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A study of this scope is not possible without support and cooperation from many individuals. This study was 
conducted in 24 Bangladeshi RMG factory premises and was funded by the Ethical Trading Initiatives of 
Denmark (DIEH), Norway (IEH) and the UK (ETI) (JETIs).  

The two members (Kamrul Ahsan and Hasan Iqbal) evaluation team (ET), would like to express their sincere 
gratitude and thanks to all those individuals for their wonderful contributions (directly and indirectly) in this final 
evaluation.  

The ET is particularly indebted to the respondents of those 24 factories (both workers and management people), 
11 brands, embassies (Royal Danish Embassy, Royal Norwegian Embassy), workers federations and 
associations who took their valuable time and energy in helping the team understand the project and its related 
environment / results, for their patience and tireless response to the incessant queries of the ET.  

The team gratefully acknowledges the magnificent support of Mr. Jamil Ansar, The Country Manager, ETI 
Bangladesh and his team consisting of Mr. S M Shoeb (Program Coordinator), Ms. Jinath Mustafiz Jinia 
(Training Coordinator), Ms. Sunjida Shashee (M & E Coordinator). All of them deserve sincere appreciation from 
our end for their unconditional cooperation and support to our team. 

It will be injustice if ETforgets the guidance and insights it received from Ms. Debbie Coulter, Mr. Luca Ponzetta 
and Ms. Katrine Karlsen - the officials from UK ETI and Norway ETI respectively along with Mr. Stirling Smithat 
the last moment during their visit to Bangladesh.  

 

Thank you. 
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The aim of joint ETIs (JETI; joint effort of ETI-UK, ETI-Denmark and ETI-Norway) Social Dialogue (SD) programme is 
to contribute to the development of better industrial relations (IR) at the workplace in Bangladesh Readymade 
Garments (RMG) and Textiles sector through the promotion of bipartite workplace social dialogue.  
 
This report presents major findings / observations of the final evaluation of phase II SD programme that JETI 
implemented in 25 factories around Dhaka during 2016-2017. Prior to this phase, JETI entered RMG sector with its 
pilot phase (phase I) and worked with 10 factories.   
 
     Brief programme activities  
 
Based on the enthusiasm and interest shown by different brands and pilot factories during a result dissemination 
session of phase I programme, and positive feedback from a number of independent evaluations, JETI decided to go 
for phase II. A no-cost extension was granted by the main donor, DANIDA, to facilitate this expansion. 
 
With the exception of 01, other 24 factories were nominated by 11 brands to participate in this phase. JETI could not 
accommodate more factories given limited resources available for this phase II.  
 
The project implementation method used in pilot phase remained the same which focused on assisting participating 
factories in establishing/refreshing Participation Committee (PC). JETI helped PC become functional and effective 
through training and developing required skills of its workers and management representatives, few selected floor 
supervisors and Trade Union members where applicable. A revision of module has been taken place in 2016 
followed by the suggestions from the stakeholders and participants in the pilot phase and also based on the Social 
Dialogue trainers input to curtail down the modules while giving more focus on practical tool/game on the workplace 
dialogue to enable the audience to capture and relate the practices in the workplace and how to initiate changing 
mindset. The change was to do more realistic demonstration on soft skills trait development that has been identified 
essential at the workplace level.   
 
A renowned law farm has been appointed to work with other experts for conducting training to ensure all participants 
/ stakeholders receive undistorted law related information. In addition, JETI introduced an in house M & E system to 
monitor the progress of the project.  
 

     Data Collection Methods (DCM) used for conducting this evaluation 
 

 Desk review of available secondary information - project documents, PC meeting minutes, midterm evaluation 
report of phase I etc. 

 Individual interviews i.e. (KII) with JETI team; Trade Union (TU) association / donors / brands; factory PC 
management and workers, supervisors, top management and TUs 

 Focus group discussions (FGD) with factory general workers and management.  

 Field visit to project beneficiaries (PB) sites i.e. to factory premises, offices of brands and TU associations etc.  
 
A total of 503 people (including 292 male and 211 female) have been interviewed at factory level of which 274 (F = 
104, M = 170) and 229 (F = 107, M = 122) respondents were covered by KII and FGD respectively.  
 

     Major findings of the evaluation of phase II 

The Evaluation Team (ET) has gathered and analyzed the feedback of different stakeholders particularly at factory 

level. ET interpreted those views and assessment on various issues including their level of awareness on SD, their 

perception on positive changes that already happened / will happen due to SD programme and hence summarized 

the major findings in following sections.    

 Executive summary 
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     Overarching evaluation statement 

JETIs SD programme is endorsing its effectiveness in target factories as most of them have started experiencing      

some expected results due to prescribed activities of phase II programme. 

     Specific observations and findings 

Without few sporadic comments of concerns, the evaluation team (ET) has found JETIs SD programme is 

creating hope and expectation among stakeholders. 

Couple of factory respondents shared views on their frustration over some incidents those JETI and other partners 

may take into consideration for future learning and it could be useful for JETI in designing or planning phase III. It 

should be kept in mind that these are individual views and may not be relevant to overall impression toward SD 

programme. Below are few of them - 

“SD programme‟s failure to educate the vice chair of my PC disappointed me. This vice chair (VC) misguided a 

group of iron man and led a movement in my factory for hiking piece rate in the middle of the year that resulted in a 

“go slow” situation while we were under tremendous pressure of last moment delivery. While he should have worked 

in favour of workers and the factory, he eventually worked in completely opposite manner to what SD preaches”. - 

Director, an Ashulia based factory, employing > 1500 workers. The respondent unfortunately could not give further 

background but he could only mention that the VC finally was unsuccessful and fled away.  

“What you are seeing and told today about PC and SD programme is not the right picture. We have an eye 

washing PC, not even elected where I am the Vice Chair with minimum access to dialogue.” – Vice Chair, PC, a 

Mirpur based Factory, employing >1500 workers. Interesting enough, other PC members of the very factory claimed 

that PC election took place whereas in FGD with general workers, ET got confused again by their feedback. ET tried 

to investigate on this claim and found that it is a unique case in phase II where concerned ministry of Labour and 

Employment approved their PC election through an official gazette notification where the complete list of PC 

members was included. Therefore JETI had nothing to do but to accept the government approval.    

Another comment came from the Executive Director (ED) of a Savar based factory, employing > 4000 workers who 

said “We are tired of these social programmes. We can’t afford time developing PC workers capacity. We have 

very little belief in these and it can’t change anything but we are unable to say no to my brand.”  This shows the 

lack of understanding of the programme objective at a very high level of management and real motive behind joining 

the programme. This is a real concern for its sustainability. 

Below are the other major observations from respondent‟s feedback – 

     SDs training has successfully made PCWRs, management representatives, supervisors conscious 

about respecting mutual rights and responsibility at workplace 

The key feature of SD programme is an effort in building capacity of 
PC members, selected supervisors and TU members if any. The 
training curriculum covers the workplace rights and responsibility of 
own and that of the counterpart. This formal training is the foundation 
of the programme and ET found that most participants understand 
the need to respect mutual rights and responsibility. This 
awareness is the key to lead the ultimate improvement in industrial 

“SD programme helped civilizing me. I was 

habitual late comer but as I became Vice Chair 

of PC & started handling similar issues of other 

colleagues, I had no alternative but to change & 

become more responsible” – a PC worker, 

Gazipur based factory 

 

 

 

 



 

5 | P a g e  
 

relations (IR). The combined feedback received from PC, TU and supervisors about their perception on what SD 
programme contributed shows (Fig1) that it is all about improving communication, respecting rights and 
responsibility, improving IR etc.  
 

     Improved awareness of PC members on respecting workplace rights and responsibility is 
strengthening IR 
 
Despite the brief period the target factories got in improving their existing IR practices, the respondents mentioned 
that the SD programme is helping them create an atmosphere in their factory premises and practices that is 

 
conducive for IR to strengthen / enhance its maturity(Fig 1). Many respondents reported that they are having 
uninterrupted production, gradual decrease in industrial disputes, reduction in absenteeism etc. due to this changing 
IR. Though factories are not yet in a position to quantify / measure these improvements but strong comments came 
through from their gut feeling and realization.  
 

     Growing attitude toward cooperative and collaborative relations between worker and management 

implies the catalytic role that JETIs training played in building capacity of PC members 

It is clearly revealed by most respondents that the management takes 
PC Worker Representative‟s (PCWR) view, suggestion and claim 
regarding any workplace related issues of interest with priority. Even 
top management manages time to talk to them. ET also found that the 
acceptance level of PC to the management is high and also the 
general workers have started trusting and relying on it. So the 
dialogue through this PC is re-strengthening the relations between 
managements and workers. PC management discusses and involves 
PCWR in most floor related issues before they impose any decision on 
general workers. Once convinced, PCWR co-operate the 
management in implementing the decision. They are working for both sides and thereby gaining a common trust 
simultaneously. Example of an impartial role: A false allegation of physical assault raised by a general worker against 
a line chief in an Ashulia based factory was nullified by a PCWR.  
 

     Improved accessibility to management for communication is not only binding both parties but also 
elevating the PCWRs confidence   
 
Despite the short span that target factories got so far in phase II, the ET found a clear signal of developing a culture 
of frequent and spontaneous communication between the workers and management (Fig 1).”I have not seen much 

“The way our mgt. & PCWRs collaborated 

each other during a fire crisis in our factory by 

going from door to door convincing workers, 

tackling rumors is a super example of 

cooperation &collaboration. That helped us 

reopen factory in no time & retain all our 

workers from probable migration” -- PC Mgt., 

Gazipur based factory 

58% 

44% 

38% 

18% 

15% 

10% 

8% 

Building a communicational channel between workers and
management/owners

Make a platform to raise workers voice

Ensure workers rights

Ensure workers are aware of their rights but act responsibly
towards their rights and productivity improves

Create a better relationship between workers and managements

Ensure a disciplined and happy working environment

No clear idea

Fig 1: Perception of SD from PC/TU/Supervisors 
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good business result so far from this SD programme but yes, I see a change in my PCWRs (particularly women) 
confidence and ability to talk in front of me – Managing Director, a Konabari based factory”.  
 

     JETIs SD programme is facilitating activities for further empowerment of women  
 
If allowing woman in leading her life with own choice and decision, in accessing equal rights to training / education, in 
enjoying rights to equal participation to any social, economic and political event 
etc. represent few nodes in empowering women then SD programme is 
certainly facilitating those. JETIs SD briefing and subsequent training 
helped PCWR (Female) to learn about the project, to make their own 
choice to run for the election and gain the nomination from coworkers, to 
get access to dedicated training organized only for them etc. These 
certainly boosted the morale of many women workers and that is reflected in 
their incremental presence in phase II PC in comparison with phase I (in 
phase I it was 45% and while it is 50% in phase II). 
 
Despite this encouraging scenario, the number of women supervisors is miserably low in RMG. Personal limitation, 
skill gaps, lack of support from family and society, confused mindset of potential women workers, lack of 
encouragement from employers etc. are few highlighted root causes reported by women workers interviewed. 
 

     Target factories are upgrading their production processes into more resource efficient operation 

through exercising proper SD programme principles 

JETIs training supports factory workers and management build their attitude toward mutual cooperation and 
collaboration using PC as a trusted platform. ET found that those factories that are trying to exercise SD principles 
are showing primary signs of such collaborative working environment.  
 
It is reported by those factory respondents that both workers and supervisors have started showing mutual respect, 
trust which is leading to cooperation, work discipline, frequent mutual communication in resolving OHS, 
housekeeping, leave settlement etc. In addition, the supervisors are also showing promises of changing their old but  

 
traditional harsh people management technique (Fig 2) which is leading to reduced absenteeism; strengthened 
morale, reduced rework, improved production output etc. Though factories have not yet started documenting / 
tracking such changes but the body language of respondents (both workers and management) and physical 
observation by ET on general floor level stability, calmness, housekeeping etc. give good signal of having 
resource efficient process and therefore an impact of SD programme on this development is evident. 

53% 

36% 

35% 

27% 

22% 

18% 

13% 

Harsh treatment reduces

Reduce absenteeism

Improved working condition

Workers are using PC as a platform to raise their voices

Workers patience level and attention in work increases

Establishment of leave management procedure

Less chance unrest/strike/dispute

Fig 2: Impact - combined observation by PC/TU/Supervisors 

“I get respect, recognition from my 

boss & colleagues for my role in 

factory that gives me a feeling of 

accomplishment for doing 

something for others” – a PCWR 

(F), a Savar based factory 
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     Sustainability of SD programme is vulnerable since most stakeholders still believe it is a brand 
driven project 
 
Brand blessing is good for entering the industry with SD model because supplying factories try to comply with brands 
request. Concern is the sustainability of the programme once JETI exits. In a country like Bangladesh where owners / 
top management are prime decision makers on strategic issues such as 
continuation of such programme, ET did not find any basic planning from 
owner / top management sides for its continuity though some of them 
mentioned about their interest. Strong feedback came that they are doing 
it for the sake of brands (Fig 8) and it is also true that there is not much 
business case to them yet. Other crucial factor is the mid 
management who in most factories are creating barriers between 
top management and workers by misguiding or providing the wrong 
/ diverting impression about such programmes. This could be due to 
its own interest of power practice or inability of understanding and 
conveying key message which is killing the interest of top management 
and so SD programme is not getting required commitment from them. Owners / top management will be only 
convinced to sustain and run SD programme once they can materialize its tangible short and long term business 
benefits at factory and business level. Again for getting those benefits, the SD programme needs sincere 
commitment of owners. At the same time, a key thing is to educate all mid level management (not only selected 
supervisors) (Fig 3, 5, 6, 7) to understand and make business cases for their top management.   
 

