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Foreword

Collective bargaining is a critical process whereby employers and workers can engage,
through their organizations, to establish sound industrial relations. There are many
examples of collective bargaining arrangements which contribute to strengthening labour-
management and industrial relations in Pakistan, Even though it is difficult to capture all of
the forms of collective bargaining, taking stick of such processes in their context, provides
useful insight on this key element of social dialogue.

For the purpose of the study, relevant stakeholders representing workers, employers,
government, civil society and research organizations were identified and interviewed. Some
factory visits were also arranged to witness some of the provisions that are extended to
workers under the Collective Bargaining Arrangements.

The present study is envisioned to be a step towards collating and documenting examples of
good practices in collective bargaining in different economic sectors in the country. The
rationale for this exercise is rooted in the need for drawing lessons from experience in
terms of what works and what does not when it comes to advocating and representing the
rights of workers through institutional mechanisms.

Ingrid Christensen
Country Director

Country Office for Pakistan
Islamabad

July 2018
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Executive summary

It is widely recognized that industrial relations based on trust and social dialogue enhance
productivity, increase efficiency and promote decent work. The need for a structured
mechanism and system to carry out this dialogue becomes imperative in the given context
of global transformation marked by market liberalization and deregulation and leading to
implications for the workforce and rights of workers, employment and working conditions.

In Pakistan, the governing legislative frameworks for industrial relations include the
provincial Industrial Relations Acts and the Federal Industrial Relations Act for coverage to
more than one province (trans-provincial) at the federal level. The total number of unions
including collective bargaining agents registered at the national level with NIRC (based on
the trans-provincial clause) and the provincial labour departments according to a study! by
ILO is 7,096 out of which only 19 per cent were collective bargaining agents.

Collective bargaining is a key means through which employers and their organizations and

trade unions engage to establish sound industrial relations based on mutual trust and
agreement. There are many examples of collective bargaining arrangements resulting in
strengthening labour-management and industrial relations in the country. The challenge,
however, is that collective bargaining is a ‘process.” Therefore, sometimes it may not be
captured in evidence as it is not uniform across the board and remains unique to varying
contexts. It may also not always result in collective bargaining agreements. In some cases,
collective bargaining may exist as an institutionalized and structured process while in
others it may still be less formalized. In general, however, there is dearth of documented
evidence base capturing the experiences of collective bargaining agents (CBAs) and the
process of collective bargaining.

The present study is envisioned to be a step towards collating and documenting examples of
good practices in collective bargaining in different economic sectors in the country. The
rationale for this exercise is rooted in the need for drawing lessons from experience in
terms of what works and what does not when it comes to advocating and representing the
rights of workers through institutional mechanisms.

For the purpose of this study, collective bargaining is examined as an overarching
institutional mechanism, encompassing both the process by which collective bargaining
takes place, and the output in the shape of agreements as well as the outcomes of how
collective bargaining impacts labour-management relations. In order to avoid confusion vis-
a-vis the terminology, clear references are made throughout the report where a specific
component (e.g. process or output) of the overall mechanism is discussed.

! ILO: Trade union density in Pakistan (Islamabad, 2018), unpublished.
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Designed as a qualitative research study, the present compilation draws upon case
examples of nine selected models representing various sectors including three from the
textile sector, and one each from automobile, pharmaceutical, oil and gas, food, sports goods
and packaging industry.

The analysis identifies what appears as the ‘good practice’ running common across all cases
studies. The analysis is presented under four key themes including:

= content of collective bargaining agreements;

= process of negotiation;

= outcomes of collective bargaining; and

= key enabling factors in successful collective bargaining

The analysis further investigates whether provisions in the collective bargaining
agreements of selected case studies are at par with law, above law or below. Most of the
content and clauses were noted to fit in the ‘above law’ category. Several common elements
were noted in terms of their content. All agreements, for example, covered a wide range of
topics including financial benefits and aspects of workers’ welfare and social security. In all
cases, the agreement appeared to be structured as memorandum of settlements,
enumerating various clauses governing the relationship between the workers and
employers.

While the negotiation process and its preparation follows a sequenced series of activities
stipulated in the law governing the industrial relations, the analysis reveals a number of
‘good practices’ followed by the negotiating parties to arrive at mutually benefiting
agreements. In most cases, these practices were carried out, both informally and in a
structured formalized way, to ensure that the process remains relevant, transparent and
yields good results.

The key to a successful negotiation process was noted to be research and preparation by
both parties. The interviews revealed that the CBA carried out detailed and meticulous
research to determine the overall market trends as well as their company’s own production
trends and financial position. A similar pattern for preparation was also noted at the
management’s end where management representatives of the selected companies
interviewed shared their experience of preparing for collective bargaining agreements.

Another key feature of a sound preparation process appeared to be consultation with the
larger workers body. The prevailing practices appeared to slightly differ in terms of seeking
the members’ input across the selected cases. In some instances, a more formalized
engagement was sought to receive input from the workers and trade union members while
in others, informal consultations were carried out to seek feedback from the larger workers’
body.

In all cases examined, it was noted that the negotiation process was not long drawn, lasting



from a few days to a few weeks and usually concluded within a few meetings between the
management and the CBA. Reaching an agreement in a timely fashion was noted to be a key
feature of successful negotiation as long drawn negotiations invariably indicated significant
variance in positions and the inability to demonstrate flexibility for achieving a win-win
situation.

Examining the outcomes, it was observed that, in general, where collective bargaining
existed as a well-functioning mechanism, it had contributed to maintaining cordial
industrial relations and safe guarding rights of workers. Outcomes of stable collective
bargaining arrangements consisted of both immediate and tangible results as well as
relatively more subtle and institutional level gains including cultural and attitudinal change.

It was noted that in organizations with a history of collective bargaining arrangements in
place, there existed a high level of mutual trust and respect between the workforce and the
management. One major factor in creating an environment of trust and congeniality was
also attributable to good management practices especially in ensuring their accessibility.
The overall impact of good labour management relations led to the creation of a conducive
work environment.

In addition to financial gains, a tangible outcome of collective bargaining appeared to be
greater recognition of improving work conditions. A high emphasis on health and safety at
workplace was noted in the cases observed.

It was noted that the overall impact of a robust collective bargaining mechanism led to
improvements in motivation of workers, resulting in better work discipline and improved
attendance. This, in turn, impacted and improved the quality of work and production.

A key outcome of collective bargaining also appeared to be a more inclusive approach to all
workers’ rights. Many of the agreements reviewed sought to extend benefits to temporary
and contract workers, who were not trade unions members as the current legal provision
excludes them from being member of the trade union.

Detailed review of the institution of collective bargaining reveals that several contributing
factors and enablers play a key role in strengthening it. A key enabling factor encouraging
an effective and well-functioning collective bargaining system appears to be the attitude of
management and employer. As noted earlier, accessible and supportive management is a
key factor in ensuring that industrial relations are cordial, and a robust collective
bargaining arrangement is in place.

Similarly, a well-informed and aware workers’ organization is essential in creating
harmonious industrial relations. In the cases reviewed, it was observed that the office
bearers of CBA were well informed about workers’ rights and obligations and fully
conversant with the governing laws and legal requirements. Information and knowledge of
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the general economy, trends in the economic sector and relevant policy developments were
deemed necessary for CBA representatives in order to carry out their role effectively.
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1- Background and context

It is widely recognized that industrial relations based on trust and social dialogue enhance
productivity, increase efficiency and promote decent work. By bringing together
government, employers’ and workers’ organizations, an industrial relations system
provides an opportunity for on-going social dialogue, protecting the rights of workers on
one hand and safe guarding the interests of the employers on the other hand in a
continuously evolving economic and social context.

