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CHAPTER- I

INTRODUCTION
1.1.

Background

Work organization and labour relations have undergone multi- dimensional changes
during the recent past. The Structural Adjustment Program (SAP) of the eighties
prompted labour market deregulations, privatization, retrenchment and golden handshake
and resulted in influx of experienced labour force in the already flooded labour market.
Globalization during the nineties through openness had created cut- throat competition
wherein profit margins were squeezed and various para-statals and mega organizations
vanished from the surface of the earth. Advanced technologies coupled with modern
management techniques on the other hand has changed labour management relations and
enabled decentralized production, which is ultimately reflected in the process of
“Flexibilizatin of labour”1 . As pointed out by Thomas (1995) “all large firms use
substantial number of workers who are not employees. Supplied by labour contractors
these workers work alongside regular employees but at a fraction of their pay”. Contract
labour, piece rated workers, daily wagers, casual labour, temporary labour and child
labour are examples of this flexibilization which can be found working in even outside
factory premises like in the informal sector or working as family labour in homes (Javaid,
2006).

On the government side, labour protectionist policies of the past have been replaced with
pro-investment strategies and all out efforts are being made to attract maximum foreign
1

Under flexibilzation firms either outsource their production or engage workers through contracting and
sub-contracting. The workers so engaged work alongside regular workforce but at comparatively low
wages. They are neither covered under country labour laws nor under social protection schemes and the
volume of contract workers is increasing gradually.

2

and domestic investment. Labour laws and welfare measures are ignored and labour is
just a factor of production rather than social partner under the existing paradigm (Irfan,
2003). At the same time, “non- implementation of international labour standards and
cheap labour in the south pose great threat of erecting import barriers (“Protectionism”),
to imposing higher labour standards on southern producers (“social clauses”) and to
lowering labour standards in the North (“flexible labour markets”)”2 . The developing
countries are caught in the paradox of attracting investment through ignoring labour
welfare

measures

and

facing criticism for not implementing international labour

standards3 . Pakistan is no exception. In the labour surplus economy unemployment is
rising, informal sector is expanding, labour inspections have been withheld, labour
movement is scattered, minimum wage has not been rationalized with inflation, work
organization is disintegrated, and international labour standards are not adhered to.

1.2.

Work Organization - A Historical Perspective

Production initially was carried out in houses, for family‟s own consumption. With the
expansion of demand and market the production process was revolutionized. Technology,
no doubt, played a vital role in shifting production from houses to factory premises.
Likewise the work organization was changed from craftsmanship to massive scale
production called Fordism or “just in case production”4 . Fordism or Taylorism implies
mass production entailing division of labour, economies of scale by offering specialized
monotonous jobs for an army of semi-skilled workers. The assembly line and conveyor
belt were the measures to raise the productivity as well as the efficiency of the workers
by reducing their movements; the process used moving parts rather than moving workers
(Sayer and Walker, 1994, p.164). It involved progressive specialization of productive
resources, the use of single purpose machinery and narrowly trained workers dedicated to
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UNCTAD, 2001.
The product market has become very competitive and due to surplus labour in the developing countries
wages remain at lower level. Lower wages attract foreign investors to invest in these countries in the shape
of foreign direct investment or outsourcing of production. Outsourcing of production by MNCs or
International chains has also contributed for expansion of informal sector in the developing countries.
4
Under Fordism or Taylorism products were manufactured for the store and brought to the market
according to demand.
3

3

the production of a single standardized product (Wood, 1982, p.41). The stress was on
mass production and on quality products rather than on the worker. The control and
decision making was totally centralized. The separation of work into constituent
elements, workers doing simplified, standardized, specific task under the control of
technology called assembly line. There was no human resource development or on–job
training, the workers were restricted to simple semi-skilled tasks and alienated from the
overall manufacturing process. Braverman (1974) criticized Fordism by describing it as
“deskilling” a process of occupational change. “Taylorism (for Braverman) comprised
three principles; first, the dissociation of the labour process from the skills of the worker;
second, the separation of conception from execution and third, the managerial use of this
monopoly over knowledge to control each step of labour process and its mode of
execution” (Grint, 1991, p.189).

In contrast to massive scale production, the work organization under Japanese lean
production or „just in time production‟5 was more flat, more participatory and less
hierarchical. Importance is given at the shop floor level than the organization as a whole,
the stress is on horizontal rather than on vertical lines and hierarchy within the
organization is flattened by the elimination of certain middle and lower management
jobs, especially of supervisors and middle management. Lean production uses both
planning and production at the same level, that is at the shop floor level. The thinking
worker is considered most important and valuable, which was a danger for work
organization of the past. From a pyramid structure to that of a clothes hanger; the broad
base of the hanger under lean production shows that tasks need to be integrated on one
level, the “close hook” shows more people with general management authority, top of the
close hanger vary from situation to situation (Grooting et al, 1991). Different techniques
are used to empower workers; job rotation, job enlargement, quality circles, production
terms and participation of the workers in the decision making are the example of workers
empowerment. Job rotation has created variety in the jobs, the worker can move within
5

Just in time production implies optimal utilization of the resources through producing for the market
rather than the store. In fact, this technique has involved outsourcing of production and expansion of small
and medium scale enterprises.
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different set of tasks. Separate human resource departments were created in the work
organization and skill enhancement, human resource development, on-job training and
workers empowerment through involving them in decision-making were given top
priority.

Fordism was characterized with bureaucratic and authoritarian labour management
relations whereas lean production portrays a human face of labour management relations
with more flexibility, human resource development and participation of the shop floor
workers in the decision making. Fordism and Japanese management technique are being
applied simultaneously in the developing countries. The role of the state in shaping and
reshaping work organization has been dominating and the workers are enjoying limited
autonomy. The productivity as well as performance of the system is low and
noncompetitive. On the other hand, workers engaged by the MNCs in these countries are
more skillful, participative and more productive due to more flexible and competitive
managements.

1.3.

Work Organization in Pakistan

State patronized policies in most of the developing countries, like Pakistan prompted
Import Substitution Industrialization (ISI), which while protecting the capitalist class also
paved the way to soften government attitude towards the working class. Entrepreneurs
were encouraged through various fiscal and monetary incentives6 . A large domestic
market and protection policies provided favorable environment for abnormal profit.
Investment

was

boosted

and

state

corporatism created

enormous

employment

opportunities. The volume of industrial labour force as a percentage of total labour force
increased rapidly. Active participation in the national liberation movement by labour
movement, in many ways, provided a better ground for pro-labour attitude of the state.
6

Establishment of financial and development institutions, grant of protection to certain industries,
relaxation of control, establishment of industrial estates, giving adequate importance to industrial
development in medium and long term plans, creation of investment promotion bureau and arranging of
foreign aid and loans for investment are important steps the government had taken for industrialization of
the country.
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The union leadership, being highly influenced by the ideology of the state, established
good relationship with the ruling party, which on the one hand encouraged the political
inclusion of labour movement while on the other it also raised the number as well as
influence of outsiders in the trade unions. Coupled with all such factors large scale
investment by the state has led to a huge public sector, and the trade union movement
was favorably placed to build powerful positions in collective bargaining processes in
these parastatal enterprises (Thomas, 1995, p. 5).

The stress in the early sixties was on industrialization, which marginalized the working
class; low wages, bad working conditions and restrictions on strike were the main
features of the time. Industrial growth was accompanied by considerable curtailment of
trade union activities and the right of the workers (Amjad and Vaqar, 1984). Affected by
these development labour leadership sided with anti-government strikes in late sixties.
Inspired by an active role of the labour movement in the political arena and pro-labour
developments at the international level, the government in the late sixties and early
seventies initiated various labour legislation and labour welfare schemes 7 .

Nationalization

of the seventies led

to

politicization of industrial relations and

discouragement of investment. The labour market conditions were deteriorated due to fast
liberalization after the debt crises of the eighties as the openness did not correspond with
institutional development and productive capacity of the country. The burden of these
developments fell heavily on wages, employment and social conditions. It was the time
when State Corporatism was converting into tri-partism where state was limited to the
role of facilitator rather than a regulator. Workers in fact were left at the mercy of

7

The atmosphere was pro-labour and the government of Pakistan Peoples‟ Party in recognition of sacrifices
of the working class during anti-government strikes promulgated various labour laws and labour welfare
schemes for the workers of industrial and commercial establishments. These steps no doubt enhanced
goodwill of the government amongst the working community. At the same time, employers under these
enactments were required to contribute to various funds and schemes for the welfare of their workers which
ultimately raised their labour cost.
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professional management who left no stone unturned to exploit them, both, physically as
well as economically.

Work organization under import substitution and state corporatism in Pakistan comprised
huge labour force employed on political grounds and administered by huge bureaucratic
set-up. The management was authoritative rather than participative. The same situation
prevailed even after privatization during the eighties. However, due to globalization and
pro-labour legislations the new managements after privatization relied on outsourcing,
contracting and sub-contracting. Now, only some technical and professional workers are
engaged on permanent basis and the rest are employed on contract and piece rate basis.
Clever managements even resort to outsourcing of production. This disintegration of
work organization is common in the export sector industries, like, soccer ball, surgical
goods manufacturing, garments, leather wear, sports goods, etc.

Under the new paradigm the management is relieved from the burden of control and
management of workers. Due to saturation in the labour market workers have to
compromise on wages below the minimum prescribed and to work in the working
conditions which are harsh and hazardous. The enforcement of labour laws has weakened
due to pro- investment approach. Informal sector and cottage industries are expanding
where labour laws are not applicable. Child labour, family labour, forced labour and
gender discrimination are common.

Trade union movement has lost its strength due to

shrinking formal sector employment. Labour welfare is restricted to the regular
employees of formal sector. Workers of informal sector, cottage industries, home based
workers and contract labour are excluded from schemes of labour welfare and social
protection.

1.4.

Globalization and Labour Relations

Globalization implies “gradual integration of economies and societies driven by new
technologies, new economic relationships and the national and international policies of a
wide range of actors, including governments, international organizations, business, labour
and civil society” (Hoeven and Gunter, 2004). Fierce competition due to globalization
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has brought about a number of changes in the global capital market. The most important
among these changes are international mergers and reorganization of production
operations. Under this reorganization MNCs do not manufacture directly but transfer
these activities to others. Outsourcing, contracting and sub-contracting of labour intensive
operations have become a common feature as it enable firms to reduce their overheads by
externalizing the capital and other costs associated with the direct employment of labour.
“Outsourcing

and

subcontracting

have

resulted

in

the

lengthening,

indeed

the

globalization, of supply chains which have accordingly also grown in complexity.
Globalization and the development of global capitalism, has been greatly facilitated by,
amongst other things, the reduction or removal of trade barriers, and the drastic
weakening of barriers to the global movement of capital” (Hoq, 2009).

Globalization has profound impacts on work organization and labour relations. It has
disintegrated the work organization where manufacturing is flexiblized and labour is
disunited and divergent in collective action. De-centralization of production into smaller
units excluded from labour laws, increasing market competition and pro-capital policies
are leading to cost-cutting tactics at the expense of labour which translates into lack of
safety systems and increased risks and incidents of diseases and injuries at work places.
“Long working hours, low wages, poor health and safety conditions, rising contractual
work and increasing curbs on freedom of association and collective bargaining
characterize the transforming nature of work relations in Pakistan” (PILER, 2007).

Globalization demands facilitation rather than control. The governments of developing
countries perhaps find difficult to adjust themselves in the changing environment, they
have rather resorted to remain aloof as passive spectators. Labour is extremely
contractualized by transferring it to small units and home workers in informal sector
where the daily wagers, temporary workers and piece rated are facing number of
problems regarding job security, wages, working conditions, working hours, health and
safety and other labour rights.
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Globalization through revolution in information technology and awareness of consumer
groups and civil society has exposed tyrannies of labor in the factory premises or in the
isolated informal sector.

Competitiveness has also brought suppliers, producers and

consumers closer and labour standards are becoming core issues in trade deals.
Innovation in the products through technological breakthrough and modernized human
capital are two main tools of competition in the globalized world. Japan can be quoted as
an outstanding example by importing almost all raw materials for its manufacturing
sector.

Nevertheless, it achieved productivity par excellence by virtue of its innovation

and managerial skill.

It is an established fact that a capable and determined workforce

can take a country to the heights of progress and prosperity even in the absence of natural
resources.

Historical study of all the Asian tiger economies show that these countries

spent the decades of 1950‟s and 1960‟s in educating their people and preparing them for
taking part in development activities.

1.5.

Purpose, Justification and Likely Benefits

The role of the government under globalization has changed form a regulator to that of a
facilitator. Pro-labour legislation and measures have gone to the background despite
government‟s commitment at international level.

Rigidity in labour laws has not been

adjusted to the market flexibility. Employers resort to outsourcing of production, hiring
of contract labor and division of production facilities into smaller enterprises. Due to
disabling legislation and repressive practices, unionization is on decline and union
activities,

particularly,

collective bargaining, have become increasingly difficult. At

present, less than five percent of the workers in the formal sector are unionized (PILER,
2007). Flexibility in production under globalization leads to flexible work organization,
production

outside

factory

premises,

contracting,

outsourcing.
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sub-contracting

and

product

Due to fierce competition, the producers try to reduce labour cost by one way or the
other. The workers are being deprived of minimum wages, safe working conditions,
social protection, right to association and collective bargaining, job security, and other
rights enshrined in Constitution of Islamic Republic of Pakistan and various labour laws.
Fragmentation and disintegration of work organization have led to expansion of informal
sector which is characterized by contract labour, piece-rate workers, child labour, women
labour and sometimes forced labour as well. Evasion of labour laws and labour welfare
schemes is common. The situation in the informal sector is the worst. Trade unions,
which were once considered the custodian of workers‟ rights have lost their strength and
could not adjust themselves to the changing environment. These, along with others, are
important developments which provide justification for the study.

The purpose of present study is to assess impacts of globalization on work organization,
gauge the magnitude and gravity of suffering of the working class engaged in the export
sector and suggest means and ways for their amelioration and preparation for
international labour market. The study examines the effects of different labour practices
on working conditions, terms of employment, remuneration, health and safety, welfare
measures and job security.

The study along with providing an overall situational analysis

would also be useful for policy makers working in the field of labour to design policies
addressing labour exploitation and preparation of labour force to meet the challenges of
the globalized world.
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1.6.

Research Objectives

1. To highlight and analyze the impact of globalization on work organization and
labour relations in Pakistan.
2. To critically examine the role of globalization in changing labour practices in
Pakistan.
3. To gauge the magnitude of suffering of working class during the process of
globalization.
4. To find out whether fair labour practices can convert the “human capital” into a
tool for development.

1.7.

Scope and Limitations

The study explores the impacts of globalization on work organization and labour relations
in the industrial sector of Pakistan. The work organizations and labour relations in other
sectors, like, agriculture and services are excluded from the scope of this study. Export of
labour force and remittances are out of scope of this study. It has discussed international
trade to the extent of international production chain which has affected the work
organization and labour relations in export sector. It uses secondary data for the purpose
of analysis. Focus group discussions were arranged with contract workers, garment
workers, employers and trade unionists to get some basic qualitative information.

1.8. Scheme of the Study
The study comprises seven chapters. First chapter focuses on the concept of
globalization, its background and general impacts of globalization on work organization
labour relations.

It also highlights objectives, purpose, justification, scope and limitation

of the research. Chapter II explores available literature on globalization and its impacts
on work organization and labour relations. Chapter III explains research hypothesis,
research questions, sources of data and methods of analysis used in the research. Chapter
IV portrays real impacts of globalization on work organization and working community
of industrial sector particularly in the exports sector in Pakistan. It explains nature of
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work organization, international labour standards, country labour laws, labour laws
enforcement mechanism, labour movement and various other related issues. Two case
studies i.e. one pertaining to Saga Sports and the other relating to Irfan Garments are
discussed in Chapter V. Policy issues and policy framework on labour, child labour,
bonded labour, inspection and social protection are analyzed in Chapter VI. Chapter VII
concludes the findings of research and suggests means and ways to tackle the situation
arising out of globalization and presents recommendations as a way forward to cope the
challenges of globalization.
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CHAPTER-II

LITERATURE REVIEW
2.1. Arguments in favour of Globalization
The proponents of Neo-liberal paradigm believe that free capital movement under
globalization leads to liberalization of capital, strengthening of macro-economic institutions,
lower inflation, improve economic growth and improve overall conditions of the poor. They
advocate that globalization has made labour human rights issues more visible and transparent
than earlier. “In the past, multinationals were used to market goods to consumers in the
industrialized countries from independent producers in the developing countries whose labour
practices they did not control. Now, they faced potential threats of consumer boycotts, or
sanction, in a global market where competition had become tougher and sub-standard
conditions of production could affect the image and sales of a large retailer” (Tapiola, 2002).
So, “labour rights improve with increasing globalization”(Bhagwati, 2004).

“The most fundamental tenet of neoliberal doctrine is that the market is the supreme
regulatory authority for worldly affairs and that it must ultimately be allowed to dictate the
conduct of firms and the economic policy of states around the globe” (Supiot, 2010). Neoliberalism believes that through opening up of the markets under the globalization developing
countries could help reduce their poverty. According to them “the classic link between
international trade and poverty in developing countries is via the labour market. If opening up
to international trade allows a country to export more labour-intensive goods and replace local
production of capital and skill-intensive goods by imports, it increases the demand for labour
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typically in the formal sector. If poverty is concentrated among people who are actually or
potentially part of the labour market, increasing demand will help to alleviate poverty”
(Winter, 2000).

According to Palley Globalization “has changed the structure of economic arrangements and
in doing so it has changed the pattern of incentives confronting business and government. This
new pattern of incentives resembles the infamous prisoner‟s dilemma‟. The key feature of the
prisoner‟s dilemma is that in the absence of cooperation, private agents end up in a suboptimal equilibrium. If agents cooperate, the economy can be shifted to a superior equilibrium
in which all are made better off” (Palley, 2004).

In the context of globalization, the human resource development has gained great significance
as firms are now competing on the basis of quality as well as price. “The pressure of
competition has prompted firms to ensure price competitiveness, greater flexibility, enhanced
quality, timeliness, and the capacity to introduce new products and services effectively. Since
the quality of human resources is an important determinant of competitiveness in all respects,
a greater focus towards developing human resources is seen throughout the world as essential
for socio-economic progress” (Kazmi, 2007). As Cigno et al. (2002) point out, “a country that
starts with a largely uneducated workforce risks being excluded from trade in intermediate
goods with the more developed countries as the latter form exclusive clubs”.

Hussain, (2000) has pointed out that “the economic facilities that facilitates unhindered flow
of international trade, capital and participation in labour flows are (i) reduced tariff barriers
(ii) removal of price distortion (iii) flexible regulations and legislation of labour, (iv) healthy
and sound financial sector and capital markets, (v) investment in skill development and
technological assimilation and (vi) macroeconomic stability”. According to him due to
prevalent income inequalities between rich and poor nations the workers will migrate from the
poor to rich countries. “The export of labour has become an important source of national
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income for countries like the Philippines and Mexico. In both the long and short-run,
international migration generally helps the poor. With more trade and capital flows, the need
for labour to move is, however, lower “Race to bottom” in the developed world” (Hussain,
2000).

Globalization entails a minimum role for the government in the labour market and promotes
flexible work organization. Dejardin (2008), points out that „export market dynamics have
generated a layer of flexible and mobile workforce (casual, temporary workers, contract
workers and home workers) who serve as a buffer to accommodate just-in-time ordering,
fluctuations in orders and prices, and stiff competition among suppliers, while a smaller core
of regular, permanent workers ensure quality and stability. The flexible workforce experiences
high job turnover, moving from one factory or production workshop to another, or shifting
between formal sector and informal activity‟. „It is reflected in removal of internal labour
market by firms and reduction in longevity in employment which has affected the strength of
organized labour. But it might weaken the general bargaining position of labour such that
outcome-related labour standards might suffer. However, being more open toward trade, it is
likely to promote rather than hinder the realization of two labour rights considered as core or
fundamental by the International Labour Organization, namely, the elimination of economic
discrimination and of forced labour‟ (Neumayer and Soysa, 2008).

Neo- Liberal Paradigm believes that “the era of the Keynesian consensus, a male breadwinner
bias underscored the very notion of full employment. Many of the labour market institutions,
ranging from pension plans to unions, were structured on the basis of this premise. Male
workers needed family wages because they were viewed as the sole providers within their
household” (Cagatary and Erturk, 2004).

While supporting Corporate Social Responsibility (CSR) ILO, advocates that “CSR initiatives
can promote respect for labour standards. The challenge is to make sure that they are
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developed with the participation of representative trade unions and include guarantees that
freedom of association and collective bargaining will be respected” (ILO, 2008). It is argued
that “private codes and monitoring are not attempts to undermine the State but rather
appropriately flexible responses to the reality of global production networks and the low
capacity of developing countries to enforce labour laws and regulations in full” (Locke et al,
2007).

Neumayer and Soysa, 2008 in their quantitative analysis of a global sample suggests that
“women in countries that are more open to trade enjoy better economic rights and there is less
incidence of forced labour in countries more integrated into global markets than in countries
that are more closed”. Examples of SEWA and Home Net are often quoted. “Traditional trade
unions have also become more aware of women workers‟ needs as a result of the increased
use of flexible labour, informalization and the changing gender composition of the labour
force in the world economy. There are also cases in which workers, civil society organizations
(CSOs) and consumer groups in the North are working in solidarity, especially with women
workers in the South, to support their organizing efforts. The decreasing power of traditional
unions is also helping to close the gender gap with regard to the ability to organize” (Cagatary
and Erturk, 2004).

Globalization and its impacts in terms of higher wages and the general economic boom would
impact positively on the child labour problem, with parents opting to enroll their children in
school as opposed to recruiting them to help supplement the family income (Cigno et al 2002,
Edmonds and Pavcnik 2002). Pavcnik‟s study of the impact of globalization on rice growing
households in Vietnam concludes that the incidence of child labour would decline in landed
households because of higher prices for rice after globalization, and also in landless
households as a result of higher adult wages associated with the increase in rice price.
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The advocates of globalization also stress that it is a capitalistic discourse which implies an
international governance framework for promotion of free trade, monetary restraint, budgetary
austerity, privatization, and flexibilization of labour markets. “New constitutionalism” under
the globalization seeks to separate economic policies from broad political accountability in
order to make governments more responsive to the discipline of market forces and
correspondingly less responsive to popular democratic forces and processes” (Hermann,
2007). So, „instead of competition being subject to the law, the trend is towards making the
law subject to competition‟ (Supiot, 2010). Some critics of the existing process of
globalization argue that „international labour standards, as defined by the International Labour
Organization (ILO), need to be made part of the formal rules governing the global economy‟
(Palley, 2004).

2.2. Arguments against Globalization
The critic of globalization believes that “it has created opportunities and benefits for many,
yet at the same time millions of workers and employers, worldwide, have had to face new
challenges. The globalized economy has placed workers and enterprises to new locations,
resulted in the sudden accumulation or flight of capital, and caused financial instability.
Despite initial optimism, globalization has not ushered in an era of prosperity for all” (ILO,
2005). Pally, (2004) on the basis of the financial crises of late nineties in East Asia, Russia
and Brazil points out that “globalization is not working out as conventional theory predicted it
would. Instead of producing faster, more stable and widely shared growth, globalization
appears to have produced the opposite”.

According to Dejardin (2008), “under the current international division of labour, labourintensive portions of production where wages costs are important are located in low wage
locations. These segments are at the low end of global supply chains, where workers and
producers receive proportionately the last return for their labour, and wield the least
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negotiating power over the terms of exchange”. He also points out the negative impacts of
competition of exports and foreign investment on wages and working conditions, and fuelling
a “race to the bottom” in labour standards. Kiely (1998), explains globalization or “Neoliberalism as flexibilities, flexible technologies, flexible relationships between core firms and
suppliers and flexible organization of labour process”. In the words of Stone (2005), “work
has thus become contingent, not only in the sense that it is formally defined as short-term or
episodic, but in the sense that the attachment between the firm and the worker has been
loosened. The re-casualisation of work has reportedly become a fact of life all along the
employment spectrum from blue collar workers to high-end professionals and managers”. At
the same time, employment is growing in the informal sector, i.e. the formal enterprises or
production chains where the workers are on subcontracts under precarious conditions
(including home work) and have no employment stability or social protection. „There are
many different breaches of social protection provision, depending on the degree of labour
market integration and on the contractual situation of the workers concerned‟ (Tokman, 2007)
and „workers in precarious employment, without economic and social entitlements, and
without long term career prospects or equipped with few skills are more vulnerable to risks of
unexpected economic downswings, job and wage losses than other workers‟ (Dejardin, 2008).

School against globalization highlights violation of labour rights and right to form unions of
the workers. For instance, ILO (2008) has pointed out “serious and major cases involving
large-scale dismissals, harassment, imprisonment and violence, including killings of trade
unionists. Trade unions and employers‟ organizations continue to experience obstacles in their
day-to-day activities. Problems arise with: restrictions on the establishment of organizations
or the right to join them; interference by governments and other parties in the functioning of
employers‟ and workers‟ organizations; restrictions on collective bargaining; discrimination
against union members; and undue restrictions on the right to strike”. Workers of various
categories; like agriculture workers, public servants, domestic workers, home based workers
and seafarers are not given right to form unions and to bargain collectively.
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The critique also highlights comparative advantages of developed countries due to capital and
technological advancement. “Social clause can become a tool for developed countries to
impose their social standards on developing countries and distort international trade to the
detriment of consumer welfare within the developed world itself” (Sengupta et al, 2006). The
ruling class in the poor economies cooperates with globalization forces as they enjoy its
benefits through trade and capital liberalization, deregulation and privatization of national
industries. “The opening up of national economies to foreign investment and liberalization of
trade have helped them to establish growing linkages with international capitalist class and
promote a kind of symbiotic relationship between them. The working class and poor people
are hit hard by the impact of globalization. The low skilled labour class who sell their labour
to earn their everyday bread has less value to the high-tech, high capital intensive production
system. Low technology-based industries and small family businesses also suffer, and are
gradually collapsing, in the face of the flood of new imports under trade liberalization
schemes. This is contributing to an overall increase in the rate of poverty. The international
movement of labour also links national economies and labour markets, but, unlike
international trade and finance, it is still highly restricted” (Dejardin, 2008).