     Chances of spontaneous acceptability of commercial / business SD model in phase III is low  

Since the perception of most stakeholders about the SD programme is still brand driven oriented therefore chance for 
welcoming any commercial SD model by factory is low. “Honestly in Bangladesh, any social programme in RMG is a 
burden but to comply with brands, we are doing it. Low chance of spending money on it until brands insist– 
Executive Director, a Savar based factory” (Fig 8). Brands are also saying that their Bangladeshi suppliers are not 
yet ready to accept such commercial model on their own (Fig 10). Most factories are not trying hard to 
understand and execute the concept of the programme but just doing it for the sake of doing it. There is less 
chance of sustainability in such atmosphere and therefore more awareness led ownership to this SD is important.  
 
The main reason behind the spontaneous reluctance of the owners in buying in the commercial model is the absence of 

Business Case i.e. the tangible business results are yet to be matured and established in both phases of JETIs SD programme.  

 For that, a true tracking system is to be established to capture results and those must be conveyed to the 

decision makers through proper cost benefit analysis.  

 National level dissemination workshops (using these results) can be arranged to get support from diversified 

stakeholders and regions. 

 A video documentary on cases can also be used to convey this real life cost benefits from this SD 

programme.   

 Exposure trips can also be arranged to those successful factories (phase I and II) for interested 
stakeholders to see how they are getting benefits and nurturing the SD activities. 

 

      Challenges and scope of improvements in SD programme 

      Combined suggestions from PC, TU, Supervisors – Training for all 

The combined suggestions from PC, TU and supervisors for improving SD programme shows that 51% of the 
respondents think periodic refresher training is useful (Fig 3).  
 

“SD is like a Homeopathic treatment to 

most factories through its trained PC. No 

bad side effect but good results can be 

achieved by capitalizing its inner strength. 

Pre condition for this would be how better 

you understand & how sincerely you own 

this concept in your workplace”. 

 -- PC Mgt., A Gazipur based factory  
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Among others, 26% said that all supervisors / mid management must be trained. This is critical because they play 
key role in managing production floors and handling grievance and so they should learn the best way of doing it 
through JETIs SD training. Training few selected supervisors / mid managers would not solve much.  
 
20% told ET that all general workers and those who are missed out the JETIs training should be briefed / oriented to 
SD programme to have the common understanding of the aim of the project. 
 
2% respondent highlighted importance of ToT in house as a step to take care of own training in absence of JETI.    
 
Following suggestions may be useful in making the in house training sustainable and replicable –  
 

 Create own pool of in house trainers through ToT. Pool can be created with qualified representatives from 

management, PCWR (male & female), TU. This pool will continue training once project ends.  

 

  Selection criteria can be developed for selecting this pool.  

 

 All trainees attended the JETIs training should formally share their experience after implementing some 

lessons / tricks of the training. This would enhance self confidence, further communication to top 

management from floor level about SD benefits. Top management must be present at those sharing 

sessions. 

 

 One person (preferably from M & E department) should be made responsible for organizing and 

coordinating these activities as per an annual schedule.  

      Other points  
 

 SD require true commitment from factory management / owners for effective result 

 
Only tangible business benefit can give SD programme a chance of survival in long run. For that to 
materialize SD programme needs sincere support from top management / owners which in reality is a 
challenge in most cases. Most factories are participating to comply with the request of their brands. JETI 
should find a way out to ensure owners commitment but of course educating and transforming the 
attitude and mindset of mid management including supervisors who could establish the unexplored 
benefits of SD programme in factory to convince top management by presenting that this is not any 
social AUDIT but a technique that can help all concerned in business if practiced religiously. This 
actually can lead to higher productivity that all owners want. 
 

51% 

26% 

19% 

10% 

10% 

2% 

Periodic refresher training with new topics

Ensure training for all supervisors

Nothing specific

Briefing on SD to all general workers

Training/Briefing for all who missed/not covered/replaced (PC,
Supervisors, mgts, Line Chief etc.)

In-house ToT development for intermittent trainings

Fig 3: Combined suggestions from PC/TU/Supervisors 
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 Running of similar programs in factories – combine and coordinate programmes  

 
In general practice, SD is run alongside with other similar programmes that always create confusion among 
the factory staffs who actually implement projects. This also reduces the interest of concerned officials to 
only take SD as nothing but another routine audit event. So future of SD is easy to realize at those factories. 
All brands, donors / development partners, associations etc. should coordinate their programmes and to 
reduce the number of similar / nearly similar programmes where possible. This will also reduce the 
time consumption in various project works. This point is reflected in both JETIs dissemination event on 
December 4, 2017 by most TU association representatives, BGMEA representative and in further 
discussion with TU associations and other labour organizations on December 7, 2017.   
 

 SD – a relatively new concept in a traditional environment of mistrust 

 
SD is relatively a new concept in Bangladesh RMG sector – a sector which is characterized by lots of 
distrust and misconceptions. One of the critical segments of SD implementation is conveying the right 
message what SD actually means and what it will look like in Bangladeshi RMG and within the broader 
social context. Factory management also lack confidence on capability of workers and a lack of cooperation 
among stakeholders exists. SD is a trust based system and so it is not easy to convince all concerned to get 
their sincere support to implement and exercise it properly. Coordination is very important. Tracking results 
of SD pilot and phase II factory experience, experience from other programmes as well should be 
done effectively to make cases. ET did not find yet any strong signal or real work in doing it from brands, 
factories and JETI.   
 

 Fear of exposing non compliance (NC) through SD – its definition  may need to be reviewed 

 
Most factory management is not comfortable with compliance issues and SD as a new concept if 
exercised properly may unleash some uncomfortable facts of the suppliers. So the top management 
always tries to keep eyes on SD activities and to limit their scope or not to encourage much. So this 
situation should lead brands to rethink about their definition of non compliance otherwise factory 
management will always be suspicious and less supportive to PCs work. 
 

Brands can play an important role with support from JETI to establish a bench mark NCs for suppliers - 

 

 Brands have their own NC definition, compliance criteria in conducting compliance audits at their supplier 

factories. ET found suppliers generally work with many brands (> 25 brands in many cases). Suppliers are 

struggling to cope with different NC / criteria of different brands.  

 

 If all brands can have at least a common NC platform (similar definition or criteria / requirement) for all their 

suppliers then it would have been much easier for factories to handle this. Special 1-2 brand specific criteria 

(if any) can be handled professionally by respective suppliers. JETI can work together with brands in this.  

 

 Consistent and continuous training is required in place of current “one go” system 

 
In “one go” and quick training, participants may struggle to realize the insights of any message / information 

which can be justified / validated in next refresh training. Culturally most Bangladeshi trainees do not ask 

questions during training sessions. So they will get another chance to learn if refresher course can be 

arranged to reinforce their knowledge that would eventually help them execute their learning on floors.  
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Training is an investment and but again it is the pillar of JETIs SD programme. Without training, SD is 

nothing. Training needs resources including money, time and capable trainers. A sustained training 

programme needs a pool of in house trainers / external service providers (SPs) who can be 

developed through ToT to take care of the training activities once programme ends. It also increases the 

probability of sustainability. This is important because many factories will not spend money for hiring 

external SPs for training and so a pool of training SPs (preferably in-house) can be a solution to consistent 

and continuous training.  

 
Interestingly, when asked most PCWRs show their tendency in picking up less disputed issues such as 
shortage of soap, tissue paper, slippers at toilet etc. Infact PCWR who is less educated, lack experience 
and cultural sophistication feel comfortable in concentrating on individual level problem including personal 
experience in facing harsh treatment from a supervisor etc. JETI may think about alternative but strong 
education / training methodology for building capacity for them to think out of the box. These training 
should give PCWR sufficient real life information / data / example / case studies to believe that it is 
acceptable to raise critical issues to management and help them learn how to select more serious / deep 
rooted issue.   
 
Some generic points for improvements 
 

 M&E should be in house management tool, not any separate project specific tool. All factories should build 
or integrate their central M & E system to track the progress of SD programme. It will ensure that top 
management is informed through this documented report. If it is a separate one (project specific, if any at 
all) then relative importance of this stand alone M & E system would be less because top management will 
be reluctant / less interested to follow up these non regular activities. There might not be any future 
reference once the formal project is over.  
   

 JETI should be a part of PC meetings (initial1-2 meetings to help PC implement and proceed correctly) 

 

 Developing the role of JETI Bangladesh Platform as a policy dialogue platform with GOB, private sectors 

and business association to influence concerned authority. Strengthening collaboration with other 

likeminded organizations to enhance impact of influence in coordinated manner.  

 

 Contributing to global body of knowledge by documenting lessons learnt. Documenting, reporting and 

sharing of lessons and tangible benefits realized by members for promoting SD. Exploring opportunities of 

working closely with BGMEA, BKMEA, IBC, TU associations including IndustriALL and concerned NGO in 

the RMG sector for getting wider support and expansion. 

 

 Organizing ETI base code training for JETI members to establish Key Performance Indicators (KPIs).  

 

 Training PCWR (female) on soft skills in addition to SD curriculum to empower women more. Developing 

women representative to become co-trainer for SD programme to enhance their confidence, and economic 

and social empowerment. 

 

 Building ties with academia, think tank for research and studies 

 

 Developing capacity of ETI Bangladesh staffs to elevate the standard of the programme for establishing the 

bench mark and also to update their knowledge base.  
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The Ethical Trading Initiative (ETI) is a leading alliance of companies, trade unions and NGOs that promotes respect 
for workers‟ rights around the globe. Their vision is a world where all workers are free from exploitation and 
discrimination, and enjoy conditions of freedom, security and equity. Their members commit to the promotion of the 
ETI Base Code in their own operations and their supply chains which outlines nine standards for workers, based on 
the ILO core labour conventions.  
 
IEH – Ethical Trading Initiative Norway, another likewise multi-stakeholder initiative represented by NGOs, Trade 
Unions, Businesses and the Enterprise Federation of Norway, had been established in 2000. The Danish Ethical 
Trading Initiative (DIEH) was built in 2008 and has grown into an active organization that operates across a range of 
sectors.  
 
Unique on a non-profit basis, the joint streamline for the cooperation between the ETI, IEH & DIEH provides a broad-
based international platform for joint actions in Bangladesh. As part of the collective efforts of the Ethical Trading 
Initiatives, Danida initially has funded a three-year project on social dialogue, which later received well recognition 
and contribution by the Government in Norway (Norad) and the UK (DFID). The overall aim of which is to drive 
sustainable change in the garment and textiles sector in Bangladesh to contribute to concrete improvements of 
workers‟ rights and safety through multi-stakeholder dialogue and collaboration. 
 

Global supply chains are highly complex and challenging for companies committed to trading ethically. Workers‟ 
rights issues are often deep-rooted and widespread and are best tackled through collaborative action. JETI harness 
the expertise, skills and resources of our alliance members to identify these issues and develop innovative, long-
lasting solutions. JETI‟s measure of success is that workers can negotiate effectively for a better working life where 
their rights are respected. 
 
 
 
 
 
 
The aim of the Joint ETIs Social Dialogue Programme is to contribute to developing better industrial relations at the 
workplace in the Bangladeshi Garments and Textiles Sector, through promoting bipartite workplace social dialogue. 
With funding from the government of Denmark, Norway and in the UK, JETI have put in place a two year (2014-2016) 
pilot programme (with no cost extension added November 2017) to promote free and fair expression of workers voice 
at the workplace. The programme also offers capacity development of both factory management and workers 
representatives.   
 
 
 
 
The programme works to promote free and fair expression of workers' voice at the workplace. It also works for the 
capacity development of both factory management and workers' resulting in better working conditions and employers' 
businesses will be strengthened through improved communications, a more motivated and stable workforce and 
more skilled managers and supervisors representatives enabling both sides to contribute equally and aptly to 

improving and resolving industrial and social issues at the workplace leading to improved productivity and quality. 
 
 
 
 

1.0 Introduction 

1.1 About ETI and JETI 

2.0 Project background & objective 

2.1 Project background 
 

2.2 Project objective 
 

2.3 Summary of expected project outcomes 
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The JETIs SD model is providing workers and management with the knowledge and skills to use the various social 
dialogue forums and tools specified in national laws and regulations. The benefits expected are: 
 

 Improved Industrial Relations at workplace level 

 Improved collaboration/networking among the actors 

 Improved awareness among workers and management of respective rights and responsibilities 

 Minimized risks of labour unrests 

 Improved gender equality and women empowerment 

 Improved productivity 
 

 
 
 
 
 
 
The major objective of this assignment is to measure the effectiveness of Phase II of the JETIs Social Dialogue 
Programme including the 'experience-to-date' survey from the Phase 1, both in terms of its impact on the factory 
industrial relations and workplace communication/dialogue and the extent to which interest are there from the 
companies and suppliers to shift it to a business model from the existing donor driven modalities. Also to measure 
the exact point of interest and sustainable benefits that the stakeholders from the both Phase I & II, think could 
possible to achieve allowing functional social dialogue in the factories. Further expected is to collate the views from 
the multi-stakeholders how social dialogue contributes to sustainability in the broader industry, acknowledging the 
fact that 'There is no single lead responsible party, but, everyone has their share of responsibility'. 
 