The need for a structured mechanism and system to carry out this dialogue becomes
imperative in the given context of global transformation marked by market liberalization
and deregulation and resulting in unemployment, poverty, inequality and marginalization
for the disenfranchised. It has also led to implications for the workforce and rights of
workers, employment and working conditions.

Collective bargaining is a key means through which employers and their organizations and
trade unions engage to establish sound industrial relations based on mutual trust and
agreement. Collective bargaining is a fundamental right, rooted in the ILO Constitution and
reaffirmed as such in the 1998 ILO Declaration on Fundamental Principles and Rights at
Work.

While numerous challenges beset the institution of collective bargaining globally, ranging
from restrictive legislative and policy regimes governing the industrial relations, to
institutional capacity issues limiting efficacy of such arrangements, there are many
examples of collective bargaining arrangements resulting in strengthening labour -
management and industrial relations. Pakistan is no exception to this. The challenge,
however, is that collective bargaining is a ‘process.” Therefore, sometimes it may not be
captured in evidence as it is not uniform across the board and remains unique to varying
contexts. It may also not always result in collective bargaining agreements. In some cases,
collective bargaining may exist as an institutionalized and structured process while in
others it may still be less formalized. In general, however, there is dearth of documented
evidence base capturing the experiences of collective bargaining agents (CBAs) and the
process of collective bargaining in the country.

While there are many examples of successes as well as challenges of how the institution of
collective bargaining arrangements has evolved in Pakistan, most of this information has
not been made part of any institutional repository.

The present study is envisioned to be a step towards collating and documenting examples of
good practices in collective bargaining in different economic sectors in the country. The
rationale for this exercise is rooted in the need for drawing lessons from experience in
terms of what works and what does not when it comes to advocating and representing the


http://www.ilo.org/dyn/normlex/en/f?p=1000:62:3564924533582197::NO:62:P62_LIST_ENTRIE_ID:2453907:NO
http://www.ilo.org/declaration/thedeclaration/textdeclaration/lang--en/index.htm
http://www.ilo.org/declaration/thedeclaration/textdeclaration/lang--en/index.htm

rights of workers through institutional mechanisms. This, in turn, can inform policy level
advocacy initiatives by providing an evidence base. It can also serve as a baseline in terms of
where Collective Bargaining Arrangement as an institution stands today so that any future
effort for their promotion and capacity building can be assessed against a benchmark.

For the purpose of this study, collective bargaining is examined as an overarching
institutional mechanism, encompassing both the process by which collective bargaining
takes place, and the output in the shape of agreements as well as the outcomes of how
collective bargaining impacts labour-management relations. In order to avoid confusion vis-
a-vis the terminology, clear references are made throughout the report where a specific
component (e.g. process or output) of the overall mechanism is discussed.

Based on this rationale, the key objectives of the good practice case studies compilation
include:

o Exploring the practices/factors that define the success of collective bargaining
e Investigating impact of collective bargaining on workers
e Capturing impact of collective bargaining on enterprise performance

A cross-sectoral collection of case studies representing different economic sectors has been
complied for this purpose. However, in line with ILO’s project prioritization, the textile
sector was especially focused and three out of the nine cases studies have been identified
from this sector.



2- Methodology for case study compilation

This section presents the detailed methodology for collecting and compiling good practices
of collective bargaining arrangements. The stage-wise work methodology was divided into
three stages including a preparatory phase, data collection followed by analysis and write-
up of the study.

In the preparatory phase, the first step was to identify a set of parameters to identify good
practices vis-a-vis collective bargaining. The key parameters, thus identified consisted of
examining the content, process as well as the outcomes of collective bargaining. In order to
present a fully nuanced picture, identification and listing of factors promoting good
practices or ‘enabling factors’ were also included as part of the research investigation.

The following matrix, listing keys areas for investigation along with the data collection
method, was used as the guiding framework for the study.

Table 2.1. Areas of investigation for the study

Main areas  Key parameters for review Method
Content Range of issues covered including: Content was examined through
= Settlement terms with respectto documentation review of collective
wages, benefits, allowances, bargaining agreements

concessions, works hours,
overtime etc;

* Financial gains in the shape of
increments and bonuses

= Service Awards

= Grants and allowances

= Loan schemes for workers

= Health and medical benefits and
schemes

* Training and professional
development opportunities.

Process of  Time duration Process was mapped through

collective Preparation Interviews with selected

bargaining  Negotiation and agreement respondents representing CBAs,
Stakeholders involved Enterprise management, and

representatives of Department of
Labour

Outcomes  Tracing outcomes and impact of CBAs  Outcomes were tracked through
Interviews with selected
respondents representing CBAs and
Enterprise management



Enabling Examining the enabling factors for the = Enabling factors were examined

Factors good practices both through interviews with
selected respondents representing
CBAs, Enterprise management,
representative of Department of
Labour and civil society
organizations.

The preparatory stage also included a detailed review of literature especially legislative
framework governing trade unions in general and CBAs in particular. For primary data
collection, a series of interviews were planned with various stakeholders. Three sets of
questionnaires were developed to guide the interviews with representatives of CBAs,
enterprise management and govt. officials.

Data collection followed the preparatory phase. Through support of the ILO, various CBAs,
workers organizations across various economic sectors and Department of Labour in Sindh
and Punjab were contacted and explained the purpose of the study. They were requested to
shortlist and share copies of collective bargaining agreements which closely met the criteria
for good practice case study.

The criteria for selecting agreements included picking up agreements which covered a wide
topical range of issues including but not limited to:

* Financial gains in the shape of increments and bonuses
=  Service awards

= Grants and allowances

= Loan schemes for workers

= Health and medical benefits and schemes

» Training and professional development opportunities.

Twenty-five collective bargaining agreements were thus received and examined. It was
followed by a further classification of cases based on the following benchmarks:

At law: Collective bargaining arrangements with provisions presenting terms and
conditions equal/equivalent to or not in direct contravention with provisions of national
laws and regulations

Above law: Collective bargaining arrangements provisions providing benefits greater than
provisions of laws and regulations.

On the basis of the above classification, a total of nine case studies were selected presenting
examples of ‘above law’ provisions. The selected cases also represented different economic
sectors including three from the textile sector, and one each from automobile,
pharmaceutical, oil and gas, food, sports goods and packaging industry.



Field visits were carried out to Lahore, Faisalabad and Karachi to conduct interviews with
CBA representatives, enterprise/ factory management, employers’ associations and officials
of the Department of Labour in Sindh and Punjab. The data collected through interviews
and literature review was analyzed and used in developing the write up for the present
compilation.



3- Trade unions and collective bargaining arrangements in
Pakistan: An overview

3.1 Workers’ organization in Pakistan
The country’s workforce is currently estimated to be 61 million. According to the Economic

Survey of Pakistan (2014-15), the number of employed persons increased from 56 million
in 2013-14 to 57.42 million in 2014-15. A total of 9.092 million (27.43 per cent) workers
are estimated to be engaged in the formal economy and 24.06 million (72.57 per cent) in
the informal economy. The agriculture sector, which is mostly informal, employs 42.27 per
cent of the workforce, followed by services (35 per cent) and manufacturing (22.61 per
cent). The informal sector employs 72.6 per cent of non-agriculture workforce while only
27.4 per cent are engaged in formal settings. Women workers constitute 28 per cent of the
total workforce.