Hoeven and Gunter (2004), after literature reviewing of 120 sources found that “international
trade had marginalized low income countries, the share of low income countries in foreign
direct investment had fallen. Increased international trade has led to considerable pressure on
labour cost and wages. Globalization has exacerbated inequalities because of sharply
diverging experiences at the individual level. It has increased economic and political
insecurity, even for those who have benefited from globalization, a large number of
developing countries, where 30 per cent of the world population lives, have gradually become
marginalized to the global economy. Globalization has increased child labour activities; this
was largely because of an initial shift of child labour from informal home and family
enterprises into more visible, formal wage employment. Secondly, although clearly there were
unacceptable abuses, some of this formal child labour had positive, short term effects on the
income levels of poor families. Thirdly, because of international pressure and the fear of
developing countries that industrialized countries may boycott the import of products
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manufactured with child labour; most developing countries have adopted restrictive child
labour legislations”. Bales proved more or less the same by concluding that “the competitive
pressures wrought by globalization increase the incidence of forced or compulsory labour”
(Bales, 1999).

Child labour according to many, the incidence and magnitude of child labour has increased.
“The vast numbers of children being denied their rights to learn, to play, to lead carefree lives
and develop the life skills required for a fulfilling adulthood remains a serious problem.
Several case studies from developing countries relate globalization with a boost in the export
sector, the growth of small-scale home-based export-oriented industries and the corresponding
spurt in the employment of low paid child workers” (Satyarthi 1994). Watkins (2002) found
that “in Indonesia, enrolment rates fell by 3 percent for primary schools and by 11 percent for
secondary schools as a result of the financial crisis in education in the wake of structural
adjustment programmes”.

Globalization has negatively affected pro-labour legislation in the developing countries.
“Companies prefer to produce in level environments that offer the least protections for labour
and, when feasible, they shift production to capture the resultant lower labour costs. Thus they
engage in labour standards „race-to-the-bottom‟. It wants domestic protective legislation to
improve labour standards but is acutely vulnerable to the capital flight that increased labour
standards can trigger. This dilemma is intensified as economic life becomes more global,
rendering labour less effective as a political actor” (Stone, 2005). As highlighted by Compa,
„regulatory competition could trigger a downward spiral, in which nations compete with each
other for lower labour standards, and labour loses its historic allies at the domestic level and is
thus rendered powerless to resist. This neoliberal agenda for reforming labour and social
security law would uproot national labour law systems and crush workers‟ organizations and
collective bargaining institutions in a ruthless race-to-the-bottom on labour standards through
social dumping‟ (Compa, 2006). The same has been stressed by Supiot by advocating that
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“the national level labour protective legislations are now gradually being dismantled in the
context of globalization” (Supiot, 2010).

„Neoliberalism‟ pushes a reform agenda often captured in the world “flexibilization” and by
condemning “rigid” labour laws. But for workers, these so-called “rigid” laws are social
protections won over decades of struggle and sacrifice. What neoliberal reformers call “rigid”
labour laws can also be seen, from a worker‟s and trade union perspective, as “solid” labour
laws protecting hard-won gains. These include employment stability, wages, pensions, health
care, health and safety regulations, compensation for workplace injury and disease, leisure
time, rights to trade union organization and collective bargaining, and more‟. (Compa, 2006).
Many scholars have also suggested that „globalization limits the capacities of governments to
provide such compensation‟ (e.g. Rodrik, 1997; Desai, 1999; Besley, Griffith and Klemn,
2001) as „under the globalization Nation States have, to some extent, moved away from
welfare to competitive states‟ (Cerny, 2000, Storper, 1997).

Another development of employer‟s pursuit to cheap labour could be seen in recruitment of
more and more women in the production process. “While factories, mines and farms continue
to be the main places of employment and work, the homes and streets have also emerged as
work places. Further to this, some workers find themselves working in workplaces that are not
owned by their employers. Labour broker workers and workers doing outsourced services are
very good examples in this respect. The notion of a clearly defined employer-employee
relationship becomes difficult to uphold under conditions where employees are working in
project teams or on-site beside employees from other organizations, where responsibilities for
performance and for health and safety are not clearly defined. This blurring of the relationship
affects not only legal responsibilities, grievance and disciplinary issues and the extent of
transparency and equity in employment conditions, but also the definition, constitution and
implementation of the employment contract defined in psychological and social terms”
(Kamanga, 2009).
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An important criticism on against the proponents of globalization is that gender and race are
invisible in the dominant discourse on globalization. „Globalization is presented as gender
neutral, even though some theorists do pay some attention to women, the family and women‟s
employment‟ (e.g. Castells 1997). “Female workers are marginalized (or excluded) not by
being unemployed but by being engaged in types of work and working conditions that
condemn them to low-wage, low-productivity occupations that involve increasing pressure
and drudgery as companies resort to “sweating” their labour force” (Chen and Marilyn 2004).
They further stress that „inclusion of women in the global economy is increased volatility and
vulnerability‟. Afshar and Barrientos, 1999), (Elson, 1999) and (Cagatay, 1996), all three
feminists and women‟s interest groups are concerned that „globalization increases the existing
economic disadvantage experienced by many women relative to men in most countries of the
world‟. According to them, women have to work for long hours in unhealthy work
environment, usually at low wages. However, „women‟s wages and working conditions in
export-oriented production, particularly in multinationals or their subcontractors can be better
than the alternative‟ (Lim, 1990) and „these jobs may even be coveted by women‟ (Kabeer,
2000), „indicating just how harsh conditions are for them in alternative forms of work in
general‟ (Sen, G., 1999). “Under-investment in human capital is a major insecurity faced by
women workers in the informal economy as women workers have very low or limited skills”
(Unni and Rana, 2003). On the same ground, it is argued that „the feminization of the labour
force may prove to be temporary and to be reversed as production moves up the skill ladder in
the later stages of export promotion (Joekes, 1995 and 1999; Ghosh, 2001; Fussel, 2000).

Employment of women is deeply connected with culture and traditions. „Women are overrepresented in home-based and sub-contract work in exploitative exchange relationships. Such
a link between gender and informality arises out of social, cultural and economic barriers
often reflected in their original endowments and creates situations of poverty. Social and
cultural norms also restrict the nature of economic activities women can engage in. These
norms are operated through caste and religious customs along with the household
responsibilities of rearing and caring thrust upon women‟ (Unni and Rani, 2003). “Informal
women workers often belong to socially marginalized sections and their bargaining power is
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weak. With recent changes their position has got even weaker. What is needed is some form
of empowerment through organizing” (Jhabvala, 2003).
Globalization has negatively affected labour and trade union movement as „increased mobility
of capital and technological innovations which have made it possible to organize production
in more flexible ways (Elson, 1999) have also been instrumental in undermining the
effectiveness of traditional forms of union organizing, thereby weakening the bargaining
power of male workers‟. Under globalization, employers avoid trade unions in two ways;
firstly,

through „flexibilization‟ of labour processes and

avoiding formal workplaces,

Secondly, to avoid labour cost enhanced in the shape of „labour package‟ under collective
bargaining agreements. “In addition, global production chains, enhanced transportation and
communication and lower trade barriers give employers considerable leverage to avoid unions
and limit their effectiveness where they exist. The development of transnational global
governance institutions also undermines unions‟ political strength at the national level.
Privatization fosters policies that have diminished legal protection for labour rights and
collective bargaining and have contributed to rapidly growing income inequality” (Stone,
2005). Contrarily, „various studies demonstrate that respecting freedom of association and
collective

bargaining

performance.

New

rights

have positive impacts on competitiveness and

bargaining strategies underline efficiency and

productivity.

economic
Recent

examples confirm the potential of collective bargaining, as a tool adaptable to emerging
needs, to respond successfully to new challenges (ILO, 2008).

The importance of Human Resource Management (HRM) has rapidly grown. HRM works in
two ways; as an internal system of labour regulation by enterprises it regulates the
employment of core workforce; through coordination it also regulates the employment of the
workers employed by contractors, sub-contractors and suppliers right along the length of the
supply chain. As highlighted by Hoq, „for the core workforce, HRM is cooperative, inclusive
and participatory in orientation, concerned as it is with winning the individual commitment of
core employees to the enterprise and the achievement of its strategic objectives. It emphasizes
performance, skills and individualized monetary rewards. For the peripheral workforce, in
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contrast, HRM emphasizes short term and insecure employment, low hourly rates, degrading
conditions of employment, lack of opportunities for training and career and advancement, and
so on. But it is also about “improving” the performance of the flexible workforce by speeding
up or reducing the piece rate or casual hourly rates received by flexible workers, and offering
them only intermittent employment, but at the same time extending the length of the working
day‟ (Hoq, 2009).

Stone (2005), points out that in the concept of “internal labour market” in the modern work
organization is also waning. Previously, entry to the jobs was at the initial stage. Jobs were
arranged into hierarchical ladders and for promotion to each job on the higher rung workers
were required to undergo certain training. In the past, trained employees were assets for their
organization and employers wanted employees to stay a long time. “Consistent with internal
labour market job structures, employers structured pay and benefit systems so that wage and
benefits rose as length of service increased. The new workplace, on the other hand, is not jobcentered nor is it made up of separable bounded departments. It involves cross utilization,
broad-banding,

and other features of boundary less. Bargaining unit-based collective

bargaining means that as individual workers move between departments, units, and/or firms,
their labour contracts do not follow them. In the new “boundary less” employment
relationship, employees are expected to manage their own careers, rather than to expect longterm employment from a single firm” (Stone, 2005).

Both, Neo-Liberal and Feminist criticized globalization in their own ways. „According to
Neo-Liberal doctrine “Total Market” converts everything into economic resources. People are
thus considered merely as means to an end, and no longer as the ultimate beneficiaries of
economic activity. They are subsumed into the indistinct pool of “resources” that “Market”
needs in order to function‟ (Supiot, 2010). Feminist believes that labour market is highly
segmented. “They have argued that outcomes of trade policies are mediated by labour market
institutions, which include labour laws, social norms and trade unions, as well as the
behaviour of employers” (Cagatary and Erturk, 2004). Expansion of informal sector in the
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developing countries which is highly segmented in terms of location of work, sector of the
economy and status of employment and social group and gender. “Most workers in the
informal economy share one thing in common – the lack of formal recognition and
protection” (Chen, 2003). By criticizing competitive aspect of the labour market the ILO
(2008) has underpinned that “no doubt well-functioning labour markets enhance economic
productivity, generate incomes, and promote social justice, industrial peace and sustainable
social and economic development. These objectives cannot be achieved if large segments are
excluded from the protection and privileges provided in law and practice”.

2.3. POLICY IMPLICATIONS
From the foregoing analysis it is evident that the discourse of globalization is not labour
friendly. “It is entirely possible of course, perhaps even likely, that globalization boosts the
bargaining power of capital at the expense of labour, which would put downward pressure on
outcome-related labour standards such as wages, working times and other employment
conditions” (Neumayer and Soysa, 2008). “It does not only undermine domestic labour
standards directly; it also does so indirectly by undermining the strength of domestic labour
organizations. The specific ways in which globalization threatens labour are well known but
worth restating briefly. First, globalization diminishes bargaining power of working class. As
capital mobility increases, businesses tend to relocate to countries with lower labour
standards. Further, when firms can relocate easily, unions have less power at the bargaining
table in their home countries because they are always bargaining against the threat of
relocation. In practice this means that companies will be less likely to yield to union demands,
and unions will not make demands out of fear of triggering business flight” (Stone, 2005).
And as argued by the ILO “the continued development of the global economy in that direction
is neither sustainable nor desirable. Inequality not only leads to a decline in productivity but
also breeds poverty, social instability and even conflict” (ILO, 2005).
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The multi-nationals have established Company Codes which in the name of Corporate Social
Responsibility (CSR)8 are often used to create company‟s good will amongst its stakeholders.
However, the critics of CSR argues that they are designed not to protect labour rights or
improve working conditions but instead to limit that legal liability of global brands and
prevent damage to their reputation. Locke et al (2007) summarizing the results of research on
factory audits of working conditions in 800 of Nike‟s suppliers in 51 countries conclude that
“external pressures are essential for generating internal corporate support. Code of conduct
will lead to an improvement in general standards, but, standing alone, they may not be stable”.

The proponents of International Labour Standards believe that “remedy lies in international
labour standards which, by allowing for the formation of independent trade unions that
bargain collectively, can ensure a recalibration of the system of income distribution” (Rodrik,
1999). Palley has discussed the case of CLS extensively and underpins that “there are two
dimensions to the economic argument in favor of core labour standards (CLS). One is a
conventional „static‟ economic efficiency argument whereby CLS correct distortions in labour
markets. This results in better allocation of scarce resources that raises output and economic
well-being. The second argument rests on „dynamic‟ economic efficiency: CLS change the
pattern of incentives facing business and government. In doing so, they shift economies on to
a „high road‟ path of economic development in which wages are higher, and in which business
competition focuses on productivity and product quality rather than workplace conditions”
(Palley,

2004). Palley (2004), further stressed that “under CLS the elimination of

discrimination and the granting of collective bargaining rights can be expected to raise wages
and redistribute income away from profit. If the marginal propensity to consume out of wage
income exceeds that out of profit income, such redistribution would increase domestic
absorption. The additional output generated by the adoption of CLS would, therefore,

be

consumed within the economy rather than being shunted onto export markets, and exports
could even fall from initial levels if increased domestic absorption caused output to be
withdrawn from export markets. Were this to happen, import competition from developing
8

Corporate Social Responsibility (CSR) is a set of policies of a firm which aligns it to the activities with
the social, economic and environmental expectations of its stakeholders.
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countries would fall, thereby raising employment and wages in the developed countries. This
illustrates the potential „win-win‟ character of CLS for workers in both developed and
developing economies”.

According to Maskus (1997) “CLS can yield static economic efficiency gains in developing
countries in two controversial ways. First, he challenges the claim that labour standards will
benefit workers in developed countries. Static efficiency gains will increase employment and
output in developing countries, but this will lead to an increase in exports and a fall in the
price of tradable goods that reduces real wages and employment of workers in tradable goods
industries in developed countries. Second, formation of independent trade unions could lead
to wages being pushed above their perfectly competitive level, and if pushed high enough
could reduce employment. In effect, the distortion of employer monopsony power could be
replaced by the distortion of union monopoly power”. If we go by his justification, CLS can
reduce domestic labour market distortions, like, child labour, gender discrimination and
monopsony power of capital and trade unions, thereby increasing economic efficiency, output
and societal well-being.

The importance of CLS in securing workers‟ rights has been established. However, “they are
especially significant for women workers, who face gender-based discrimination in labour
markets and are much less organized than men. The low wages paid to women (especially the
low wages of those who are principally responsible for maintaining a household) are a
principal cause of poverty. Securing women workers‟ rights, and workers‟ rights in general, is
therefore crucial not only for achieving equity, but also for poverty reduction” (Cagatary and
Erturk, 2004).

Palley advocates that “the International Labour Standards determine a path to

decent work, provide an international legal framework for fair and stable globalization, a level
playing field, a means of improving economic performance, a safety net in times of economic
crisis, a strategy for reducing poverty and the sum of international experience and knowledge”
(Palley, 2004).
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A level playing field between the business and labour has been desired by most of the critic in
the globalization discourse. Without that labour will be unable to achieve its fair share in
terms of wages and other benefits. “It will require stronger labour market institution – such as
minimum wage systems, freedom of association and collective bargaining – so as to ensure a
more balanced distribution of the gains from growth. Reinforcing protection in the event of
job loss will help reassure workers and thus put them in a better bargaining position” (Torres,
2010). In the same place, the government has to protect its citizens as a welfare state. The
welfare

function

of the

state

involves

provision

of medical,

educational,

housing,

compensation in case of injury, and old age pension through labour welfare measures of the
state subsidized the working poor to stand with the middle class and to get rid of vicious circle
of poverty (Amjad 2005).

A number of scholars have argued that “increase in economic

insecurity from globalization may generate demands for more generous social insurance that
compensates workers for a riskier environment” (e.g. Rodrik, 1997; Burgoon, 2001; Hayes,
Ehrlich and Peinhard, 2002; Boix, 2002).

Informal sector is considered to be the torch bearer as far as employment is concerned. As
indentified by Chen (2003) “structural adjustment in Africa and economic transition in the
former Soviet Union and in Central and Eastern Europe was also associated with an expansion
of employment in the informal economy”. It has also been established that “in the 1980s, the
economic crisis in Latin America served to highlight another feature of the informal sector:
namely, that employment in the informal sector tends to grow during periods of economic
crisis” (Tokman 1992). Similarly, “in the Asian economic crisis a decade or more later,
millions of people who lost formal jobs in the former East Asian Tiger countries tried to find
jobs or create work in the informal economy” (Lee 1988).

According to ILO, “the gap in application of labour standards in the informal economy is a
reality, lending itself in many cases to lower wages, longer working hours, hazardous
conditions and the abuse of workers. For freedom of association and collective bargaining to
become effective in the informal economy, they must be anchored through the rule of law”
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(ILO, 2008). The Government has still an important role to play. For instance, “the
government can play a facilitating role by providing many of these in the informal economy
with a legal status, advance loans, provide training and so on. In a sense that may be
„formalizing the informal” (Unni and Rani, 2003). Virtually all policies affect one or other
segment of the informal economy. But Chen (2003) highlights “four policy areas which have
particular impact on the informal economy:

i)

Macroeconomic policies – tax burdens, incentives and statutory benefits (e.g.
un-employment insurance and pension funds) should be more equitably
distributed between micro, small and big businesses, and between employers
and employees (of all kinds);

(ii)

Labor policies – the scope of labour legislation, labour policies, and collective
bargaining agreements should be expanded to cover all categories of workers;

(iii)

Urban regulations – appropriate regulations and equitable allocation of urban
space should be developed through a consultative process and negotiated
settlements between all stakeholders; and

(iv)

Social protection measures – the scope of statutory schemes should be
expanded to cover as many categories of workers as possible and alternative
schemes that target informal workers should be encouraged”.

The ILO (2011) has also stressed the need for expansion of legal coverage, provision of
social protection to the workers, sustainability of enterprise, macro-economic policy
coherence and promotion of social dialogue for creation of decent and sustainable
employment opportunities in the informal sector.
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Trade union movement is already dwindling. Expansion of informal sector, exclusion of
agriculture and public servants from trade unions and issues of migrant workers and
women are great challenges for the movement. “Legislation in a number of countries still
limits trade union rights for migrant workers. Membership in mainstream and strong
trade unions and federations alongside with nationals gives migrants greater voice in
society and the world of work, thereby ensuring their equal rights and providing a
disincentive to forced labour and trafficking of migrants” (ILO, 2008). In order to
organize the unorganized, like, workers of agriculture sector, workers of informal sector,
home based workers, workers of Export Processing Zones (EPZs) and migrant workers
trade unions requires an enabling environment which cannot be possible without proper
legislation and effective institutions.

Human resource development as a mean of socio-economic development and addressing
the major issues confronting developing countries, like, poverty, inequalities and
investment emerged as an important tool in the 1990s. “Despite the continued dominance
of neo-liberalism in policy circles, people-centered approaches to development have
made considerably headway. In addition to the human development paradigm, such
approaches are also informed by the human rights discourse and the feminist approach to
economic development” (Cagatary and Erturk, 2004).

According to Kazmi (2007), “globalization has brought new challenges for developing
economies and their labour markets. To face these challenges, it is imperative to be
competitive in the world market, which to a large extent is driven by scientific and
technological innovations. Education and training require to be made need-oriented,
multi-skill and flexible to meet changing needs of the local industry and overseas
demand”. “Empirically, it has been established that countries, such as Singapore, Taiwan,
Thailand, Korea, Malaysia and many more that achieved prudence in the global
workplace as well as social and economic gains, invested heavily in HRD in their initial
stages of development” (Khan, 2005). Although some features of its system are unique,
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much can be learned from Singapore‟s experience about the important principles that can
be used by other developing nations (Kuruvilla, 2007).

The above analysis indicates that a rich literature is available on globalization. According
to many globalization by one way or the other can be instrumental in alleviating poverty
and welfare of the working community through advantages of open trade, migration of
labour, implementation of labour standards, improvement of working conditions and thus
would have positive impact on child and bonded labour, gender, health and safety and
trade union movement. Whereas the criticism believes that globalization has exacerbated
the situation further due to „race for the bottom‟ in the developing countries. The work
organization has been disintegrated and most of the employment is expanding in the
informal sector which evades implementation of labour laws and thus working conditions
and terms of employment do not favour the working class. Labour movement has
weakened and workers have no voice but left at the mercy of the market where
developing countries could not compete due to fierce competition. Both the schools
agreed that globalization has brought forth a number of challenges for the developing
countries and they can reap the benefits out of it by opting appropriate policy
interventions, like, investment in education and training, adoption of core labour
standards, provision and improvement of social protection and better governance in the
field of efficient labour legislation.
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CHAPTER- III

METHODOLOGY
Globalization has had strong impact on work organization and labour relations in
Pakistan. To comprehend the whole issue properly, a complete situation analysis is
required, which calls for both quantitative as well as qualitative evaluation. For the
purpose different types of data and approaches have been used in the study. This chapter
highlights research hypothesis, research questions, sources of data and methods of
analysis used in the study.

3.1. RESEARCH HYPOTHESIS
The process of globalization in Pakistan has disintegrated the work organization in
different ways. Formal sector is shrinking and rapidly shifting to contracting and subcontracting. It is now characterized by increasing number of contract and piece rate
workers who work alongside regular workers at comparatively lower wages and under
harsh working conditions. Informal sector is expanding rapidly by extending its
boundaries to homes. The sector engages children, female labour, piece-rated, home
based workers and in some cases labour indebt bondage also. The government is no more
a regulator of industrial relations. Enforcement of labour laws has generally become
weaker leading to extreme situations in the informal sector and home based industries.
Trade unions have restricted themselves to the formal sector and they have not been able
to play their role, traditionally attributed to them as custodian of labour rights. The
management is playing a dominating role in the modern work organization. Export sector
is under international vigilance and comparative advantage of low labour cost is seen
internationally in terms of violation of labour rights, particularly in the cases wherever
chain production and international brands are involved. Training and human resource
development in the country is not keeping pace with ever changing national and
international market requirements.
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3.2. RESEARCH QUESTIONS
The research questions are as under:

1. What are the major impacts of globalization on work organization and labour
relations in Pakistan?
2. To what extent globalization has changed labour practices in Pakistan?
3. How Pakistan has been able to respond to the developments of globalization?
4. What is the magnitude of workers‟ suffering during the course of globalization?
5. What are the means and ways for using “human capital” as a tool for
development?

3.3. SOURCES OF DATA
A variety of data has been used in analyzing the effects of globalization on the work
organization and labour relations in Pakistan. Relevant data from last ten Labour Force
Surveys of Pakistan, i.e. 1999- 2000 to 2009-10, regarding labour force participation rate,
male female ratio, sector-wise employment trends, formal versus informal sector
employment, health and safety at work place and accidents at work place has been used.
The information about enforcement of labour laws and performance of field inspection
machinery has been collected from Provincial Directorate of Labour Welfare. The
information about ILO-Conventions and vocational and technical training is obtained
from the Ministry of Labour and Manpower, Government of Pakistan. National Survey
on Child Labour has also been consulted for data about working children in Pakistan.
Primary data was collected from focus group discussions with employers, trade unionists,
contract workers and piece rate worker. For information about home based workers data
from Labour Force Survey of Pakistan for the year, 2008-09 was used. Besides, the study
also benefited from Economic Survey of Pakistan, International Labour Organization,
Pakistan Institute of Labour Education and Research (PILER), Center for Improvement
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of Working Conditions and Environment, Government of the Punjab and interviews with
the management of different factories.

3.4. METHODS
Data from Labour Force Surveys of Pakistan for the last ten years regarding labour force
participation rate, male female ratio, and employment in formal versus informal sector,
accidents in industrial establishments and health and safety at the work place has been
used to evaluate the impacts of globalization through tables, pie graphs and diagrams.
Information about enforcement of labour laws has been obtained from Ministry of Labour
and Manpower and provincial Directorate of Labour Welfare and used to present the
status of implementation of labour laws in the country during the last five years. Figures
of National Survey on Child Labour have been utilized to highlight over all child labour
situation in the country. However, some sector level data has also been obtained from
micro level studies on child labour, contract labour and garments industries. Data from
the available figures of Labour Force Survey 2008-09 was used to extract information
about home based workers in the year 2008-09. The data is presented in tables which
show trends and changes with respect to work organization and other parameters of
labour. Graphs, pie charts and diagrams are also drawn from these tables to make the
things more clear and understandable.

Two case studies of factories producing solely for export purposes were selected and
primary data was collected through non-conventional methods. The first case study
pertains to Saga Sports, Sialkot, which was engaged in supplying handmade soccer balls
to Nike as its sole vendor in Pakistan. The second case study relates to Irfan Garments,
Lahore, which is the sole supplier of readymade garments to an American brand called
„GAP‟. Quantitative and qualitative information from these two establishments was
collected through interviews with the management, contractors, workers and middlemen.
Focal group discussions were also held with groups of contract workers, piece rate
workers and lady workers to get additional information about attitude of the management,
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work satisfaction, sexual harassment, training, loan advances, provisions of health and
safety at work place and other similar issues. The premises of both factories were also
visited to access and observe the measures taken by the management in respect of health
and safety at work place, medical facilities, facilities, like, day care, separate room and
bath rooms, etc. for the lady workers.