This can be seen from the following perspectives - 
 

 better awareness of workers/managers regarding respecting responsibility & rights 

 improving industrial relationship between management and workers at workplace 

 improving attitude toward collaborative relationship between worker & management 

 improving gender equality and women empowerment 

 improving productivity or resource efficiency or quality of factory operations 

 any unforeseen type of change supporting better working conditions 

 any scope of improving the SD programme module  

 exact point of interest / driving force of the stakeholders to go to phase II 
 
Additionally: 
 
1. UNGPS 
 
An analysis of the effectiveness of the Programme‟s approach to supporting businesses and their social partners to 
implement the UNGPs, i.e. to: 
 

 Improve business‟ ability to respect the rights of workers in their supply chains 

 Improve the ability of workers to seek and gain remedy when rights are denied 
 
2. Workers’ long-term views 
 
This evaluation will feed into a broader study of how working conditions in general have changed over the past 5-10 
years and about their hopes and expectations for the next 5-10 years in relation to work.  
 
3. Achieve Gender Equality 

3.0 Evaluation objective and methodology 

3.1

3 

Objective of the evaluation 
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Gender inequality persists worldwide, depriving women and girls of their basic rights and opportunities. Achieving 
gender equality and the empowerment of women and girls will require more vigorous efforts, including legal 
frameworks, to counter deeply rooted gender based discrimination that often results from patriarchal attitudes and 
related social norms. 
 

 End all forms of discrimination against all women and girls everywhere 

 Eliminate all forms of violence against all women and girls in the public and private spheres, including 
trafficking and sexual and other types of exploitation 

 Ensure women‟s full and effective participation and equal opportunities for leadership at all levels of 
decision-making in political, economic and public life 

 
 
 
 
The evaluation was conducted by a two member team of independent consultants. In planning and implementing this 
evaluation, the Evaluation Team (ET) adhered to two guiding principles: triangulation and stakeholder consultation 
and engagement. The evaluation team worked with the JETI team to build consensus around the evaluation‟s scope 
and process. 
 
The Evaluation Framework below describes the data sources and data collection methods for gathering required info 
for further analysis. ET has drawn conclusions based on triangulation of evidence from different data collection 
methods and both primary and secondary data sources. 
 
It is to be mentioned here that this evaluation and its findings are based on the qualitative analysis since no data / 
base line info regarding to the KPIs (such as absenteeism, turn over / migration, productivity, rejection / rework etc.) 
was available anywhere and factories mentioned that they are not keeping any such data yet to track any changes 
due to this JETIs SD programme. 
 
 
 
 
 

It is understood from annex 4 that average time that all factories got between training held and this final evaluation is 
inadequate to sense any concrete results and claims. Therefore this evaluation captures the observations of the 
respondents (PCWR, management, supervisors, owners, TUs, general workers and management) that mentioned 
about outcomes that factory respondents believe already happened and / potentially will come through.    
 
 
 

D
C

M
  

 

 
Detail / remark 

D
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k 

R
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ie
w

 Available & relevant documents have been used for references and clues. PC meeting minutes along with other 
secondary items were in the list.  

 

In
d
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u
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w
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(K
II)

 The KIIs elicited stakeholders‟ opinion on the relevance, effectiveness, results and sustainability of the project results. ET 
developed an interview guide in consultation with ETI for that. ET made sure that only appropriate questions been asked 
to the particular respondents.  
 
Responses were documented and wherever possible were verified. The KIIs was conducted face-to-face. 
 
ET took assistance from ETI team for getting the contacts of factories to avail required access to factories and other 
stakeholders including brand members, TU associations  etc. 

3.2 Evaluation methodology 

3.3 Limitation of the evaluation 

3.4 Data collection methods (DCM) 
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FGDs at factories targeted general workers and managements who are not PC members and also did not receive any ETI 
training to understand the extent to which the result / concept of SD programme spread.  
 
 

F
ie

ld
 v

is
it

 Required field trips were made to implementing partner factory and to other important stakeholders including ETIs offices, 
brands, and associations etc. to meet key informants. 
 
Respondents who could not make their time for face to face interviews extended their cooperation and support to respond 
to the query of ET through telephone interview and through email feedback. 
 

 
Following schedule / plan has been followed in carrying out the evaluation process– 
 
The following flow chart shows the method used for selecting the respondents and also the steps for conducting the 
evaluation. Separate questionnaires were developed for following 11 categories of respondents - 
 

 JETI  

 Embassies  

 Trade Associations  

 Brands  

 PCWR 

 General workers  

 General management  

 Supervisors 

 Top management / 
owners 

 
 

 PC Management  TU leaders  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

F
lo

w
 ch

art d
iag

ram
 – R

esp
o

n
d
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ts selectio

n
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cess 

Setting target of evaluation goal by 

studying ToR & secondary documents 

Developing questionnaire as per 

objectives of 10 categories 

Developing criteria for factory respondents – 1/2 yrs. service;  
For KIIs:  01 top management/ owner, 06 PCWR (including VC), 04 PC mgt. 

(including MS), 04 trained supervisors (including woman if available); For FGD: 

8-10 general workers, 3-4 general management 

Taking complete list of PC from ETI 

FGD with general 

workers & mgt.  

Selecting respondents from the 

full list at factory on random 

basis  

 

KII with PC workers, mgt, trained 

supervisors, top mgt.  
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Following matrix shows the strategies taken by ET with issues mentioned in the heading- 
 

Issues Status 
 

Stakeholders 
involvement 
 

 Equal & unbiased opportunities were provided to all respondents in the evaluation process.  

 Partners and key stakeholders were involved at key stages of the evaluation and were consulted throughout 
the evaluation process.  

 The ET actively participated at an experience sharing session on December 4th, 2017 to validate preliminary 
findings / observations. 

Quality Control 
 

 ET constantly upgraded / customized the feedback questions to get the best quality of information.   

 ET attempted to ensure that the evaluation meets the expectations of the evaluation objectives. Upon receipt 
of written comments from the JETI office about the draft evaluation report, ET will incorporate required info in 
the draft report.  

 After making the necessary changes, the ET will submit the final evaluation report. 
 

Conflict of 
Interest 
 

 ET has no known or potential conflicts of interest that would affect its analysis or ability to provide a credible 
and independent evaluation.  

 ET is independent and has no prior involvement with the programme setting, or design of the project. 
 

Ethical 
Approach 
 

 The ethical values by which the evaluation was guided are - 
 

- committed to avoid harm to participants 
- committed to respect cultural norms and values 
- committed to an inclusive approach ensuring access/participation of women 
- ensuring participation of respondents free from external pressure 
- committed to confidentiality and anonymity of participants 

 

 
Table 1: Technique used and corresponding events (At stakeholder level, non factories) 
 

 
Technique used 

 
JETI 

 
 TU associations 

 
Brands 

 
Embassies 

 

 
KIIs 

 
05 

 
03 

 
08 

 
01 
 

 
Table 2: Technique (TQ) used and corresponding sample size (At factory level) 
 

TQ 
used 

 
PCWR 

 
PC Mgt.  

 
Supervisor 

 
General Mgt. 

 
General 
worker 

 
Top Mgt.  

 
TU Repr. 

 
Gender 

KII 

63 24 09 - - 0 08 Female 

46 36 69 - - 13 06 Male 

FGD 

- - - 10 97 - - Female 

- - - 64 58 - - Male 

Grand (F=63,M=46) (F=24,M=36) (F=09, M=69) (F=10, M=64) (F=97, M=58) (F=0, M=13) (F=08, M=06) 
503 

(F= 211, M= 292) 

 

3.5 Stakeholder involvement, quality control and conflict of interest 
 

i 
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PC workers are the heart of this programme. Their performance is very crucial to the success of SD program. ET 
sought their insights on various issues of interest and following is the summary (Fig 4, 5)– 
 
The awareness about SD 
programme among the PCWR 
(PC workers) is good and high. 
77% respondents indicated that 
SD program is all about the 
dialogue between workers and 
management toward achieving 
better IR and ensuring workers 
right. 68% mentioned PC as the 
platform which workers can use to 
communicate / raise voice and 
initiate dialogue with 
management.  
 
83% respondents mentioned that 
their role is to represent workers 
but at the same time 30% 
distinctly told ET that they have to 
maintain proper protocol and 
responsibility in exercising their 
rights. General workers should 
not try to take any undue 
advantage from PCWR as they 
are the bridge between worker 
and management.  
 
Common grievances show that 
the PC need to handle very much 
floor level day to day issues 
including leave related (94%), 
harsh treatment related (53%), 
working condition related (48%) 
etc. Their challenge was how to 
bring these issues to 
management the way they want 
to receive and how to negotiate with the management to resolve with support from them. 93% reported this challenge 
along with two other i.e. lack of their communication skills (77%) and lack of proper knowledge on law / rights, PC 
role/responsibility and handling meetings. 
  

4.0 Major findings (impact related) based on feedback of different stakeholders 

4.1 Feedback of PC Workers Representatives (PCWR) 

94% 

53% 

48% 

31% 

30% 

93% 

77% 

23% 

9% 

78% 

61% 

54% 

75% 

22% 

83% 

17% 

16% 

13% 

77% 

68% 

61% 

35% 

30% 

Leave related

Harsh treatment

Work condition - OHS, facility

Maternity leave, benefit

Ontime payment

Negotiating Mgt/Coworker

Lack of communication skills

Lack of knowledge - law, PC, meeting

Pressure/neg.perception of coworker

Knowledge on law, rights

Application of PIP

Communication

Negotiation

Prioritizing agenda

Represent workers

Communication channel

Motivate Workers over Mgt. decision

Improve workers responsibility

Build communication

PC establsihed - Voice platform

Ensure workers right

Improve IR

Workers more responsibly
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Fig 4: Feedback of PCWR 
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JETI‟s customized training gave them its solution and now 78%, 61%. 54%, 75% and 22% respondents who ET 
interviewed with responded that their skill 
levels enhanced (Fig 4) in area of their 
knowledge on law, rights, application of 
PIP, communication,  negotiation with 
management / coworkers and prioritizing 
meeting agenda respectively. 
 
Interesting feedback came from PCWR 
regarding their views on changes 
happening and / already happened to 
date (Fig 5)  or their inner feeling about 
probable changes. Among the key 
changes, 70% responded that there is a 
clear trend in reducing harsh treatment 
particularly from supervisors. This is also 
reflected in their feedback related to 
changes in supervisor‟s behavior and the 
nature of the changes. 78% think 
supervisors people management 
approach is showing some changes 
though 19% indicated it is happening only 
for those trained supervisors. 54% 
respondents reported that supervisors 
are shouting less now a days and also 
49% explored their consultative 
approach. 38% and 22% of respondents 
believe that supervisors change is 
happening due to their awareness 
through JETI training and due to legal / 
recognized presence of PC respectively. 
 
On the other hand, 50% and 42% PCWR 
said they are getting cooperation from PC 
Management at quite good and moderate 
rate respectively. 
 
89% feel that if this good programme is 
discontinued i.e. if PC is dissolved then 
general workers will lose their trusted 
voice platform. This may trigger to 
several consequences including 
suppressed and hidden grievance level 
rise (30%), return of indiscipline floor 
situation (43%) that can lead to unrest 
and chaos which is gradually diminishing from production floors. At the same time management may also fail to track 
key floor signals (8%) which they are presently getting through PCWR. All these can be sources of higher turnover 
which is an ongoing concern for the factory management.   
 
Finally 55%, 25% respondents recommended for refresher periodic training need and training all supervisors/mid 
management respectively through this SD programme.  
 

55% 
25% 

13% 
1% 
1% 

89% 
30% 

43% 
8% 
7% 

50% 
42% 

6% 
2% 

38% 
54% 

49% 
22% 

78% 
19% 

4% 

70% 
52% 
51% 

36% 
36% 

40% 

Periodic refresh training
Train all sup / mid. Mgt

Brief all G. workers
More time from top mgt

Certificate for PCWR

Lost trusted platform
Hidden grievance

Chance of indiscipline/unrest
Mgt. missing floor signal

May lead high TO

Quite good
Moderate

High
Less

Increasing awareness
Less shouting

More consultation with PCWR
Respect for/cautious about PC

Yes
Yes, Only trained

No

Less harsh treatment
PC as voice platform

Improving W. condition
Better leave mgt.

Reducing absenteeism
Maternity benefit, on time pay
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Fig 5: Feedback of PCWR - Contd. 
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Last but not least (though % of responses was not significant) that even PCWR understand the importance of sincere 
engagement and buy in of top management in realizing tangible benefits from this SD programme. 1% PCWR 
indicated the significance of having certificates after completion of JETI training. They think this will not only motivate 
them but also may be useful in future as a social compliance tool for showing potential future buyers for them to keep 
confidence on the suppliers. May be this 1% was not aware or they were not present at the day of certificate 
distribution and / mgt. forgot to hand over that or these are substitute workers who did not attend training. 
Unfortunately ET did not check this during interview.  
 