In Pakistan, the workers are organized mainly in the formal economy. Public enterprises, in
particular, have the highest proportion of organized workers. The following table presents a
historic trend indicating gradual growth in the number and membership of registered trade
unions over the past seven decades in the country.

Table 3.1. Historic trend of trade unions and membership (1951-2016)

Year Number of unions Membership

1951 209 393137
1960 708 350 604
1970 2522 735620
1980 6 551 869 128
1990 7 080 952 488
2001 7 004 1040303
2016 (Dec) 7 096 1414160

Source: Trade union density in Pakistan.

While the latest tally according to the above table indicates that the number of unionized
workers is around 1.4 million, there current numbers may still be higher as these were
reported at the time of registration. In general, the Provincial Labour Departments and NIRC
(National Industrial Relations Commission) do not update their records after unions submit
their Annual Returns and the updated membership. A research study on trade unions’
density in Pakistan recently conducted by the ILO notes that estimates by worker
representative organizations put the number of unionized workforce to more than two
million, constituting around 4 per cent of the total workforce in the country.2

2 |LO: Trade union density in Pakistan (Islamabad, 2018).
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The following table contains compilation of the total number of unions including collective
bargaining agents registered at the national level with NIRC (based on the trans-provincial
clause) under the National Industrial Relations Act 2012 and the provincial labour
departments registered under their respective Provincial Industrial Relations Acts.

Table 3.2. Total number of unions registered with NIRC and provincial registrars

) Total No. of CBA Non-CBA Total

Province . . . .
unions unions unions membership

Federal level
(Registered with 401 233 168 350 196
NIRC)
Punjab 2 342 674 1668 502 546
KPK 366 71 295 51225
Sindh 3924 379 3545 494 417
Balochistan 63 33 30 15776
Total 7 096 1390 5706 1414 160

Source: Trade union density in Pakistan.

The above table indicates that as of December 2016, the number of trade unions registered in
Pakistan was 7,096 out of which only 19 per cent were collective bargaining agents.

Trade unions have a checkered history in Pakistan. While Pakistan inherited progressive
labour legislation at the time of its creation, subsequent legislation was, however, marked
by retrogressive labour laws which weakened the fundamental rights of the workers. For
example, the Industrial Disputes Ordnance 1959 fundamentally changed the underlying
policy of the legislation and also curtailed drastically the right in respect of collective
bargaining and the formation of trade unions’. The Industrial Relation Ordinance 1969
(IRO1969), however, proved to be more progressive than the preceding legislation, as It
allowed the freedom of association for all workers and stressed specific measures
concerning trade unions, conciliation and arbitration, settlement of disputes, industrial
relation, collective bargaining in the public sector, minimum wages, workers’ welfare fund,
workers’ housing, occupational health and safety. Improved legislation under IRO 1969 led
to an increase in the numbers of registered trade unions which jumped 8600 from 1500
soon after the promulgation of IRO 1969.3

Both the democratic and dictatorship regimes of the 1970s and 80s did little to support the
labour movement in the country. By the 1990s, the shift to privatization led to an increased
joblessness among workers while the trade union continued to lose in numbers. In the
recent years, global transformation leading to changes in employment structures and

® Labour Education Foundation: Research study on Pakistan labour movement,
www.lef.org.pk/images/Studyper cent20Finalper cent20Draft.pdf [accessed 11 July 2018].
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resulting in increased ‘informalization’ of labour, has also impacted the trade union
movement in the country.

3.2 Legal framework governing labour organization

The constitution of Pakistan contains provisions for the economic and social well-being of
the people and for the promotion of social justice. Fundamental rights with regard to the
security of life or liberty, prohibition of slavery and forced labour, and the right to form
associations or unions, among others, are enshrined in the constitution. Article 17 of the
constitution deals with freedom of association and provides that “every citizen shall have
the right to form associations or unions, subject to any reasonable restrictions imposed by
law in the interests of morality or public order”.

Pakistan has ratified 36 ILO Conventions (33 in force), including all the eight Core Labour
Standards of the ILO. These include Freedom of Association and Protection of the Right to
Organize Convention, 1948 (No.87) and the Right to Organize and Collective Bargaining
Convention, 1969 (N0.98) in addition to international instruments on the rights of the child
and elimination of discrimination against women.

In the post 18th Amendment period, labour has become a provincial matter, with the
responsibility for legislating as well as administering labour laws transferred to the
provincial governments.

Industrial relations in the workplace are governed by the provisions stipulated in the
industrial ordinances or acts enacted by the federal and provincial governments. Each of the
province has enacted the Industrial Relations Acts for registration and promotion of unions
in their geographical ambit, while at the Federal level the Federal Industrial Relations Act
for coverage to more than one province (trans-provincial) has been in place.

Trade unions in Pakistan function on a plant-wide basis, with their membership contingent
on the size of the industry or trade to which they belong. It may be noted that in the current
legislation, there is no membership threshold for the first or the second union registered at
the establishment level. They can be registered with a few members. However, registration
of the third union requires membership of 20 per cent of the total workforce. The limitation
clause also applies to the number of persons forming the executive; not less than 75 per
cent are to be amongst the workmen actually engaged or employed in the establishment or
establishments or the industry for which the trade union has been formed.

Once established, the trade unions and employers' associations have the right to draw up
their constitutions and rules, elect their representatives in full freedom, organize their
administration and activities, and formulate their programmes. If there is more than one
union in an establishment, these unions are required to participate in a referendum to
determine the CBA union. The trade union that secures more than one third of the total
number of eligible votes in an establishment gets the status of CBA.



Trade unions have to be registered under the relevant section of the industrial relations
law. The unions are registered with the registrar of trade unions of the relevant province, or
with the NIRC if the industry or establishment is nationwide, after fulfilling a number of
requirements.

Box 3.1
Registration of Trade Union

Registration of a trade union is made under industrial relations laws of each province. Workers’
trade unions are registered with the Registrar Trade Unions in the Province. Through its registration,
the trade union obtains certain benefits: registration confers a legal existence as an entity separate
from its members. Trade unions in Pakistan generally function on plant-wide basis, with their
membership contingent on the size of the industry/trade to which they belong. Once established,
the trade unions and employers’ associations have the right to draw up their constitutions and
rules, to elect their representatives in full freedom, to organize their administration and activities
and to formulate their programmes.

Collective Bargaining and Agreements: to determine the representative character of the trade
union in industrial disputes and to obtain representation on committees, boards and commissions,
the Industrial Relations law makes provision for the appointment of a CBA.

The CBA is a registered trade union elected by secret ballot. The CBA is entitled to undertake
collective bargaining with the employer or employers on matters connected with employment, non-
employment, the terms of employment or any right guaranteed or secured to it or any worker by or
under any law, or any award or settlement. Collective agreements are thus formulated by the CBA.
The agreements may contain matters such as the facilities in the establishment for trade union
activities and procedures for settling collective disputes including grievances and disciplinary
procedures. Substantive provisions settle terms and conditions of employment, wages and salaries,
hours of work, holiday entitlement and pay, level of performance, job grading, lay-offs,
retrenchment, sick pay, pension and retirement schemes. Such agreements once duly executed by
both parties become the source of law.