Government‟s response to changes in work organization and labour relations as a result of
globalization has also been analyzed. Labour Policy, 2010, Inspection Policy, 2006, Social
Protection Policy, 2006, National Plan of Action on Child Labour and Bonded Labour have been
critically examined and analyzed. On the basis of the analysis suggestions and recommendations
are highlighted in the last chapter of the study.
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CHAPTER –IV

GLOBALIZATION AND PAKISTAN
Globalization has promoted segregation of production process and disintegration of work
organization. The most sophisticated production has been restricted either to the developed
world

or to

multi-national corporations.

Formal capital intensive manufacturing is

shrinking and being replaced by labour intensive production techniques, like, contracting,
sub-contracting, outsourcing, piece rate work and home based production. Work
organization in Pakistan under this global paradigm has led to flexible labour relations and
marked by temporary employee- employer relationship. Trade union activities are restricted
to the formal boundaries. The country is confronting with various challenges, like, child
labour, forced or bonded labour, home based work and gender issues. These developments
have not only minimized the role of government but have also affected the centuries old
labour laws enforcement mechanism. This chapter, in order to address questions number 1,
2, 4 & 5 analyzes impacts of these developments on work organization, labour relations
and various other labour parameters in Pakistan.

4.1.

INFORMALIZATION OF PRODUCTION

4.1.1. Informal Sector
In Pakistan, employment in informal sector is on rise. The sector accounts for more than
„73 % of the employment in main jobs outside agriculture9 ‟. The share of informal sector in
terms of employment during the last ten years has been increasing continuously. As a
result, the share of formal sector in employment has seen a decline during the same period.

9

Pakistan Labour Force Survey, 2009-10.
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Informal economic activities take place either in suburbs or in the rural areas which are
underdeveloped

and

lacking

basic

amenities.

Physical

infrastructure

is

weak;

manufacturing is carried out in the small congested work places which do not have basic
health and safety provisions. Informal sector workers, mostly children and women have
to work long hours for nominal wages. Most of them are temporary, piece rated, casual or
unpaid family workers. Usually relatives and known are preferred for employment.
Among others, traditionalism, invisibility, out-dated technology, tax evasion, illiterate
workers, evasion from application of labour laws, non-availability of old-age benefits,
lack of social protection, non-provision of various benefits, absence of right to form
union, unsafe working conditions at the work place, exploitation by middleperson, lack of
credit facility and limited access to the market are important features of informal sector.
A significant proportion of informal sector workers represent migrant, displaced or
footloose labour10 facing their own set of additional problems.

Working conditions in the informal sector are extremely poor. Due to lack of awareness
and high cost associated to it the employers and own-account workers do not take
appropriate measures for occupational health and safety at the workplace. Presence of
chemical affluent, solid waste, liquid waste and dust is common in the premises of the
informal setup. Problems of low light, noise, humidity, high temperature, untidy
workplace and work hazards are common which cause sickness and number of other
occupational diseases amongst the workers of informal sector.

Table 4.1 below and corresponding bar charts highlight distribution of non-agriculture
workers in formal and informal sectors. “Employment in informal sector, as percentage of
total non-agriculture employment rose from 64.6 % in 2001-02 to 73.3 % in 2009-1011 ”.
The employment in the formal sector during the same period has seen a declining trend, i.e.

10

Footloose labour implies that labour which migrates from one place to another in search of employment
or livelihood due to change in seasons.
11
Pakistan Labour Force Survey, 2009-10.
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35.4 % to 26.7 %. The situation is also clear in bar charts which show comparative rise and
fall in the formal and informal sectors employment during the last ten years.

Table No. 4.1
Formal and Informal Distribution of
Non Agriculture workers (%)

Year

Formal

Informal

2001-02

35.4

64.6

2002-03

0

0

2003-04

30

70

2004-05

0

0

2005-06

27.1

72.9

2006-07

28.1

71.9

2007-08

27.2

72.8

2008-09

26.7

73.7

2009-10

26.7

73.3

Source: Labour Force Surveys of Pakistan

Figure No. 4.1

Source: Labour Force Surveys of Pakistan
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Status of informal sector workers by employment status is reflected in the table below and pie
diagram which shows that 42 % of the total workforce in informal sector are own account workers,
2.5 %, are employers, 11.2 % unpaid family workers and 44.3 % are employees. Males are
absolutely dominating as employers and own account workers, if compared with female workers.
On the other hand, female‟s share as unpaid family workers and employees is higher as compared
to male. Female‟s contribution as own account workers is 31.7 % which is encouraging.

Table No. 4.2
Informal Sector Workers –Distribution by Employment Status During the year 2009- 2010

Employment Status
Total
Total
100
Employers
2.5
Own account workers
42
Unpaid family workers
11.2
Employees
44.3
Source: Labour Force Survey, 2009-2010

Figure No. 4.2

Source: Labour Force Survey, 2009-2010.
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Male
100
2.7
43.1
10.3
43.9

Female
100
0.7
31.7
20
47.6

4.1.2. Home Based Sector
A junk of informal sector comprises home based industry where workers are engaged in
homes, doing piece rate work for a known or unknown employer. According to figures
extracted from Labour Force Survey of Pakistan for the year 2008-09, 3.18 % of the total
labour force above 15 years was engaged in the home based industries. Out of 1.62
million home based workers in 2008-09, 0.48 million (29.6 %) were male whereas the
rest, 1.13 million (70.4 %) were female. Male HBWs as a percentage of total male labour
force was 1.20 and female HBWs as percentage of total female labour force were 10.41.

Table: 4.3
Trends in Numbers and Shares of HBWs by Gender
(15 Plus, Extracted from Labour Force Survey of Pakistan, 2008-2009)

Total HBWs (million)

1.62

Male (million)

0.48

Male (% share)

29.6

Female (million)

1.13

Female (% share)

70.4

HBWs as a % of total labour force

3.18

Male HBWs as a % of total male labour

1.20

force
Female HBWs as a % of total female labour
force
Source: Labour Force Survey 2008-2009

10.41

According to the distribution of home based workers, their maximum concentration
(75.80 %) was in the manufacturing sector. Out of the total female HBW 89.20 % were
engaged in the manufacturing sector, whereas 44.20 of total male HBW were found in the
manufacturing sector. Average remuneration per month of regularly paid HBW with
fixed wages for male was Rs.5472.55. It was rupees 3045.55, per month for female
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HBW. Average monthly remuneration of male casual HBW was Rs. 6153.31. For female
HBW it was Rs. 2261.28. Piece rate male HBWs were getting on average Rs. 4868.57.
For female HBW it was Rs. 2072.77. On overall basis monthly wages of male HBWs
were Rs. 5550.43, whereas average monthly wages of lady HBWs were Rs. 2116.90.

The HBWs, currently are covered neither under country labour laws providing the
protection as well as the right to form union nor by the labour laws providing social
protection ranging from medical cover and old age benefits to access to numerous
benefits under workers‟ welfare programmes. Another dimension of the issue confronting
HBWs is their vulnerability due to their weaker economic and financial position and
consequent exploitation by the “middle person”.

Most of the HBWs are piece rated and unpaid family members, including children,
employed

production

and

post-production

tasks,

like,

garments,

leather

work,

embroidery, carpet weaving, wood work, handicraft, bangle making, dates cleaning and
packing, prawn peeling, packing and many other similar tasks relating to agriculture. The
workers of these sectors are extremely poor and illiterate. Young girls also work and help
their mothers in making and finishing the tasks assigned to them by the middleperson
against low remuneration while working long hours under conditions that are frequently
harsh, unhealthy and hazardous.

The workers of informal and home based sectors are disunited; they are not entitled to
organize and bargain collectively. They have no voice; neither trade union movement at
the national level has ever raised the issues confronted by workers of this sector. Due to
fierce competition own account workers find limited opportunities to progress further.
There is a dire need of policy interventions to address major issues confronted by this
sector in the areas of marketing, training, technical know- how and credit etc. At the same
time, regularization of terms and conditions of the workers of all categories involved in
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the sector under prevalent labour laws and to ensuring their rights including right to
unionize are major challenges for the policy makers.

4.1.3. Contract Labour
A major junk of modern work organization is comprised of contract work. The contract
workers are neither home-based workers nor they are engaged in the informal sector.
They actually are the workers engaged by the management through contractor to work
alongside regular workers in the factory premises. They are contractor‟s employees who
work under the control of the management under a legal agreement signed between the
management and the contractor. Their number varies from time to time depending upon
the availability and amount of work required to be undertaken through contract
employees. They are usually hired for odd jobs, like, gardening, packing, security,
cooking, catering, sanitary work, etc. Under the agreement it is the responsibility of the
contractor to abide by all legal obligations in respect of his employees working for the
management.

In the efforts to minimize labour cost, many multi-nationals outsource most of their
production within the factory premises and these tasks are being undertaken through
contract workers. Javaid (2006), after analyzing around 30 contract deeds of big
manufacturers around Lahore, identified that through contract deeds these companies fix
all responsibilities of implementation of labour laws in respect of contract employees on
the contractors. Contractors were also made liable for payment, less and delayed payment
of wages to their workers. They would be responsible for all type of labour welfare levies
of the government, as well as for social protection and even for taking all sort of
precautionary measures for proper health and safety arrangements at the workplace.
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A focal group12 discussion with 20 contract employees working in the factories of two
localities i.e. Multan Road and Ferozpur Road, Lahore transpired that most of them were
matriculate. Some of them even did not know the name of their contractor. None of them
was given appointment letter and registered with institutions of social protection. Five out
of twenty employees disclosed that they were employed through supervisor of the
factory. They got job and had no concern whoever was their employer. Two of them
informed that they were working in the same factory for the last 7 years but they did not
have any proof of employment. The contract workers were paid according to minimum
wage fixed by the government. They were not provided bonus, concession in the factory
managed canteen, scholarship for their children, welfare grants, loans, concession at fair
price shop, medical facility, pick and drop facility and other facilities and concessions
available to the regular employees. Factory labour union was also not attending to the
problems of contract workers as they were not their members.

The above situation shows that overall position of contract workers is dismal and their
number in the formal sector is increasing day by day due to surplus labour. Contract
workers are part and parcel of modern work organization and used as an important tool
by the management to avoid social compliances and application of labour laws. Various
labour rights and privileges ensured under country‟s labour laws are denied to these
workers in the garb of contract agreements by fixing responsibilities of contract
employees on the contractor.

4.1.4. Child Labour
Informalization, outsourcing and casualisation of production in this world of fierce
competition have resulted in minimization of labour cost and child labour in this regard is
being commonly used as an alternative to this end. Massive poverty, high youth
unemployment, unchecked population growth, neglected education and socio-cultural
12

It was difficult to get information regarding contract workers from the management and from any other
source. Focal group discussion, therefore, was arranged to attain maximu m from the contract workers.
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conditions are some major reasons on the supply side for the child labour to thrive in
Pakistan. Technology, cheapness, expansion in the demand of the products prepared by
children, docility of children and less likeliness of the children to change job are major
reasons on the demand side for employment of children. Children are generally found in
agriculture, food processing, brick making, carpet weaving, footwear, leather and leather
items, laundry, tailoring, restaurants, and garment sector.

Education is either costly or

not in line with demand. Poor parents, therefore, has no choice, but, to send their children
to work. Progressive poor parents, however, send their children to apprenticeship in
motor car workshops, with cobblers, bicycle repairing, trading, hair dressing, etc. so that
after a certain period they could learn skills and can run their own business.

Despite the recurring threat of child labour the latest information about its magnitude and
gravity is lacking in the country. Figures of working children can be extracted Population
Census and Labour Force Surveys, though these surveys have their own limitations.
These surveys only identify economically active children above the age of ten that means
an under estimation of the working children. First ever survey on child labour was held
during the year 1996. According to that survey, total number of economically active
children in the age group of 5-14 was 3.3 million in the country. A majority of the
working children (73 %) were boys. Most of the children involved in child labour (2.1
million) were found in the higher age groups i.e. 10-14 years. Child labour was maximum
in rural areas i.e. 2.9 million as compare to 0.4 million in the urban areas. The
concentration of working children in rural areas was 8 times higher than the urban areas.
Three-fourth of the working children working in rural areas was engaged in unpaid
family labour whereas the manufacturing sector was employing 11 % children. Majority
of the working children (70 %) were unpaid family helpers. About one-third of the
employed child labour force was illiterate and literacy level was higher among the
working children engaged in urban areas.

As far as the working conditions are concerned, National Survey on Child Labour
highlighted that 36 % of the working children worked for 15-34 hours per week and 29 %

44

of them were found working 35-48 hours a week. The situation of work hazards at the
workplace is clear from the fact that „7 % of working children suffered from work related
illness and injuries13 ‟. Micro level surveys conducted by the Punjab government during
the year 1998 in different sectors showed incidence of child labour in soccer ball, surgical
instruments, brick kilns, tanneries, auto-workshops, spare parts manufacturing, hotel and
restaurants; etc. The medical examination of the children involved in these sectors
revealed that most of them were in “poor health, suffering from headache, nasal irritation,
sour throat, and skin rashes14 ”. Moreover, working of children with adults and peer
groups in the isolated work places resulted in sexual abuse and socio-cultural
complications.

Child labour is criticized on the ground that it is hazardous, having long working hours,
awkward postures, denial of suitable education and training, denial of leisure of
childhood and play, love and care of the children. Premature burden poses a direct threat
to the capacity, quality and life span of children. The situation is rather more alarming in
urban informal sector due to congested work place, poor lighting, exposure to open
machinery, fumes, dust, noise and non-availability of precautionary health and safety
measures. Moreover, child labour at the cost of schooling and human resource
development implies under-utilization of country‟s human capital and potential.

Generally, globalization has affected child labour in two ways. In the first instance, it has
promoted child labour through the process of flexibilization wherein MNCs outsource
labour intensive production to the developing countries and child labour is used as cost
minimization strategy. In the second instance, it has warned the world by exposing this
menace; inclusion of social clause in trade by WTO and threats from the consumer
groups of the developed world to boycott the product made by child labour. These
developments have endangered the business of the multi-nationals and pressurized the

13
14

National Child Labour Survey, 1996
Centre for Improvement of Working Conditions and Environment, Lahore.
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developing countries to take remedial measures for elimination of child labour at least
from export sector. For instance, exports of soccer balls, surgical goods and carpets from
Pakistan were under serious threats from Europe and USA during nineties.

4.1.5. Forced and Bonded Labour
Globalization through openness has exposed all forms of exploitation of labour in the
developing countries - forced and bonded labour being one of them. The countries using
forced and bonded labor have to face threats of trade sanctions by the advance countries,
USA and Europe. For instance, USA uses different preferential tiers approach to do trade
with countries where forced labour, bonded labour and trafficking in person prevail.
Pakistan has been placed at tier 2 due to some positive efforts made by the country to
control and tackle this menace. According to 2010 Trafficking in Person Report,
“Pakistan is a source, transit and destination country for men, women and children
subject to forced labour and prostitution. The largest human trafficking problem is
bonded labour, concentrated in Sindh and Punjab in the agriculture and brick making, and
to lesser extent in mining and carpet-making. Boys and girls are also bought, sold, rented
or kidnapped

to

work

in organized,

illegal begging rings,

domestic servitude,

prostitutions and in agriculture bonded labour. Illegal labour agents charge high fees to
parents with false promises of decent work for their children, who are later exploited and
subjected to forced labour in domestic servitude, unskilled labour, small shops and other
sectors. The report also says that agents who were previously involved in child trafficking
for camel jockeying in the UAE were not convicted and continued to engage in child
trafficking.

Pakistan is destination for men, women and children from Afghanistan,

Azerbaijan and Iran who are subjected to forced labour and prostitution. Some feudal
landlords, affiliated with political parties or officials themselves, use their social,
economic and political influence to protect their involvement in bonded labour15 ”.

15

http://www.unhcr.orgrefworld/coutry,,USDOS,,PAK,,4e12ee5626,0.ht ml
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Forced and bonded labour is prevalent in agriculture, brick kilns, carpet weaving, mining,
quarrying and domestic work. The overwhelming majority of bonded labourers in Sindh
belong to the low-caste Hindu communities. In the other provinces low cast Muslims and
Christians constitute the majority of bonded labour16 . The magnitude of forced and
bonded labour so far has not been determined as no nation-wise survey in this regard has
been conducted. However, various guesses have been made, according to which around
one million labourers in Pakistan are engaged in the menace of forced and bonded
labour17 .

Under the “bonded labour” “workers render services under conditions of bondage arising
from economic considerations, notably through a loan or advance”18 . Where “debt is the
root cause of bondage, the implication is that the worker (and their dependents and heirs)
is tied to a particular creditor for a specified or unspecified period until the loan is
repaid”19 . Workers entrapped in forced or bonded labour have to forfeit their other human
rights they are otherwise entitled to. They have to compromise the education of their
children as well as their political independence. The cases of physical punishment and
sexual abuse are also common among bonded labourers. The system of advance
payments (Peshgi) is hundreds of years old in some sectors of informal economy of
Pakistan. Bonded labour is termed as contemporary form of slavery as it is deep-rooted in
the feudalistic relationship between the landlords and tenant blended with modern
capitalism. Poverty is said to be the root cause of “peshgi” system which traps the
workers into bondage. They “accept these bondages due to their socio-politico-economic
vulnerability, lack of alternate employment opportunities and non-availability social
safety nets”20 .

16

Denial and Discrimination: Labour Rights in Pakistan, PILER, 2007.
Ercelawn (PILER), 2004 and US Trafficking in Person Report, 2010.
18
Javaid, 2006 available at http://www.lahoreschoolofeconomics.edu.pk/JOURNAL/ Vol -11No.1.doc
19
ILO, 2001.
20
Javaid, 2006 available at http://www.lahoreschoolofeconomics.edu.pk/JOURNAL/Vol-11No.1.doc
17
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“Peshgi” is wide spread in the brick kiln industry of Pakistan which more than often
leads to debt-bondage. Semi-skilled workers and their families are involved in brick
making under a contract which is informal and unwritten and carried out through a
middle man called “jammadar”21 . Under the contract, the worker, accompanied by his
family including women and children is bound to prepare bricks for brick kiln owner
until the loan is paid off. . He has also to pay commission to the middleman out of the
payments he receives for making bricks. The engagement of migrant workers in the
bonded system has further aggravated the situation. The system is so deep rooted in the
socio-cultural and traditional work patterns that bonded labourers have no other choice
except to face the miseries of the system for generations.

Although no significant evidence of bondage has been seen in the informal sector, yet
system of advance payment to the skilled and semi-skilled workers, where those skills are
restricted to certain communities or segments of the society, is common in this sector as
well. For instance, advances are common in surgical goods manufacturing, tanneries,
footwear industry and garments industry. These advances, at times, may lead to
exploitation of workers by the owners and middlemen due to massive poverty,
particularly, in the absence of alternative job opportunities to the workers.

4.1.6. Gender Discrimination
Gender analysis of labour reveals that women are usually assigned subordinate role,
mostly performing household

chores and

playing reproductive role without any

recognition. Even if they enter in the labour market in the formal and informal activities,
the women do not get much recognition as compared to their male counter parts due to
discriminative perception of the society.

21

Jamadar is a very strong institution, who may be head of family of bonded labourer, his relative or a co worker who acts as middleman in the informal contract leading to bondage and re ceives commission form
the bonded labourer.
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Women participation rate in the labour force of Pakistan is 15.5 % whereas that for men
is 49.5 %22 . Their labour force participation rate, however, is increasing gradually over
the period from 1999 to 2010. Following table shows female labour force participation
rate over the last ten years which shows a gradual from 9.3 % in 1999- 2000 to 15.5 % in
2009-10. Bar chart prepared on the basis of table 4.4 also shows rising trends in female
labour force participation during the last ten years.

Table No. 4.4
Female Labour Force Participation Rate
Year
1999-2000

Female Participation
Rate (% )
9.3

2001-2002

9.9

2002-2003

11.2

2003-2004

11.2

2005-2006

13.3

2006-2007

13.5

2007-2008

14.0

2008-2009

14.9

2009-2010

15.5

Source: Labour Force Surveys of Pakistan 1999 – 2010

22

Labour Force Survey of Pakistan, 2009-10.
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Figure No. 4.3

Female Participation Rate (%)
1999-2000
2001-2002
2002-2003
2003-2004
2005-2006
2006-2007
2007-2008
2008-2009
2009-2010

Source: Labour Force Surveys of Pakistan 1999 – 2010

Women, actually, made their entry at a time when employment in the formal sector was
shrinking. Compelled by poverty, unskilled and semi-skilled lady workers joined the
informal sector,

agriculture and

export processing zones. Most of the women

employment is concentrated in few sectors like garments, electronics, knitting and other
informal activities. They are working either on contract basis or on piece rate basis even
in the factory premises where the work is purely of temporary nature and manual,
involving little skills. Women constitute a majority of part-time workers and the
treatment with part-time workers is usually discriminative, it evades implementation of
labour laws23 .

23

PILER, 2010.
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A junk of women labour force is engaged in the home-based industries because in view
of socio-cultural constraints, home is considered to be an appropriate workplace for
women as it frees them from the hassle of moving into public sphere. Following pie
diagram prepared on the basis of Table 4.3 above shows that 71.4 % of female workers
against 29.6 % male workers were engaged in the home based sector.

Figure No. 4.4

Male (% share)
Female (%
share)

Source: 15 Plus, Extracted from Labour Force Survey 2008 -2009

The position of women HBWs is more vulnerable as they are involved in manufacturing
and post-manufacturing tasks for nominal remuneration or as unpaid family workers.
Being docile in nature, women have to work for long hours, under deplorable working
conditions, on stern terms of employment and at much lower wages than the legally
prescribed24 . Young girls also work for long hours and help their mothers in making and
finishing these tasks under harsh working conditions and usually at the cost of their
schooling.

24

Women are paid less as compared to men for the same amount of work.
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Many women also feel unsafe while traveling to and from workplace. Without safe
transport they are more likely to fall victim to violence and sexual harassment. Sexual
harassment ranges from indecent verbal remarks to physical contact to rape. Incidents of
worst forms of sexual harassment are high in sectors marked with acute poverty and debt
bondage, as is the case in brick kilns, tenant farming and domestic labour. The
Harassment at the Workplace Act, 2010, lacks implementation.

Labour laws of the country contain various provisions for safe and conducive work place
environment for the women workers. However, due to weak implementation the situation
worsens day by day and discouraging the new entrant in the labour market. Even in the
formal sector lady workers do not get their rights they are entitled to under country labour
laws. They are not provided with separate rooms for dinner in the factory canteens, there
are no separate bathrooms for them, they are not provided with kitchen and day care
centre for their children, provision of medical facility is also rare and in order to avoid
maternity benefits, married women are not even engaged in employment.

Labour unions are least sensitized towards the issues of women workers. Problems faced
by female workers seldom find a place on the agenda of labour unions. Discrimination in
the form of lower wages for women, forced leave at marriage and child birth, are never
addressed by labour unions. Women find it difficult to communicate with the maledominated unions. No significant effort so far has been seen, either on the part of women
workers or the male dominated unions to organize the women. Several obstacles impede
the integration of women into the trade union movement; the responsibilities of child
bearing and rearing, the domestic division of labour, the religious and cultural taboos,
etc.; prevent women to take part in the trade union activities.
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4.2. International Standards and Country Labour Laws
Four broad areas of fundamental labour rights “as enshrined in the ILO Declaration on
Fundamental Principles and Rights at Work, 1998, are freedom of association, right to
organize and bargain collectively; the elimination of all forms of forced and compulsory
labour; the effective abolition of child labour; and, elimination of discrimination in
respect of employment and occupation25 ”. These broad areas, generally considered as
international labour standards, are adopted by the multi-nationals as their company code
of conduct. They while signing supply contracts also ensure that their suppliers in the
developing country abide by these codes of conduct.

The ILO Conventions addressing the above areas are called Core Conventions which are
8 in number (Appendix-I). Member states are obliged to adopt and maintain, in law and
practice, the standards set through ILO Conventions governing the fundamental rights.
Pakistan

has

ratified

36

ILO

Conventions (Appendix-II) including eight Core

Conventions. This section deals with four areas of these core Conventions.

4.2.1. Freedom of Association and Collective Bargaining
Freedom of association is covered under “Freedom of Association and Protection of the
Right to Organize Convention, 1948 (No. 87).This fundamental Convention sets forth the
right for workers and employers to establish and join organization of their own choosing
without

previous

authorization.

Workers‟

and

employers‟

organizations shall be

organized freely and not to be dissolved and suspended by administrative authority. They
shall have the right to establish and join federations and confederations which may in turn
affiliate with international organizations of workers and employers”26 .

25
26

Ilo, 1998
ILO,2008
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Right to organize and bargain collectively is a basic labour right which is covered under
“Right to Organize and Collective Bargaining Convention, 1949 (No. 98). This
fundamental Convention provides that measures appropriate to national conditions shall
be taken, to encourage and promote the full development and utilization of machinery for
voluntary negotiation between employers or employers‟ organizations and workers‟
organizations, with a view to regulation of terms and conditions of employment by means
of collective agreements”27 .
The Constitution of Pakistan guarantees the fundamental right of association and
collective bargaining. Article 17 of the Constitution assures and guarantees all citizens to
form not only unions but also associations. After 18th Constitutional Amendment the
Industrial Relations Ordinance, 2011 (IRO) has been promulgated by the Federal
Government. The Ordinance by regulating industrial relations and registration of trade
unions also ensures right to freedom of association, the right to bargain collectively, and
the right to strike in the Capital Territory and in the industrial and commercial
establishments falling in more than one province. The provinces have their own industrial
relation laws which ensure freedom of association and right to organize and bargain
collectively. Under these enactments workers and employers have right to establish or
join trade union of their own choice and to join federation at national and international
levels. The enactments allow trade unions, in prescribed manner, to act as collective
bargaining agent and to exercise the right to strike or lock-out. These laws, however, do
not allow trade union activities in the establishments involved in the administration of
state, police, defense services of Pakistan, security staff of Pakistan International
Airlines, Pakistan Security Printing Corporation, and any establishment for treatment of
sick and sin. These laws are not applicable to industries in export processing zones. Trade
union activities are also restricted in banks under 27-B of the Banking Companies
Ordinance, 1962. Besides, Government of Pakistan can ban trade union activities in
certain establishments of public concern by declaring them essential services under
Pakistan Essential Services (Maintenance) Act, 1952.

