining Cases 
Classified According to the Reasons for Failure. 

Reasons for failure collective bargaining Number of Percentage of 
responses response 

I. Financial inability 09 08.65 

' 
2. Unreasonable and illegal demands 28 26.92 

3. Adamant attitude of the union 14 13.46 

4. Adamant attitude of the management 10 09.62 

5. Lack of recognised CBA 04 03.85 

6. Need to maintain uniformity with other plants 06 05.77 

7. Lack ofmutual trust 13 12.50 

8. Lack of authority on the pan of plant management 20 19.23 

Total responses 104 100.00 

Total number ofvalid cases 63 

* Multiple reasons allowed 

efficient settlement, at least in about 14% of the cases examined. Two other barriers to 

effective settlement through bargaining, encountered in small percentage of cases, 

were the need to maintaining uniformity with other enterprises under same ownership 

and in case of public sector under the same corporation (encountered in about 1 0 % of 

the cases) and lack of recognized CBAs (encountered in 6 % of the cases) in the eye 

of law(Table 4.10). 

The inhibiting factors to effective collective bargaining as identified through the 

analysis of the sample cases, are depicted in the form of a pie chart as shown in 

figure 4. 1 



Fig. 4.1: Reasons for Failing Collective Bargaining ( Based on Table 4.10) 
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4.5. How to Improve the EffectiYeness of CollectiYe Bargaining 
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The measures to be taken for improving the effectiveness of collective bargaining 

were very much implied in the bottlenecks to effective bargaining, as identified above. 

Direct question were put to the management personnel and trade union leaders on 

what measures they could suggest, in the light of their practical experiences, to enhance 

its effectiveness. The measures they suggested are summarised in Table 4.11. 
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Table 4.11 
Distribution of Trade Union Leader and Management Personnel According to Their 

Views on How to 1m prom the EfTecti\'eness of Collecti\'e Bargaining. 

Suggested measures Trade union leaders Management personnel 

No. of % No. of % 
responses responses 

I. Only one registered trade union in 14 10.44 8 10.67 
each plant. 

2. CBA should be properly determined. 17 12.69 12 16.00 
3. Authoratarian attitude of management 26 19.40 03 04.00 

should be reduced. 
4. Both parties needs training and 13 09.70 08 10.67 

education about collective bargaining 
5. Demand placed should be reasonable 09 06.72 14 18.67 
6. Union and workers should be kept 17 12.69 08 10.67 

well -informed about the enterprise 
policies. 

7. Both parties should be fair, honest and 29 21.69 10 13.33 
reasonable. 

8. Union should be free from external 09 06.72 12 16.00 
influence and outside politics. 

Total: 134 100.00 75 100.00 
Total number ofrespondents: 50 30 

Note : Respondents could make more than one responses. 

One important measure suggested by a large number of respondents (58% of the 

trade union leaders and 33 % of management) was that the parties involved in the 

negotiation should be fair, honest and reasonable in dealings. This is perhaps very 

important in the context of the mutual distrust and lack of confidence between the 

concerned parties and the allegation of rigidity by one against the other. Successful 

negotiation stems from the character of personal relations established by the 

negotiators. 21 52 % of trade union leaders and only 10 % of management, suggested 

that authoritarian attitude of management should· be reduced in the negotiation table. 
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\,taster-servant attitude highly affects the congenial atmosphere which is of utmost 

importance for fair negotiation. 

Multiplicity of trade unions and the consequent rivalry between them acted as a 

serious bottleneck in the way of sensible negotiation(Table 4. 9). The feature of trade 

union in Bangladesh is small, weak, fragmented and many in number. 22 The average 

number of registered union in the plants under study was more than two. 23 Due to 

workers' allegiance to different union, workers were sometime not willing to abide by 

the agreements which had already been made. 24 Difficulties also arose over the 

determination of the CBA. In the absence of a properly elected CBA, management 

found it very difficult as to with whom to talk. About 34% ·trade union leaders and 

40% of the management thought that CBAs should be properly determined. In this 

connection 28% of the trade union leaders and 27% of management advocated for 

only one union in each plant which should act as the permanent CBA, and representative 

to which should be elected(Table 4.11). But reducing the number of union is not so 

easy because the problem is very much linked with the political process of the country. 

Trade unions of Bangladesh are affiliated to different political ideologies holding 

divergent views, unlike the developed one. 

About 40 o/o management personnel and 18 %trade union leaders felt that, union 

should be free from external influence and out side politics. All political parties have 

their own labour fronts with affiliated union organisation which are under constant 

competition between themselves. But none of the political parties can make the situation 

more tense then the party in power. Forcible changes in Government have been observed 

as a regular phenomenon in the short political history of Bangladesh. Where a new 

party got hold of political power, it wants to occupy the union power as well. This way 

of occupying the role of the CBAs by the ruling party in Bangladesh has popularly 

known as "Union-hijacking" among workers. 25 The opponent union, however carry 

on their organising activities. Thus the end result of this interpenetrating of the political 
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and union structures is the multiplicity of union at all levels with resultant rivalries 

between them. 

Both management and trade union leaders ( 18% trade union leaders and 4 7% 

management) wished that demand placed by the parties should be reasonable. But, 

\Vithout providing a minimum living wage and employment condition, mere morale 

restriction could not stop workers from raising illegal and unreasonable demands. 

Under this situation a large number of respondents (34% trade union leaders and 27% 

of management) wished that the union and workers should be kept well informed 

about the enterprise policies. Statutory provision is essential for disclosure of 

information about enterprises which makes workers and their union more logical to 

collective bargaining about wage and other monetary facilities, job conditions, as well 

as welfare amenities. 26 

Table 4.12 

Percentage Distribution of Management and Trade Union Leaders According to their 
Educational Level. 