It can be mentioned here that ET also received couple of courageous statements from one Vice Chair of a Mirpur 
based factory where he claimed there was no PC election in their factory though they received training from the 
programme. Interestingly, other members claimed PC election took place during their KII whereas in FGD with 
general workers ET got confused again by their feedback. ET tried to investigate on this claim and found that it is a 
unique case in phase II where concerned ministry of Labour and Employment approved their PC election through an 
official gazette notification where the complete list of PC members was included. Therefore JETI had nothing to do 
but to accept the government approval.  
 
 
 
PC management is an integral part of this 
SD programme. They are supposed to 
observe the SD programme and activities, 
development of PCWR from very close 
distance. Reference fig 6 for following -  
 
Despite that fact, ET found variation in their 
perception about objective of SD. 62%, 
67%, 55% and 47% respondents think the 
objective of SD are to prepare PC workers 
to exercise their rights responsibly, to 
enhance the rate of mutual communication 
between management / supervisors and 
workers, to create a voice raising platform of 
workers through PC and to help improve the 
overall IR respectively. All these diversified 
responses about the objective of SD 
programme are correct and are giving an 
impression how they think about SD and to 
some extent it also reflects their 
expectations from the programme.  

 
PC management are convinced that this SD 
programme can be useful for any other 
RMG and textile factory in improving 
grievance management (74%), reducing 
communication gap (67%)  and improving 
mutual cooperation at workplace (27%).  
 
PC management also thinks there are some 
good signals of improvements in post PC 
period. 59%, 31%, 22% and 38% of 
respondents indicated that PCWR, 
supervisors are showing some responsible 
behavior now, mutual respect is increasing 

67% 
74% 

26% 

10% 
19% 

52% 

24% 
43% 

24% 
45% 

78% 
3% 

7% 

48% 
17% 

45% 
36% 

28% 

38% 
22% 

31% 
59% 

47% 
55% 

67% 
62% 

Reduce communication gap
Improve grievance mgt.

Improve mutual cooprtaion

Top mgt's comitment
Refresh training/ToT

Not sure

OHS
Harsh treatment (Sup)

Freedom of association
Nothing specific found

Train all sup/mid mgt. / ToT
Refresh training; less duration

ETI's monitoring, engaging owner

Manhandling skill
PC election / event mgt.

Meeting mgt.
Enhanced knowledge on law, rights

Communication skill

Improving W. condition
Frequent communication

Improving mutual relation
PC (W, Mgt), Sup. becoming responsible

To improve IR
To create voice raising platform-PC

To improve rate of communiction
PCW to exercise rights responsibly
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4.2 Feedback of PC Management 
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between management and workers, rate of communication has enhanced and general working condition including 
housekeeping etc. have been improved.  
 
While talking about their own development, the three key areas they mentioned to ET are people management skills 
(48%), managing meeting (45%) and knowledge on law and related labor rights (36%).  
 
Regarding changes in 09 ETI base code, 43% reported that traditional harsh behavior of supervisors (particularly 
trained) have been positively affected by SD programme, 24% indicated improvements in OHS  and another 24% 
mentioned about enhanced freedom of association (FoA). It is also important to note that 45% respondents could not 
find any significant changes in base code yet. It is logical that the time the factories got after training for implementing 
and practicing good expected things is really inadequate to claim many such progress.  
 
Combining the input of the PC management regarding suggestion for SD and things to do for SD sustainability, 78% 
respondents emphasized on providing training to the midlevel management including supervisors, line chiefs and 
production managers. Top management‟s commitment is also indicated by 10% respondents.  
 
52% respondents were not sure what to do. This also shows the lack of expected engagement and commitment from 
management side which was reported in top management and brands feedback.  
 
 
 
 

Supervisors are critically important 
players in RMG. They are the first 
level contact for workers and 
supposed to be their first guide as 
well. Unfortunately many supervisors 
lack required quality and 
competency to perform as expected. 
Various reasons are there as its 
background. JETI correctly identified 
them as key staffs to be trained and 
guided as per the principle of JETI‟s 
SD programme but only few selected 
supervisors have been trained 
though. 
 
Fig 7 shows that 51% and 22% 
supervisors who ET interviewed 
think PC is being used by general 
workers to raise their voices to 
management if rights are not 
respected or ignored and to increase 
access to communication to 
management respectively. Both 
these actually bring discipline in 
complain / grievance handling 
mechanism on the floor as the 
communication is now following 
much protocol and order. This gives 
supervisors opportunity to focus 
more on other production issues 
than handling complaints all the time.  

4.3 Feedback of Supervisors 
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Fig 7: Feedback of Supervisors 
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73% respondents mentioned that JETI‟s training helped them enhance their capacity in many areas but most 
importantly that increased their awareness in better people management skills.  
 
60% and 54% respondents indicated that PCWR and to some extent general workers are showing much discipline  
due to SDs interventions and there is a trend of reduction in absenteeism due to practicing better leave management 
with assistance of PC. Though only one factory could produce some documented evidence of this trend of 
absenteeism reduction but most of them said they would start keeping record soon once this trend will be matured.   
 
55% supervisors strongly believe that all midlevel management including supervisors, line chief, production 
managers etc. must be trained to apply principle of SD programme to get its real benefit. 29% told ET that such 
training should not end in one go. Refresher training is important to help them retain the knowledge because both the 
nature of their job and limited academic qualification of the target trainees are not favorable toward that.   
 
 
 
 
13 top management (owner / director / 
Managing Director/ Executive Director/ 
General Manager) representatives who 
ET could meet during the evaluation 
process have given their views and 
experience regarding SD programme. 
Summary reference is fig 8 - 
 
When asked about their probability of 
joining commercial SD model that JETI is 
planning in phase III, 77% responded 
that they will join if brands insist. Of 
course 46% respondents indicated that 
they may join if their factories get 
expected benefits from this phase II 
program. The good sign is no respondent 
said “no”. Therefore JETI in its next 
phase should mentor them closely about 
the benefits of such SD programme. 
Quantitative results from both pilot and 
phase II through M & E would have been 
useful in that case.    
 
To mention the benefits, 69% indicated 
about PC platform which is handling 
numerous floor level issues. 38% 
mentioned the accessibility of PCWR to 
management has increased noticeably.  
 
62% respondents told ET that they are 
verbally updating their directors / owners 
about this SD programme activities and 
development. This is not a strong 
mechanism for ensuring the top management commitment and future sustainability of such programme. ET has not 
yet found strong signal of the expected ownership of the owners to this programme. This still remains a concern for 
programme sustainability.  
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Fig 8: Feedback of Top Management 

4.4 Feedback of Top Management 
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Only 04 factories have TU out of 24 that ET 
has worked with in phase II. ET interviewed 
14 TU members from those 04 factories.   
 
Figure 9 shows 43% respondents thought the 
main objective of SD is to build strong 
communication channel using PC. Whereas 
36%, 29% and 21% respondents thought SD 
is a project to ensure workers right, improve 
IR and establish PC as a voice raising 
platform respectively. 
 
JETIs training have enhanced collaboration 
between TUs and PCs. 21% said they meet 
on regular basis to share concerns. 29% are 
not sure about it. This raised confusion but 
probably those 29% TU members are not 
very aware of this working chemistry or they 
could not connect the training lessons in 
reality. It creates an opportunity for JETI to 
reexamine how JETI interventions addressed 
relationship and cooperative mechanism 
between TUs and PCs.  
 
JETIs training also educated TU to respect 
and acknowledge other‟s role and 
contribution. 43% respondents believe that 
PC address floor issues and 21% think PC 
can handle grievance at source. Interestingly 
14% do not see much contribution of PC.  
 
57% and 43% respondents reported their 
enhanced capacity due to JETI training in 
communication and knowledge on law, 
workers right respectively. 14% responded 
that they became more aware about TUs 
responsibility. Also 36% TU representatives 
mentioned that their confidence level to face 
and negotiate with top management has 
increased moderately whereas 14% claimed 
their confidence is high now.    
 
Respondents reported that they have to face 
varied challenges on the floor including 
handling complain related to sexual 
harassment (7%), harsh treatment (36%), 
leave settlement (21%), medical benefits etc. 
14% told ET that JETIs training helped them(14%) overcome challenges in suggesting any law and rights related 
issues to fellow workers. TU respondents believe that their enhanced capacity through JETIs training and their 
collaboration with PCs and Management is generating some visible +ve changes in their work place. 43% indicated a 
trend of reduction of harsh treatment of supervisors and 21% reported on improvement in general working condition 

4.5 Feedback of Trade Union RepresentativesAbout ETI and evolution of JETI 
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such as housekeeping. 14% told ET about the introduction of PC platform that general workers are using as their 
voice raising ground. Another 14% signaled a primary development in Industrial Relations. 
 
Clear recommendation was made by 29% respondents to arrange training for all supervisors and mid level 
managements and 14% suggested to organize refresher training. Another 14% strongly hinted to ensure top 
management commitment for SD‟s ultimate sustainability.  
 
 
 
 
The 11 brands (Annex 3) were involved 
in phase II and were contacted for their 
feedback on JETI‟s SD phase II 
programme. Except IC Group AS, other 
10 brands have their offices in Dhaka. So 
ET could only contact 10 brands. 08 out 
of them gave their insights. Following 
figure 10 captures their major inputs. 
 
75% of the respondents indicated that 

they joined this SD phase II from a 

commitment to support their suppliers in 

improving IR. This reveals that brands 

also feel the lack of mature industrial 

relations (IR) in the sector despite all 

other developments. This means ETI‟s 

continuous support to RMG through SD 

program is an appropriate step for today 

and the days to come. 

Again 75% respondents suggested that 

their key role in SD programme was 

briefing and convincing the factory 

owners to take part in this program. 13% 

responded that they shared cost in the 

programme which surprised ET as this 

programme is fully funded by the donors. 

Later respondent clarified that they made 

only “in kind contribution.”  

While asked about their involvement in 

the ongoing programme, 88% told ET 

that they are following up the progress 

only informally and verbally. No official 

documents are maintained. The risk 

element in this approach is once the 

project is over; there will be no tracing of 

progress, lessons etc. for future reference 

that what has happened with phase I and 

4.6 Feedback of Brands 
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II factories. It is generally difficult to make factories accountable / responsible through simple verbal 

correspondences. So establishing a more formal system of monitoring and greater engagement and follow up are required.  

Most encouraging response was about their assessment of any benefits that their suppliers are getting. 50% 
mentioned that their factories have primary +ve symptoms in the area of enhanced knowledge on law and rights, 
easier access to managements, PCWR are allowed to talk free and thus mutual communication is getting stronger.  
 
In response to the query regarding their future plan with SD and current support to make this programme sustainable 
in the factories, 50% respondents in both cases told ET that informal and verbal follow up is the tool they are using 
now and will use in future. 
 
 

Spontaneous participation of factories in future with commercial SD model where they need to bear some project 
cost is a tricky one and 50% each responded to yes and no category. They also mentioned that it will eventually 
depend on what exact benefits they are getting in the last from this program. 25% told ET that they are uncertain 
about this model because they still think that the factories are accepting this due to brands request. They will 
probably not participate commercially if there is no brand involvement.  
 
 

Very strong recommendation came from 63% and 88% respondents for JETI that their training should cover not only 
the PC members and some selected supervisors in one go event but refresher course and most importantly training 
should be provided to all supervisors, midlevel floor managers.  
 
4.7 Other findings 
 
Process related  
 

Real test of SD as an approach for winning trust of employers and workers depends on future project impact  
 

 The aim of SD programme is developing an environment where both workers and management are able to 
communicate regarding conflict of interest of workplace issues. If achieved, would help increase the trust 
between those two parties. It is also trying to bring more positive attitude toward respecting each other‟s 
rights and responsibility. So theoretically this is a fantastic idea and if it clicks then it would eventually 
impact the livelihood of the workers. Otherwise it would remain theory to the employers (in particular).   
 

 Though no concrete quantitative results have been captured due to only a minimum time elapsed but some 
+ve changes are sensed by many respondents. Most factories believe that this is a brand driven initiative 
which is a plus for gaining early entry into workplaces.  

 

 Few BGMEA governing body members have nominated their factories for phase II. This is a strong signal 
of buy in by important stakeholders like BGMEA. They have very strong liaison with the government and 
this also reflects a positive impression toward SD programme.  

 

 One factory participated in phase II which came with its own interest and while asked they told ET that the 
JETIs programme, methodology sounded promising and they are a strong believer of this kind of 
development.  

 

Adoption of phase I lessons in phase II was limited - introducing M & E for tracking results 
 

 One of the key recommendations in phase I was to try to involve top management to great extent but ET 
found that the scenario is unchanged in phase II. Top management understands and their efforts in owning 
the SD programme as an integral part of its business is not strong.  
 