27

ILO, 2008.
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4.2.2. Standards on Forced Labour
Abolition of forced and bonded labour has been considered as one of the basic human
right and is protected under “Forced Labour Convention, 1930 (No. 29).” “This
fundamental Convention prohibits all forms of forced or compulsory labour, which
comprises all types of work or services extracted from any person or family by force and
under the menace of any penalty. The Convention requires from the ratifying state that
illegal extraction of forced or compulsory labour be punished as a penal offence, and the
ratifying state should also ensure that the relevant penalties imposed by law are adequate
and strictly enforced”28 .

The other ILO Convention to abolish forced labour is Abolition of Forced Labour
Convention, 1957 (No. 105). “The Convention prohibits forced or compulsory labour as a
means of political coercion or education or as a punishment for holding and expressing
political views or views ideologically opposed to the established political, social or
economic system; as a method of mobilizing and using labour for purposes of economic
development; as a means of labour discipline; as a punishment for having participated in
strikes; and as a means of racial, social, national or religious discrimination”29 .

Pakistan‟s Constitution (Article 11) prohibits forced labour, including slavery, servitude,
and trafficking in persons. Pakistan‟s Penal Code under Section 359-374 establishes fines
and imprisonment on violations of provisions on forced labour and trafficking. To give
effect to the obligations under the Constitution and the ILO Conventions, Pakistan has
enacted the law namely Bonded Labour System (Abolition) Act, 1992 and framed the
Bonded Labour System (Abolition) Rules, 1995. The law extinguished all bonded debts
on its promulgation. Under the law, extraction of bonded labour is punishable with
imprisonment for a term of 2-5 years or/and with fine of minimum Rs.50, 000. The
District Vigilance Committees (DVC) are established under the law “to advise the
28
29

ILO, 2008
ILO, 2008
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District Administration on effective implementation of the law; to help in the
rehabilitation of freed bonded labourers; to keep an eye on the working of the law; and to
provide necessary assistance to the bonded labourers”30 .

4.2.3. Standards on Child Labour
Child labour is prohibited under two fundamental Conventions of ILO, namely,
“Minimum Age Convention, 1973 (No.138)” and “Worst Forms of Child Labour
Convention, 1999 (No. 182)”. Convention 138 sets the general minimum age for
admission to employment or work at 15 years. It sets the initial age at 14 where the
economy

and

educational facilities are insufficiently developed.

Convention,

182

“defines „child‟ as a person below 18 years of age. It requires from the ratifying states to
eliminate the worst forms of child labour including all forms of slavery or practice similar
to slavery”31 . “They are bound to eradicate trafficking of children, debt bondage and
serfdom, forced or compulsory labour, including forced or compulsory recruitment of
children for use in armed conflicts, child prostitution and pornography; using children for
illicit activities, in particular for the production and trafficking of drugs; and work which
is likely to harm the safety, health and morale of children. The Convention requires
ratifying states to provide the necessary and appropriate direct assistance for the removal
of children from the worst forms of child labour and for their rehabilitation and social
integration. It also requires states to ensure access to free basic education and, wherever
possible and appropriate, vocational training for children removed from the worst forms
of child labour”32 .

Constitution of Islamic Republic of Pakistan under Article 11(3) and 37 (e) specifically
prohibits child labour. Apart from ILO Conventions No. 138 on Minimum Age and No.
182 on Worst Forms of Child Labour, Pakistan has also ratified UN Convention on the
Rights of the Child. An exclusive law on the subject of child Labour, the Employment of
30

Bonded Labour System (Abolition) Act, 1992
Convention 182 of ILO
32
ILO, 2008
31
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Children Act, was enacted in 1991. The Act prohibits employment of children below 14
years in 38 occupations and processes (Appendix – III), considered as hazardous for
child labour. The law regulates the working conditions of children engaged in nonhazardous work and caters to their health and safety concerns. Labour laws like Factories
Act, Mines Act, Shops and Establishments Ordinance and Road Transport Workers
Ordinance prohibit the employment of children in factories, mines, shops/establishments
and road transport, respectively.

4.2.4. Elimination of Discrimination in respect of Employment and
Occupation
Equal opportunities for men and women in employment and equal remuneration are
covered under ILO Conventions No. 100 and 111. “Equal remuneration Convention,
1951(No. 100) requires ratifying countries to ensure the application of the principle of
equal remuneration for men and women workers for work of equal value”33 . Whereas
“Discrimination (Employment and Occupation) Convention, 1958 (No.111) defines
„discrimination‟ as any distinction, exclusion or preference made on the basis of race,
colour, sex, religion, political opinion, national extraction or social origin, which has the
effect of nullifying or impairing equality of opportunity or treatment in employment or
occupation. It requires ratifying states to declare and pursue a national policy designed to
promote, by methods appropriate to national conditions and practice, equality of
opportunity and treatment in respect of employment and occupation, with a view to
eliminating any discrimination in these fields. This includes discrimination in relation to
access to employment and to particular occupations, and terms and conditions of
employment”34 .

Article 18 of the Constitution of Islamic Republic of Pakistan provides for the freedom to
enter any lawful trade, profession or business to all the citizens without any
33
34

ILO, Convention 100
ILO, Convention 111
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discrimination. Article 25 of the Constitution of Pakistan provides equal justice and
equality of legal status among the citizens. Article 27 of the Constitution of Pakistan
provides safe-guard against the discrimination in service. If a citizen of Pakistan is
qualified for appointment in the service of Pakistan, he/she cannot be refused
appointment merely on the ground of race, religion, cast, sex, residence or place of birth.
Pakistan has ratified UN Convention on elimination of all forms of racial discrimination,
1966 and Convention on Elimination of Discrimination Against Women, 1979. Pakistan
has ratified the ILO Convention 100 on Equal Remuneration and Convention No.111 on
Discrimination (Employment and Occupation). According to the spirit of the ILO
Conventions, the Labour Laws in Pakistan do not allow any discrimination whatsoever.
These laws ensure application of ILO standards in this regard. The current Labour
Policies also seek to promote equality of opportunity and treatment in respect of
employment and occupation.

Besides, various labour laws of the country ensure worker‟s security of employment, safe
working conditions, fair wage, health and safety, payment of wages and social protection.
For instance, „West Pakistan Industrial and Commercial Establishments (Standing
Orders) Ordinance, 1968‟ guarantees terms of employment, gratuity, bonus and
disciplinary proceedings in case of any allegation of misconduct on the part of a worker.
„West Pakistan Shops and Establishments Ordinance, 1969‟ deals with working
conditions, working hours and health and safety etc. in shops and establishments.
„Payment of Wages Act, 1936‟ prescribes standards of payment of wages to the workers
of industrial and commercial establishments. „Factories Act, 1934‟ determines working
conditions, working hours, holidays, leaves, industrial hygiene and health and safety at
the work place in factories. „Minimum Wage for Unskilled Workers Ordinance, 1969‟
determines a threshold of minimum wage for unskilled workers employed in industrial
and

commercial establishments.

„Workmen Compensation Act,

1923‟ determines

compensation to the effected workers in case of injury or death at the workplace.
„Employees‟ Old Age Benefits Act, 1976‟ deals with old age pension whereas provincial
social security laws are providing medical coverage to the registered employees. The
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country has also promulgated laws for employment, vocational training, apprenticeship,
labour welfare, workers‟ share in profit and prohibition of sexual harassment at work
place.

4.3. Enforcement of Labour Laws in Pakistan / Labour Inspection in
Pakistan
Effective application of international labour standards meaning thereby country‟s labour
legislation depends upon efficacy of its inspection mechanism. “Labour inspectorate
under an inspection system examines how national labour laws are applied in the
industrial and commercial establishments and how to improve the application of national
law in such matters as working hours, wages, terms of employment, payment of wages,
occupational safety and health, child labour, forced labour and other labour rights. In
addition, labour inspectorate brings to the notice of national authorities loopholes and
defects in national laws”35 . It has an important and basic role to play so as to ensure that
labour laws are applied equally to all employers and workers.

Significance of inspection is recognized all over the world and international community
under the umbrella of ILO adopted „Labour Inspection Convention, 1947 (No. 81)‟. “This
priority Convention requires ratifying states to maintain a system of labour inspection for
workplaces in industry and commerce; states can make exceptions with regard to mining
and transport. It sets out a series of principles respecting the determination of the fields of
legislation covered by labour inspection, the functions and organization of the system of
inspection, recruitment criteria, the status and terms of conditions of service of labour
inspectors, and their powers and obligations”36 .

35
36

ILO, 2008
ILO Convention 81

59

In Pakistan, labour rights are enshrined in country‟s labour laws and implementation of
labour legislation lies with the provinces. They under the Directorate of Labour Welfare
have established extensive labour inspectorate. Factories Act, 1934, being the mother
law, provides foundation for such inspection mechanism. Labour inspection in Pakistan
has always been criticized on the ground that it is inadequately equipped, lacking in
capacity and poorly managed. Employers blame that the system owes too much powers at
the discretion of inspector and supervisory officers which leads to exploitation and
corruption. They consider it as a stumbling block for smooth functioning of the industry
and for future investment. In order to attract investment and facilitate employers the
Government introduced different reforms in the inspection mechanism after 2000.
Following is the Industrial Policy of the province of Punjab wherein inspection of
factories was streamlined.

Punjab Industrial Policy 2003
“The Policy criticized the system of labour inspection under Factories Act, 1934 by identifying it as one of
the major irritants of business community. The system was cumbersome in nature and involved filling up of
number of proformas. The inspection of industrial units by labour inspectors, therefore, was abolished and
system of inspection was replaced with system of self-declaration of two pages. Salient features of the new
system are reflected below.

I.

All industrial units with 10 or more workers will, und er the new system, submit a simplified
declaration within the month of July each year.

II.

An Urdu version of this form will be enlarged and displayed at a prominent place of each
industrial unit so that the employees are aware of their company’s declaration.

III.

Labour Department will computerize all returns and inspect only 5 % of registered units
thrown by a computerized random process each year. A list of the business units chosen by
the computer will be made public and communicated to these units in advance.

IV.

These 5 % inspection will be conducted in association with District Human Resource Boards
in which the private sector is well represented.

On the same analogy Social Security Rules have been amended so as to make them business friendly. The
old system was replaced with a new business-friendly, non-intrusive regime wherein discretionary powers
of authorities have been completely removed by introducing slab system. A fixed slab system for units
having up to 49 workers was introduced. The fixed slab system w ill be mandatory and such units will be
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exempted from inspection for three years as long as they keep paying the annual fixed contribution. For the
units employing 50 or more workers will submit self-declaration forms and will be exempted from
penalties. The list of such units will be made public and no inspection will be made for the first six months
and the system will be then evaluated by a steering committee with strong private sector representation ”37 .

The system did not work as only a few employers submitted declaration forms during the
year 2003. District Human Resource Boards could not be made effective and no
computer draw was held for actualization of 5 % inspection. The province of Sindh also
adopted the same policy. Under the industrial policy, inspection of factories is virtually
banned in both the provinces. No figures in respect of inspection of factories or industrial
establishments at the provincial and national levels are available. Ban on inspection
through amendment in rules have negative impact on implementation of other laws, like,
laws of wages, terms of employment, health and safety at work place, laws relating to
employment of children, and implementation of various pro labour provisions of different
other labour laws. For instance, the minimum wage for unskilled workers was enhanced
from Rs. 6000 to Rs. 7000 per month by the Government with effect from 1 st July, 2010,
but its implementation is a question mark without regular visits of labour inspectors in the
industrial and commercial establishments. The scheme has also negatively affected the
collection under various labour levies. „Factories Act, 1934‟ provides for health and
Safety conditions at the workplace, like, temperature, light, humidity, level of noise, area
required for a worker, industrial hygiene, first aid, medical examination, ventilation,
availability of urinals and drinking water, fencing of machinery and all types of
protective measures to make the work place safe and decent. Status of health and safety
in the country during last ten years is reflected in the table below. The table shows
percentage of employed persons suffering from occupational injuries and diseases.

37

Government of Punjab, Industrial Policy, 2003.
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Table No. 4.5
Percentage of Employed Persons Suffering
Occupational Injuries / Diseases
Years

Percentage

2001-02

3.5

2003-04

2.8

2005-06

2.9

2006-07

2

2007-08

2.1

2008-09

2.7

2009-10

2.9

2010-11

3.5

Source: Labour Force Surveys of Pakistan 1999 – 2010

Figure No. 4.5

Percentage of employed persons suffering occupational injuries/diseases
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Source: Labour Force Surveys of Pakistan 1999 – 2010

Occupational injuries and diseases were at their lowest ebb i.e. at 2 % during the year
2006-07 and were at the peak during the years 2001-2002 and 2010-11 which implies that
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there is no consistent policy in the industrial establishments and in the absence of an
effective enforcement system there is also lack of awareness on health and safety issues.

Table No. 4.6

Number of Industrial Accidents by Nature
Nature of
Accidents
Total
Fatal
Serious
Minor

2003

2004

2005

2006

2007

354
32
103
219

404
34
68
302

415
38
101
276

438
50
106
282

460
85
130
245

Source: Ministry of Labour and Manpower Government of Pakistan

The above table reflects number of industrial accidents during the years 2003 to 2007 and
shows how number of industrial accidents is increasing year by year. Fatal accidents
during the period increased from just 32 in 2003 to 85 in the year 2007. Serious accidents
had also shown increasing trends during the period. The situation clearly reflects that in
the absence of any inspection mechanism, the advisory role of inspection had not been
undertaken. The managements did not undertake requisite precautionary measures which
resulted in high number of accidents in the industrial establishments. „The Factories Act‟
requires from the management to report the accidents within 24 hours to the inspector of
factories. These figures are based on information provided honestly by the management.
The situation could have been different if inspections were carried out regular ly.

In order to regulate working conditions and terms of employment in shops and
establishments, „the Shops and Establishment Ordinance, 1969‟, „the Employment of
Children Act, 1991‟, „the Minimum Wages Ordinance and Industrial and Commercial
Establishments (Standing Orders) Ordinance, 1968‟ are in place. Following is the detail
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of inspection activities carried out during 2005 and 2006 by the field formation under
these enactments.

Table No. 4.7
Inspection of Shops and Establishments
Year

Number
of
Inspectio
n Staff

Number of
Shops &
Establishments,
inspected

Number of
Infringement
s Detected

Number
of Cases
reported
to Courts

2005

188

411,740

73,066

67,390

2006

191

363,677

50,601

177,285

Source: Ministry of Labour and Manpower Government of Pakistan

The above table indicates that number of inspection staff was 188 to carry out inspections
in shops and establishments during the year 2005. They inspected just 411,740 shops
during the whole year which implies that each inspector inspected 7 shops daily. The
situation in respect of detection of violations is also not encouraging.

4.3.1. Limitations of Inspections
The labour inspection system in Pakistan has number of limitations. Limitations are of
two types. The first type relates to grey area i.e. the sectors having ambiguity over the
coverage and scope of labour laws which include agriculture sector, family labour, homebased workers, informal sector and workers involved in the traditional family businesses.
The second type of limitations relates to the formal sector and workers engaged by
industrial and commercial establishments. In the former case, there is a need to expand
the coverage of labour laws to the workers engaged in the agriculture sector and family
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businesses. There is a misconception that labour laws are not applicable to the informal
sector. As a matter of fact there is no bar on application of laws to that sector. For
instance, „the Employment of Children Act, 1991‟, „the Minimum Wages for Unskilled
Workers‟ Ordinance, 1969‟, „the Payment of Wages Act, 1934‟, „the Shops and
Establishments Ordinance, 1969‟ and laws relating to social protection, all are applicable
to the informal sector. But due to limited knowledge to the field formation and the civil
society, in this regard, it is generally believed that labour laws are not applicable to the
informal sector. Serious effort, in this respect, is required to demonstrate that most of the
labour laws are applicable to the informal sector and the home based workers working for
absentee employers on piece rate basis or task basis specific work.

For inspection of industrial and commercial establishments, the number of inspectors is
not sufficient. Business activities are expanding day by day, whereas the number of
inspectors has been the same for so many years. There were only 191 38 inspectors in the
country to carry out inspections of industrial and commercial establishments under
various labour laws in the year 2006. The field formation of the Directorate of Labour
Welfare has been devolved to the district level and inspection under labour laws is not a
priority area for the district governments. Labour inspectors are preoccupied in the other
tasks given by their respective district governments, like, inspection of weights and
measures, arrangement of Sasta Ramzan Bazaars and conducting raids as price
magistrates.

Labour inspectors have not been provided with transport facility to perform their official
assignments. They are either facilitated by the management of industrial and commercial
establishments or they maintain their own. Their salary is insufficient to make both ends
meet, they, therefore, indulge in corruption. During 90s there was a debate in the country
that labour inspection had failed to monitor child labour in Sialkot. The manufacturers of
soccer ball due to threats to their exports and under Atlanta Agreement with the help of
38

Ministry of Labour and Manpower, Government of Pakistan.
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ILO introduced Independent Monitoring Association of Child labour (IMAC) under
which 15 monitors were involved in monitoring of soccer ball stitching centers of 132
members of the Association. The monitors were adequately qualified, having at least
master degree in social sciences, and were enjoying handsome pay package. They were
also provided with transport to carry out monitoring. The performance of these monitors
remained outclass and was appreciated all over the world. On the contrary, there were
just three labour inspectors in the office of District Officer Labour Sialkot. They were
having qualification up to higher secondary level, appointed and posted on political basis
with meager salary and having no transport facility to carry out inspection. Moreover,
they have to carry out inspections, in respect of all labour laws, of all the industrial and
commercial establishments in the whole of the district. The District Officer Labour
Sialkot claimed that they could perform better than the IMAC if adequately equipped and
facilitated.

The quality of training imparted to the new entrants of the Directorate of Labour is very
poor. On job training also has never been a regular feature of service structure of labour
inspectors. There is no mechanism of performance evaluation, incentive and reward. The
field

formation

is

administered

through traditional methods rather than modern

techniques of human resource management. Appointments and posting transfers are made
on political grounds, usually ignoring merit.

4.4. GLOBALIZATION AND TRADE UNION MOVEMENT IN
PAKISTAN
One of the most important factors responsible for the efficient functioning of any
industrial relations system is a strong and stable trade union movement, which defends
the interests of the workers, ensures the realization of agreements and commitments made
with the management and

advocates for

workers‟ rights.

Internationalization of

production under globalization has paved the way for more effective international labour
movement, which may be true in some respects. For instance, the concerns of
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International Labour Congress on illegal retrenchment of five union members by the
management of Saga Sports Sialkot in 2006 created hue and cry internationally which
ultimately contributed to cancellation of contract of soccer ball by Nike. At the same time
globalization poses great stress on the national labour movement to gain strength by
organizing the unorganized, promoting internal democracy and strengthening cooperation
with their rank and file to confront the challenges ahead.

Labour movement is directly related to the process of industrialization and political
atmosphere. Since industrial and democratic processes in Pakistan were at their nascent
stage in the early 1950, the number of trade unions was much limited. The union
leadership, being highly influenced by the ideology of the State, established good
relationship with the ruling party which along with encouraging the political inclusion of
labour movement also raised the number as well as influence of outsiders in the trade
union leadership. At the same time large scale investment by the State led to a huge
public sector, and the trade union movement was favorably placed to build powerful
positions in collective bargaining processes in these parastatal enterprises (Thomas,
1995:5). The movement grew as industrialization proceeded.

Worker‟s strikes and

agitations against the employer‟s attitude and wage freeze went to its peak in the late
fifties.

Trade unions during Ayub era were not independent, their survival laid in pro-State
attitude. The era was characterized with opportunism, factionalism and alienation of the
workers from the top leadership. Nearly all the major industries were declared essential
industries in which strikes were banned under the Industrial Dispute Ordinance, 1959.
The workers in spite of harsh legislations resorted to strike. Karachi workers general
strike 1963 and Pakistan Railways workers strike in 1967 were some of the major strikes
of the time. Strike and stoppage of work were common during the year 1965 to 1975. The
disturbance was at its peak during 1970 and 2747959 man-days were lost during the
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year39 . Young and blooming trade unions were infested by various plagues during the
sixties. It was the time of division and fragmentation in the labour movement. „All
Pakistan Federation of Labour‟ (APFOL), a major labour federation of the country was
disintegrated into „Pakistan National Federation of Trade Unions‟ (PNFTU), „All
Pakistan Federation of Trade Unions‟ (APFTU) and „All Pakistan Federation of Labour‟
(APFOL) during the same period. Fundamental Trade Unionism also gained strength
through formation of „National Labour Federation‟ (NLF), in 1964.

Anti-Ayub agitation in 1969, paved the way for proactive trade unions in the country.
The league of workers, students and unemployed youth, who fought against Ayub‟s
government led to formation of new labour organizations with wider and socially
ambitious goals. Pakistan People‟s Party (PPP) used this force under the slogan of “Roti,
Caprra and Makan” (bread, clothes and house). The slogan gained popularity amongst the
poor masses in no time. After coming into power, the PPP government obliged the
working class through introducing amendments in the already existing labour laws like
„Industrial

Relations

Ordinance‟,

„West

Pakistan

Industrial

and

Commercial

Establishments (Standing Orders) Ordinance‟, „Provincial Employees Social Security
Ordinance‟, and promulgated new pro-labour legislations like „Workers‟ Welfare Fund
Ordinance‟, „Employees‟ Old Age Benefits Act‟, etc. Democracy, State patranism,
liberalism and nationalization policies created conducive environment for the trade
unions to flourish and prosper. Their number as well as membership increased
substantially during the seventies. The growth of large services sector like Railways,

39

It was unprecedented in the whole industrial history of Pakistan, Pakistan Labour Gazette July 2001 to June 2002.
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WAPDA40 , PTCL41 , WASA42 , PIA43 , LDA44 , and banks paved the way for white collard
trade unionism. Number of trade unions reached to 8196 during 197545 .

Labour movement suffered serious setback during Zia regime. Every possible step was
taken by the government to break trade union‟s solidarity and to damage the class
loyalties. The real blow, however, came in the 1980s, when deregulation, privatization
and waving of state pro-labour stance under Structural Adjustment Programme (SAP)
and Neo-Liberal paradigm, shed deep impacts on work organization and labour
movement by calling restrictions both on wage increase and on government employment
(Kamal, 1993) and despite an agreement between government and workers to protect jobs
for one year after the privatization the workers were allowed for voluntary redundancy,
golden handshake etc. There was a number of strikes against privatization in the public
utilities and service sectors, like WAPDA, PIA, Railways and in some State owned
enterprises like Ettihad chemical, Ravi Ryan and

PTCL, etc46 . Massive retrenchment,

golden hand shake and unemployment under these policies further affected the number
and strength of the trade union movement and in the year 2000 there were only 7220
trade unions with membership of 100989747 in Pakistan. Due to these weaknesses, like, in
other developing countries the movement could not respond in the way it was doing in
the eighties.

Privatization of State enterprises during the last couple of decades resulted in downsizing
and thus reshaping labour management relations. Most of the employment in the post
40

Water And Power Development Authority.
Pakistan Telecommunication Corporation Limited.
42
Water And Sanitation Authorities.
43
Pakistan International Airlines.
44
Lahore Development Authority.
41

45

High rate of growth of trade unions was attributed to Nationalization policy of the PPP government and prestigious position

enjoyed by the labour leadership in the nationalized factories.

46

The privatization proved very successful in some cases like Milat Tractors, which is being run and managed jointly by workers and

the management and earning huge profit due to high demand of tractors in the agrarian economy.

47

Pakistan Labour Gazette; July, 2001 to June, 2002.
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privatization era has been contructualised in the form of piece rated and casual daily
wagers. The number as well as the size of trade unions has been further squeezed. The
leadership became more docile and obedient. Only a few stoppages have been reported
during the last few years. Most of the CBA agreements are signed at the preliminary
level, without going to strike or involving the conciliator.

The trade unions in the services sector like, WAPDA, Sui Gas, Railways, PTCL, Banks,
even find it difficult to intervene in the present wave of changing industrial relations.
They could not even demonstrate during the implementation of the New Industrial Policy
by the Governments of Punjab and Sindh wherein inspection of factories under various
labour laws was held with48 .

Understanding that the Government in the globalised market will no more be their patron
and bipartism will be the order of the day; efforts in the early 90s were made by the
national labour leadership to unite the labour movement. Consequently, major six labour
federations of the country joined hands to make „Pakistan Workers Confederation‟
(PWC)49 . Another step forward taken by the national labour movement was to join hands
with the Employer‟s Federation of Pakistan in the form of „Workers and Employers
Bilateral Council of Pakistan‟(WEBCOP), with the overall objectives of promoting
harmonious industrial relations,

enhancement in productivity and

higher level of

profitability. WEBCOP is backed by the government with its very limited role, i.e. to act
as a facilitator. Three major labour federations of the country „All Pakistan Federation of
Labour‟ (APFOL), „Pakistan National Federation of Trade Unions‟ (PNFTU) and „All

48

The government of the Punjab has implemented New Industrial Policy under which inspection of factories under various labour
laws has been stopped and declaration forms have been introduced. Every occupier according to the policy has to submit
declaration to the Labour Department every year and only 5 % inspection would be carried out by the department after ballotin g of
the total declaration forms received. The whole exercise has to be undertaken through District Human Resource Boards . The policy
has been a total failure.
49 7

The number of federations in the confederation has now reached to 12.
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Pakistan Federation of Trade Unions‟ (APFTU) amalgamated themselves to form
„Pakistan Workers Federation‟ (PWF) in 2006.