4- Mapping good practices in collective bargaining
arrangements

This section presents a detailed analysis of collective bargaining arrangements selected as
good case examples from across various economic sectors. The analysis identifies what
appears as the ‘good practice’ running common across all cases studies. The analysis is
presented under four key themes including:

= Content of collective bargaining agreements

*  Process of negotiation

= Qutcomes of collective bargaining

» Key enabling factors in successful collective bargaining

The following organizations were picked up as good case models:
Table 4.1. Selected good practices in collective bargaining

Economic sector Selected organization Location
Textile J&P Coats (Private) Limited Karachi
Kohinoor Textile Mills Limited Rawalpindi
Nishat Mills Faisalabad
Sports goods Forward Gear (Private) Limited Sialkot
Automobile Hinopak Motors Limited Karachi
Oil and Gas National Refinery Limited (Public sector Karachi
company)
Packaging Merit Packaging Limited Karachi
Pharmaceutical BSN Medical (Private) Limited Karachi
Food Hamdard (Waqf) Pakistan Karachi

4.1 Content of collective bargaining agreements
Examining the collective bargaining agreements of the selected case studies, most of the

content and clauses were noted to fit in the ‘above law’ category. Several common elements
were noted in terms of their content. All agreements, for example, covered a wide range of
topics. The common topics included:
= Settlement terms with respect to wages, benefits, allowances, concessions, works
hours, overtime etc.;
= QObligations of workers and employers;
= Term/duration of the memorandum of settlement as agreed between the parties.

In all cases, the agreement appeared to be structured as memorandum of settlements,
enumerating various clauses governing the relationship between the workers and
employers. It was noted that wages and financial benefits received more attention than
work practices in the collective bargaining agreements. For example, collective bargaining
agreement shared by J&P Coats (Private) Limited included several clauses on financial
benefits in addition to a gross salary increment and a bonus amounting to 35 per cent of

10



basic salary. The additional clauses included allowances for house rent and cost of living
allowance (COLA) and special bonus in case of full attendance. Similar agreements were
noted in case of Forward Gear (Pvt.) Limited, where the CBA had successfully negotiated
two yearly bonuses in addition to a 6 per cent increment in salary. CBA at Hinopak Motors
(Pvt.) Limited had successfully negotiated annual increment of 18 per cent and 11 per cent
respectively for two years, while the CBA at BSN (Pvt.) Limited was able to secure a bonus
equivalent to 4.5 salaries in addition to an increment in salary. The agreement from
National Refinery Limited had an overtime formula agreed on by the workers and
management in addition to other financial settlements.

Securing grants and allowances for performing Hajj and Umrah (pilgrimage) appeared to be
an essential element of the collective bargaining agreement. At J&P Coats (Private Limited),
for example, the agreement allowed for three workers to be sponsored for Hajj by the
company whereas in Hinopak (Pvt.) Limited, the CBA was successful in negotiating for
company sponsorship of four workers with their spouses for performing Umrah every year.
At Hamdard (Wagqf), the agreement included company sponsorship for 5 workers for Hajj
and one for Umrah annually.

Similarly, financial rewards for service recognition appeared to be a common feature among
the various agreements. At J&P Coats for example, the company was required to award long
service awards and Retirement Awards to workers according to the agreement. On the
other hand, provisions for awarding recognition and long service medals were included in
the agreements at Hamdard and Merit Packaging.

Many of the agreements reviewed had clauses focusing on workers’ general welfare. At
Kohinoor Textile Mills (Pvt.) Limited, the agreement included repair and maintenance of the
workers colony. In the case of Nishat Mills, the workers were provided with residential
facility. A school bus was also arranged for workers’ children living in the workers colony.

At Hamdard, the workers were able to secure company loan for house repair whereby 30
workers were to get 300,000 rupee (PKR) over a return period of six years. The agreement
from National Refinery Limited included a Housing Assistance Loan from a revolving fund
of PKR7,500,000 with the maximum individual loan limit at PKR400,000 as well as a
provision for a company loan from a revolving fund of PKR2,400,000 with a maximum
individual loan limit of PKR45,000. Similarly, in case of Hinopak, company loans for
purchasing motorbikes were included in the collective bargaining agreement.

Similar provisions were noted for health with the collective bargaining agreement securing
outpatient treatment reimbursement for workers and their families at Hinopak. In Forward
Gear, the CBA was successful in ensuring the presence of a doctor and female nurse on the
factory premises. At Hamdard, the CBA was successful in negotiating a yearly medical
insurance of PKR200,000 for the permanent as well as contract workers of the company.
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Another common provision across the agreements from various sectors included the
disbursement of death grant and funeral expenses paid by the company in case of an
employee’s death. In case of J&P Coats, Hamdard and Merit packaging, funeral expenses of
PKR15,000 to 20,000 were borne by the company in case of the death of an employee. In
case of Hinopak and Merit Packaging, the agreement provisions also required the
management to offer employment to the deceased worker’s family members.

Encouraging signs of healthy labour-management relations were also evident in some of the
agreement clauses. For example, CBA had their own offices with rent and expenses covered
by the companies in case of Merit Packages, Forward Gear and Hinopak. At Kohinoor
Textiles Mills, the provisions in the agreement allowed for use of the company’s conference
room for training and events organized by the CBA whereas in BSN Medical, the agreement
had a provision for use of company car by CBA officials for carrying out their work.

From the perspective of inclusion, it was noted that the collective bargaining agreement
from Forward Gear appeared to have an inclusive approach and a gender focus. For
example, it had a clause presenting an agreement between the management and CBA to
provide for separate halls for women workers. Similarly, one of the clauses indicating
agreement in principle, focused on setting up a committee as stipulated in the Women
Protection Act 2010. Other clauses, although not agreed upon but put forth nevertheless by
the CBA, included creation of child centers on the factory premises. Similarly, a provision for
enforcing the stipulated quota for people with disabilities was also included in the
agreement.

Among other notable gains, it was observed that at BSN Medical, the CBA was successful in
negotiating permanent contracts for 7 temporary workers. On the other hand, at Hinopak,
the collective bargaining agreement included a clause on workers’ training and skill
development with a provision to send selected workers to Japan for training courses.

4.2 Process of negotiation
To understand the process and preparation for negotiations, detailed interviews were

carried out with the management and representatives of CBA in the selected organizations.
While the negotiation process and its preparation follows a sequenced series of activities
stipulated in the law governing the industrial relations, the analysis reveals a number of
‘good practices’ followed by the negotiating parties to arrive at mutually benefiting
agreements. In most cases, these practices were carried out, both informally and in a
structured formalized way, to ensure that the process remains relevant, transparent and
yields good results.

The key to a successful negotiation process was noted to be research and preparation by
both parties. The interviews revealed that the CBA carried out detailed and meticulous
research to determine the overall market trends as well as their company’s own production
trends and financial position. Two types of practices were noted to this end. In the case of
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companies like HinoPak and J&P Coats, for example, the management shared their annual
reports with trade union and workers as part of their transparency and mutual trust
principles. In case of others like Hamdard, the CBA carried out its own research to
determine production and sales in the absence of company shared information. The
rationale presented for this practice was mainly the preparation of realistic negotiables for
the agreement.