 Respondents from phase I recommended for refresher training and fresh training for all supervisors and mid 
managements which JETI was also not able to address in phase II due to budget and schedule deficit. 
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Lessons for Phase III of the programme based on the experience of Phase II 
 

 To get tangible benefits from this SD programme, project activities need to continue for not less than 2-3 
years. In Bangladesh, the decision of continuation is normally given by the top most / owner end. The 
orientation given to the top level / owners about this SD programme were good but were not enough for 
owners to sincerely commit. ET found that the gap of understanding and delegation task from owners to 
factory people who will eventually implement the project is huge. So no required commitment was 
observed by ET from owners end.  
 

 Again mid management can play key role in convincing the top management. They are actually creating 
the barriers and try to misguide the owners to retain their power and ego intact on floor. They all should be 
brought under training as well. 

 

 Presence/involvement of the buyers / brands is still essential to get initial entry to RMG with this SD model. 

 

 In selecting supervisors for PC training, PC should play key role in identifying them who they think to 

change their behavior or attitude.  

 
UNGPS related issues 
 
Most PCWR are capable enough to raise their voices and look for solutions once rights are violated 
 
The ET found that the overall ability / capacity of the workers particularly the PCWRs has been enhanced in raising 
their voices while seeking and gaining remedy on their legal rights if violated. Respondents identified following 
improvements during the evaluation process-   
 

 PCWRs are now more conscious not about legal rights only but also about their responsibilities. 
 

 From their nomination and winning in the PC election, the expectation of the general workers on PC members 
has increased that made them more responsible and confident to function as their representatives.  

 

 SD training helped them understand and hence prioritize issues based on their scopes / laws before placing to 
management for further discussions / negotiations. 

 

 They are now able to apply PIP. 
 

 PCWRs are capitalizing the advantage of gradually emerging democratic environment for working closely with 
factory managements. 

 

 The overall acceptance of the PC by the top management and the favorable country law boosted them to bring 
not important rights issue only but also encouraged them to proactively bring issues related to workplace safety 
and environment.  

 
Cooperation between JETI and brands through SD programme is improving supplier’s business ethics 
toward respecting workers rights  

 
 ET sensed good and strong working relationship between JETI and all brands that nominated 25 factories 

in phase II. JETIs pilot phase performance and its continuous follow up with brands has convinced them 
further and thus more brands came along with old ones. Their trust on JETI has increased and few of them 
reported that they will continue following up the project progress once it ends and also thinking of 
nominating more factories in future.  
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 The effort all brand offices and their country officers gave during this evaluation process for introducing ET 
and ensuring cooperation from factory prove their support to this programme. While asked, most 
concerned country officials told ET that „informal” discussion on the progress of SD programme has 
become one of their activities during visit to the factories and this means a lot to the suppliers.  

 

 On the other side, suppliers are also becoming more sensitive and respectful to the rights of the workers by 
allowing them to attend SD training within and beyond factory premises for a substantially long period. 

 
Perception and current status about Anti Sexual Harassment Committee 

ET threw a question to top management, PC management, TUs and PCWs regarding the anti sexual harassment 
committee to know whether they are at all aware of it and also what their future plan is with that issue. It is to be 
mentioned here that JETI is planning to work more on this in its next phase.  
 
ET found a mixed feedback. As expected 100% top management reported (Fig 8) that they are aware of this and its 
relevant law. 54% of them indicated about already existing committee in their factories though they admitted that 
those are not that active. Confusion was aroused among the other respondents including PCWR, PC management 
and TUs. Few confirmed the existence of a separate committee while other respondents of that very factory do not 
know about it and its functions. Despite that the majority group of respondents believes that a separate committee 
would be useful. 
 
The conclusion is that the awareness is there more or less which needs to be strengthened to establish an effective 
separate committee having both management and workers representatives to deal with this sensitive issue. It also 
reveals that once JETI will initiate its next phase focusing on this issue, there will be a semi ready foundation at 
factory level and JETIs task will be much easier to incorporate the intervention.  
  
  

 
Improving the prevailing imbalanced gender situation of the sector only through the lens of this SD programme within 
a period of few months time (Ref. annex 4) is practically not possible because many of the factors are deep rooted in 
the society. The only area that can be of interest was the facilitation role that SD played in enhancing empowerment 
and growth opportunity of female workers in the work place. ET found a low presence of female supervisor (only 5%) 
in those 24 factories whereas overall female worker representative in Bangladeshi RMG sector is around 80%.   
Therefore, ET tried to analyze the feedback of different respondents on this dejected gap between the number of 
female workers and female supervisors in RMG.  
 
SD programme definitely gave female workers opportunity to learn new 
skills, run for PC election, and represent general workers and to bring 
about expected changes in their workplace. Female workers 
representatives in the PC are generally a simple example of this 
development. They were elected through a democratic competitive 
election, became aware about their rights, received dedicated training 
from JETIs SD programme and got confidence through this process. 
These all are female empowering activities.   
 
Both female and male workers, male management and supervisors and most importantly the very few female 

supervisors that ET came across were asked the following relevant questions to explore the causes behind the 

shocking shortage of female supervisors in the sector. Below is the summary of the responses – 

 

“I was very shy & afraid of going, talking & 

discussing with any supervisor / mgt. 

before. Thanks to JETI training for giving 

me the confidence &showing me the proper 

way to do it. And see now I am talking to 

you; an outsider freely.” 

– An Ashulia based PC Worker 

5.0 Gender equality related findings 
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Probable reason How it works 

Personal 

limitation  

Female workers typically lack adequate formal education to qualify for the supervisory role. This actually led to their 
shortage of confidence in managing a mixed team of men and women. Sometimes the nature of the role demands 
physical labor (layout re-arrangement, m/c carrying etc.) in many sections that also a reason for them to back out. 
Many female workers saw their supervisors are shouting and that created an impression among them that it is the 
way of handling production but they think it is difficult for them. Fear of facing multiple pressures from superior, buyers 
etc. are also playing its part. 

Lack of Social 

support / 

encouragement 

This comes from existing cultural norms in place and its practices in society particularly in urban / semi urban/ rural 

areas. “Position like supervisor is suitable and created for the male only, women cannot cope with that” – this 

has been promulgated for decades by our social system and that kept many potential women away from this important 

position that they truly deserve.      

Family 

perception 

Supervisors have to spend extended time to finish the day work. It is difficult for most women due to family obligation 
(work – family life balance is concerned because women have to work at home after factory duty that includes 
preparing food for family members, taking care of kids etc.) and sometime for security purpose as she has to move 
alone. Many husbands do not allow their wives to maintain such life leaving kids / family behind.  
 

Confused 

mindset of the  

potential women 

worker  

An operator‟s monthly salary plus OT is close to supervisor‟s monthly salary (in many cases) and supervisor can‟t get 
any OT. So, no great passion for extra load.  
 
All social and family aspects create confusion in women‟s mind. Above all due to lack of women’s presence as 
supervisors in the sector, they think the social and family perceptions are true. Additionally there are not many role 
model women / female supervisors in RMG who can be mentors for other potential female workers and this creates a 
bit uncertain feeling in their mind.  
 

Skill gap Only technical skill is not enough to perform as the supervisor. New management skills including people management, 
documentation, coordination etc. are mandatory for any supervisor to perform well; ET did not find any provision of 
training for developing required new skills and understanding of supervisory role in any factory which is necessary 
to boost the confidence. This is also killing the interest of many potential female workers to show their eagerness for 
this position.   
 

Lack of 

initiatives from 

employers to 

encourage 

women 

The general perception of management is that women can also do well in this role but no significant initiatives have 

been found taken in any factory to justify this fact of encouraging and engaging female supervisors. Top management 

in many cases do not want to take avoidable risks by experimenting with female supervisors as at the end of the day it 

is all about the production target. Since their skills as female supervisors are not tested alike male counterpart, so 

management lack confidence on their unseen ability. Taking long leave during maternity period sometimes restricts 

management to think about them. Questions rose by colleagues, especially male, on their appointment as supervisors 

also creates psychological pressure on potential female supervisors. 

 
The feedback from female supervisors who have been serving the sector for few years now indicated their strength / 

character that helped them to become and sustain as supervisors. This also is validated from above table.  

All female supervisors mentioned clearly that atleast good basic academic qualification along with sound technical 

skills are must for women to survive as a supervisor. Culturally this 

position for female is still not welcome in our female dominated 

industry. According to the president of BAWF (Bangladesh Apparel 

Workers Federation) that female colleagues do not generally 

support and co-operate fellow women workers out of jealousy if they 

become interested for supervisor position and that demoralize those 

interested female. Both formal education and technical skills would 

help gain self confidence to overcome such odds at workplace while 

“Suddenly one supervisor left. Mgt. encouraged 

me to apply due to my good performance in line 

as a worker. With support from my husband, I 

applied along with 3 male colleagues. In a written 

test, I got highest mark & appointed supervisor in 

my sewing line”. – A female supervisor in  a 

Konabari based factory 
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performing as supervisors. One needs to be ambitious and eager to grow. Many female workers are not even 

interested while they are offered to take up this position. In addition, support from family members, encouragement 

from management, colleagues are priceless. The rest is about giving sincere effort to perform to catch the attention of 

concerned management and for them to increase the confidence on female supervisors.  

What can be done to strengthen / encourage more female supervisors? 

 If there could be a system to train female supervisors working as an assistant with a supervisor for a brief 
time (15-30 days), might help to boost up their confidence to come up (grow the understanding on 
supervisors role plus skill requirements) 

 Formal orientation to supervisory role / developing required skills to perform the job 

 Showing a distinct career path and dignity, recognition and possible contribution to the society 

 Some female role models to be in place to counsel them  

 Extend support of managements to ensure better work environment in terms of OHS and respect from all  

 More support and recognition of her supervisory role from family 

 More counseling / monitoring / grooming of qualified and potential female workers 

 Most importantly, increasing own courage, ambition and goal 
 
 
 
Table 3: Feedback of General Workers 

G
en

er
al

 W
o

rk
er

s 

Questions Feedback 
 

Do you know about PC? 
What is their role? Do 
you think the election 
was fair?  

 

 With a very few exceptions, everyone is aware of the existence of PC. 
 

 According to their understanding, they can share their thoughts to PC (who are fellow colleagues and 
elected by them) freely and PC‟s role is to manage some solutions from managements  

 

 Unanimous view about election was fair, participative and festive (wherever applicable)   

Do you feel the current 
PC is doing effective 
intervention for the 
benefits of all? If yes, let 
us know the areas? 
Few examples. 

 Most of them believe that they have started doing something in favor of them. 
 

 The most articulated areas where PC is effective are: 
 

1) Leave settlements / management 
2) Improving working conditions/facilities 
3) Decision on EID holidays and bonus 
4) Reducing harsh treatments 
5) Maternity leaves and benefits 
6) On-time wage payments 

Do you rely on PC 
members now? If 
yes/no, why?  

 Yes, due to having some good results through them 

Do you think you can 
convey your issues to 
managements through 
PC now? 

 Yes, PC member of informally share the outcomes of PC / other meetings regarding our issues and 
we also understand if it brings any results 

Did you see any 
changes in Supervisor‟s 
behaviors in last 3-6 
months? What are still 

 There is a trend of change. Harsh treatments are reducing to a moderate level. Some supervisors 
are trying to show patience and adopting dialogue approach. PC‟s presence along with 
management instructions are working as a driver (respondents are not aware of JETI training 
programme for Supervisors). 
 

6.0 Summary of FGD to reflect workers’ long-term views / expectation 
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bothering you? 

 

 They believe, still there is a room for improvement in terms of behaviors. They also acknowledged 
the work pressure of supervisors and accepted that it‟s not one way always. Again, they understand 
the top down pressure on supervisors and believe there needs to be a complete balance in 
changing attitudes.  

Do managements 
communicate with you 
prior to make any 
changes/decisions? If 
yes, give example. 

 All acknowledged that management communications been improved a lot in past few years. They 
are more visible on the floor, communicative and approachable. The ways of communications are 
verbal, PA system, notice boards, through various training programmes. 

What are the positive 
changes you have seen 
in the factory in last 5 
years?  

 

 The major areas came up are as follows: 
 

1) OHS including better work condition i.e. house keeping 
2) Training programmes conducted 
3) Definite and prior decisions on EID Holidays and bonus 
4) Leave management procedures 
5) On time payments 
6) Ensuring various allowances 
7) Ensuring maternity leaves and benefits as per law 
8) Creation of elected PC (platform to raise voices) 
9) Payment through bank 
10) Less harsh treatments 
11) Increased communication 
12) Enhanced medical support (doctor, child care etc.) 

In which areas would 
you like to see positive 
changes in coming 
years? Why those are 
important? 

 

 The major areas came up are as follows- 
 

1) Regular wage increment 
2) Assurance on work (more buyer‟s need) 
3) Knowledge on labor laws and rights like PCW 
4) School for children 
5) Lift for workers who work at higher floors 
6) Introducing PF /Other long term benefits 
7) Continuation of PC 
8) Further improved working environment (no harsh treatments) 
9) More regular and systematic promotion opportunities for all deserving but interested 

candidates 
10) On time salary & OT payments to continue 
11) OT opportunities (legal) 
12) Accommodation facility 
 

 
Table 4: Feedback of General Management 

G
en

er
al

  M
an

ag
em

en
t 

Questions Feedback 
 

Your understanding of 
SD programme  

 

 

 

 Not aware of SD programme but aware of PC 

 Valuing workers suggestion / idea 

 Reducing communication gap between mgt. and workers 

 SD teaches mgt. how to behave with workers 

 Improving IR and working atmosphere 

 Works against loss of motivation of workers due to harsh supervisors behavior 

 Solving own problem & not inviting outsiders  

What do you feel about 
the existing PC? 
Effective or ineffective? 