The trade union movement has been loser in the process of globalization. Number of
trade unions and their membership did not expand proportionately to the increase in
labour force. This very aspect is highlighted in the table below. At present there are only
3375 trade unions with membership of 1500106 in a country where total labour force is
54.92 million.

Table No. 4.8
Number of Trade Unions and their Membership in Pakistan during
2011

Sr.

Level

No.

Trade

Membership

Unions

1

National

355

582272

2

Punjab

1759

304330

3

KPK

456

61998

4

Baluchistan

393

250000

5

Sindh

412

301506

6

Total

3375

1500106

Source: NIRC & Provincial Directorate of Labour welfare

The above analysis transpires that globalization has negative impact on the growth and
development of trade union movement in Pakistan. “The movement actually has not got
itself prepared to confront the change and challenges of globalization and remained
polarized along the same ethnic, religious and sectarian lines as the rest of the society and
disadvantaged by the fact that the workforce was largely uneducated” (Charles A,
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1995:88). The polarization was very common during 1980s. NLF for instance is the
labour wing of Jamat-i-islami of Pakistan, People Labour Bureau is the labour wing of
PPP, Muslim Leagues have their own labour wings and now almost all the political and
ethnic groups have their labour wings. There is remote possibility for these different
wings to unite. „All Pakistan Federation of Trade Unions‟ (APFTU), „Pakistan National
Federation of Trade Unions‟ (PNFTU), and „All Pakistan Federation of Labour‟
(APFOL) merged as „Pakistan Workers Federation‟ (PWF) representing most of the
working class, both blue as well as white collar workers. The Federation is active in
addressing the issues like industrial relations, contractual labour, minimum wage, terms
of employment and working conditions. Amalgamation of federations has led to cohesion
in the labour movement which would pave the way for arriving at unanimity over
contentious issues and resolution of major problems of the working class. How these
arrangements would help the working community to overcome its worries and socioeconomic exclusion in the globalized world depends upon PWF‟s role to address those
issues by taking other stakeholders into confidence.

Another aspect of the labour movement is that it remained weak and disorganized.
Leadership is monopolized by few personalities. They work in isolation and often in
undemocratic way which hampers growth as well as strength of trade unions. The
leadership lacks credibility amongst rank and file and has limited links at the shop-floor
level. Generally speaking “the trade union movement, in Pakistan, remains extremely
weak, hopelessly divided and fragmented, its greatest misfortune, however, lies in the
fact that it is controlled by a totally undemocratic myopic and self-seeking leadership”
(Charles A, 1995.94). Illiteracy, weak enforcement of labour laws, lengthy court
procedure, multiplicity of trade unions and anti-trade union strategies by the management
are the other impeding forces which weakened the labour moment in Pakistan.

Retrenchment, privatization, wage freeze viz-a-viz high inflation, poor implementation of
labour laws at the workplace and lack of support from Government in the wake of
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globalization50

are some of the major challenges faced by the present leadership. At the

same time, the process of “informalization” has not only narrowed the future employment
prospects in the formal sector but has also posed sever threats to the existence of
organized labour.

The movement is facing challenges of fragmented labour market where millions of
people are in manufacturing, services, agriculture, small scale/informal sector or the selfemployment. Labour movement in manufacturing and services sector is comparatively
active. Agriculture sector absorbs more than 50 percent of the total labour force; most of
the sector is self-employed and still unorganized. Informal sector which absorbs more
than 70 percent of the total labour force employed in the industrial sector is rarely
organized51 .

Further,

child-

intensive and

female intensive industrialization (textile

clothing and electronics) on the other hand, poses great challenges for the trade unions to
organize workers of those marginalized sectors. Women, being the marginalized section
of the society and that of the labour market need attention of the labour movement.
Setting up of women department in the unions is not the solution of all the ills because it
normally isolates the women membership from the mainstream leadership and leads to
another form of marginalization of working women even within the trade union. Special
measures encouraging female entry to certain male dominated jobs and to increase their
participation in education and training programs for the enhancement of their skills
should be the part of trade union‟s policy. In a nutshell, restricted to the formal industrial
sector, expanded to some extent in the service sector and thus dominated by the bluecollar workers the trade union movement of the country lacks capacity, commitment,
strength, progressiveness and motivation skills required for effective involvement in the
welfare activities.

50

Mahboob ul HaqHumanDevelopmentCenter (2001) identifies major gainers and losers of globalization; employment, wages, people
with low skills, uneducated, workers and labour, according to the report fall amongst losers of globalization. What is requir ed from the
unions at this critical juncture is to understand the ground realities and to set future priorities accordingly.
51

Economic Survey, 2003-4, Government of Pakistan.
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4.5. Social Protection and Labour Welfare Schemes
Social protection is considered a basic right of workers as enshrined in ILO Convention
102 and Convention 118. “It implies provision of medical care, sickness benefits,
unemployment benefits, old-age benefits, employment injury benefits, family benefits,
maternity benefits, invalidity benefits and survivors‟ benefits”52 . By providing these all
benefits to the workers and their families, society actually contributes to enhancement in
productivity through workers‟ satisfaction, promotes dignity of labour, promotes gender
equality and ultimately ensures industrial peace and social cohesion which are sine qua
non for any industrial relations system. Pakistan introduced various schemes for social
protection and welfare of the working class. Social protection for the workers in the
country is dealt under Employees‟ „Old Age Benefits Act, 1976‟ and „Provincial
Employees Social Security Ordinance, 1965‟. „Employees‟ Old Age Benefits Act, 1976‟
is a federal law and provides old age pension, survivors‟ pension, disability pension and
death grant. Under the Act employees are protected against 7 % contribution of their
wages. Employees contribute just 1 % whereas the rest 6 % is contributed by the
employer. The registered employees under the scheme are provided old age pension after
completion of qualifying service. Following table provides detail of ensured persons,
establishments covered, number of beneficiaries and disbursement made to those
beneficiaries during last 10 years.

52

ILO Convention 102 and 118
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Table No. 4.9
Benefits under Employees’ Old Age Benefits Institution

No. of
No. of
Collection Disbursement
Persons
Units
(in Rs.
(in Rs.
Insured
Covered
million)
million)
2001-02
1,770,705
45,257
1,948.727
1,365.567
2002-03
1,935,984
50,365
2,341.610
1,591.653
2003-04
2,124,082
53,231
2,677.806
1,741.516
2004-05
2,263,091
54,532
2,702.427
1,929.413
2005-06
2,496,426
54,013
3,370.293
2,899.362
2006-07
2,720,351
56,278
4,850.785
3,445.697
2007-08
2,910,259
58,310
5,835.224
4,236.159
2008-09
3,550,094
63,541
7,028.984
5,786.938
2009-10
4,347,517
74,723
7,510.022
6,422.094
Source: Employees Old Age Benefits Institution
Year

No. of
Beneficiaries
207,567
225,698
246,457
266,880
288,694
311,818
336,438
350,413
376,816

The table shows progressive increase in number of persons insured during the last ten
years. The number of persons insured in 2001-02 was 1770705. It reached to more than
double i.e. 4347517 during the last ten years. The number of units covered under the
scheme also increased considerably during the last ten years. With the increase in number
of insured persons the amount of contribution also increased, from Rs. 1948.7million in
2001-02 to Rs. 7510million in 2009-10. The number of pensioners is increasing with the
passage of time as more and more insured persons are reaching the age of maturity. The
disbursement has accordingly increased from Rs. 1365.5 million in 2001-02 to Rs. 6422
million in 2009-10. Number of pensioners/beneficiaries during the year 2009-10 reached
376816.

Theoretically, there is no legal bar for the employees working in informal

sector, home based workers and contract workers, but practically, these sectors are
excluded from the net of EOBI due to the fact that the employers do not own and
contribute their share (6 % of employees‟ wages) to the Institution.
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Provision of health facilities to the workers and their dependents is covered under
provincial social security laws. „The Provincial Employees Social Security Ordinance,
1965‟ requires the employers to contribute 6 % of the wages of their employees to the
provincial social security institutions. Following table provides details of social security
services provided by the provinces to their workers during the year 2009-10.

Table No. 4.10
Coverage under Provincial Social Security
S.#

DETAIL

PERFORMANCE OF PROVINCIAL EMPLOYEES’ SOCIAL
SECURITY INSTITUTIONS 2009-2010
PUNJAB

1.
2.

KPK

BALUCHISTAN

TOTEL

Number of Registered
Establishments
No. of secured workers

41,252

24,445

4,044

277

70,018

701,095

547,468

58,534

8,170

1,315,267

i) male secured workers

658,451

441,601

5,540

7,715

1,113,307

42,644

105,867

3,133

455

152,099

3,961,603

273,740

351,204

19,510

4,606,057

ii) Female secured
workers
3.

SINDH

Number of dependents

Source: Ministry of Labour and Manpower Islamabad.

The above table indicates that during the year 2009-10 1,315,267 workers of 70,018
registered establishments were covered under the provincial employees‟ social security
scheme which constitutes 2.4% of the total labour force.

They along with 4,606,057

dependents are receiving health facilities from their respective institutions. Out of the
total 1,113,307 are male whereas 152099 are females. The female labour force covered
under Provincial Social Security Ordinance is just 1.2% of the total female labour force
of the country.
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A comparison of both the tables above indicates that there is a huge gap between the
employees covered under „Employees‟ Old Age Benefits Act, 1976‟ and „Provincial
Employees‟ Social Security Ordinance, 1965‟. The provinces have been able to secure
just 1315267 workers for provision of health facilities under social security scheme
whereas the EOBI so far has insured 4345517 employees up to 2010.

Both the schemes are covering, more or less the formal sector. Informal sector, home
based workers, contract workers and agriculture sector workers are not covered. The
schemes are facing number of problems. For instance, the payments by the employers are
made against number of workers (anonymous) rather than by name. There is under
coverage as employers usually avoid paying contribution in respect of all the employees.
Medical facility to the secured workers starts after issuance of social security cards which
are usually delayed by the institutions.
Under „Workers‟ Welfare Ordinance, 1971‟, wherever the law is applicable, the
employers are required to deposit 2 % of their income for the welfare of their workers.
They are also required to deposit to the Fund the left over amount of the undistributed
profit under „Companies Profits (Workers‟ Participation) Act, 1968‟. Workers‟ Welfare
Fund is responsible to initiate welfare schemes out of that fund for the workers of
industrial and commercial establishments. The following table shows detail of marriage
grant, death grant, scholarships and provisions for housing provided by the Workers‟
Welfare Fund through provincial workers welfare boards.

An amount of 1779.9 million rupees was distributed among the heir of 9388 deceased
workers during the last ten years by the Fund 53 . The workers covered under the scheme
are provided with marriage grant on occasion of marriages of their all daughters 54 . An
amount of Rs. 3608.4 million was transferred to 87485 workers in respect of marriage
53

Death grant amounting to rupees 5 lac is provided to the legal heir of the deceased worker. It is over and
above of death compensation covered under Workmen Compensation Act, 1923.
54
Initially Marriage grant was provided at the rate of 30000 for two daughters of industrial worker which
was enhanced to 70000 and to all the daughters of industrial workers through district offices of Provincial
Directorate of Labour Welfare.
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grant during the last ten years. An amount of Rs. 1552.579 million was distributed among
72059 children of the industrial workers55 . The Fund through its provincial boards spent
Rs. 3776.8 million for provision of residential plots, houses and flats to 6834 workers 56 .

Table No. 4.11
Benefits under Workers’ Welfare Fund
YEAR

DEATH GRANT
No. of
Workers

20012002
20022003
20032004
20042005
20052006
20062007
20072008
20082009
20092010
20102011
Total:

MARRIAGE GRANT

S CHOLARS HIP

No. of
Daughter
of workers
7374

Amount
(in Rs.
million)
217.940

No. of
S tudents

480

Amount
(in Rs.
million)
44.600

Utilization
(in Rs.
million)
---

Workers
Benefited

994

93.500

5973

178.990

4360

55.910

87.345

200

900

90.200

9414

282.562

2949

38.591

418.165

1016

944

117.800

12298

369.040

6384

72.399

578.474

1399

1975

156.550

8050

244.390

8735

101.063

344.696

819

1177

293.320

12057

471.030

11,371

181.935

361.239

840

1382

299.120

4272

213.140

14,899

262.120

378.16

900

1136

307.345

9499

473.140

15,721

344.761

359.661

1000

943

273.350

9074

495.800

7640

495.80

1235.814

648

357

104.125

9474

662.400

---

13.253

12

9388

1779.91

87485

3608.43

72059

3776.807

6834

---

Amount
(in Rs.
million)
---

HOUS ING

--1552.579

---

Source: Workers‟ Welfare Fund

Welfare schemes of Workers‟ Welfare Fund are restricted only to the permanent workers.
Workers of informal sector, home based workers, contract workers and agriculture
workers are excluded from these schemes. The schemes are usually initiated on political
grounds rather than on need basis.
55

Free education facility up to metric and higher secondary level is being provided to workers‟ children in
the schools of WWF throughout the country. Talent scholarships are also provided to workers‟ children for
professional / Ph.D level education within Pakistan and abroad.
56
These plots, houses and flats are distributed to the workers on the basis of the criteria which varies from
time to time. Allotment was made in the nineties on ownership basis. At present these are given on rental
and pro rata basis to the industrial workers and are taken back from the worker after his retirement and
given to the worker of the same factory through computer draw.
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4.6. GLOBALIZATION AND HRD
Globalization has also brought new challenges of competition for the developing
countries, which can only be met through need based and market oriented multi-skilled
and flexible education and training according to requirements of the local industry and
overseas demand. Meeting the challenges requires a comprehensive training system with
built-in-flexibility as a vital component of an employment-intensive growth strategy.
Being a labour abundant country the importance of human resource development in
Pakistan has increased many times.

Technical and vocational training in Pakistan is imparted at both provincial as well as
federal levels. The provinces are doing it through polytechnic institutions and specific
training centers under Technical and Vocational Authorities. The federal government is
also providing these trainings under National Training Bureau, National Vocational,
Technical

Education

Commission

(NAVTEC),

other

technical

institutions.

Skill

Development Councils have also been established through Employers‟ Federation of
Pakistan under private public partnership to provide training to the unemployed youth for
national as well as international markets. Progress of vocational training centers during
the years 2003 to 2007 is reflected in the table below.
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Table No. 4.12
Number of Vocational Technical Centers, Capacity, Enrolment and Pass out in
Pakistan

Year

2003

2004

2005

2006

2007

Number of
Training
Centers
Present Capacity
Enrolment
Pass out

308

314

317

322

330

14,757
36,423
15,433

15,336
42,797
16,580

16,282
54,775
18,413

18,155
50,671
19,681

21,287
56,713
21,922

Source: Provincial Directorates of Manpower &Training

Number of vocational training centers has shown increase from 308 in 2003 to 330 in the
year 2007. Similarly their capacity for the same period has been enhanced from 14757
students in 2003 to 21287 students in 2007. Number of pass out also increased from
15433 in 2003 to 21922 in the year 2007.

Following table highlights progress of apprenticeship training institutions from 2003 to
2007. Number of apprenticeship training institutes also increased from 120 in 2003 to
172 in the year 2007. Similarly, number of pass outs has also seen an increase from 1781
in 2003 to 2063 during the year 2007.
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Table No. 4.13
Number of Apprenticeship Training Institutions, Capacity and Pass out in Pakistan

Year
Number of Apprenticeship
Training Institutions/Industries
Present Capacity
Enrolment
Pass out

2003
120

2004
120

2005
163

2006
170

2007
172

3,075
2,991
1,781

3,075
2,991
1,781

3,625
3,734
2,300

3,675
4,018
2,220

4,075
4,131
2,063

Source: Provincial Directorates of Manpower &Training

The above analysis shows that no revolutionary steps have been taken in Pakistan to face
the challenges of globalization and to meet national and international demands. Pakistan
is still relying on export of unskilled labour force to Middle East and other developed
countries of the world.

On-job training is provided in the factories which are working with MNCs and are part of
international production chain. On change of style and design brands usually ask their
vendors to train their workers. Otherwise, local manufacturers do not care about capacity
building of their employees. There is no on-job training for contract workers, workers of
informal sector and home based workers.

It is evident from the foregoing that globalization has gradually been restructuring work
organization and labour relations in Pakistan. Tide bond of workers with the management
and production in the factory premises are being replaced by informal work places,
contract labour, out sourcing of production and productions in homes. Work organization
has become loose and employers do not have much control over labour; they are
controlling the production through indirect means. Resultantly, informal sector is
expanding which is characterized with child labour and female labour force. Trade union
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movement has also seen a declining trend due to shrinking formal sector. Evasion of
labour laws is a common feature. The government is no more a regulator in industrial
relations; it is rolling back day by day. Social protection and labour welfare measures are
restricted to a class of workers who are permanent and attached to formal sector.
Development of human capital is not in pace with the needs of international and national
requirements.
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CHAPTER- V

TWO CASE STUDIES
Profit maximization without compromising quality due to fierce competition by the
MNCs poses great stress on labour. As in their efforts to minimize the production cost
they resort to outsourcing of production, contracting and sub-contracting. As a result the
labour force becomes informalized and disintegrated into smaller units and found
employed in different isolated localities. The ultimate impact of this phenomenon results
into evasion of labour laws and denial of labour rights to the working class. Increasing
awareness among consumers on labour rights and standards has set new directions for the
MNCs. The following two case studies alongside highlighting these characteristics also
underpin series of implications of such developments. The case studies are based upon
focal group

discussions

and

interviews

with

the

public

functionaries

and

the

managements. Both case studies, actually provides in depth analysis while addressing all
the research questions highlighted in Chapter three.

1. Saga Sports Pvt. Ltd. Sialkot – A Case Study
Soccer ball is the main product of Sialkot sports goods industry in Pakistan. It contributes
22 percent of total exports of soccer ball in the world. The soccer ball industry is a major
source of income and employment in Sialkot. Low-cost production of soccer ball in
Sialkot attracted a number of multi-national brands and companies. Within two decades,
Nike, Adidas, Puma and Reebok became the major buyers of football from Sialkot.
Resultantly, the production went to around „40 millions and number of workers in this
sector increased to more than 50000 in 2000-01‟57 . The industry, however, has seen a
downward trend. Generally, the industry is characterized by informal workplaces, un-

57

PILER, 2007
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regulated labour relations, absence of unionism and non-application of labour laws. The
workplace hierarchy comprises owner, traditional manager or munshi, subcontractors or
makers and stitchers. The owner is at the top and managers are usually their relatives,
who subcontract orders to “makers”. Makers are responsible to collect raw material,
arrange production and ensure supply to the managers.

Saga Sports was a pioneer organization in the field of soccer ball manufacturing
employing 6741 workers in 14 large, formal workplaces called stitching centers. These
custom-built centers were controlled and managed by the main factory at Gujranwala
Road Sialkot. Most of the production, work except stitching, like, screen printing, screenprinting, panel cutting, repair, pack-aging, and quality control was undertaken in the main
factory. The company also established one centre at Machralla, exclusively for lady
workers. The center was located in rural area of Sialkot and was facilitated with separate
stitching halls, dispensary, day care centre, canteen, and fair price shop and toilet
facilities for lady workers. Machralla center employed around 500 women stitchers from
the surrounding villages. The remaining centers were meant only for male workers. The
basic health facilities, like, ventilation, lighting, toilets, drinking water, canteen, clinic,
fair price shop, baby care center, open space and plantation were provided in all these
centers.

In fact, it was the Saga Sports who first the time in Sialkot, initiated the concept of soccer
ball stitching outside homes. Home-based workers, particularly, lady workers resisted to
this set up. However, incentives, like, free pick and drop, meal in the factory canteen at
nominal rate, medical facilities, higher wages and proper work environment motivated
them to adjust to the new system. The behavior of the owner of the company was also
one plus area which attracted the workers for employment in Saga centers and to remain
intact with the company even at the time of crises.
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Nike was buying 75% of Saga‟s entire production amounting to Rs.1.6 billion meant for
exports, annually. In response Saga was bound to abide by Nike‟s Company Codes
(Appendix- IV). Saga Sports was subject to three types of audits under Nike‟s
monitoring mechanism. One of them was “SHAPE”58 , “M-Audit”59 , and periodic
inspections by the “Fair Labour Association” (FLA). The fourth monitoring mechanism
pertained to ILO-IMAC, which also used to check Saga centers periodically. In addition
the local field formations of Provincial Directorate of Labour Welfare, Provincial Social
Security Institution and Employees Old Age Benefits Institution were also there to carry
out inspections under different labour laws.

Nike USA withdrew its orders from Saga in 2006 due to non-compliance to Labour
Standards by Saga and on the basis of following allegations:


“Extensive outsourcing to unauthorized centers by Saga.



Production of balls in homes in the Sialkot area, with its potential for the use of
under-aged labour and inability to ensure a safe environment.



Serious allegations by trade union representatives and other Saga employees of
harassment, wrongful termination, inaccurate payment of wages”60 .

The situation culminated into closure of Saga‟s business and retrenchment of its around
seven thousand employees. The incident did not affect only the families of the retrenched
workers but also posed a great threat to the progress made under ILO-IPEC to tackle
child labour form the soccer ball industry of Sialkot. It was a challenge for the ILO,
government of Pakistan, Sialkot Chamber of Commerce and Industry, World Federation
of Sports Goods Industries (WFSGI) and all other stakeholders. Independent Association
of Child Labour (IMEC) had to bear the brunt of the criticism because Nike blamed
potential use of underage labour as one of the reasons of withdrawing its order from
58

“It is Safety, Health, Attitudes of Management, People Investment and Environment, the audit system in
place in Nike since 1997”.
59
“It was in-depth management and working conditions audit launched in 2002 by Nike and conducted by
Nike‟s in-house compliance specialists”.
60
“Allegations leveled against by Nike, obtained from the management of Saga”.

85

Saga. Allegations of serious violations of trade union rights and non-compliance of health
and safety standards were question marks on the enforcement of labour laws in Sialkot.
Nevertheless, it was a big challenge for the manufacturers of sports goods in Sialkot.

A survey of the ex-Saga workers revealed that “a majority (84 percent) of them was
being paid less than the prevalent minimum wage and 73 % of the retrenched employees
were on contract basis. Ninety two per cent reported that they were never given any
appointment /contract letter. Not all the permanent workers were registered with
Employees Old

Age Benefits Institution and Punjab Employees Social Security

Institution.. Only 0.4 percent reported registration with Social Security Institution and 3.3
percent received gratuity when their services were terminated. Most of the regular
employees registered with those institutions did not even have proper registration cards
and thus could not avail the benefits to which they were otherwise entitled to as a result
of that registration. Only 2.6 percent (300 workers) of Saga workers were members of the
registered trade union. No internal election of the union or any referendum for collective
bargaining agent was held since 199761 ”.

There are some interesting facts about female workers. A majority, around 72 percent,
was in between the age of 18 to 25 years. Most of them belonged to lower castes and
were unmarried. Women were getting lower wages than men. “A large number of
women, 37.9 percent, were receiving up to Rs. 2500 per month which was much lower
than the prevalent minimum wage. Not more than one percent of the lady workers were
members of the trade union”62 .

61

The data for this section has been extracted from the record available in the offices of District Officer
Labour, Employees Old Age Benefits Institution, Punjab Emp loyees Social Security Institution and survey
conducted by PILER.
62
“PILER, 2007”
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Cancellation of contract by Nike resulted in devastating situation for the workers engaged
directly or indirectly with Saga. The situation further aggravated due to saturation in the
local labour market and contraction of soccer ball business in Sialkot. “About 47 percent
of the retrenched workers were able to secure work as football stitchers with different
manufacturers. However, most of them were engaged in unbranded manufacturing. The
rest drifted into manual labour and odd jobs in the service sector or remained
unemployed.

The retrenched lady workers were unable to get any reasonable

employment. Only a few of them, who were comparatively young, got engaged by the
manufacturers working with some famous brands”63 .

The failure of Saga management and outsourcing of production to homes with potential
of using child labour simply imply that the management in one way or the other was
trying to minimize the cost as stitching was cheaper at homes than at the formal
workplaces. Lund-Thomas (2011) has advocated that stitching of soccer ball in Sialkot at
formal workplaces is expensive and workers engaged for manufacturing of branded
soccer balls are getting monthly wage even higher than the prevalent minimum wage.
The workers in normal workplaces/centers are getting little lower than the minimum
wage and the home based stitchers are getting even less than half of the wages paid to the
workers of the formal workplaces. In the same token mal treatment of office bearers of
trade union by the management was due to apprehension that a strong trade union would
advocate labour rights which in turn would raise cost of production in the shape of
resultant benefits to the workers.

The purpose of establishing “formal, custom-built workplaces” by Saga Sports was to
satisfy its buyer that all compliances issues were addressed in a professional manner. But
practically, the workers could not get benefits accrued to the regular employees in other
sectors. They remained temporary, working on piece rated basis, however, benefits
remained restricted to permanent and regular workers. Establishment of a separate center
63

“piler, 2007”

87

for the lady workers in the rural areas of Sialkot by Saga might gain support from Nike
but real fruit could not go to the lady workers at the time of retrenchment as most of them
were not regular employees. In the absence of any institutionalized mechanism in place
whole effort went wasted as Nike left. Similarly, the labour union which was not genuine
and was formed in compliance to Nike‟s company code did not raise any significance
voice for labour rights. However, a segment of workers within the union having links
with Pakistan Workers Federation tried to highlight some of labour laws violations. The
management tried to suppress the same as the “so called” corporate culture was not
actually cultured in the organization.