Educational level Management Trade union 
Percentage Cumulative Percentage Cumulative 

percentage percentage 
1. Matriculate (S. S. C) -- -- 18.00 18.00 
2. Intermediate (H. S.C.) 13.33 13.33 24.00 42.00 
3. Intermediate with specialised 06.67 20.00 10.00 52.00 

technical training 
4. Bachelor (Graduate) 50.00 70.00 38.00 90.00 
5. Bachelor with specialised 06.67 76.67 04.00 94.00 

technical training 
6. Masters 13.33 90.00 04.00 98.00 
7. Masters with Diploma in 10.00 100.00 02.00 100.00 

Personnel Management 
Total 100.00 100.00 

Total number of respondents 30 50 
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The educational level of some management was quite high but their education 

had little relevance to jobs they were entrusted with. Labour officers' knowledge of 

labour laws and labour relations was quite poor(Table 4.12). Most of the trade union 

leaders had very little education, training about collective bargaining. 26% trade union 

leaders and 27% management, felt an urgent need for training and education of both 

the parties on the labour laws of the country and also on fair collective bargaining 

procedure. Maturity of the parties is important to effective bargaining which is mainly 

a function of education, training and experience. A phased comprehensive training 

programme for trade union leaders and middle and lower level managers will probably 

do a lot in bringing maturity among the direct parties to negotiation. 27 
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APPENDIX B: TABLES RELATING TO COLLECTIVE BARGAINING 
APPENDIX B.l 

_Distribution of Trade Union Leader-S & Management Personnel Classified According 
to Their Opinion on Favouring Appropriateness of CoUetive Bargaining. 

Opinion Trade union leaders Management personnel 

Number of Percent of Number of Percent o 
responses* responses responses response~ 

I. Free from third party intervention 23 21.70 15 22.73 
2. Democratic method of disputes 26 . 24.53 13 19.70 

sattlement. 
3. Promote sound trade unionism 16 15.09 10 15.15 
4. Developed mutual understanding 22 20.75 12 18.18 
5. Can protect unnecessary disputes 19 17.93 16 24.24 

Total 106 100.00 66 100.00 

Total number of valid respondent5 30 18 

*Multiple responses allowed 

APPENDIX B.2 
Distribution of Trade Union Leaders & Management Personnel Classified According 

to Their Opinion on Favouring Inappropriate of Collective Bargaining. 

Opinion Trade union Management 
leaders personnel 

Number of Percent of Number of Percent of 
*responses . responses responses responses 

I . Not fit for present industrial 
environment. 6 17.14 5 26.32 

2. Better for preventing not 
settleing dispute. 5 14.29 3 15.78 

3. Disagrement between the parties 
become serious 7 20.00 2 10.53 

4. Superior bargaining power of 
employers 9 25.72 4 21.05 

5. Not suitable for individual dispute 8 22.85 5 26.32 

Total 35 100.00 19 100.00 

Total number ofvalid respondents 13 07 

*Multiple respones allowed. 
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APPENDLX 8.3 

Distribution of Management Personnel and Trade Union Leaders According to Their 
Views on the Issues Frequently Negotiated at Bargaining Table. 

Issues negotiated Management personnel Trade union leaders 

Number of % Number of % 
responses responses 

1. Wages, bonuses~ fringe 24 28.57 18 16.07 
benefit, incentive bonuses 

2. Work allocation, organisation, 2 02.38 9 08.04 
administration 

3. Labour welfare issues 18 21.43 26 23.21 

4. Pay scale anomaties 3 03.57 5 04.46 

5. Personnel matters 9 10.71 10 08.93 

6. Leave and holidays matter 7 08.33 09 08.04 

7. Disciplinary matter 9 10.71 17 15.18 

8. Compeonsation for accidents 4 04.74 4 03.57 

9. Arrear wages 3 03.57 3 02.68 

I 0. Job security - - 2 01.78 

11. Fixation of production target 3 03.57 5 04.46 

12. Fixation ofworking hours 2 02.38 04 03.57 

Total 84 100.00 112 100.00 

Total number of respondents 30 50 

Note: Respondent were allowed multiple responses 
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APPENDIX 8.4 
Distribution of Cases According to Reasons of Dispute 

Responses Number of % 
responses 

I. Pay fixation, increment, arear wages etc. 35 10.80 

2. Bonuses 15 04.63 

3. Fringe benefits (housing allowances, gratuity payments, 32 09.88 

provident fund etc.) 

4. Working conditions (ventilation, uninal, humidity) 10 03.09 

5. Holidays, leave, hours of work and other times issues 25 07.72 

6. Disciplinary matter (penalty, discharge, suspenssions, 31 09.57 

termination etc.) 

7. Work allocation I organisation 16 04.94 

8. Labour welfare and amenities (ration, transport, canteen 

subsidies, child education) 35 10.80 

9. Personnel matters (recruitments, transfer, promotion, 

reterement, lay-off etc) 42 12.96 

I 0. Issues relating to trade union activities (right to 

association, CBA determination, unfair labour practices etc) 18 05.56 

II. Misconduct on the part ofworker (negligence, 16 04.94 

theft, factory indicipline etc) 

12. Special allowance (techinical, shift, powerhouse, 19 05.86 

saline, overtime, recreation etc) 

13. Misbehaviour and malpractices on the part of management. 12 03.70 

14. Worker, representation on various committee 10 03.09 

15. Implemantation of agreement of government and corporation 

order, legal rights 08 02.47 

Total 324 100.00 

Total number of cases 

More than one reason was involved in many of the dispute. 