 

1. PC bridging cooperative link between workers and management 
2. PC itself can address many tiny floor issues by not involving management 
3. PC effectively dampening potential risk of unrest through signaling info to mgt.  
4. Mgt. also capitalizing PC‟s face value in convincing general workers in achieving production and 

delivery target in some cases, absenteeism after any vacation etc. 
5. PC is good in conveying workers voice that concerned mgt. gives importance to 
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6. Only functional and effective PC can get true support and cooperation from TU and thereby both can 
work as a team. 

7. PC functions well for counseling those workers having habitual limitations 
8. PC maintains official protocol in raising issues , this is good approach 
9. PC approach new workers / helpers , orient them to the necessary info / acts 
10. We never interacted with PC, nobody told about their functions 

If you feel, they are 
doing some positive 
works, list out top 3 
changes/works 
according to you?  

 

 Following works of PC came up – 
 

1. PC is source of many hidden grievance information for management 
2. Mutual understanding & respect is enhancing 
3. PC effectively negotiated with mgt. for festival holiday adjustment 
4. PC supported mgt. in streamlining / strengthening leave management  
5. General workers are trusting PC- a reliable platform for them 
6. PC‟s request / word more accepted by workers than that of supervisor 
7. PC is contributing in improving housekeeping 
8. PC‟s cooperation during one fire accident made a tremendous contribution in protecting 

migration of workers 
9. Due to PC‟s persuasion, a separate female prayer room is arranged  

Is there any area to 
improvement to make 
the approach more 
effective?  

 Briefing on SD to be made compulsory for all – general management & workers.  

 SD should not be a routine project but to integrate to inhouse system 

 Specific criteria should be there for supervisors for participating at JETI training, not all can absorb 
or execute learning. 

How the initiative can be 
sustainable?  

 

 Business benefits of SD programme to be realized by owner / management but at the same time SD 
require top management‟s commitment to make it happen  

 Mgt. should have a clear plan – ToT, seeking assistance to JETI, creating in house pool of trainers 

 A dedicated person to be in place to take care of SD implementation 
 

 

Conclusion from FGD session observation 

 PC is considered as a trusted platform for both but particularly for the workers  

 Management are managing time more for workers and they are more available on the floor 

 Frequent and kind of fearless communication is taking place  

 General confidence level of PC workers is a big change 

 General workers and also management think PC is capable and handling of many floor level issues 
including leave settlement, working facilities improvement etc. They also maintain balance while providing 
support to both management and workers. 

 The collaboration between management and workers are praiseworthy in some critical situation 

 Supervisors are becoming more conscious and showing decent behavior with workers  

 Most workers think there are many noticeable changes happened in the factory in last few years including 
improvement in OHS, training provision for workers both inhouse and out of the station 
 

Observations from sample Meeting Minutes provided by factories - The major issues discussed in typical PC 

meeting are as follows - 

 Eid holidays and bonus 

 Working condition  

 Child care enhancement 

 On-time wage payments 

 Health & safety/hygiene issue 

 Fire training 

 Productivity 

 Attendance bonus, leave allowance etc. 

 Waste reduction on floor 

 PC member replacement 

 Gate pass 

 Absenteeism & time managements of workers 

 Harsh treatment 
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Conclusion 

 It is observed that there is a follow up discussion in each meeting on previous meeting agendas prior start 

discussing on the fresh issues. This is good practice. 

 In majority cases, the meeting outcome is posted in Notice board for everybody‟s reference. 

 There is a big variation in terms of maintaining standard meeting minutes and selection of agendas. JETI in 

next phase can help factories to develop standard template for PC meeting minutes to maintain a consistent 

and more useful / handy notes that can also be used by M & E for assessing its effectiveness.  
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Annex 1: ToR  

External Midterm Evaluation of Joint ETIs (DIEH, IEH, ETI) Social Dialogue Programme: Responsible Garments and 
Textiles Production in Bangladesh (RGTPB) 
 
Terms of Reference 
 
Introduction and Background 
 
About ETI 
 
The Ethical Trading Initiative (ETI) is a leading alliance of companies, trade unions and NGOs that promotes respect for workers‟ 
rights around the globe. Our vision is a world where all workers are free from exploitation and discrimination, and enjoy 
conditions of freedom, security and equity. Our members commit to the promotion of the ETI Base Code in their own operations 
and their supply chains which outlines nine standards for workers, based on the ILO conventions. Global supply chains are 
highly complex and challenging for companies committed to trading ethically. Workers‟ rights issues are often deep-rooted and 
widespread and are best tackled through collaborative action. We harness the expertise, skills and resources of our alliance 
members to identify these issues and develop innovative, long-lasting solutions. Our measure of success is that workers can 
negotiate effectively for a better working life where their rights are respected. 
 
The Joint ETIs Social Dialogue Programme 
 
The aim of the Joint ETIs Social Dialogue Programme is to contribute developing better industrial relations at the workplace in 
the Bangladeshi Garments and Textiles Sector, through promoting bipartite workplace social dialogue. With funding from the 
government of Denmark, Norway and in the UK, JETI have put in place a two year (2014-2016) pilot programme (with no cost 
extension added in Nov 2017) to promote free and fair expression of workers voice at the workplace. The programme also offers 
capacity development of both factory management and workers representatives' enabling both sides to contribute equally and 
aptly at industrial dispute issues. 
 

 Develop scalable models for improved social dialogue for the textiles and ready-made garment sector in 
Bangladesh:  

 
At export-oriented RMG factory-level, we are delivering various capacity developments training on the importance and strategy of 
social dialogue in the workplace to workers representatives (TU committee or elected workers representatives in the PC), factory 
managers and supervisors. We are also fostering democratic PC election at the workplace in the absence of workplace TU, 
where the factory workers elect their workplace representatives through secret ballot cast and without any internal or external 
influence bythe management. Currently, under the no-cost 2nd phase extension, we are working with around 57000+/- workers 
in 25 garment factories, in addition to the already completed Phase 1 Pilot with 09 factories employed approx 15545+/- workers 
to experiment the concept trial; and Phase II developing an improved and scalable model of social dialogue for the sector 
targeting a transformation to reach 'It is I and You vs the problem, not I vs You vs the problem.' The Phase I mostly tried to 
establish the importance of workplace dialogue seeking the stakeholders to acknowledge the need for an efficient 
communication mechanism associated with free and fair expression of voices in the workplace and also to identify the arena to 
improve further. Receiving significant interest from the stakeholders who have participated in Phase I, the programme extended 
for another year (Nov 2017) targeted to reach 25 more factories to present a customized model of workplace social dialogue to 
the stakeholders at a broader level. 
 

 Improve industrial relations and respect for workers’ rights at project factories and beyond: 
 
Similar to the Phase 1 Pilot, the Phase II Programme, offers a series of capacity development training for the different target 
groups (Ref: Annexure 1) both on-site and off-site to improve industrial relations and respect for workers' rights at the piloting 
factories. The training modules are aimed to reach the management (including the supervisors) to give them the message about 
fundamental workplace rights (free and fair expression of workplace voices) to be enjoyed by the workers and the expected role 
of the industry managers to facilitate/grow an efficient and functional workplace grievance mechanism for the workers to 
minimize the risk of any untoward labour unrest. Alternatively, the training modules designed for the factory TU committee or 
elected workers representatives in the industries carry the message about expected roles and responsibilities as well to be 

7.0 Annexes 
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undertaken to support a peaceful industrial relation at the workplace and also to help the trainees to become an efficient and 
ethical communicator in the dialogue process protecting workers interest in the workplace. 
 

 Improve networking and relations between participating suppliers and civil society:  
 
Aiming to develop improved networking and relations among the stakeholders the programme invites the piloting 
Brands/Retailers, Suppliers, Business Associations, NGO's, Development Partners/Agencies and TU Federations, etc. to attend 
the programme information and dissemination workshops, that offer the sectoral actors an ambient platform to communicate, 
discuss and share respective thoughts and ideas to each other on improved industrial relations in the workplace. 
 

 Establish the basis for a Bangladeshi multi-stakeholder initiative for long term improvement of social dialogue 
and sustainable business environment:  

 
As pointed above, the programme also explores the interest from the sectoral stakeholders to establish the basis for a 
Bangladeshi multi-stakeholder initiative bringing the actors to sit at a table and dialogue about the predominant challenges in the 
sector and formulate policy suggestions to improve the situation. ETI is seeking an evaluation consultant to measure the 
effectiveness of Phase II of the JETIs Social Dialogue Programme including the 'experience-to-date' survey from the Phase 1, 
both in terms of its impact on the factory industrial relations and workplace communication/dialogue and the extent to which 
interest are there from the companies and suppliers to shift it to a business model from the existing donor driven modalities. We 
intend to measure the exact point of interest and sustainable benefits that the stakeholders from the both Phase I & II, think could 
possible to achieve allowing functional social dialogue in the factories. It would be great to collate the views from the multi-
stakeholders how social dialogue contributes to sustainability in the broader industry, acknowledging the fact that 'There is no 
single lead responsible party, but, everyone has their share of responsibility'. 
 
Additionally, we would like to explore the extent to which the programme demonstrates the UNGPs (UN Guiding Principle on 
Business and Human Rights) in practice. Although this was not explicit in the programme‟s original remit, we anticipate that there 
will be some evidence of this along with the ETI commitment to the SDG Pillar 05 in terms of Achieving Gender Equality. 
 
Scope and Expected Outputs 
 
Questions that the evaluation needs to explore include the following: 
 
The JETIs Social Dialogue Programme element: 
 
Process 
 

 Was the SD approach the right approach for gaining entry into workplaces &winning the trust of employers &workers? 

 How effectively did ETI overcome challenges that the programme faced? 

 To what extent has Phase II utilized the lessons learned from the Phase I? What evidence is there that the other 
workplaces will be willing to move on to Phase III (Business model) 

 What are the lessons for Phase III of the programme based on the experience of Phase II? 

 Are there lessons for ETI based on the experiences of other stakeholders (brands, other Multi-Stakeholder Initiatives 
working in the region)? 

 
Impact 
 

 What changes in the knowledge, attitude and/or behaviours of the workers and their managers has the SD programme 
contributed to? To what extent do these include those described in the RGTPB Outcome Map? 

 What changes in the workplaces has the SD programme contributed to? 

 What evidence is there of changes in supervisor, management &workers representatives‟ capacities/skills &attitudes? 

 What lessons can be learned about these changes (including what preconditions were required to bring them about)? 

 What evidence is there that the changes are likely to be sustained? 
 
Additional 
 

1. UNGPS 
 
An assessment of the extent to which the RGTPB Programme demonstrates the UNGPs in action 
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- An analysis of the effectiveness of the Programme‟s approach to supporting businesses and their social partners to 
implement the UNGPs, i.e. to: 

 

 Improve business‟ ability to respect the rights of workers in their supply chains 

 Improve the ability of workers to seek and gain remedy when rights are denied 
 
2. Workers’ long-term views 
 
This evaluation will feed into a broader study of how working conditions in general have changed over the past 5-10 years and 
about their hopes and expectations for the next 5-10 years in relation to work. Questions along these lines should be built into 
the study using participatory approaches wherever possible – eg Most Significant Change, drama/role-play etc. 
 
3. Achieve Gender Equality 
 
Gender inequality persists worldwide, depriving women and girls of their basic rights and opportunities. Achieving gender 
equality and the empowerment of women and girls will require more vigorous efforts, including legal frameworks, to counter 
deeply rooted gender based discrimination that often results from patriarchal attitudes and related social norms. 
 

 End all forms of discrimination against all women and girls everywhere 

 Eliminate all forms of violence against all women and girls in the public and private spheres, including trafficking 
and sexual and other types of exploitation 

 Ensure women‟s full and effective participation and equal opportunities for leadership at all levels of decision-
making in political, economic and public life 

 
Methodology 
 

 Literature review of external reports on worker-managers/management relations in the Bangladeshi garment and 
textiles factories and internal programme reports and notes from reflection sessions. 

 Literature review of pre- and post- training questionnaires, worker satisfaction surveys and other monitoring data 
gathered by the Training and M&E officer 

 Interviews/focus group discussions with ETI staff, brand members, participating mill/factory managers workers, and 
trade union representatives., 

 Interviews with stakeholders on the periphery of JETIs SD Programme (eg IndustriALL Bangladesh Council, 3F - 
United Federation of Danish Workers) 

 There should be a substantial number of interviews and focus group discussions with workers using a qualitative data 
analysis approach (guidance will be given if needed). 

 
Suggested Timeframe for Outputs 
 

 W/c 31st Oct - Appointment of consultant and inception meeting  

 041/10 Dec - Milestone One (Interim findings Presentation) 

 28 Dec - Milestone Two (Draft Report) 

 10 Jan 2018 - Final report 
 
Output 
 
Short report (around 30 pages) including evaluation findings and recommendations for Business Model replication (Phase III), for 
improvements of the model and for scaling up – with Executive Summary (3 pages) 
 
Fees and Payment schedule 
 
To be agreed – a budget including daily fee rate and estimated expenses. 
 