In all cases, it was noted that research remained largely an internal process. The CBAs
collected their own data without engaging or partnering with any other institution
(research agencies, civil society organizations, academic institutions, etc.). Most appeared to
have developed their own capacity to carry out research without any external support.

A similar pattern for preparation was also noted at the management's end where
representatives of the selected companies interviewed shared their experience of preparing
for collective bargaining agreements. One of the key input for their preparation included a
competitors’ analysis to determine the prevailing standards in the market.

While the process of preparation was noted to be more structured in some cases and less
formalized in others, it appeared to be a common thread in all the case models examined
and was regarded by both, the management and the CBA, as a key input for successful
negotiation of agreements.

Another key feature of a sound preparation process appeared to be consultation with the
larger workers body. The prevailing practices appeared to slightly differ in terms of seeking
the members’ input across the selected cases. In some instances, a more formalized
engagement was sought to receive input from the workers and trade union members while
in others, informal consultations were carried out to seek feedback from the larger workers’
body.

In Hamdard, for example, the process of preparation was initiated a couple of months
before the presentation of the charter of demands (CoD). As part of the preparation, a
workers’ convention was organized to seek input on demands from the workers. After
receiving the input, handbills listing the prioritized demands were developed and circulated
among the workers. The same prioritized list of demands was subsequently presented to
the management as the CoD. On the other hand, at HinoPak, a list of priorities was first
generated by the CBA and then circulated for feedback and vetting to the larger workers’
body.

In other cases, the process was noted to be informal and less structured. In all such cases,
the CBA initiated informal meetings, invariably with a select number of members from the
larger workers’ body, to gather a sense of what the members considered as priority issues.
The feedback process, however, did not follow a structure or timeline. The number of
informal meetings ranged from one to several as reported by the respondents.
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In all cases, however, consultation and participation of all workers in preparing the CoD was
deemed as a critical factor and key to coming up with a CoD based on workers’ priority
needs.

The next step following the preparation of charter of demand was noted to be the initiation
of negotiation process. In all cases examined, it was noted that the negotiation process was
not long drawn, lasting from a few days to a few weeks and usually concluded within a few
meetings between the management and the CBA. Reaching an agreement in a timely fashion
was noted to be a key feature of successful negotiation as long drawn negotiations
invariably indicated significant variance in positions and the inability to demonstrate
flexibility for achieving a win-win situation.

It was also noted that the success of the process was also largely dependent on the
relevance and level of representation for negotiations especially from the employers and
management side. Where senior level management from the employers’ side was engaged,
the negotiation process as well as the outcome were noted to be more positive and mutually
acceptable. It also demonstrated a stronger commitment on part of the management to
consider and address the workers’ demands in a mutually acceptable manner. The case of
Hinopak presents a noteworthy example among the examined models where the collective
bargaining agreement was signed off by the CEO - the highest office in the company.

Interviews with the management and representatives of CBA of selected organizations also
revealed that in all cases examined the dispute resolution remained an informal process. In
most cases, the management and CBA officials enjoyed cordial relationship and had easy
access to one another. The interviews revealed that in cases of disagreements and
differences, representatives from both sides were able to sit together and resolve issues
through dialogue without evoking any formal dispute resolution mechanism.

4.3 Outcomes of collective bargaining arrangements
Outcomes and benefits of a well-functioning and effective institution of collective bargaining

were discussed with a wide set of respondents representing the tripartite stakeholders,
government officials, representatives of CBA and management of selected organizations as
well as representatives of workers and employers bodies. It was observed that, in general,
where collective bargaining existed as a well-functioning mechanism, it had contributed to
maintaining cordial industrial relations and safe guarding rights of workers. Outcomes of
stable collective bargaining arrangements consisted of both immediate and tangible results
as well as relatively more subtle and institutional level gains including cultural and
attitudinal change.

It was noted that in organizations with a history of collective bargaining arrangements in

place, there existed a high level of mutual trust and respect between the workforce and the
management, indicating both that mutual trust remained a necessary precondition for
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collective agreement-making and that it was reinforced with every successful agreement
reached.

In some cases, CBA had fully operational and staffed offices on the factory premises
indicating a high degree of organizational support and encouragement received from their
respective management.

It also noted that when relationship between the management and workers organizations
was cordial and based on mutual respect and trust, agreements were generally arrived at
quickly. One major factor in creating an environment of trust and congeniality was also
attributable to good management practices especially in ensuring their accessibility. The
overall impact of good labour management relations led to the creation of a conducive work
environment.

Representatives of CBA and management interviewed shared that in many cases production
targets set mutually by the two parties, forming the basis for financial incentives. This led to
a win-win situation for both sides as the financial gains were tied to production targets,
creating motivation for workers and releasing potential financial pressure for the
management. Citing a recent example, the CBA at Hinopak shared that they were able to
push up their production level to 516 units in a month against the benchmark of 300 as part
of a mutually agreed target. The CBA was thus, able to secure financial gains for its members
as a result of achieving the target.

Financial gains for workers were generally deemed as tangible outcomes of collective
bargaining arrangements. Notable examples shared included securing a 35 per cent wage
increase by CBA of J&P Coats. At Kohinoor Textile Mills, bonus equivalent to four salaries
was received as a result of successful collective bargaining. CBA of Hinopak reported that till
2012, the workers had been receiving 4 bonuses which were stepped up to 19-20 through
its efforts.

In addition to financial gains, a tangible outcome of collective bargaining arrangement
appeared to be greater recognition of improving work conditions. A high emphasis was on
health and safety at workplace was noted in the cases observed. In Hinopak, for example,
there appeared to be a high level of awareness of health and safety issues as a result of
extensive trainings provided to the workers on these issues.

It was noted that the overall impact of a robust collective bargaining mechanism led to
improvements in motivation of workers, resulting in better work discipline and improved
attendance. This, in turn, impacted and improved the quality of work and production.
Management representatives interviewed reported that better motivation and commitment
demonstrated by the workforce yielded positive results and led to substantial improvement
in quality of production.
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A key outcome of collective bargaining arrangement also appeared to be a more inclusive
approach to all workers’ rights. Many of the agreements reviewed sought to extend benefits
to temporary and contract workers, who were not trade union members as the current legal
provision excludes them from being member of the trade union.# The collective bargaining
agreement of J&P Coats sought to extend benefits to all workers including contract
employees in the establishment. In the case of Hinopak, provisions for loan, gratuity,
provident fund and medical allowance were also secured for temporary workers. The CBA
at Hamdard was able to extend its membership to contract workers and had won the case
for it from the court of law.

4.4 Key enabling factors in successful collective bargaining arrangements
Detailed review of the institution of collective bargaining reveals that several contributing

factors and enablers play a key role in strengthening it. A key enabling factor encouraging
an effective and well-functioning collective bargaining system appears to be the attitude of
management and employer. As noted earlier, accessible and supportive management is a
key factor in ensuring that industrial relations are cordial, and a robust collective
bargaining arrangement is in place.

Similarly, a well-informed and aware workers body, particularly workers’ organization is
essential in creating harmonious industrial relations. In the cases reviewed, it was observed
that the office bearers of CBA were well informed about workers’ rights and obligations and
fully conversant with the governing laws and legal requirements. Information about the
enterprise’s future plans and projections, knowledge of general economy, trends in the
economic sector and relevant policy developments were deemed necessary for CBA
representatives in order to carry out their role effectively.