The failure of Saga to comply with Nike‟s code of conduct signifies that the monitoring
mechanism either by the brand or that of ILO-IPEC established under Atlanta Agreement
could not yield desired results. The system had two goals, namely, eradication of child
labour from football industry and elimination of child labour from all other local
industries of Sialkot. The important reasons of limitations of the system are that: it
focused only on child labour and excluded other labour standards; secondly, it did not
involve trade unions; thirdly, the Agreement came as a result of external pressure from
international brands, WFSGI, ILO and ICFTU. In order to save their business the soccer
ball manufacturers made the commitment for elimination of child labour. Exclusion of
Government from whole process, particularly, the implementing agencies, like, Labour
Department, Punjab Employees Social Security Institution and Employees Old Age
Benefits Institution could be another reason. In spite of their weaknesses and capacity
issues these institutions could have been helpful in implementation and sustainability of
the whole system. For instance, it was due to effective intervention of Labour Department
that payment of outstanding dues amounting to RS. 67 million was made possible to the
retrenched workers.

From the above analysis, as suggested by Lund-Thamous, Nadvi and others, (2011) it is
concluded that codes of conduct focusing on specific aspects of labour standards do not
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in themselves improve livelihoods and

working conditions for football stitchers.

Moreover, while compliance pressure from the leading global brands may have some
positive gains, these may well be outweighed by the competitive pressures and risks that
brands force down on their suppliers and the suppliers in turn push down to workers.
Some categories of workers may become especially vulnerable. To bring about real
improvements in working conditions the policy debate has to go beyond labour standards
and CSR compliance and engage with the economic, technological and social upgrading
that could potentially generate sustained improvements in real wage and working
conditions for workers. However, in the short-run it is rather crucial to actively keep on
board all the Governmental institutions working on labour rights and welfare of the
working class side by side with codes of conduct so that such efforts could be sustained
and become beneficial for the workers.
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2. IRFAN GARMENTS – A CASE STUDY
Before going into the case study of Irfan Garments it is crucial to know some aspects of
garment industry; nature of its work organization, its role in total exports, working
conditions and industrial relations. Consisting of small, medium and large-scale units,
garment industry is a source of highest value addition in the textile sector of Pakistan. As
a result of various exemptions from the government, during July-March 2010-11 exports
worth $1.3 billion were contributed by readymade garments industry64 . Ready- made
garments is a labour intensive industry based on contracting and sub-contracting.

The

medium and small-scale units receive yarn and other raw material from the large-scale
investors. The large-scale investors have monopoly over the raw material and medium
and small scale manufactures have little negotiation power in setting prices. Due to tight
market conditions, the employers of medium and small scale do not offer benefits and
better wages to the workers. On the contrary, in order to bring production cost at lower
level, they rely on contracting and sub-contracting of labour. In the process, labour being
abundant, has to bear the brunt in terms of low wages, low-skills and low productivity.
Amongst garments exporting countries after Bangladesh labour cost is the lowest in
Pakistan.

Labour Cost Comparison 2008 (US $)
1.

Bangladesh

0.31

2.

Pakistan

0.56

3.

Viet Nam

0.57

4.

India

0.85

5.

China

1.44

Source: Pakistan Ready Made Garments Manufacturers and Exporters Association.

64

Govt of Pakistan, Economic Survey, 2010-11.
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Overall situation of the workers attached with the garments industry is not encouraging.
The conditions of female workers are even alarming. A survey conducted in 2009 by
PILER found that “the workers were young and unmarried. Over 97 % were temporarily
employed and 78 % of them were found working for even 12 hours a day. Ninety-nine
percent of them did not possess appointment letters. Their earnings were below the
prescribed minimum wage. Non provision of other labour rights, like, social security
benefits, old age pension, nonpayment of dues, delay in payment of wages, absence of
gratuity, bonus etc. were general problems being faced by the female garments workers.
The stitching of garments is also being carried out in homes through contracting and subcontracting and on piece-rate basis. Home-based work is even cheaper for the employer
as it saves the cost of rent, utilities, tools, social protection, administration and that of
health and safety measures. Home-based work leads to immobility and isolation of the
workers, restricting access to information related to rights and entitlements, market trends
and opportunities to skill enhancement”.

Irfan Textile is a vertical unit comprising of dying, finishing, cutting, embroidery,
printing, stitching and packing. The company has vast experience of working with
famous brands. It has exclusive rights of Hang Ten in Pakistan. Presently it is working
with GAP, USA and is responsible for supplying all types of top-shirts to them. The
company is employing 1000 workers in its different departments. Around 500 workers
are employed on regular basis and are working in security, boiler, spinning, dying, power
generation etc. The rest engaged in stitching section are working on piece-rate basis.
Number of stitchers varies from time to time, depending upon the volume of work. The
company has also employed around 50 lady workers who work as stitchers along with
their male counterparts in the same stitching hall and under the supervision of male
supervisors. The age of these women workers ranges from 18 to 22 years. Around 20
lady workers are engaged in the packing department also. They are comparatively old and
are in the range of 20 to 35 years. Irfan Textile is doing whole stitching operation under
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one roof in the factory premises. The supervisors through their informal setup arrange a
team of stitchers who also bring along with them few apprentices who learn stitching
without any wages. Replacement of stitchers is a common feature and is being carried out
by the supervisors on regular basis. These supervisors have relations with local
politicians and it is through these local influential persons these supervisors get work in
the factory. Both the politicians and supervisors receive commission out of the earnings
of the stitchers in lieu of the services they provide.

The company under the agreement with GAP is responsible for implementation of its
“Code of Conduct”. The code of conduct, as highlighted in Appendix-V is a combination
of international labour standards relating to environment, discrimination on the basis of
sex, forced labour, child labour, wages, working conditions, working hours and right to
freedom of association. The company through a vibrant mechanism is implementing all
the required standards. The wages are above the prescribed minimum wage. Though
working on piece-rate, stitchers also get above the minimum wage. No incidence of child
labour and forced labour has been reported in the factory. The company is maintaining a
dispensary where free medical facility round the clock is provided to all workers. The
company has maintained separate bathrooms for the lady workers. The company is
adopting international standards of health and safety. Company provides free pick and
drop to all categories of workers. Company maintained canteen is also available where
meal is provided to all the workers on subsidized rates. Female workers have been
provided with separate room in the canteen.

To comply with code of conduct, the management of Irfan Textile has also managed to
establish two workers unions. The company is subject to persistent monitoring by GAP
through third party validation. Moreover, to meet the demands of international buyers the
company continues to go through various certification processes in the field of quality
assurance, health and safety, social compliances etc.
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During focal group discussion the stitchers appreciated the management on provision of
transport, subsidized meal in the canteen and medical facilities. They, however, were
worried about their future as they were not regularized even after a long period of six to
ten years of service. While pointing out the benefits provided to the permanent workers
from the government and the company the stitchers demanded their regularization. They
did not know anything about the trade union activities in the factory. They were
suspicious over the role of supervisors. The supervisors according to most of them take
commission from the earnings of the workers. In selection of stitichers for work they
usually prefer relatives and relations to be part of their team rather than selection on
merit. Some of the male workers blamed that supervisors prefer lady workers over the
male. The stitchers, in general, had very little information about the brand they were
working for. They, however, identified some training and orientation programs by the
management whenever new product was launched. A group of stitchers told that they
were paid on piece rate basis and do not receive anything if they fall sick or remain at
home due to some emergency. They are not paid for the weekly and festival holidays. If
regularized, they could be entitled to all those benefits like other regular workers. They
wanted all the stitchers to join hands for their basic legal rights. The lady stitchers on the
other hand, were not satisfied with the work environment, particularly, about their
relations with their male counterparts and supervisors. The workplace was not gender
friendly and they had to face number of difficulties during their journey to the workplace
and even at the workplace. They were also critical about the workplace hierarchy, only
male were promoted as supervisors and team managers. Women workers could not get
position in the management or supervisory staff.

The management of the company was not satisfied over the attitude of stitchers.
According to them, they do not take work seriously and waste time in social activities.
According to them administration of lady workers is really a sensitive issue. A lady
security officer has been appointed to tackle the issue of sexual harassment within factory
premises. Some male stitchers have also been fired due to complaints of such nature.
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According to them stitchers could not be engaged on permanent basis as their demand
fluctuates depending upon volume of work and number of orders received from the
market. Stitching is an honorable job and a stitcher can earn above ten thousand rupees
after doing normal hours of work but quality stitchers are not available in the market.
There are no specialized institutions in this field. The government institutions like,
industrial homes and training centers working under the local government do not produce
quality stitchers. The company due to fierce competition and lack of resources could not
establish any institution but to rely on existing informal setup. According to the
management, most of the stitchers are illiterate and take lot of time to pick new things.
Education matters as educated sititchers produce quality products. Some of the educated
trained stitchers have started their own work and are working with the local brands very
successfully.

The company has its own health and safety policy which ensures safety of the workers at
workplace. On the issue of trade unions, the company was of the view that foreign buyers
demand workers participation in the decision making which could be either through
union or through joint management council. The company, like other competitors,
favours workers management joint boards. The company has no problem with
government departments implementing labour laws and workers welfare schemes. All
regular workers are covered under Employees‟ Old Age Benefits Act and Provincial
Social Security Ordinance. They receive benefits out of the schemes of the Workers‟
Welfare Fund. The company has never engaged any type of child labour or forced labour
in the production process. All the workers are being paid above the minimum wage
prescribed by the Government. Various projects for the welfare of employees have been
initiated by the management.

Irfan Textile is doing business successfully by complying code of conduct of GAP.
However, like the other competitors it has no long-term human resource development
(HRD) policy. The company has employed core workers on permanent basis and engages
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other workers on piece-rate basis from the market. Number of these temporary workers
increases with the expansion of demand of the product they are producing. If the order
continues for years even then these workers remain temporary. Contrarily, under the
country labour laws a worker is required to be regularized after 90 days of continuous
employment. The company does not invest too much on the training of these temporary
workers as new workers are available in the market if more work orders are received.
Appointment of apprentices as required under Apprenticeship Ordinance has also not
been made. Some male and female internees aged between 15 to 18 years also
accompany stitchers. They are neither paid by the company nor by the stitchers during
the informal internship. During discussion it has also come to the surface that there is no
formal setup for training for the stitchers. The Government, therefore, should come
forward

and

introduce such training program in the already available technical

institutions.

The company has no gender policy of its own. Neither there is any vibrant mechanism to
deal with the cases of sexual harassment in the factory. The company has even not
notified the committee required under the law on sexual harassment to deal with
complaints in this regard. Women have not been represented in the so called unions and
management workers‟ council. Turnover of lady workers is very high. The workplace is
not gender sensitive. No separate production hall is provided to the lady workers. Both
male and female workers travel in the same bus which sometimes creates embarrassing
situation for the lady workers. Moreover, the company prefers young lady workers
meaning thereby to save cost on day care center and maternity benefits.

Hiring of stitchers has been politicized with the involvement of local politician.
Supervisors cannot engage staff without his consent. According to the management, this
informal setup in the semi-urban areas is very helpful for arrangement of stitchers from
the adjoining areas and then resolution of disputes in the later stage. In a way social
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dialogue, which is an important ingredient of an industrial relations system has been
externalized by involving outsiders and using socio-political pressures, where workers
being the weakest are always at the losing end. The role of trade union which is custodian
of the rights of the workers is dormant here.

The Government institutions working for implementation of labour laws and labour
welfare schemes are not actively performing their duties perhaps due to ban on inspection
or on the pretext that stitchers are piece-rate workers and labour laws are not applicable
to them. Non implementation of labour laws and labour welfare schemes in the garment
sector has resulted in worries and frustration for the stitching community and calls for
special attention of the Government to address the issue and bring the workers of this
sector at par with the workers of the formal sector.

The above two case studies indicate that globalization has impacted the industry through
exposure to MNCs and the international market. International brands and trade bodies are
becoming more active and influential and thus affecting the growth and development of
industrialization in the developing countries.

For the employer, the comparative

advantage of low labour cost in the developing world is also minimizing owing to high
international pressures for implementation of international labour standards, country
labour laws, provision of labour friendly environment at the workplace, better health and
safety standards, ensuring provision of basic minimum wage and provisions of social
protection. However, the impacts of these developments are not being transferred to the
workers, in real sense, due to other available options to the employer. He uses different
management technique to outsource most of its production work in the shape of
contracting and sub-contracting which has led to expansion of informal sector and homebased industries. The work organization is being fragmentized meaning thereby reduction
in the formal sector. This has badly affected the growth and development of trade unions
as they cannot organize due to heterogeneity of the informal sector and legal limitations.
The analysis has also pointed out various challenges for the government to intervene in
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the areas of labour legislation, inspection, training and welfare of the workers with the
support of different international trade bodies and international organizations.
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CHAPTER- VI

Globalization and National Policy Framework

The Constitution of Pakistan guarantees fundamental rights for the workers, including
child and female workers. In the wider constitutional framework so far, “since
independence, six labour policies have been announced by the Government of Pakistan in
the years 1955, 1959, 1969, 1972, 2002 and 2010 which laid down the parameters for
growth of trade unionism; protection of workers‟ rights; settlement of industrial disputes;
and redress of workers grievance”65 . Pakistan remained an active member of ILO and
committed compliance of international labour standards through ratification of ILO
Conventions. The country has also demonstrated these commitments through different
policies, plans of action and programmes. While addressing research question 3 this
chapter analyzes basic rights of the workers as enshrined in the Constitutional of
Pakistan, labour policies and plans of action of the successive governments for tackling
different labour issues confronted by Pakistan as a result of globalization.

6.1. The Constitution of Islamic Republic of Pakistan
The Constitution of Islamic Republic of Pakistan, 1973 guarantees the rights to
education, rights of the children, rights of women, rights of minorities and rights of all
segments of society. It ensures socio-economic and political independence and protects
human rights to decent employment, protection from all sorts of exploitation and social
protection. Article 3 ensures elimination of all types of exploitation by stating that:
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“The State shall ensure the elimination of all forms of exploitation and the gradual
fulfillment of the fundamental principle, from each according to his ability to each
according to his work”.

Under Article 11, the Constitution prohibits all kinds of slavery, forced labour, bonded
labour, human trafficking and child labour.
“(1) Slavery is non-existent and forbidden and no law shall permit or facilitates its
introduction in Pakistan in any form.
(2) All forms of forced labour and trafficking in human beings are prohibited.
(3) No child below the age of fourteen years shall be engaged in any factory or mine or
any other hazardous employment.”

Freedom of association is considered as a fundamental right and Article 17 ensures
workers‟ right to form union.
“(1)Every citizen shall have the right to form associations or unions, subject to any
reasonable restrictions imposed by law in interest of the sovereignty or integrity of
Pakistan, public order or morality.”

Article 25 highlights equality of citizens and states:
“(1) All citizens are equal before law and are entitled to equal protection of law.
(2) There shall be no discrimination on the basis of sex.”

The Constitution under Article 25-A ensures right to education for all its citizens:
“The State shall provide free and compulsory education to all children of the age of five
to sixteen years as may be determined by law.”
Article 37 stipulates promotion of social justice and eradication of social evils. –
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“The State shall
(e) make provision for securing just and humane conditions of work, ensuring that
children and women are not employed in vocations unsuited to their age or sex, and for
maternity benefits for women in employment;”

Article 38 guarantees promotion of social and economic well-being of the people. “The State shall
(a) secure the well- being of the people, irrespective of sex, caste, creed
or race by raising their standards of living, by preventing the
concentration of wealth and means of production and distribution in
the hands of a few to the detriments of general interest and by
ensuring equitable adjustment of rights between employers and
employees, and landlord and tenants;
(b) provide for all citizens, within the available resources of the country,
facilities for work and adequately livelihood with reasonable rest and
leisure;
(c) provide all persons employed in the service of Pakistan or otherwise,
social security by compulsory social insurance or other means;”

The Constitution of Pakistan provides basis for labour legislation in the country by
guaranteeing basic and fundamental rights to the workers and ensures decent employment
opportunities for its citizens, children‟s right to education, equality of gender in
employment and at workplace, workers‟ right to unionize, safety at the workplace and
harmonious relations between the employers and

workers. To implement these

constitutional provisions on ground the country has enacted number of labour laws.
Pakistan inherited basic labour laws, like, “Factories Act, 1934”, “Payment of Wages
Act, 1936”, “Workmen Compensation Act, 1923” and “Mines Act, 1923”. These laws
were adjusted according to the country‟s requirement and were implemented after
framing ancillary rules. However, some labour laws, particularly, laws pertaining to
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social protection,

like

“Companies Profits (Workers‟ Participation) Act,

1968”,

“Provincial Social Security Ordinance, 1965”, “Workers‟ Children Education Cess,
1972” and “Employees‟ Old-Age Benefits Act, 1976” were framed indigenously. Labour
laws in Pakistan are generally criticized of being voluminous, redundant and out dated. A
detailed description of labour laws along with their scope and coverage is placed at
Appendix VI.

6.2. Consolidation of Labour Laws
It had since long been established that labour laws of the country were rigid, out-dated,
over-lapping and thus lacking implementation. In order to make labour laws consonant
with Constitutional provisions, ILO Conventions ratified by Pakistan, globalization
process of economies, investment drive and higher productivity move, the government of
Pakistan constituted a Commission called „Commission for Consolidation, Simplification
and Rationalization of Labour Laws‟ in 1999. The Commission was mandated to view
the proposal of regrouping the existing labour laws into following broad categories and
examine multiple definitions of „worker‟, „employer‟ and „wage‟ in order to reclassify
those by proposing uniform definitions as far as possible.

i)

Laws relating to industrial relations.

ii)

Laws relating to fixation and payment of wages.

iii)

Laws relating to employment and working conditions.

iv)

Laws relating to human resource development.

v)

Laws on occupational safety and health.

vi)

Laws on labour welfare and social protection.
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The Commission was a tripartite body and headed by a retired judge of the Supreme
Court of Pakistan. After long and exhaustive deliberations of one year the Commission
came out with the following main recommendations:

i) National labour policy should be a permanent feature and may be produced after every
five or seven years.

ii) Data base should be established at the national level regarding enforcement of labour
laws in the country.

iii) Labour judiciary should be re-vitalized through provision of necessary facilities and
capacity building.

iv) The age of the child, as agreed upon under ILO Conventions, should uniformly be
declared as fifteen years in all labour laws.
v) The definition of „workers‟ should be so adjusted that there should be one definition
for set of laws relating to industrial relations and another for the rest.
vi) It can be possible to have uniform definition of „employee‟ and „employer‟.

vii) The Commission re-grouped existing labour laws in six broad categories and
proposed “consolidation, simplification and rationalization” of labour laws into new six
laws.

The Commission also proposed that contractors employing fifteen persons should obtain
a license and only registered contractors should be given contract work. The right of the
agriculture workers to unionize was recognized by the Commission and it was
recommended that appropriate policies should be made in this behalf. It was also
recommended that part-time workers should have a place in law. The Commission
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criticized extensive use of “Pakistan Essential Services Maintenance Act, 1952”, and
recommended its use to targeted situation. As regard conservation and environment
protection laws, the Commission proposed incorporation of salutary provisions of these
laws in the health and safety provisions of the labour laws governing industrial and
commercial establishments. The Commission also recommended provision of internal
administrative grievance procedure to reduce the burden on the courts and proposed
periodical inspection of their performance in the light of statutory duties.

The

Commission further suggested that the proportion of outsiders in the trade unions should
remain intact in order to make industrial relations law consonant with the ILO
Conventions.

In order to facilitate employers, improve efficiency of labour welfare schemes and extend
coverage and scope of these schemes a Task Force was constituted in 1999. The Task
Force deliberated upon following half a dozen labour welfare laws and equal number of
agencies to administer them.

a.

“The Employees‟ Old-Age Benefits Act, 1976.

b.

The Workers Welfare Fund Ordinance, 1971.

c.

The Companies Profits (Workers Participation) Act, 1968.

d.

The West Pakistan Employees‟ Social Security Ordinance, 1965.

e.

The Excise Duty on Minerals (Labour Welfare) Act, 1967.

f.

The Workers‟ Children (Education) Ordinance, 1972”.

For the collection of these levies federal and provincial governments have their own
agencies. The agencies, at times, allegedly become irritants for the industrial and business
undertakings. The large number of agencies also leads to pilferage and evasion. The Task
Force underpinned the presence of multiple levy collection agencies which was deeply
resented by the employers because considerable amount of their time and energies were
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being lost in dealing with these agencies. Some of the recommendations of the Task
Force are as under:
i) For the collection of cases under all welfare schemes at the federal level “one window”
system should be enforced by making necessary amendments in “the Employees‟ OldAge Benefits Act, 1976”. Similarly, for all the collections at the provincial level “one
window” facility should

be established

in the provinces, by making necessary

amendments in the “Provincial Employees Social Security Ordinances”.

ii) The medical facility provided by the Social Security Scheme should be made more
accessible and effective.

iii) In order to overcome the complaints against officials of Social Security and EOBI,
self-assessment scheme be introduced in both the institutions.

iv) Old practice of inspection under these schemes should be replaced with joint
inspection involving local chambers of commerce and industry.

v) The amount of penalties in case of violations of payment of social security amount
should be reduced.

vi) Discretionary powers of inspecting staff should be restricted to a minimum level.

vii) Labour welfare schemes should be extended to agriculture and informal sector
workers also.

viii) Necessary measures for extension in coverage and scope of benefits accrued from
different social protection schemes should also be taken.

ix) In order to handle corruption in the system, adjudication should be referred to the
labour courts.
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x) Excise duty on minerals should be repealed and mines labour be given coverage under
social security scheme.

The

recommendations

of the

Commission

on

Simplification,

Rationalization and

Consolidation of Labour Laws and Task Force for Labour Welfare Schemes and Levies
were finalized by involving all the stakeholders and after extensive deliberations.
Analysis of the recommendations shows that both high level bodies went into the depth
of labour laws and made solid suggestions for overhauling of the current labour laws and
labour welfare schemes. They also proposed restructuring and capacity building of
different agencies involved in administration and enforcement of these laws and schemes.
Keeping in view the developments of globalization, they actually laid down guiding
principles for the law and policy makers to move forward.

6.3. Labour Policy, 2002
Labour policy is a vibrant document which in fact lays down the basic guiding principles
for labour welfare laws, labour administration and labour relations in a country. Based on
these very principles Labour Policy, 2002 also considered challenges confronted by the
state in the wake of globalization and states that:

“The progressive globalization of the economy is bringing forth even more formidable
challenges and pressures. Successive governments, torn between conflicting desires for
promoting welfare of the low-income classes and requirements of global competition,
have had the unenviable task of balancing demand for better wages and decent working
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conditions on the one hand and maintaining business competitiveness on the other while
at the same time ensuring increased revenues.”66

The policy underpins the fundamental rights of labour as laid down in the Constitution
and international labour standards and as highlighted in ILO Conventions ratified by
Pakistan and provides for necessary framework for evolving a sound and stable
mechanism for ensuring core labour rights. The Policy states that “labour laws and
system of labour administration in Pakistan will thus be brought in conformity with these
standards to meet national objectives and international obligations”. Focusing on dignity
of labour, the labour policy stresses upon “strengthening bilateralism, elimination of
animosity and antagonism by fostering a trust-relationship between employer and
employee and promoting social dialogue”. Believing that the role of the government in
labour relations would be restricted to that of a facilitator, the policy advocates
bilateralism as its core element. “The principles, objectives and action programme of the
policy concentrate on the creation of relationship of trust and cooperation between
employer and employee under the strategy of least intervention by the state”. The policy
supported

creation

of “Workers

and

Employers

Bilateral Council of Pakistan

(WEBCOP)” and bilateral code of conduct through;

(a) “respect of reciprocal rights and obligations of employers and workers,
(b) communication between management and CBA, and
(c) enhance

confidence

in

unions

to

play

positive

role

in

organizational

performance”.

Policy advocated promotion of healthy trade unionism, strengthening of social dialogue,
restructuring of labour judiciary, promotion of social safety nets through streamlining of
the social protection institutions, gradual extension of social protection to seasonal
66

Labour Policy, 2002.
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workers, elimination of gender disparity, elimination of child labour and bonded labour,
coverage of workers of informal sector, agriculture sector and home based sector,
regularization of contract employees, protecting interests of the workers in the event of
privatization,

setting

up

of inter-ministerial committee

to

address challenges of

globalization, establishment of Tri-partite Health and Safety Council and measures for
human resource development and labour research.

The policy stipulates that labour laws are voluminous, overlapping in coverage and
anomalous in definition and scope. The policy believes that labour laws are too many and
complicated and rather improving they have contributed adversely to industrial relations
system.

The policy envisaged

“simplification,

rationalization and consolidation” of

labour laws in six categories as recommended by the Commission on Consolidation of
Labour Laws. Conditions of employment will be improved. Minimum wages of different
categories of workers will be reviewed after every three years in consultation with the
“National Tripartite Minimum Wages Council”. The policy also lays emphasis on the
need for better protection and environment for the transport workers through updating
existing labour laws relating to transport workers.

The policy focuses on a market oriented vocational training and human resource
development program through Public-Private Partnership for technical and vocational
training in multiple trades for new entrants. The policy also suggests measures for
capacity building and on-job training of the workers already in employment. Few other
steps introduced in the labour policy are: inclusion of contract workers to the definition of
„worker‟ by considering them as workers through amending “the West Pakistan Industrial
& Commercial Employment (Standing Orders) Ordinance, 1968”, establishment of
Labour Market Information and Analysis (LMIA) unit which will provide latest and
timely information and analysis for planning and policy making. The policy announces
establishment of model schools for the workers‟ children, merit scholarships, welfare
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measures for mine workers and capacity building and administrative improvement in the
functioning of the institutions involved in labour welfare.

Labour Policy, 2002 was announced after a period of thirty years. In fact, it was drafted
at the time when impacts of globalization on the work organization had become rampant.
The Policy was not only in line with the developments on ground but also endorsed the
recommendations of Law Commission and Task Force for Labour Levies. It advocated
protecting labour rights and facilitating the employers for creating pro-investment
atmosphere, providing coverage to seasonal, contract and temporary workers, restricting
the role of government as a facilitator, promoting bi-partism, establishing labour market
information system and addressing human resource development to meet requirements of
international labour market.