                                                           
1

Joint ETI Social Dialogue Programme (Phase II) Dissemination 
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ETI will agree a payment schedule based on agreed delivery milestones. 
 
Commissioning and lead 
 
Jamil Ansar, Country Manager, Bangladesh – jamil.ansar@eti.org.uk 
 
Debbie Coulter, Acting Head of Knowledge and Learning – Debbie.Coulter@eti.org.uk 
 
Logo Guidelines 
 
To ensure: 
 

 Stretch the logo 

 Recolour it 

 Separate the elements 

 Add to it 

 Redraw it 

 Use it at a width less than 35mm 
 

Positioning 
 
Wherever possible, the ETI logo should appear in the top left position. Please request a copy of the ETI logo from 
alan.sadler@eti.org.uk, with a brief description of the material you intend to use it on. 
 
Standard description of ETI 
 
The Consultant may also use this standard description of ETI where required: 
The Ethical Trading Initiative (ETI) is a leading alliance of companies, trade unions and NGOs that promotes respect for workers‟ 
rights around the globe. 
 

Annex 2: Secondary literature reviewed 

Sl 
 

Title 

 
01 

 
ETI‟s Human Resource Due Diligence , 2017 

 
02 

 
Midterm Evaluation of JETI‟s Social Dialogue Program (Pilot Phase) by independent third party, Jan, 2017 

 
03 

 
From social auditing to social dialogue by Industrial Relations Research Unit of WBS , 2016 

 
04 

 
Labour – A BILS Journal (Jan – Jun, 2017) 

 

Annex 3: Stakeholders met 

Sl Name Organization Designation Phone / email 
 

 
JETI 
 
01 Jamil Ansar ETI, BD Country Manager, BD 01731516886 

02 S M. Shoeb Do Program Coordinator 01671127028 

03 Sunjida Shashee Do M & E Coordinator  

04 Jinath Mustafiz Jinia Do Training Coordinator 01768055309 

05 Debbie Coulter ETI, UK Acting Head, Knowledge & Learning Debbie.Coulter@eti.org.uk 

06 Katrine Karlsen ETI, Norway Sr. Advisor; Coordinator- Int. Progr. katrine@etiskhandel.no 

07 Luca Ponzetta ETI, UK Training Manager luca.ponzetta@eti.org.uk 

08 Stirling Smith Consultant Training Module Developer  

 
TU Associations & Think Tank 
 

mailto:jamil.ansar@eti.org.uk
mailto:Debbie.Coulter@eti.org.uk
mailto:Debbie.Coulter@eti.org.uk
mailto:katrine@etiskhandel.no
mailto:luca.ponzetta@eti.org.uk
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09 S. Sultan Uddin Ahmed BILS ED ssultana@yahoo.com 

10 Md. Towhidur Rahman IBC, BAWF Secretary General , President bawf93@gmail.com 

11 Mrs. China Rahman BFTUC Women Secretary bftuc@agni.com 

12 Babul Akhter BGIWF President bgiwf@yahoo.com 

 
Brands& Embassies 
 
13 Morshed Ahmed Norwegian Emb.  Sr. Advisor morshed.ahmed@mfa.no 

14 Mizanur Rahman M & S Sr. Social Compliance Manager mizanur.rahman@marks-and-spencer.com 

15 Shahidul Alam Next Code of Practice Manager Shahidul_alam@nextsl.co.in 

16 Jafrin Akter Jessy C & A Sr. Auditor, Sustainable Supply Chain Jafrin.akter@canda.com 

17 Khairul Basher Inditex Competence Developer  

18 Sumia Shuchi Varner Sr. CSR Specialist sumia@varner.com.bd 

19 Mashuda Begum TESCO Sr. Responsible Sourcing Mgr. mashuda.begum@tescobd.com 

20 Neelanjana Khan Primark Country Project Manager nkhan@primark.co.uk 

21 Md. Rahat Khan New Look Manager- Compliance rahat.khan@indochinebd.com 

22 Saleh Ahmed Regatta Outdoor  sahmed@regatta.com 

23 Iffat Sharmin Dimensions Ethical Compliance Manager iffatsharmin@dimensions.co.uk 

 
Trainers & Legal Advisor 
 
24 Omar H. Khan Legal Counsel Legal Advisor & Lead Trainer omar@legalcounselbd.com 

25 Andalib Hossain Do Trainer  

 
Annex 4: Factories in phase II & training dates 

 
Factory 

 
PC Election 

Training for 
Supervisor 

Training for 
PC Mgt. 

Training for PC 
W 

Joint 
Training 

Training for 
PC Woman 

workers 

Training for 
Members 
secretary 

Training for 
Vice Chair 

AMA SYNTEX LTD Dec 26, „16 Mar 28, „17 Apr 06, „ 17 Apr 16-17, „17 
 

May 02, „17 Oct 09, „17 Oct 22, „17 Oct 23-26, „17 

AKH ECO APPARELS LTD 
 

Jul17, „16 May 03, „17 May 18, „17 Aug 6-9,‟17 Aug 16, „17 Sep 24, „17 Oct 22, „17 Oct 23-26, „17 

AMAN SWEATERS LTD 
 

Dec 29, „16 Sep18, „17 Sep 19, „17 Oct 15-18, „17 Oct 19, „17 Oct 21, „17 Oct 22, „17 Oct 23-26, „17 

APEX TEXTILE PRINT MILLS 
LTD 
 

By TU Jul 23, „17 Jul 30, „17 Aug 6-9,‟17 Aug17, „17 Sep 24, „17 Oct 22, „17 Oct 23-26, „17 

CONCEPT KNITTING LTD Apr 13, „16 Nov 10, „16 Apr 5, „17 Apr 9-12, „17 Apr 25, „17 Aug 26, „17 Oct 22, „17 Oct 23-26, „17 

DIPTA GARMENTS LTD May 09, „17 May 11, „17 May 18, „17 Aug 6-9,‟17 Aug17, „17 Sep 24, „17 Oct 22, „17 Oct 23-26, „17 

FAREAST KNIT & DYING 
LTD 
 

Dec 20, „16 Mar 18, „17 Mar 19, „17 Mar 20-23, „17 Apr 24, „17 Oct 09, „17 Oct 22, „17 Oct 23-26, „17 

FASHION FORUM LTD 
 

Oct 10, „17 Sep 18, „17 Sep 19, „17 Oct 15-18, „17 Oct 19, „17 Oct 21, „17 Oct 22, „17 Oct 23-26, „17 

FASHION POINT LTD Jun 02, „16 Nov 29, „16 Apr 6, „17 Apr 16-17, „17 
 

Jul 31, „17 Oct 09, „17 Oct 22, „17 Oct 23-26, „17 

GENESIS FASHIONS LTD Sep 29, „16 Apr 04, „17 Apr 5, „17 Apr 9-12, „17 May 4, „17 Aug 26, „17 Oct 22, „17 Oct 23-26, „17 

GLOBAL OUTWEAR LTD Jun 30, „16 Oct 20, „16 Nov 21, „16 Aug 6-9,‟17 Aug 20, „17 Sep 24, „17 Oct 22, „17 Oct 23-26, „17 

HABITUS FASHIONS LTD Apr 24, „17 May 07, „17 May 9, „17 May 14-17, „17 May 21, „17 Aug 27, „17 Oct 22, „17 Oct 23-26, „17 

HYDROXIDE KNITWEAR LTD Feb 19, „17 Mar 18, „17 Mar 19, „17 Mar 20-23, „17 Apr 23, „17 Oct 09, „17 Oct 22, „17 Oct 23-26, „17 

INTERLINK DRESSES LTD Jun 7, „15 Jul 23, „17 Jul 30, „17 Aug 6-9,‟17 Aug17, „17 Sep 23, „17 Oct 22, „17 Oct 23-26, „17 

mailto:ssultana@yahoo.com
mailto:bawf93@gmail.com
mailto:bftuc@agni.com
mailto:bgiwf@yahoo.com
mailto:morshed.ahmed@mfa.no
mailto:Shahidul_alam@nextsl.co.in
mailto:Jafrin.akter@canda.com
mailto:sumia@varner.com.bd
mailto:mashuda.begum@tescobd.com
mailto:nkhan@primark.co.uk
mailto:rahat.khan@indochinebd.com
mailto:sahmed@regatta.com
mailto:iffatsharmin@dimensions.co.uk
mailto:omar@legalcounselbd.com
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INTERSTOFF APPARELS 
LTD 

Apr 22, „17 May 08, „17 May 9, „17 May 14-17, „17 May 23, „17 Oct 09, „17 Oct 22, „17 Oct 23-26, „17 

LIZ FASHIONS LTD 
 

Jan 12, „17 May 08, „17 May 9, „17 May 14-17, „17 May 22, „17 Oct 09, „17 Oct 22, „17 Oct 23-26, „17 

MASTRADE INT'L 
GARMENTS LTD 

By TU Sep 17, „17 Sep 19, „17 Sep 25-28, „17 Oct 3, „17 Oct 08, „17 Oct 22, „17 Oct 23-26, „17 

MB KNIT FASHION LTD Nov 24, „16 Dec 17, „16 Dec 26, „16 Jul 24-27, „17 Jul 31, „17 Aug 24, „17 Oct 22, „17 Oct 23-26, „17 

MIDASIA FASHIONS LTD Jul 25, „16 Nov 23, „16 Dec 13, „16 Dec 19-22, „16 Mar 30, „17 Aug 26, „17 Oct 22, „17 Oct 23-26, „17 

MNS GARMENTS PRINTING 
2 

Jun 15, „16 Sep 17, „17 Sep 19, „17 Sep 25-28, „17 Oct 3, „17 Oct 8, „17 Oct 22, „17 Oct 23-26, „17 

MULTIFABS LTD 
 

Dec 28, „16 Mar 29, „17 Apr 6, „17 Apr 16-19,‟17 May 2, „17 Oct 9, „17 Oct 22, „17 Oct 23-26, „17 

NEEDLE DROOP LTD Jul 21, „16 Apr 04, „17 Apr 5, „17 Apr 9-12, „17 May 4, „17 Aug 26, „17 Oct 22, „17 Oct 23-26, „17 

SABARANG FASHIONS LTD Nov 5, „15 Dec 12, „16 Dec 13, „16 Dec 19-22, „16 Mar 14, „17 Aug 26, „17 Oct 22, „17 Oct 23-26, „17 

 
Average time span between training held & 
evaluation / factory  
 

 
6.5 months 

 
6 months 

 
5 months 

 
4.3 months 

 
1.4 months 

 
1 month 

 
0.5 month 

 
Annex 5: Key questionnaire used for different stakeholders / respondents 

For PCWR 

 What is the objective of SD program? 

 

1. Make a platform to raise workers voice 

2. Capacity building of PC members 

3. Building a communicational channel between workers and management/owners 

4. To make a better relationship between workers and managements 

5. Ensure workers rights 

6. Ensure a disciplined and happy working environment 

7. Ensure workers & mgt. & supervisors are mutually respectful 

8. Ensure workers are aware of rights but act responsibly and productivity improves 

9. Any others………………. 

 

 How was the attitude of top and middle management with this programme?  

 

1. Very supportive       2. Thoroughly involved        3. Not very interested      4.Somehow involved      5. Supportive 

 

  How was the election? 

 

1. Fair                  2. Festive             3. Participative    4.  Any other………..      

 

 What is your role as a PC member? And in addition as a Vice Chair? 

 

 What is the biggest challenge you / PC members facing in performing your/his/her role?  

 

Beginning:                                                                   Now: 

1. How to talk to mgt.                                                  1.  

2. How to convince workers                                        2.  
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3. How to negotiate with mgt.                                      3.  

4. How to deal the additional work pressure                4. 

5. How to suggest on labor rights 

 

 Did you receive any training after the election? Pl‟s specify the topics…. 

 

1. Roles and responsibilities of PC members      6. Health & hygiene 

2. Labour laws & rights                                         7. Fringe and welfare benefits 

3. Discriminations at work place                           8. Communication/management techniques 

4. Problem solving techniques (PIP)                     9. Roles and responsibilities as a Vice Chair 

5. SD concept                                                     10. Any others………………                   

 

 In which areas your capacity/skill enhanced due to SD programme training? 

 

- Handling & consultation with mgt                    -. Workers responsibilities 

- Knowledge on labour laws & rights                 -. Any others…. 

- Communication skill 

- Prioritizing agendas & place in the meeting 

- Applying PIP (Problem-Investigation-Plan) 

 

 Type of common issues coming to you from general workers? 

 

- Leave                                                    -. Regular payments 

- Harsh treatment                                    -  Long term benefits 

- On time payments                                 -. Personal issues 

- Special holidays (EID)                           -  Sexual harassments 

- Various allowances/bonuses                 -  Maternity leave and benefits 

- Discrimination                                        -. Working conditions/facilities 

- Health and hygiene                               -. Any others…….                          

 

 What did you find difficult to manage as a Vice Chair apart from a PC member? 

 

- Prioritizing agendas 

- Leading the Team 

- Perform as a Vice Chair 

- Making meeting effective 

- Management understanding & acceptance 

- Problem solving of various issues 

- Any others………… 

 

 Do you feel confident to engage in consultation and any exchange of information with the factory management? 