Related to the above, a key contributing factor for successful negotiation and agreement
appears to be research and preparation by both parties. In all of the observed cases,
preparation for negotiation appeared to be a common practice leading to the formulation of
a charter of demand rooted in contextual reality.

The analysis also reveals that for smooth working relationship between workers and
employers, there is a need for continuous engagement and on-going dialogue process. This
not only helps build trust but also serves to mitigate potential disputes and disagreements.

It was observed that in the textile sector, various international brands played a positive role
in strengthening cordial industrial relations in their suppliers’ organizations. In Lahore and
Karachi, a few brands had piloted projects to promote good labour management practices
by setting up work councils’in supplier organizations. The pilot projects focused on
promoting decent employment and improving work conditions in their suppliers’

4 Recently in Sindh, contract work is abolished through amendment to the Sindh Factory’s Act 2015
> Establishing work councils are provisioned by law. However, they cannot substitute or replace a trade
union and cannot negotiate as CBA.
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organizations.

Examining the role of trade union federations, it was noted that in many cases they
provided support to their member organizations especially when they are constrained in
terms of capacity. In a few cases, the CBAs shared that they received support and input by
the federation in formulating their Charter of Demand. In some cases, training and capacity
building initiatives by the federation had yielded positive results in institutional
development and organizational capacity building of the selected CBAs.

5- Conclusion

Based on the review of analysis of the selected case studies, several common threads have
been identified which can be described as ‘good practices’. In the current context, these
practices have yielded positive outcomes both at the organizational and institutional level.
The evidence of their success indicates that these can be replicated in other cases to
strengthen the institution of collective bargaining, ensuring cordial industrial relations and
promoting the decent work agenda. Key points, to this end are summarized and listed
below:

1. In good practice models, collective bargaining agreements cover a wide range of
topics including financial benefits and workers’ welfare and social security issues as
well as productivity gains.

2. Research and meticulous preparation by the two parties, CBA as well as
management, appears to be the key to a successful negotiation process and eventual
bargaining agreement.

3. Consultation and participation of all workers in preparing the CoD is regarded as a
critical factor and key to coming up with a CoD based on workers’ priority needs. To
this end, consultation and engagement with the larger workers’ body in a structured
manner is considered necessary for the success of the process.

4. The success of the negotiating and bargaining process is also largely dependent on
the relevance and level of representation for negotiations especially from the
employers and management side. Where senior level management from the
employers’ side is engaged, the negotiation process as well as the outcome are noted
to be more positive and mutually acceptable. It also demonstrates a stronger
commitment on part of the management to consider and address the workers’
demands in a mutually acceptable manner.

5. Where collective bargaining exists as a well-functioning mechanism, it has
contributed to maintaining cordial industrial relations and safeguarding rights of
workers. However, the engagement has to be on-going process.

6. One major factor in creating an environment of trust and congeniality in labour-
management relations is attributable to good management practices especially in
ensuring their accessibility and willingness to address workers’ concerns.
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In collective bargaining agreements, tying the financial gains to production targets
appears to create a positive impact on motivation of workers and helps release
potential financial pressure for the management, leading to a win-win situation for
all.
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6- Appendices

Appendix I List of selected collective bargaining arrangements studied

J&P Coats (Private) Limited

Kohinoor Textile Mills Limited

Nishat Mills

Forward Gear (Private) Limited

Hinopak Motors Limited

National Refinery Limited (Public sector company)
Merit Packaging Limited

BSN Medical (Private) Limited

Hamdard (Waqf) Pakistan

OO NN E WD

Note: More than 20 collective bargaining agreements were examined for this study. These
are available in the web version of the study.
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5.11  If at any time dmiing currency of this Agreement any adhoc relief and/or increase in
wages etc. is allm‘ved by the Government the same shall be applicable to the workmen
in accordance with the relevant announcement by the Government or the applicable

Law, as the case rrilay be.

5.12 It is agreed that the benefits accruing under this Agreement shall not be applicable 1o
those workmen who are not employees of Coats and employees who may have resigned
or their services terminated simplifier or as a measure of punishment till the date of
signing of this Agreement. The Union undertakes not to rajse any industrial dispute
involving financial implications.

SECTION 6 SPECIFIC

6.1 STANDARD WdRK ALLOCATION
|

Management in its rightf can review standard work allocations at any time and change
them if required to align its operation with the company’s global policy/SOPs and best
practices; compliance is expected from all concerned employees.

6.2 ASSURANCE OF RESPONSIBILITY

The workmen shall be duty bound to come on duty with pvroper uniform provided by the
Company. In case any worker is found without uniform the Company may besides taking
disciplinary action. ‘

6.3 INTERFERENCE IN ADMINISTRATIVE AFFAIRS

No office bearer of the Union/CBA will interfere directly or indirectly in the administrative
affairs of the management including employment, deployment, transfer and separation of
workmen on account of dijsciplinary action. Union office bearers shall meet with management
between 11:00 am to 12:0q Noon, if necessary.

6.4 DISCIPLINE

No workman including the office bearer of Union shall bé allowed to leave the Factory
premises during working timing. In case of any official out door duty or seeking short leave,
half day leave, and permission slip duly signed by the concerned HOD/ Section In-charge shall
be deposited with the security staff on duty while going outside the Plant. This will also be
applicable for office bearers for attending meetings with management.

6.5 MACHINE / \VORKPLACE LEAVING TIME:

Workmen shall not leave w%orkplace before 15 minutes of shift ending time.

66  HEALTH & SAFETY

Keeping focus on companjy’s core value of ensuring maximum safety of all employees, _all
relevant rules in this regard must be complied with. Breaches to these shall be dealt with

strictly, with disciplinary actions and may lead to termination.
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6.7 PROVISION OF UNIFORM/SAFETY SHOES

All workmen including the ofﬁce bearer of Union/ CBA will wear Uniform/Safety Shoes while
on duty. In case any worka is found not wearing uniform/safety shoes, he shall be liable to
disciplinary action. :

6.7.1 UNIFORM

Two T-Shirts & Two Jeans (?-pair of uniforms) will be provided once a year to each permanent
Staff/Worker in accordance with the Company Uniform Policy.

672 SAFETY SHOES

Only one pair of Safety Shojes will be provided to workmen after every 2 years in accordance
with the Company’s Uniform Policy.

6.7.3 TOWEL,VEST & éOAP:

This will be provided to all workmen as per existing basis

6.8  SUBSIDIZED ! WEALL

Each workman will bear Rs. 06/— and Company will bear rest of the total cost of meal provided
in the Plant Canteen during duty hours.

6.9 PRE BONUS PRODUCTION TARGETS
|

|
To be revised immediately after signing of Agreement, with mutual understanding, to improve
efficiency and output. :

6.10 MISUSE OF COMPANY PROPERTY

No wall chalking or slogans, pamphlet, banners or any other device for writing on the doors,
parameter walls, Building, Machinery shall be allowed. However in case of any such
requirement the Union shall have to seek the approval of the Management for identifying
specific area which may be used within the permissible limits.

6.11  ETHICS

The Office Bearers of the Unjon shall perform their duties in their Departments like other
workmen keeping in view the Company’s ethical values and extreme seriousness on
integrity with zero tolerance. The company is committed to inculcate responsible
behaviors which includes ‘hlgh standards of business conduct in relationship with the
employees and all stakeholders The purpose is to ensure that all across the Coats group
have a clear understandlncr of the principles and ethical Values that the company wants

to uphold globally.