6.4. National Policy and Action Plan to Combat Child Labour, 2000

“National Policy and Action Plan to Combat Child Labour terms child labour as a
condemnable phenomenon and elimination of child labour as a feasible objective which
must be eradicated all together for democratic and healthy growth of the society. Since
health of the society depends upon the physical, moral and spiritual development of its
children, Government, therefore, pledges to enable children to grow into adulthood
through love, affection, care, education and training. The Policy and Plan also recognizes
the need for the Government to act in alliance with others; including human rights
groups, the judiciary, NGOs, lawyers, employers, workers and teachers organizations.”
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The Policy and Plan stresses the need for gradual eradication of child labour by focusing
on a multi-pronged strategy in all employment sectors. As partners, it identifies
government organizations, employers, workers, social welfare organizations international
organizations, like, ILO, UNICEF, etc. The purpose is to work in collaboration with each
other for elimination of the menace of child labour, specifically, focusing “on awareness
raising,

monitoring of situation,

strengthening the information base, expansion of

educational opportunities and empowerment of families to reduce their dependence on
child labour”.

The Policy states that concerted efforts should be directed to achieve ultimate objective
through adopting following two fundamental principles:

i) “networking of existing institutions to integrate various activities,
ii) strengthening of institutions and intensification of their activities”.

The focus of National Strategy under the Action Plan is on:
a) “immediate withdrawal of children from hazardous and exploitative situation and
rehabilitation of vulnerable children through expanding infrastructure for vocational
training, skill development and youth apprenticeship program, and

b) progressive elimination of child labour through awareness raising, involving social
partners and community, expansion of educational opportunities, empowerment of poor
families, social safety nets, law enforcement and establishment of monitoring bodies”.

In pursuance of the Policy a Programme for rehabilitation of child labour was launched
through Pakistan Baitul Mal. More than 150 Centers for Rehabilitation of Child Labour
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were established throughout the country to impart free of cost non-formal education up to
primary level to ex-child workers within three years. Under the ILO-IPEC more than 100
projects of different size have been launched so far to achieve the goal of eliminating
child labour, especially its worst forms. “More than 100,000 children have been removed
from workplaces through these projects”67 .

The Government has also prepared the “National Time Bound Programme (NTBP) for
Elimination of Worst Forms of Child Labour during 2008-2016”. The NTBP provides a
roadmap for eradication of worst forms of child labour through identification of various
activities necessary to be undertaken, roles and responsibilities of various stakeholders,
building consensus on the actions and mobilizing resources. It adopts district based
approach to tackle the issue by the year 2016. To start implementation of the NTBP a
project funded by European Commission was launched in 2008. The Project is being
implemented
employers

through
&

ILO

workers

in

collaboration with Provincial Labour Departments,

organizations,

district

governments,

NGOs,

networking

organizations, research institutions and the media. The project aims at strengthening the
government and civil society institutions to take effective actions against child labour,
particularly its worst forms. A large majority of the out-of-school children is expected to
receive benefits from this Project. The following activities are being carried out under the
project:

o Working at District level to prevent children from joining hazardous jobs
and gradually phasing out child labour from the informal sector.
o Provide alternative opportunities to working children and their families.
o Provide technical support to develop district level plans on child labour.

67
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o Training of officials of federal and provincial Child Labour Units and
facilitate them to develop database on child labour.
o Help in conducting second national survey on child labour.

National Policy and Plan of Action to Combat Child Labour, actually, was prepared at the
time when the focus of the world was on condemning child labour in the shape of Global
Long March and consumer group boycotts. There was great stress on football industry of
Sialkot and carpet weaving due to involvement of child labour there. The Action Plan
appeared to be Pakistan‟s response to various threats to its commerce and trade due to the
allegations of child labour. The Plan rejuvenated the already available administrative and
legal setup; rather strengthened and re-enforced it by advocating capacity building and
involvement of civil society, NGOs and international community.

6.5. National Policy and Plan of Action for the Abolition of Bonded
Labour and Rehabilitation of Freed Bonded Labourers, 2001
National Policy and Plan of Action is actually manifestation of the Government‟s
commitment to: “(a) eliminate the bonded and forced labour practice wherever those exist
in the society; (b) adhere to all international instruments, covenants, conventions and
protocols whether ratified or not which protect fundamental human rights; and (c) making
concerted efforts aimed at the transformation of traditional socio-economic structure and
poverty reduction through an integrated and coordinated approach”.
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The Action Plan broadly envisages the following measures to deal with the problem of
bonded labour:

“Relief Package for Freed Haris in Sindh: Freed Haris living in relief camps in
Sindh set up by some NGOs need immediate relief measures to meet their urgent
basic needs. They need proper shelter, food, health services, drinking water, etc. A
Committee comprising representatives of the federal and provincial governments
and NGOs working in haris’ camps will be constituted to prepare a relief package
for the freed haris/bonded labourers.

Awareness Raising: Campaign for raising awareness and legal literacy will be
undertaken through i) mass-media including electronic and print media; ii)
Vigilance Committees for the purpose of community mobilization particularly in
villages and agriculture sector; and iii) by holding special events like seminars
etc.

Registration of brick kilns: All Brick Kilns would be registered with a view to
bring them in the ambit of relevant labour laws. This would reduce the element of
exploitation in these establishments.
Involving Social Partners (trade unions, employers’ bodies, NGOs and CBOs) in
carrying out programmes for the rehabilitation of freed bonded workers.

Rendering counseling and advocacy to needy bonded workers by establishing free
legal aid cells with the assistance of Bar Councils.

Organizing vocational training programme for the freed bonded workers
intending to provide opportunities to help them change their profession and for
their children.
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Creating self-employment opportunities through micro credit schemes”.

Under the Plan a National Committee for the Abolition of Bonded Labour and
Rehabilitation of Freed Bonded Labourers was constituted to review the implementation
of the law and action plan for abolition of bonded labour; and to monitor the working of
District Vigilance Committees. A Fund for Rehabilitation of Bonded Labourers was
established in 2001, through which free legal aid services are being provided to the
bonded labourers in the provinces. A housing colony (comprising 75 houses) was
constructed, in district Dadu (Sindh), to provide shelter to the hari families released from
debt-bondage in the agriculture sector. Pakistan has enacted the law namely “Bonded
Labour System (Abolition) Act, 1992” and framed the “Bonded Labour System
(Abolition) Rules, 1995”. The law extinguished all bonded debts on its promulgation.
Under the law, extraction of bonded labour is prohibited and in case of violation imposes
penalty with imprisonment for a term of 2-5 years or/and with fine not less than Rs. 50,
000. The District Vigilance Committees are established under the law to advise the
District Administration on effective implementation of the law; to help in the
rehabilitation of freed bonded labourers; and to provide necessary assistance to the
bonded labourers.

The ILO‟s Special Programme of Action to Combat Forced/Bonded Labour was also
initiated in Pakistan. Under this Programme, the ILO has been providing technical
assistance to eradicate structural problems of forced and bonded labour. The Programme
“seeks to (i) undertake a series of purposive studies to prepare the ground for a full
national survey envisaged in the National Policy for Abolition of Bonded Labour; (ii)
provide advisory services to ensure that Laws on Bonded Labour are consistent with
International Human Rights Treaties, including the ILO Instruments on forced and
compulsory labour; (iii) provide training on Human Rights and bonded labour concerns
to the District Nazims, members of Vigilance Committees, judicial and law enforcement
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officials and others concerned; (iv) assist the Government in developing a partnership
with the stakeholders, employers and workers to secure a more harmonious labour
relationship; (v) provide advice on creation of high-level national body to combat forced
labour ensuring large-scale public support; and (vi) launch certain demonstration projects
to test the feasibility of approaches adopted to tackle the problem”. In order to sensitize
the law enforcement and judicial officers to the issue of bonded labour, the Government
has coordinated an initiative wherein issue of bonded labour has been got included in
syllabus of Federal Judicial Academy, National Police Academy and Civil Service
Academy,

etc.

Regular orientation programmes in these institutions were being

conducted. Besides, orientation sessions with the Provincial Parliamentarians of all the
provinces were also organized during 2009.

6.6. National Labour Protection Policy, 2005
National Labour Protection Policy, 2005, relied on “Article 38 of the Constitution of
Islamic Republic of Pakistan” and commitments made by the Government of Pakistan in
Labour Policy 2002. Labour protection68 implies “all arrangements at work and arising
out of the work situation directed to ensuring that the nation‟s labour force enjoys basic
rights and fair working conditions, in a safe and healthy working environment. It covers
the conditions of a worker from the time he or she enters the world of work, to the time of
retirement, and beyond, in the shape of social protection”. The purpose of the Policy was
to enhance protection for the workers at the formal workplace and to suggest broader
outlines for improvement of working conditions and work environment. The policy, in
the second place, promotes progressive extension of protection and improvements of the
workplaces in the informal sector, self-employed persons, agricultural workers, contract
workers, seasonal workers, and home based workers.

68

Labour protection covers five areas namely; basic rights, working conditions, working environment,
social security and living environment.
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Main objective of Labour Protection Policy is to protect basic rights of the workers as
enshrined in the Constitution and ILO Conventions. According to it, the government
commits to encourage new approaches and initiatives for cordial employee-employer
relations, particularly, by focusing at the plant level and through promoting bilateralism.
It focuses on promoting workplace cooperation throughout; in dispute resolution,
improving working conditions, enhancing labour productivity, trust confidence building,
promoting common interest and improving motivation. Eradication of forced and
compulsory labour under “National Policy and Plan of Action for the Abolition of
Bonded Labour and Rehabilitation of Freed Bonded Labourers, 2001”, eliminating
gender discrimination as stated in Labour Policy 2002, eradication of child labour as
planned in “National Policy and Plan to Combat Child Labour, 2000”, removal of all
persons under the age of 18 years from mines, tanneries and brick kilns by the end of
2006 and overall improvement in compliance of labour laws under “Labour Inspection
Policy, 2006” are among important objectives of the “Labour Protection Policy”.
Privatization has resulted in job losses for workers. Under the policy, Government
recognizes employer‟s right to reduce their workforce for the sake of efficiency and
competitiveness but, at the same time, also realizes that these measures should not be
taken at the cost of the worker‟s rights and on the basis of the principle of fairness and
bilateral consultation.

The Policy, along with protecting workers of formal sector, also advocates provision of
coverage to the workers of informal sector, self-employed, home-based workers, seasonal
workers and workers of agriculture and fisheries sectors. Introduction of labour extension
services for awareness, education and advisory services in the field of health and safety,
implementation of minimum wage laws progressively are important ingredients of the
Labour Protection Policy. The Policy proposes constitution of an independent National
Minimum Wage Commission to set up minimum wage standards for different sectors,
categories of workers and in the provinces. There must be limit for number of working
hours which should not exceed 48 and in case of over time it should not normally exceed
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12 hours a week. Leave and rest interval shall be determined by the law, however, for
better arrangements workers and employers are encouraged to discuss these issues under
the principle of bilateralism.

Policy also

recommends appropriate measures for

implementation of maternity leave and sexual harassment.

The Policy underpins that “employers have a responsibility to ensure that hazards at the
workplace are eliminated, minimized, or controlled in such a way that work accidents are
avoided. Enterprises of all size in all sectors must develop a safety and health culture and
introduce policies that intention is transformed into practice”. Employers are also
required to take measures for elimination and reduction of hazards causing occupational
diseases and illness. The policy advocates constitution of “National Occupational Safety
and Health Council to advise government on wide range of policy and legislative matters
concerning work safety and health”. It also proposes establishment of “Provincial
Occupational Health and Safety Institutes”, to provide a range of technical, information,
training, research and testing services.

The Policy, in fact, is realization on the part of the Government the importance of social
security, medical care, sickness benefits, unemployment benefits, old-age pension,
employment injury benefits or occupational diseases and maternity benefits and shows its
commitment for provision of all these basic rights to the workers of formal sector and
progressive extension of all those rights to self-employed, informal sector workers and
agriculture workers on voluntarily basis. The Government through the policy also pledges
for improvement in the already available social security system and working conditions
by improving governance and delivery of labour protection schemes and labour welfare
laws. Besides, the Government also recognizes the role of living conditions of the
workers and undertakes to encourage improvement of living conditions of the workers,
like, improved housing, better sanitation, domestic hygiene, nutrition, and disease
prevention which would have a significant bearing on the overall health and well-being
of workers, and thus influence their productivity.

116

6.7. National Labour Inspection Policy, 2006
Labour Inspection Policy “outlines a range of new and innovative approaches to labour
inspection work that are flexible, transparent, fair and impartial, and make the best use of
limited inspection resources. The Policy supports the extension of inspection activities
beyond formal sector enterprises to ensure that labour protection services are made
available to all workplaces in all sectors”69 . An important feature of the Policy is that it
promotes licensing and accreditation agreements with the private bodies in provision of
labour inspection services. The policy supports bilatralism through promotion of
cooperation and harmony between the management and the workers.
Policy considers labour protection as a part of good business practice, and thus stresses
the need of “preventing problems from arising”. The focus, therefore, is on improvement
of working conditions and work environment. The policy stipulates that labour protection
and

labour inspection,

productivity.

professionally conducted,

always has positive impact on

The scope of Inspection Policy is on prevention, protection and

improvement in following three main areas:

i) “The terms under which workers are employed including wages, hours of work,
allowances, leave, and other benefits established by law or agreements including
protection against unfair dismissal and protection against victimization.

ii) The conditions under which work takes place with regards to the safety of the
worker and the action required to identify, eliminate, minimize and control safety
hazards concerning machinery and equipments, work processes and substances,
including chemicals.

69
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iii) The general environment in which work takes place with regard to heat and
ventilation, dust, noise, illumination and related factors likely to contribute to
illness or disease arising from the workplace”.

The policy believes in extension of labour protection and inspection services to all the
sectors and workplaces having employee-employer relationship. According to the scheme
all mine workers, employees of banking sector, transport workers, informal sector
workers and employees of so many categories which are not covered presently shall be
brought under the ambit of social protection schemes. A comprehensive definition of
„worker‟ will be introduced and all the workplaces will be registered with Provincial
Labour Departments. Inspection of registered workplaces will be carried out in a
professional and systematic way. Routine visits of inspectors, follow-up inspection and
special inspection under the traditional approach will be revitalized and restructured into
“integrated inspection, self-inspection and self-reporting, system inspection” through
involvement private sector. The stress would be on those workplaces which are more
hazardous.

Under the Policy all business and workplaces of certain size as prescribed by law shall be
registered with provincial labour inspectorates. Registration would be followed by risk
assessment of the workplaces on the basis of the specified criteria as required under law.
The risk assessment will be carried out while involving representative bodies of
employers and that of the workers. Such an exercise of risk ratting should be undertaken
from time-to-time

with

the

objective to

assist enterprises/workplaces to

move

progressively from a high risk to medium and to low ratting, thereby reducing the
frequency of inspection visits.
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The Inspection Policy supports integrated inspection system of „one enterprise-one
inspector‟. There will be one “general inspector” who would undertake inspection work
in all areas. The Policy further elaborates that a comprehensive system of capacity
building and technical knowhow will be put in place to train the available inspectors,
particularly, in the areas of health and safety and other technical aspects of inspection.
Existing technical and medical factory inspectors will support the general inspector as the
part of the technical back-up team. The introduction of an integrated system will be
accompanied by a “performance monitoring system” which would ensure that general
inspectors address all areas, including, medical, health hazards, working conditions,
terms of employment, work environment and industrial relations during the course of
inspection.

Under the Policy the prime responsibility lies with the employer as “an essential
component of self-inspection is self-reporting. The employers selected to participate in a
self-inspection approach will be required to check and report on working conditions and
the working environment, using check list prepared by the National Labour Inspectorate
in close consultation with provincial labour inspectorates, employers and workers and
their representatives”70 .

The Policy advocates “system inspection” in which an inspector does not check
everything in detail. He will rather, focus on the systems the enterprise put in place for
protection of workers, for improvement of working conditions, for prevention of
accidents and to ensure better terms of employment for the workers. The inspector‟s job
would be not to check details but to do advisory sort of role and checking systems and
procedures. He becomes more of a facilitator and adviser, working in a cooperative
relation with workers and managers. This will require training and capacity building of
inspectors. The stress would be on change of attitude and mind-set of inspectors to enable
them to perform his newly defined role under the policy. He will have enough knowledge
70
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to educate and advise the employers of informal sector and medium and small enterprises
on eradication of child labour, reduction of work hazards, advising on the best ways to
dispose of waste materials and improvement of environment, and distribute brushers
providing information and awareness print material on such issues.

The Policy supports “a system where duly accredited companies and individuals are
granted a license to perform specific inspection tasks, working under the authority of
labour inspectorate. Private agents do the actual work but Government still retains the
ultimate responsibility. Labour inspectors regulate the work of private agents through
licensing system, and by requiring that report of all work under taken are copied to the
Inspectorate”.71 Necessary amendment in labour laws would be made to make this system
operative. It would also be ensured that the system is not inconsistent to the ILO
Convention 81.
The Policy endorsed “Centralized Inspection Authority” as provided under ILO
Convention 81, Article 4 (1). Accordingly, establishment of National Labour Inspectorate
as central labour authority is envisaged to coordinate the inspection services, draft
national labour inspection policies, consolidate inspection statistics, develop and maintain
data base on inspection, coordinate the provision of labour inspection training activities,
prepare promotional and public awareness materials, prepare and monitor guidelines for
inspection visits, develop inspection reporting forms and issue regular media releases.
The national authority would not do inspection work; undertaking inspection would be
the responsibility of the provincial inspection authorities.

The Policy stipulates that a specific capacity building for the Central Inspectorate and
provincial inspectorates shall be put in place to prepare them for implementation of the
inspection policy in its real sense. The officials at the central level would be trained in
preparation of resource plan, preparation of job description, preparation of publicity
71
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material, and preparation of desk manual etc. The provincial officials would be trained in
preparation of corporate inspection plans, human resource audit, communication skills
and reporting techniques etc. An orientation programme for the employers and workers
organizations would be launched to make them aware and acquainted with the new
approaches to labour inspection to ensure their participation in different exercises of
designing and training.

Labour Inspection Policy, 2006 is a comprehensive document, covering all the relevant
areas confronted labour inspectors during the course of inspection and addressed the
concerns of all the stakeholders. The Policy encompasses all the labour issues came out
as a result of globalization and gives a pragmatic solution through transparent, vibrant
and participative labour inspection.

6.8. Labour Policy, 2010
Labour Policy, 2010 announced with the understanding that there was “an urgent need to
revitalize the economy through sustained efforts, increase productivity and promote
investment for generation of maximum employment opportunities. There was an equally
genuine requirement to create among workers and employers, a better awareness of their
obligations to these national objectives. The government recognized that workers and
employers must enjoy reasonable benefits as can be sustained by the economy without
causing a set-back”72 .

The Policy touches following broad areas:

72
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“i) Workers’ right to form unions should be protected and an institutional
framework be made available to foster close cooperation between workers and
employers at establishment level.

ii) Equitable adjustment of rights between workers and employers should be
ensured in an atmosphere of harmony, mutually beneficial to the workers and the
management.

iii) Consultation between workers and employers on matters of interest to the
establishment and welfare of workers should be made more effective.

iv) Adequate security of jobs should be available to the workers and it will be
ensured that grievances are redressed expeditiously.

v) Conditions should be created that workers and employers are committed in
enhancing the labour productivity.

vi) Promotion to higher jobs should be ensured at all levels based on suitability
and merit and for this purpose arrangements for in-service training would be
made.

vii) Facilities for proper matching of job opportunities and the job seekers shall
be strengthened and standard procedures be streamlined.

viii) Social insurance schemes to be further strengthened.

ix) Just and humane conditions be guaranteed to all workers.

x) Forced labour in all its forms to be eliminated.
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xi) Provisions relating to the employment of children to be strictly adhered to and
be enforced.”

In the backdrop of these base lines, the labour policy addresses four major areas; legal
framework, advocacy, skill enhancement and employment and export of labour force.
Like the previous policy, it also announced consolidation and rationalization of labour
laws into five categories. It advocated universal /voluntary coverage of old-age benefits
and health services. Issuance of smart cards to the registered workers under EOBI for
provision of benefits under different labour welfare schemes, enhancement of minimum
wage, women empowerment and gender equality, coverage of home-based workers,
withdrawal of young persons and children from hazardous working conditions, protection
for mine workers, eradication of bonded labour, suitable legislation for construction
workers,

regulation

of contract workers,

extension of coverage of “Workmen

Compensation Act, 1923” to agriculture workers, establishing tri-partite national council
on health and safety, activation of “Pakistan Tripartite Labour Conference and Standing
Labour Committees” and expansion of the scope and coverage of EOBI, Social Security
and Workers‟ Welfare Fund are important features of the policy.

In the field of skill development and employment generation, the Policy emphasizes on
employment creation in rural areas and suburbs of towns. Special measures are
recommended to reduce unemployment among the educated, development of small scale
informal sector and generate productive jobs there, removal of gender disparity, training
of labour force, support to Pakistani seeking employment abroad and opportunities for
self-employment.

Training

of

para-medical

services,

revitalization

of

industrial

apprenticeship, mobile training units and trade-tests, introduction of metric tech scheme
in the schools of Workers‟ Welfare Fund, standardization of courses/curricula and
establishment of labour market information system and special measures be taken to
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promote export of labour force in the Middle East and other part of the world are also in
the focus of the policy.

6.9. Decent Work
Decent work has been defined by the ILO and endorsed by the international community
as being
“productive work for women and men in conditions of freedom, equity, security
and human dignity. It provides opportunities for work that is productive and
delivers a fair income; provides security in the workplace and social protection
for workers and their families; offers better prospects for personal development
and encourages social integration; gives people the freedom to express their
concerns, to organize and to participate in decisions that affect their lives; and
guarantees equal opportunities and equal treatment for all”.

In a relatively short time, the concept that “productive employment and decent work are
key elements to achieving a fair globalization and poverty reduction” has gain worldwide
currency among all the stakeholders and at the World Summit, in 2005, Heads of States
and Governments of more than 150 countries made a commitment that “We strongly
support fair globalization and resolve to make the goals of full and productive
employment and decent work for all, including women and young people, a central
objective of our relevant national and international policies as well as our national
development strategies, including poverty reduction strategies, as part of our efforts to
achieve the Millennium Development Goals”. The echo of this commitment was heard in
the whole multilateral system, all the UN organizations, including IMF, World Bank and
WTO are determined to mainstream the goals of full and productive employment and
decent work for all in their policies, programmes and activities.
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Decent Work requires setting up of priorities on the social, economic and political agenda
of countries and the international system. Globalization is not generating jobs according
to supply of labour force, employment creation and poverty reduction are inextricably
linked and “poverty anywhere is a threat to prosperity everywhere”73 . It is also believed
that “a community at work is community at peace”. In these circumstances, it is the
“decent work” which recognizes dignity of labour, equal opportunities for all and
elimination of discrimination from the world of work.

Decent work can be promoted using a range of policies, programs and activities. As
highlighted by ILO (2008), decent work has “four broad strategic objectives; namely,
promote and realize standards and fundamental principles and rights at work, create
greater opportunities for men and women to secure decent employment and income,
enhance the coverage and effectiveness of social protection for all and strengthen tripartism and social dialogue”. These strategic objectives in the context of Pakistan have
following priority areas:
“Strategic Objective No.1: Promote and realize standards and fundamental
principles and rights at work


To remove inconsistencies between the provisions of ratified ILO Conventions
and national legislation



To speed up the labour law reform in terms of rationalization and consolidation of
labour laws.
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Enhancing coverage of labour laws to the informal sector.



To ensure legal and social protection to the workers of EPZ.

Constitution of ILO
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To enhance pace of implementation of the National Policy and Action Plan to
Combat Child Labour.



To enhance pace of implementation of the National Policy and Action Plan on
Bonded Labour.

Strategic Objective No.2: Create greater opportunities for men and women to
secure decent employment and income


To

boost

productive

employment

opportunities

through

SME

sector

development.


To focus on gender mainstreaming to reduce gender differentials in labour
force participation and disparities in remuneration.



Strengthen vocational/technical training and skill development services.



To have adequate mechanism to secure decent work opportunities for overseas
employment.



To have reliable labour market information system.

Strategic Objective No.3:Enhance the coverage and effectiveness of social
protection for all


Extension of social safety nets.



Efficient monitoring of OSH standards in organized sector.



Devise mechanism for monitoring of OSH for the informal sector.
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Establish National Tripartite OSH Council as announced in Labour Policy
2002.

Strategic Objective No.4: Strengthen Tripartism and Social Dialogue


Building capacity of social partners for constructive engagement in social
dialogue.



Raising awareness at inter-ministerial level regarding importance of social
dialogue in policy formulation.”

Corresponding to the strategic objective 1 Pakistan has ratified 36 ILO Conventions
including 8 fundamental Conventions. Technical assistance to help constituents develop
policies and programmes and undertake direct action to remove child from the labour
force is being provided.

The Government, employers and workers organizations have

implemented projects in this area. With technical support from the ILO the Government,
with the employers and workers and their representative organizations, and other key
stakeholders, is addressing the bonded labour issue in Pakistan through knowledge
creation, raising awareness, orientation of representatives of employers‟ and workers‟
organizations, media and religious scholars and capacity building of state functionaries.
In recognition of the increasing numbers of Pakistani women joining the labour force and
the challenges they face in accessing opportunities and resources to enable them to
compete equally, the Government, in conjunction with the EFP and PWF and technical
assistance from the ILO and Government of Canada started various projects of gender
sensitive training, gender audit, skill development and of gender equality.