 

- Extremely                                                               -. Slightly 

- Quite                                                                       -. Not at all 

- Moderately 

 

 What are the issues mainly discussed in the meeting? 

 

- Health and safety/hygiene                                      - . Behaviors issue (Sup.)  

- Leave                                                                      -  Production 

- Absenteeism                                                           -. Workplace conditions 
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- Turnover                                                                  -. Quality 

- Worker facilities (allowances, bonus etc.)               -. Sexual harassments 

- Special holidays & benefits (i.e. EID)                      -. Any others……. 

- Regular/On-time wages                                               

 

 Can you mention some positive changes happened after PC election which was missing before? 

 

1. Ensure workers voices can be raised            8. Reduce discrimination/harsh treatments 

2. Leave management procedure                      9. Ensure regular & on time wage with OT    

3. Ensure maternity leave and facilities            10. More productivity             

4. Reduce absenteeism                                    11. Workers are more disciplined     

5. Leave management procedure                     12. Workers more relaxed and happy 

6. Workers are more aware on                          13. Functional PC 

labour laws & rights                       14. Any others…….. 

 

 Do you see any changes in Supervisors attitude? If yes, what are those? 

 

 Are you getting proper support from other PC managements?  

 

1. Very much                                   4. Slightly 

2. Quite                                            5. Not at all 

3. Moderate 

 

 Did you hear anything about Anti Sexual Harassment committee?  

 

 Why should the factory owners participate / continue this SD project? 

 

 What will go wrong if PC is dissolved after sometime?  

 

- No platform for workers to raise their voices 

- More grievances 

- More frustrations among workers 

- Management will fail to get early signals on hidden grievances 

- More absenteeism 

- More turn over 

- Chance of unrest/strike/disputes 

- More harsh treatments 

- Less productivity 

- Any others…………….. 

 

 What else can be done to make SD more effective? 
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For PC Management  

 According to you, what is the ultimate goal of SD? 
 

- Building a communicational channel between workers and management/owners 
- To make a better relationship between workers and managements 
- Ensure workers rights 
- Make a platform to raise workers voice 
- Ensure a disciplined and happy working environment 
- Ensure workers & mgt. & supervisors are mutually respectful 
- Ensure workers are aware of rights but act responsibly and productivity improves 

 

 What is the attitude of top management across this event? 

 

- Supportive 

- Enthusiastic 

- Maintaining strong follow up 

- Just another program 

- Fulfilling Buyer‟s request 

 

 What were ETI interventions? What other stakeholders are participating in the ongoing SD process? 
 

1. SD briefing       2. Election assessment/guidelines     3. Training              4. M&E 
 

 What is your comment about the election? How can we say that as a fair event?  
 

 Did you receive any sort of training afterwards from ETI?  
 
1. Yes                    2. No 

 

 What were the topics discussed in the training (PC worker rep.)? For Member Secretary? 
 
1. Roles and responsibilities of PC                                    5. Effective Worker management 
2. Roles and responsibilities of Member Secretary           6. Understanding about Labor law 
3. Meeting procedures & managements                            7. Sexual harassments 
4. Social Dialogue concept & application                           8. Labour laws & rights 

                                                                                       9. Any others…………………….. 
 

 What are the areas where your capacity was developed / strengthened due to SD programme? 
 
1. Communication skill                           4. Worker management skill 
2. Knowledge on Labor laws                  5. Meeting management skill 
3. Team work capabilities                       6. Any others………………………………… 

 

 What are the 5 key workplace challenges that you find difficult to manage? 
 
1. Absenteeism                                                     5.      Meeting production target 
2. Time managements/Overtime                          6.      Unrest/Strike/Dispute 
3. Turnover of workers                                         7.      Meeting workers fringe and benefits 
4. Convincing workers                                          8.     Any others……………….. 

 

 Do you feel PC/TU worker representatives supportive in achieving SD goals? 
 
1. Extremely Supportive        2. Quite            3. Moderately           4. Slightly             5. Not at all  
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 What are the areas, you feel, still need improvement for PCWR? 
 
1. Communication                  3. Understanding PC roles and responsibilities        4. Motivating workers 
2. Pick the proper issue         5. Education              6. Any others…                    
 

 After the JETI training, what found positive changes you observed among PCWR? 
 
1. Communication skill         4. More patience           7.  Knowhow on roles and responsibilities of PCWR 
2. More supportive                5. More disciplined       8. Any others…………………. 
3. More sincere                     6. Knowledge on Labour laws & rights  
 

 Can you mention any positive changes that happened in some specific areas after SD programme launches/PC 
election/ETI training? 
 
1. Absenteeism        4. Production                            7. Quality              10. Time management     12. Behaviors   
2. Relationships       5. Unrest/Strike/Disputes         8. Turnover           11. Health and safety  
3. Housekeeping      6. Functional PC                      9. Working conditions/facility                       13. Any others….. 
 

 How do you prepare/collect your meeting agenda and what is your discussion/action procedure in meeting?  (for 
Member Secretary) 

 

 Do you think Supervisors; management and PC members are now more effective at work place with the learning from 
SD programme? 
 
1. Extremely effective             2. Quite          3. Moderately          4. Slightly             5. Not at all 

 

 Did you ever attend any event to share your experience/knowledge to other group/factory team? If yes, where and 
what did u share? 

 

 Do you believe this SD approach is right approach for Garments & Textiles sectors in Bangladesh? What major issues 
can be resolved with this approach?  
 
1. Yes                                  2. No 

 
1. Workers grievances                                       4. Unrest/Strikes/Disputes          7. Harsh treatments        
2.  Absenteeism                                                 5. Turnovers                                8. Poor efficiency                                                                    
3. Lack of trust between mgt and workers         6. Communication gaps              9. Any others….. 

 

 Do you think this SD approach should be continued in the factory? If yes, why? 
 
1. Yes                                  2.  No 
 

 What else can be done to make this SD programme more successful? What will ensure the sustainability? 
 

 In which base code principle of ETI has been successfully improved so far 
 

FL  FA/CB  

 CL  OHS  

Hours  Wages  

Discr.  Harsh T  

Reg W    

 
 

 
 
 
 

 Is there any committee to handle Anti Sexual Harassments? If not, do you think that is required? 
 

1. Yes                                  2.  No 
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For Top Management:  
 

 Why did your company participate in SD program?  
 

 What was your expectation from this program?  
 

 Have you any system/practice to update the MD/Owner on the SD prog. Progress?  
 

 Are you getting any tangible business benefits so far?  After the program by ETI, what is your specific plan with this? 
Will u continue? If yes, how? If not, why?  
 

 Will you recommend your other factories/outsiders to implement SD prog? Why and why not? 
 

 You are aware of the requirement of establishing an Anti Sexual Harassment committee? ETI 3rd phase are committed 
to follow that within the SD program execution? Will you take the same initiative even if ETI are out of this project? 
 

 Will you join this project if you need to finance for the program? If yes, why? If not, why? 
 
 
For Supervisors 
 

 According to you, what are the objectives of SD program? Did you get any orientation? 
 

 Did you get any sort of professional training? If yes, on what?  
 
1. Yes                              2. No 
 
Topics: 
 
1. Supervisors role and responsibilities                             4. Benefit of Y Theory 
2. X Theory and Y Theory                                                 5. SD program application in the factory 
3. Problem solving techniques                                          6. Criteria of a Good/Effective Supervisor 
4. Collaboration with PC                                                    7.  Any others….. 

 

 “Factory with PC and factory with no PC” – what difference do you feel? Defend your choice……….. 
 

 “PC is supporting your function “ – what is your opinion and why? 
 

 Do you think JETI SD training increased your capacity to handle work place challenges? If yes, specify….. 
 
- Building better workplace relationship (IR) 
- Negotiation with workers 
- Worker management skill 
- Workplace communication 
- Maintaining productive workplace 
- Any others….. 

 

 Any example where probable “labor unrest” was avoided due to PC‟s interference and support? 
 

 Did you find PC playing a supportive role to maintain a good working atmosphere? 
 
1. Very much              2. Quite                3. Moderately          4. Slightly           5. Not at all 

 

 Can you mention any positive changes happened at the workplace after PC election/training? 
 
1. Less absenteeism                                                  6. Less chance of unrest/Strike/Dispute 
2. More Productivity                                                   7. Less turnover 
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3. Growing time management sense                         8. More attention in work 
4. Workers patience level increases                       9. Better working environment 
5.  Effective PC                                                      10.Any others……………                       
 

 Do you think Supervisors, managements and PC members are now more effective at work place to maintain a good 
atmosphere with the learning from SD program? 
 
1. Very much              2. Quite               3. Moderately                  4. Slightly                  5. Not at all 

 

 Do you have any suggestions to improve the SD programme further? 
 
 
For TUs 
 

 Do you know about SD programme? What is the objective of SD programme? 
 

                      1. Yes                    2. No 
 

- Building a communicational channel between workers and management/owners 
- To make a better relationship between workers and managements 
- Ensure workers rights 
- Make a platform to raise workers voice 
- Ensure a disciplined and happy working environment 
- Ensure workers are doing their responsibilities and productivity improves 

 

 How do you operate? 
 

 Do you have any PC here? If yes, how do you collaborate with them?   How is PCWR supporting you?  
 

 What is your role as a TU member? 
 

 What is the biggest challenge you / TU members facing in performing your/his/her role?  
 
Beginning:                                                                               Now: 
 
- How to talk to mgt.                                                         1.  
- How to convince workers                                               2.  
- How to negotiate with mgt.                                             3.  
- How to deal the additional work pressure                      4. 
- How to suggest on labor rights 
 

 Did you receive any training from JETI? Pl‟s specify the topics.  
 
- Roles and responsibilities of TU members              -. Disciplinary Procedures 
- Using the law to protect workers                              -. Fringe and welfare benefits 
- Discriminations at work place                                  -. Communication/management techniques 
- Problem solving techniques                                     -. Grievance management procedures 
- Collaboration with PC                                              -. Any others……………………. 
 

 In which areas your capacity/skill enhanced due to JETI training? 
 
- Collective Bargaining understanding & capabilities            -. Gender issue management skill 
- Knowledge on labour laws and labour rights                      - . Grievance management skill 
- Communication skill                                                            -. Knowledge on disciplinary procedures 
- Include a proper problem as an agenda                              -. Any others…….. 
- Problem solving capabilities 

 

 Type of common work place grievances you experiencing in the factory? 
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- Safety and hygiene                      - . Regular employment 
- Living wages                                - . Long term benefits 
- Leave                                           - . Harsh treatment 
- Maternity leave and benefits        -  Sexual harassments 
- Working hour                                
- Discrimination                               

 

 Do you feel confident to engage in consultation and any exchange of information with the factory management? 
 
- Extremely comfortable                                         -  Slightly 
- Quite                                                                    -. Not at all 
- Moderately 

 

 What are the issues mainly discussed in the meetings with Managements? 
 

- Health and safety/hygiene issues                   - Special holidays & benefits  (i.e. EID)    
- Leave                                                              - . Fringe and benefits 
- Daily wages with OT                                       - . Workplace condition/facilities 
- Excessive working hours                                 - Harsh treatments 
- Worker facilities (allowances, bonus etc.)       - Regular/On-time wages 
- Sexual harassments                                        -. Any others…… 

 

 Can you mention some positive changes which happened recently? 
 
- Improve workplace condition                                   -. Reduce discrimination/harsh treatments 
- Ensure regular & on-time wage with OT                  -. Ensure maternity leave and facilities 
- Ensure fringe and welfare benefits                          -. Ensure workers voices can be raised 
- Leave management procedure                                -. More productivity 
- Decrease excessive working hours                         -. Any 0thers…. 
- Workers more relaxed and happy 

 

 Do you get proper support from Supervisors/other managements? 
 
-  Very much                                -. Slightly 
- Quite                                         -. Not at all 
- Moderate 

 

 Did you hear anything about Anti Sexual Harassment committee? Any separate committee exists in the factory?  
 

 What else can be done to make the SD program/training more effective? 
 
 
FGD Topics for General workers (male & female) 

1. Do you know about PC? What is their role? Do you think the election was fair?  
2. Do you feel the current PC is doing effective job for the benefits of all? If yes, let us know the areas? Few examples 
3. Do you rely on PC members now? If yes/no, why?  
4. Do you think PC members are conveying your issues to managements? If yes, how do you know? 
5. Did you see any changes in Supervisor‟s behaviors in last 3-6 months? What are still bothering you? 
6. Do you think management communication has been improved in last one year? If yes, what are the modes? 
7. What are the positive changes you have seen in the factory in last 5 years?  
8. In which areas would you like to see positive changes in coming years? Why those are important? 

FGD Topics for General Managements (Compliance officer, Floor managers), except PC management representatives 

1. Your understanding on SD program  
2. What do you feel about the existing PC? Effective or ineffective? 
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3. If you feel, they are doing some positive works, list out top 3 changes/works according to you?  
4. How the factory management can get better result from this program?  
5. Do you have any role in this initiative? If yes, what is it? 
6. Is there any area to make some improvement to make the approach more effective? 
7. How the initiative can be sustainable? 

 
 

 
 
 