SECTION 7 PRIMARY RESPONSIBILITES

The Union office Bearers, e;ither signatories of the agreement or those who by legal process
replace them during the validity of this agreement, agree to refrain from using their elected post

as an excuse for wandering around the factory premise and not working. They also agree, in

1
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9.6 ATTENDANCE ALLOWANCE Rs. 1,000/~ with effect from 1% January

2016.

a. Not payable if mcj>re than 2.5 days authorized CL or SL during the month.

b. Not payable in ca;se of any un-paid leave.

¢.  Not payable in ca:se of more than 120 minutes late during the month.

d. This will also be %‘evised by the same % as basic salary on subsequent increases.
SECTION 10 BONUS

10.1 It is agreed by the cdmpany that subject to the company continuing to make adequate
profit, the quantum of proﬁtgbonus payable to permanent workmen for the due financial year
will be equivalent to 35.5% of the total consolidated basic wage earning on the financial year.
The quantum of bonus established shall include and mean the bonus payable under section 10-
C of the Industrial and Comf.mercial Employment (Standing Order) Ordinance, 1968, or any

other law which may be irltro‘jduced during the course of the agreement.

10.2  The Company also zjzgreed to pay an additional one twelfth (1-12th) 10-c Bonus on
Government Cost of Living a}lowance earned during the Financial/Bonus year.

SECTION11 SPECIAL BONUSES

11.1 - Subject to the fulﬁlhjnent of conditions mentioned hereunder the Company agrees to
grant, at the end of tlj]e first year of this settlement, Special Bonus payment equivalent
to Six Days Wages 1o all permanent workmen on payroll basis;

a. Workmen will continue to give improved production throughout the 02(two) 12
month period of the agreement, commencing from 1¥ July 2015

b. Workmen will not resort to go-slow by means of giving up incentive schemes
unilaterally or otherwise and will not cause any disturbance in the factory which
could adversely affect company’s productivity and discipline.

11.2  Similarly, for the second year of this agreement, if the above condition are met the
management agrees to grant Special Bonus payment equivalent to Six Days wages to
all permanent workmen on payroll at the end of second year also.

11.3  The Special Bonus payment agreed above will be for first year being from 1% July,
2015 to 30" June 2016 and second year from 1 July, 2016 to 30" June 2017.

11.4 1t has specifically been agreed and assured by the Union that no demand for increase in
Special Bonus or in lieu thereof shall be made by the Union in the above said Special
Bonus in future agreements.

SECTION 12 DEA?TH GRANT

12.1 The Company will give the Death Grant tc assist families of deceased Confirmed
permanent Workmarn to meet expense of funeral etc. who dies in service. Revision as

below:
S.No. | Description From (Rs.) To (Rs.)
1 DEATH 15000/- 20,000/-
GRANT
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SECTION 13 LONG SERVICE AWARD

13.1  The Management agrees to standardize the long service Award to all workmen as
under:

0. | Service length From (Rs.) To (Rs.)

S.N
1 15 Years 5800/- 1-Gross Salary
2 25Years - 7700/- 2-Gross Salary
3 30 Years 8600/- 3-Gross Salary
4 35 Years 10000/~ 4-Gross Salary
SECTION 14 RE'HIREMENT GIFT

14.1  The company agrees to increase the amount of retirement gift, now the workmen
retiring from company service shall be allowed a retirement gift of their own choice on
submission of valid original receipt/cash memo as per following revision:

S.No. | Description: From (Rs.) To (Rs.)
1 RETIREMENT GIFT 2000/ 5000/-
SECTION 15 ROTATION FOR MULTISKILLING

15.1  Workmen will be rotated or transferred to a different job at the discretion of
management to bring about flexibility and multiskilling in operation.

SECTION 16 RAMAZAN TIMING

16.1  The Company agrees to extend the trial period of modified Ramazan timings for 2(two)
more years.

16.2  As agreed the following shift timings shall be observed during Ramazan for two years
on trial basis. ?

SHIFT | FROM TO
“A” 06:00 a.m.: 12:00 Noon

“B» 12:00 noor{ 06:00 pm (With two breaks of 15 minutes
" each for prayers.

“cr 10:45 p.m. 06:00 am (With 45 minutes break for meal &
‘ Prayer) ‘
SECTION 17 HAJJ-E-BAITULLAH

Company will sponsor three permanent non-management/workmen. Two will be through
general balloting and one will be allowed to senior workman employee to be recommended by
the CBA, who is senior in service, due for retirement before the next year’s general balloting. In
case there are more than one such employees there will be balloting among them. Also, these
employees should be employfee in good standing in addition to being senior.
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17.1  Non-management / workmen proceeding on Hajj on company expense will be granted
special Hajj Leave of 40 days.

SECION 18 LEA;VE ENTITLEMENT
18.1  Annual Leave |

a. 24 days (Woﬁbnen whose working days are 06 days a week)
b. 22 days (Workmen whose working days are 5.5 days a week)

18.2  Sick Leave

8 days with full pay, howeverﬁ, can take half day Sick Leave as and when required due to illness
(first Half day Sick Leave will not be allowed)
|

18.3  Casual Leave

i
1

10 working days during the yff:ar with full pay.

SECTION 19 ANN;UAL ATTENDANCE AND PUNTAUALITY AWARDS

19.1  Increased to Rs.2000/- payable to those workmen who are not late & have fully
attendance on duty during a year (except on Annual Leave).

SECTION 20 QUAiLITY/PRODUCTIVITY

20,1 It is agreed that in order to improve quality while review the productivity, the Union
will cooperate with management wherever possible. The Union and the Concerned
Department Manager will identify/discuss the areas requiring improvement in this

respect.

i

SECTION 21 PEle[OD OF AGREEMENT

21.1  This agreement will ri‘emain in effect for two (2) years commencing 1% July, 2015 and
ending 30" June, 2017 and shall continue to be in force and effect thereafter until such
time as a subsequent 2 years agreement is reached.

21.2 It is agreed that on i April, 2017 the CBA may submit its charter of demand to the
Company to consider|for a settlement/agreement to be signed upon before expiry of this
agreement i.e. 30" June2017.

21.3  After submitting the charter of demand by the CBA, Management will start
discussion/negotiations with the CBA and if an agreement could be reached before I
July, 2017 then the benefits of the new agreement would be framed from the date of

. |
signing cf next settlement/agreement for the year 2017-2019.

21.4 Incase no agreement/;settlement could be reached between Management and CBA then
CBA may initiate proceedings of resolving industrial dispute under section 42 of the
Industrial Relations {Revival & Amendment Act, 2012). The monetary benefits of
agreement/settlement reached as a result of such proceedings Under Section 42 of the
Industrials Relations (Revival & Amendment Act 2012) will be effective.

SECTION 22 - BEN EFITS ANNOUNCED BY THE GOVERNMENT

It is agreed that during the currency of this agreement:-
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22.1  If any increase/benefits are announced by The Government which do not form part of
increases granted under the agreement, it will be payable according to the conditions laid down

in the law.

22.1  If the increase/benefits announced by the Government is unconditional then that benefit
will be payable as laid down in the law. Such payment will be subjected to any subsequent
condition of the law and the verification that the payment can be or cannot be offset against the
benefits contained in the agreement.