With regard to the second strategic objective two, projects were started to impart skills
for employability, in particular, through competency based vocational and technical
training among vulnerable and marginalized groups. A Labour Market Information
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Analysis Unit (LMIAU) was established in 2006 in the Ministry of Labour and
Manpower in Islamabad. As regard the strategic objective No. 3, three, Pakistan has
introduced social protection schemes for the workers, adopted workplace policies and
codes of practice to ensure non-discrimination in the work. Under the fourth objective,
social dialogue is being promoted at all levels, in policy formulation and in dispute
resolution.

Besides above, various programmes were also launched in Pakistan under the umbrella of
decent work to promoting gender equality for decent employment in the textiles sector,
with a focus on clothing and home textiles; the services sector, with a focus on hospitality
and in coastal and riverine communities. The ILO is also implementing a project on
gender equality which aims at strengthening national mechanisms to promote equal
employment opportunities for women, enhancing skills and employability of poor women
in rural and urban areas of selected districts and strengthening capacity of media to raise
awareness on issues related to working women.

6.10. Other Policies
There are also some national policy documents that cover different components of the
decent work agenda. Medium Term Development Framework (MTDF, 20052010)
focuses on raising productivity as well as technical and vocational competence of the
workforce for reducing poverty and emphasizes that “all employment opportunities
generated need to be „decent‟ in nature”74 . Vision 2030 extends that dream further and
higher in terms of space and time.

Employment generation and the matching of skills

with demand in a changing workplace should be central to poverty reduction, economic
growth and social stability. Pakistan‟s Poverty Reduction Strategy Papers [PRSP I & II]
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finalized in December 2003 and November 2008 respectively reflect the high priority
attached to employment generation as a major element of poverty reduction strategy and
for redressing the serious unemployment situations and low level of skills and
productivity of its work force.

6.11. Constitutional (Eighteenth Amendment) Act, 2010 and Labour
Pakistan went through devolution wherein the Concurrent Legislative List in the
Constitution of Islamic Republic of Pakistan was omitted. As a consequent various
subjects, including labour, were devolved to the provinces. All labour laws, rules,
enactments and levies have been protected under the Constitution. According to Article
270 AA of the Constitution (Eighteenth Amendment) Act, 2010, clause
“(6) Notwithstanding omission of the Concurrent Legislative List by the Constitution
(Eighteenth Amendment) Act, 2010, all laws with respect to any of the matters
enumerated in the said List (including Ordinances, Orders, rules, bye-laws, regulations
and notifications and other legal instruments having the force of law) in force in Pakistan
or any part thereof, or having extra-territorial operation, immediately before the
commencement of the Constitution (Eighteenth Amendment) Act, 2010, shall continue to
remain in force until altered, repealed or amended by the competent authority.

(7) Notwithstanding anything contained in the Constitution, all taxes and fees levied
under any law in force immediately before the commencement of the Constitution
(Eighteenth Amendment) Act, 2010, shall continue levied until they are varied or
abolished by an Act of the appropriate legislature.”

Before devolution following functions relating to labour appeared on the Concurrent
Legislative List (Appendix -VII).
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26.

“Welfare of labour; conditions of labour, provident funds; employers‟ liability
and workmen‟s compensation, health insurance including invalidity pension, old
age pensions.

27.

Trade unions; industrial and labour disputes.

28.

The setting up and carrying on of labour exchanges, employment information
bureaus and training establishments.

30.

Regulation of labour and safety in mines, factories and oil-fields”.

After devolution all the functions relating to labour have been transferred to the provinces
except the functions of old-age pension and workers‟ welfare75 . The provinces are now at
liberty in respect of labour legislation whereas the Federation is responsible for
coordination of labour legislation in provinces and implementation of labour laws from
international angle.

International Labour

Standards,

Conventions and

international

commitments are part of the Federal Legislative List (Appendix-VIII).

Eighteenth Constitutional Amendment, actually, has changed the tempo of development
in the field of labour. The rationalization, consolidation and simplification of labour laws
into six main categories; (industrial relations, employment services and conditions,
wages, human resources development, occupational safety & health, and labour welfare
& social safety nets) to eliminate contradictions and duplications which was under
process at the Federal level, has stopped. The provinces are adopting national labour laws
or drafting their own laws and they are not benefiting from the exhaustive work already
completed in this direction by Law Commissions and Task Forces. They are doing this
without

taking into

account Pakistan‟s international commitments.

They do

not

understand the scope of International Labour Standards (ILS) in relation to international
trade, commerce and Direct Foreign Investment (DFI) and thus may draft labour laws
75

Employees‟ Old-Age Benefits Institution and Workers‟ Welfare Fund were retained at the Federal level on the basis of the reasons
that both the institutions are tri-partite in nature. T he Board of T rustees of EOBI and Governing Body of WWF constitute
representation of the provincial government and that of workers and employers from every province. Execution of the schemes of
WWF already lies with the provincial governments under Provincial Workers‟ Welfare Boards. There were issues regarding pensio n
to the migrant employees from Khyber Pakhtoon Khawa, Gilgit Biltistan and Baluchistan who are working in Punjab and Sindh, the
EOBI, therefore, was retained at the Federal level.
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which could clash with country‟s international commitments. For instance, the province
of Punjab under Punjab Industrial Relations Act, 2010, has imposed restriction of 50
workers for formulation of trade union in an establishment. Similarly, due to lack of
coordination between the federation and the provinces, there are little chances of
continuation of the exercises in respect of enforcement of labour legislation, particularly
in

the

large

and

growing

informal sector,

policies

on

home-based

workers,

implementation of National Labour Policy, Inspection Policy and Labour Protection
Policy. There may also be issues with respect to implementation of National Plan of
Action on Child Labour and Bonded Labour. Trade unions and labour federations at the
federal level, on the other hand, are complaining about non-existence of industrial
relations law and infringement of their rights to form trade unions and bargain
collectively. At the same time, EOBI and WWF have been retained by the Federal
Government but without any legal jurisdiction. Administration of “Employees‟ Old-Age
Benefits Act, 1976”, “Workers‟ Welfare Fund Ordinance, 1971” and “Companies Profits
(Workers‟ Participation) Act, 1968” by the Federal Government without any authority to
amend or legislate, will not be possible at the federal level. In the context of Eighteenth
Constitutional Amendment, the Provincial Legislatures have the power to amend or bring
new legislations in these areas.

In this chapter various provisions of the Constitution of Islamic Republic of Pakistan
have been referred which pertain workers‟ rights. The country has a wide range of labour
legislation dealing with workers‟ rights at the workplace, work environment, wages,
terms of employment, industrial relations, health & safety and social protection. Labour
laws in Pakistan are overlapping, voluminous and out-dated. Various efforts to
rationalize, simplify and consolidate these laws were made. The problems were identified
by Commissions and Task Forces but progress towards resolution of these problems
remained slow. Only Industrial Relations Act, 2008 was finalized which also became in
fructuous due to dying clause and decision of the Supreme Court. Action Plans were
launched to eliminate child labour, bonded labour, and for gender balance, but due to
weak implementation the situation on ground could not be improved. Similarly, various
National Labour Policies were announced during the last decade but objectives of these
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policies could not be realized owing to lack of resources, lack of vertical coordination
and poor implementation at the ground level. There also exists contradiction in policies.
For instance, on one side the Government showed its commitment for promoting gender
balance, while on the other, it helped the business community by introducing Finance
Bill, 2006 wherein women‟s working hours, specifically at night raised on the basis of
two shifts76 . Similarly, a separate code of conduct in the Export Processing Zones makes
it impossible for labour laws to apply in the industrial establishments there. Eighteenth
Constitutional Amendment is also posing new challenges for the provinces in areas of
labour legislation and subsequent enforcement of these legislations to ensure provision of
decent work in both formal as well as informal sector according to international
standards.

76
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CHAPTER- VII

DISCUSSION AND CONCLUSION

The study discussed the effects of globalization on the work organization and labour
relations in Pakistan. It has also highlighted remedial policy measures initiated by the
Government of Pakistan to address the imbalances accrued during the course of
globalization. Globalization, in fact, has far reaching impacts on the work organization
and

labour relations in Pakistan.

disintegrated

and

informalized.

It

The work
is

organization has been flexibilized,

characterized

by

the

disadvantaged

and

underprivileged group of workers, like, contract labour, piece-rate workers, home-based
workers, temporary labour and a bulk of self-employed workforce. With their shrinking
boundaries, trade unions find it difficult to raise the voice for this unorganized segment of
workforce which is confronted with number of problems, like, job insecurity, poor
working conditions, low wages and lack of social protection. The Government has
initiated a number of policies and Action Plans to deal with issues originated from the
changing work organization and protection of this newly created workforce. However,
due to lack of capacity and poor implementation real fruits of these policies have not
been transmitted to the working class. The outcome of chapter IV, V & VI proved the
research hypothesis. This chapter highlights the major findings of the research and
leading to policy guidelines to deal with issues relating to globalization. It also proposes
means and ways for improvement of work organization and labour relations so as to
ensure decent work and better prospects for the labour force vis-à-vis need of the modern
times.

133

7.1. RESEARCH FINDINGS
In the light of research hypothesis and research questions posed in Chapter III, the study
has examined how work organization and labour relations in Pakistan have changed
during the last decade and how the Government of Pakistan has responded to those in
terms policy measures and plans of actions. Chapter, IV, V & VI analyzed the situation of
work organization and labour relations in Pakistan with respect to globalization and
various policy measures addressing the issues created out of globalization. Findings of
the research are reflected below.

7.1.1. Impacts of Globalization on Work Organization and Labour
Relations
Work organization in Pakistan under the global paradigm has changed drastically. Formal
workplaces have been flexibilized and regular labour force is being gradually replaced by
outsourcing, contract labour and piece rate workers. Regular labour force is engaged in
the mainstream production or in the technical cadre. Most of the temporary labour force
is engaged in the peripheral production. The size of this flexible labour varies with the
volume of production.

This practice is common in export sector, like in soccer ball

industry, surgical goods manufacturing industries, garments, leather products etc.

The

management does not treat regular and contractor workers alike. Regular workers are on
the pay roll and enjoy all the rights secured by country‟s labour laws. Their job is secure
and they are registered with country‟s social protection institutions. They can form and
join unions of their choice and bargain collectively. They are also entitled to benefits,
like, housing facilities, marriage grant, death grant, free education and scholarships for
their children. Temporary workers on the other hand do not enjoy those benefits. They
are left at the mercy of contractors and sub-contractors and governed by the informal
agreement with their contractor. They do not have protection of various labour laws,
including those on social protection and thus are not entitled to benefits available to
regular employees.
134

The managements, under the new work organization, are professional and efficient. In the
world of fierce competition and pressures from the client firms they are always busy in
exploring cost minimization strategies. Trade unions are restricted to the regular work
force and usually fight for their members only. The stress of cost minimization, therefore,
remains on the informal and contract labour. They have to face either cut in their wages
or to scarify benefits they are getting. The size of casual work force is increasing
gradually and there is dire need of addressing its problems and sufferings through
effective policy interventions. The findings of the research are as under:

Informal sector has been expanding gradually during the last ten years in Pakistan. It
accounts for more than 73 % of the employment in main jobs outside agriculture. At the
same time, the share of formal sector in the total employment is slowly decreasing.

The activities of informal sector are carried out in the urban suburbs and in the rural areas
which are lacking in basic amenities. The workplaces are isolated and congested, where
workers have to work without basic health and safety provisions. A proportion (42 %) of
informal sector workers comprises own-account workers who cannot afford cost of
providing health and safety measures at the workplaces.

Most of the labour force in the informal sector comprises women and children.

A junk of the informal sector work force in the country; 3.18 % of total economically
active labour force above 15 years of age comprises home-based workers, out of which
70.4 % are female workers. The maximum concentration of home-based workers (75.8%)
is in the manufacturing sector. Out of total female labour force in the home-based sector,
89.2 % are engaged in manufacturing.

Average monthly wage of home-based workers is less than minimum wage prescribed by
the government and average monthly wage of female home-based workers is less than
one half of the average monthly salary of male home-based workers.
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Another important feature of informal and home-based sector is its potential to engage
child labour. A majority of the working children engaged in the sector are boys aging
between 10-14 years. Most of the working children (70 %) are unpaid family helpers.

The Case study of Saga Sports indicated that 84 % of saga workers were paid less than
the minimum wage and the wages of women workers were less than their male
counterparts. Among the employees, 73 % were on contract basis; 92 % did not receive
appointment letter or contract deed; only 3.3 % received gratuity; and only 0.4 % got
registered with Provincial Employees‟ Social Security Institution. The labour union of
Saga was pro-management, having no internal democracy and represented by just 2.6 %
of the workers.

The Case study of Saga also underpins failure of monitoring system established by the
brand and IMEC, the monitoring system established under Atlanta Agreement (ILOIPEC).

The case study of Irfan textile identified that all the production workers (stitchers) were
contract and piece-rate workers. Although, they were getting more than the minimum
wage due to the amount of work they performed, but they did not have access to the
benefits available to the regular workers, like, meal from company managed canteen,
shopping from fair price shop and benefits under different labour welfare schemes. In the
absence of any contract between the management and stitchers, there is no chance for
these workers to get benefits at par with regular workers neither they can get protection
under different social protection schemes. They cannot participate in trade union
activities. They are subject to exploitation of the middlemen. A number of lady workers
were also engaged by the company but they were not facilitated as required by country‟s
labour laws. It was also pointed out by the management that there was no system of
training of the stitchers in place in Lahore through which trained stitchers could be
provided to the factories according to their requirements.
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Forced and bonded labour is also found in agriculture, brick kilns, carpet weaving,
mining and domestic work. Under the bonded labour system, the families including
women and children have to work under harsh working conditions. It also involves
economic, physical, emotional, social and sexual exploitation of the workers in bondage.

The workers of informal sector and home-based sector are not covered under labour laws
and do not have the right to join or form unions or to bargain collectively.

The contract workers who work in the factory premises along with regular workers also
do not enjoy fair working conditions, terms of employment and fair wages. As compared
to regular workers, they are more educated, young and efficient. They are also denied
benefits accrued under various labour welfare schemes to the regular workers.

Women participation rate in the labour force of Pakistan has increased gradually form 9.9
% in 1999-2000 to 15.5 % in 2009-10. However, their employment is mostly
concentrated in few sectors, like, garments, electronics, knitting and other informal
activities where they are engaged in precarious jobs at nominal wages as compared to
their male counterparts.

Pakistan has ratified all eight Core Labour Conventions. The country has labour laws but
enforcement is weak. The Government of Punjab has imposed a ban on inspection of
industrial establishments under its Industrial Policy. The Inspection machinery lacks
capacity and is not adequately facilitated to perform inspection independently. Health and
safety at the workplace is not monitored effectively and percentage of employed persons
suffering from diseases/ injuries and accidents is increasing.

Globalization has badly damaged the trade union movement in Pakistan. Privatization,
downsizing, outsourcing of production work and contract labour have affected the
number and strength of trade unions in the country. The labour movement is fragmented
and divided into small segments; like, wings of political parties etc. At the national level,
the trade unions tried to join hands with the employers organizations as an effort to get,
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through dialogue, what they have not been able to achieve in the last more than 50 years
of struggle.

The coverage and scope of social protection schemes, like EOBI, Provincial Social
Security and Workers‟ Welfare Fund are limited to the formal sector. Informal sector,
home-based workers, contract workers, piece-rate workers, self-employed and agriculture
workers are not covered under these schemes. Due to low capacity, the service delivery
of the institutions is not up to the mark.

Globalization has brought rapid changes in the skill requirements of labour force. But
vocational skills/technical training and other competency based skills development
services are insufficient to keep pace with the market demand. The opportunities of skill
development are very meager, especially for the socio-economically marginalized and
vulnerable. Mechanisms that enable Pakistanis to secure decent work opportunities in
other countries are not available or are not robust or protective enough. On-job training
opportunities are also limited as the volume of regular labour force is gradually
decreasing.

7.1.2. GLOBALIZATION AND POLICY MEASURES BY PAKISTAN
The Constitution of Islamic Republic of Pakistan, 1973 guarantees the rights of the
workers including female workers at the workplace. It prohibits forced labour, child
labour and economic, physical and sexual exploitation of citizens. The Constitution
protects the right of the workers to make unions and to provide safe environment at the
workplace. Pakistan has ratified all eight ILO Core Conventions and has an extensive
code of labour laws. These laws from the last so many years have been criticized on the
grounds that they were voluminous, out-dated and overlapping. In the wake of
globalization and persistent demand of the social partners, the Government of Pakistan
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decided to consolidate, rationalize and simplify labour laws into six laws. A high level
commission was constituted to examine all the labour laws and to formulate its proposals.

Labour Policy 2002 took stock of considered challenges confronted by the state in the
wake of globalization. The policy highlighted importance of social dialogue and bipartism in the industrial relations system. It outlined reform in labour laws, extension in
coverage of labour laws and social protection schemes, elimination of gender disparity
and protecting the rights of the workers in the event of privatization. The policy
supported public private partnership for provision of skills and considered the need of
establishing Labour Market Information and Analysis (LMIA) system with an aim to
provide up-to-date information on labour market.

The burning problem of child labour was addressed through National Policy and Action
Plan to Combat Child Labour, 2000 which stresses the need for progressive elimination
of child labour in all employment sectors in collaboration with social partners, NGOs,
and International Organizations. National Strategy to tackle child labour under the Action
Plan was:

a) Immediate withdrawal of children from hazardous and exploitative situation and
rehabilitation of vulnerable children through expanding infrastructure for vocational
training, skill development and youth apprenticeship program, and

b) Progressive elimination of child labour through awareness raising, involving social
partners and community, expansion of educational opportunities, empowerment of poor
families, social safety nets, law enforcement and establishment of monitoring bodies.

National Policy and Plan of Action for Abolition of Bonded Labour and Rehabilitation of
Freed Bonded Labourers was launched in 2001 with commitment to eliminate all forms
of bonded labour and pledge to adhere to all international instruments, convents,
conventions and protocols whether ratified or not which deal with fundamental human
rights.
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National Labour Protection Policy was announced during 2005 which relied on the
Article 38 of the Constitution of Islamic Republic of Pakistan and commitments made by
Pakistan in the Labour Policy, 2002. The Protection Policy aimed at increasing protection
for workers and improving their working conditions, leading to increased motivation and
extension of protection to workers operating under informal contracts of employment,
self-employed

persons,

agricultural workers,

informal economy workers,

contract

workers, seasonal workers, and home-base workers. It envisaged importance of social
dialogue and involvement of the social partners in the process of labour inspection.

National Labour Inspection Policy, 2006 followed the National Labour Protection Policy
and introduced a range of innovations in labour inspection to make it fair, simple,
flexible,

transparent and

impartial.

The Policy supported

inspection of informal

workplace. It also involved outsourcing of inspection to the private sector through
accreditation of companies. It actually revolved around prevention, protection and
improvement of terms of employment, working conditions and health and safety at the
workplace. As required under ILO Convention 81, the Policy supported inspection under
the supervision of a central authority. The Policy seeks to introduce system inspection by
general inspectors supported by a team of experts in the field of health and safety,
environment and medicine.
Labour Policy, 2010 was announced with main objectives of protecting workers‟ right to
form unions, equitable adjustment of rights between workers and employers, social
dialogue, adequate security of job, provision of social insurance and elimination of child
and bonded labour. It advocated rationalization and consolidation of labour laws, creation
and strengthening of labour market information setup, promotion of appropriate skill
development, revitalization of industrial apprenticeship, introduction of metric tech
scheme, extension of social protection, removing gender disparity and promotion of
manpower export.
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Generally speaking, there is a dearth of reliable and dynamic labour market information
and analysis for relevant policy and programme formulation at the public and private
sector levels. The efforts made in this regard do not meet the requirements of ever
changing labour market.
For fair globalization, Pakistan, as Member state of ILO has carried the flag of „Decent
Work Country Programme‟ which implies productive work for women and men in
conditions of freedom, equity, security and human dignity. The Programme, in principle,
aims at promoting standards and fundamental principles and rights at work, creating
greater opportunities for men and women to secure decent employment and income,
enhancing the coverage and effectiveness of social protection for all and strengthening
tri-partism and social dialogue.

Eighteenth Constitutional Amendment in 2010, abolition of Concurrent List and transfer
of mandate of legislation on labour to the provinces have changed the overall scenario.
National labour laws are being replaced by provincial laws and provinces have their own
policies on labour. This development has posed a great threat to labour viz-a-viz
implementation of international labour standards and guarantees provided in the field of
labour by the Constitution of Islamic Republic of Pakistan.

The analysis of the Policy formulation shows that a lot of work has been undertaken
during the last ten years. Policies and Action Plans were formulated in almost all areas of
concern in the field of labour to address different emerging demands of globalization.
These policies, however, could not be translated in practical action and could not provide
cherished benefits to the working class due to poor implementation. Financial constraints,
low capacity and lack of commitment on the part of the implementers have been the most
telling reasons. Lack of horizontal and vertical coordination amongst the public
functionaries is another reason. Some progress, however, has been made in tackling child
and bonded labour as there are few success stories, like, contributions to eliminate child
labour from soccer ball industry and carpet weaving, successful completion of ILO-IPEC
project and rehabilitation of freed bonded labour in the province of Sindh and Punjab.
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Robust progress was made in consolidation and simplification of labour laws. No
improvement could be made in the area of labour protection and labour inspection as
planned under Labour Protection Policy, 2005 and Labour Inspection Policy, 2006. The
Industrial Policy of Punjab has always been under criticism as it banned labour
inspection. The province of Sindh also followed Punjab. No progress was made for
establishment of central authority for labour inspection. Labour inspection, therefore, has
weakened which is a great setback to the system supposed to protect the rights of workers
at the workplace. Similarly, no overhauling of labour welfare schemes, so far, has been
seen. They are facing same problems of coverage, scope, pilferage and mismanagement.
The workers of agriculture sector, informal sector, home based sector, and contract
workers are at the mercy of the market which under this global regime is not favoring the
poor.

7.2. RECOMMENDATIONS AND WAY FORWARD
Globalization has disintegrated the work organization and brought about drastic changes
in the labour relations in Pakistan. It is the labour which has to face the brunt of the
damages. The efforts to neutralize these effects could not yield desired results. The
devolution of subject of labour has posed new challenges for the time to come. Following
recommendations therefore are proposed as a way forward to address all the issues
highlighted above.

After abolition of the Concurrent Legislative List and transfer of legislation on labour, the
responsibility of the provinces have increased manifold. It is the provinces who have to
legislate on labour as required under the Constitution of Islamic Republic of Pakistan and
international conventions ratified by Pakistan. They have to ensure that these laws should
also be comprehensive in respect of coverage and scope; all uncovered should be brought
into the ambit of labour laws. They have also to ensure that these laws are enforced in all
the industrial and commercial establishments in letter and spirit.

142

Labour Policies, Labour Protection Policy, Labour Inspection Policy, Policy and Action
Plan to Combat Child Labour and Policy and Plan of Action for Bonded Labour of the
national level are very good documents. The provinces should use these policy frames as
guidelines for their future course of action to address these issues.

The Federal Government is responsible for coordination in the matter of labour
legislation and monitoring the implementation of labour laws from international angle.
Dealing with international organizations in the field of labour and social security is also
the responsibility of the Federal Government. In order to ensure that international labour
standards are implemented in all the four provinces, there is a need of strong coordination
and liaison so that the fallout of non-implementation by any of the province may not
affect the trade, commerce and direct foreign investment in the country. The federal
Government in consultation with the provinces may develop bare minimum standards in
the field of labour which provinces should follow during the course of drafting of
legislation and later on for their implementation.

The workers of informal sector require equality of legal status, equality of treatment, skill
enhancement, access to credit and market, access to social protection and right to
organize and bargain collectively. There should be a special concern about contract
labour, piece-rate workers, casual workers, temporary workers and home-based workers
to ensure that they are covered under labour laws and schemes of social protection.

There requires a complete restructuring and reorganization of social protection schemes
so that coverage and scope of these schemes is extended to those who are at present not
covered. There is also a need to control pilferage and corruption so that maximum
benefits of these schemes should go to those who are entitled.

Special focus should be on elimination of child labour, particularly, its worst forms, and
bonded labour by introducing alternative employment opportunities, vocational training,
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education, micro credit and utilizing alternative strategies as detailed in the national
plans.

The general atmosphere for the labour movement is extremely unfavorable. It is
incumbent on the trade unions to meet the challenges posed by global competitive
pressures in industry, the structural changes in the labour market and the technological
innovations that are rapidly transforming the character of the workplace. It calls for two
edge strategy

which on the one hand stresses on the strong organization of the trade

unions to fight at the workplace while on the other, it needs a strong framework of action
that will not only support millions of unorganized workers but also the society at large.
Promoting healthy trade union activities through allowing right of association to the
workers of informal sector, home-based industries, contract workers and agriculture
workers should be one of the strategies for congenial and exploitation-free work
environment.

The importance of social dialogue has been recognized throughout the world. The
government as a facilitator should promote social dialogue between the trade unions and
the management as this has been proved very effective for productivity enhancement.

Uneven application of monitoring systems on Occupational Safety and Health (OSH)
standards in the organized sector and lack of OSH mechanisms in the informal economy
are real challenges, owing to dearth of capacity and resources constraints, which need to
be addressed vigorously. The provinces should allocate resources for capacity building
and awareness campaign on health and safety at the workplace.

Cultural and infrastructural constraints on mobility and working outside the home, limit
the opportunities for women employment. They face significant difficulties in finding
decent work. Alarmingly, vulnerable employment for women increased by 11.9%
between 1999 and 2007. The gender differentials in labour force participation and
disparities in remuneration for work of equal value remain there as ground facts. While
implementation of relevant laws at the workplace can improve the situation, it requires
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high level political commitments to bring out revolutionary changes to break the sociocultural taboos.

Labour inspections always play a pivotal role for enforcement of labour laws. There is
need of having an efficient and strong inspection system in place, as required under ILO
Convention 81. The inspection machinery needs to be adequately trained, logistically
supported and fairly paid so as to ensure effective enforcement of labour laws across the
board.
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