SECTION 23 DEMANDS RAISED DURING NEGOTIATION
|

23.1 It is mutually agreed that this agreement is in full and final settlement of all demands
contained in the CBA chartér of demand dated 07-09-2015 (Annexure ‘A’) & Management
Charter of Demand dated 11-09-2015 (Annexure ‘B’) .Those demands or disputes not
specifically mentioned therein but covered or raised by the said charter of demands or in the
course of discussion, shall be deemed to have been settled, modified and /or withdrawn in
accordance with and/or in consideration of the benefits given in this agreement. Any demands
not specifically mentioned/seﬁled herein have been withdrawn by the Union.

23.2 It is also agreed that benefits, facilities and terms of employment already in-force
because of any settlement, custom, usage or practice will, unless renegotiated, specified or
unless erroneously interpreted and applied, continue by the Union.

SECTION 24 EFFECTIVE DATE OF BENEFITS

241 The benefits, facilitiefs and terms of employment conferred under this agreement will be
effective from Is{; July 2015 unless otherwise specified.

SECTION 25 | WORKMEN COVERED BY THIS AGREEMENT

25.1  Benefits, facilities and terms of employment conferred under this agreement except
specifically mentioned herein will be available to those permanent workmen in the company’s
employment who are covered by the grade published by the Company.

SECTION 26 SAVING CLAUSE

26.1  The parties hereto agfeed that if any part of this agreement is or becomes repugnant to
any law, such part will again, by any agreement, be amended to comply with the
applicable law without in any way affecting any other part of this Agreement.

SECTION 27 CLARIFICATION/INTERPRETATION OF AGREEMENT

27.1  If any provision of this agreement calls for any clarification or interpretation, the
decision in this connection shall be made through mutual consultations between the
Management and the CBA. However, in the event of any dispute arising therefrom, the
same shall be governed under the application Law.

SECTION 28 DUR?ATION OF AGREEMENT

28.1  This Agreement will fbecome effective from 1% July, 2015 and will remain in force and
in effect until 30™ June, 2017.
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Copy To

e S L CHLL

IN WITNESS VVHEREbF THE PARTIES HERETO HAVE HEREUNTO SET
THRIR RESPECTIVE HANDS THIS 1* DAY OF JANUARY 2016.

SECTION 29

FOR AND ON BEHALF OF
MANAGEMENT |

SYED JAVAID ABDULLAH
MzmufacturmU Director |

\IARIMAV SI DIQUI
HR Dlrecton \

\\\

ASIM AHM

N
Plant Manavemv/
A\ \j £

VIOHAMMAD dl’OUNUS
/

A&IR ManageriKarachi |

N

Muhammad A ASHRAF
A&IR Manager-Lahore |

MUHAMMAD IMRAN
Dye-house Manager-Karachi

. *N«%ﬂ—c&

MUHAMMAD KHURRA}M
Finishing Manager- Karath

|
|
i

The Registrar NIRC Islamabad
The Registrar NIRC Karachi
The Registrar NIRC Lahore
Labour Directorate Karachi
Labour Directorate Lahore

SIGNATURES OF PARTIES

FOR AND ON BEHALF OF
CBA/UNION

A//U/MVW il

AMEER ABDULLAH KHAN
President

P

GUL AKBAR
General Secretary

i

SAFEERAHMED
Deputy General Secretary-Lahore

e

MUHAMMAD ISMAIL
Joint Secretary

e N r
a4 -},V»,J}——“ p=

MUHBAMMAD NAZIR
Senior Vice President :

Lr(" (/; {

ABPUL ISLAM
Vice President

t

IFTIKHAR HUSSAIN
Inter Provincial Coordinator

¢4

ATA ALIZ
Press Secretary

PP

M ISMAIL KHAN

Finance Secretary
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MEMORANDUM OF SETTLEMENT |
Under Section 35(2) of the Sindh Industrial Relations Act, 2013

NAME OF THE PARTIES

Hinopak Motors Limited, D-2, S..T.E, Manghepir Road, Karachi hereinafter referred to as the “‘Company” {(which
expression wherever the context so admits shall mean and include its successors and assigns).
' AND

Hinopak Motors Employees’ Union, a duly registered frade union of the .workman and Collective Bargaining
Agent under the Sindh Industrial Relations Act, 201 3, having its office at Karachi hereinafter referred to as the
“Union” (which expression wherever the context so admits shall. mean and include its successors, assigns and all
- permanent workman employed or to be employedey the Company at Karachi). ’

Representing the Emplbyers : Representing the Workers ”

-1, Mr. Tatsuhei Muto . 1. Mr. Arshad Khan
MD & CEO . President

2. Mr. Yoshihiro Kondo ‘ 2. Mr. Muhammad Yousuf
Deputy Managing Director . ~ Vice President

3. Mr. Takehito Sasaki 3. Mr. Waseem Ahmed
Plant Manager General Secretary

4. Mr. Fahim Aijaz Sabzwari - 4. Mr. Magboot Elahi
Senior Divisional Head ~ Joint Secretary

HR, Admin & HSE / Finance & IT
5. Mr. Adil Mohiuddin Shah 5. Mr. Mursaleen Khan
Senior Divsional Head , Finance Secretary

Sales & Marketing / Service & Parts

6. Mr. Naushad Riaz 6. Mr. Hashim Khanr

Divisional Head ~ Joint Secretary
Chassis Assembly

7. Mr. Nishat Zafar
Divi}sional Head
Plant Administration

8. Mr. Ahsan Waseem Akhtar
- Deputy Divisional Head
HR, Admin & HSE

9. Mr. Muhammad Khaliluddin
Departmental Head
- HR-& HRD
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SHORT RECITAL OF THE CASE

WHEREAS the Union as a Collectlve Bargaining Agent of the workmen of the Company raised Industnal dispute
in accordance with the provisions contained in the Sindh Industrial Relations Act, 2013 by serving upon the
Company a Charter of Demands dated 25 March, 2016 under section 35(1) of the Sindh Industrial Relations

" Act, 2013. A copy of the Charter of Demands is enclosed and marked as Annexure “A"

AND WHEREAS pursuant to the industrial disputes having been raised by the Union as Collective Bargaining
Agent of the workman and the company, both the partles entered into bilateral negotiations and discussions on
the said Charter of Demands.

AND WHEREAS dunng the course of mutual discussions and negotiations during the meetirigs held between the
Company and the Union on the subject, both the parties above named took into con31derat|on the existing
wages, allowances prevailing in the comparative industries in the region and the assurances and guarantees
given / agreed by the Union hereinafter and also took into consideration the rises in the cost of living, economic
condition of the company and general business environment of the country.

AND WHEREAS as a result of mutual discussions and bilateral negotlatlons the Union and the Company have

been able to reach a Settlement in respect of all demands contained in the said Charter of Demands being
Annexure “A” hereto:

NOW, THEREFORE, THIS SETTLEMENT WITNESSETH AS UNDER:
TERMS OF THE SETTLEMENT

1. The overall percentage of annual increment to be given to all permanent workers combined together
with effect from 1st April, 2016 will not be more than 18%.

2. -The overall percentage of annual increment to be given to all permanent workers combined together
with effect from 18t April, 2017 will not be more than 11%.

3. While rating workers fof the purpose of performance increment in the categories‘ of Good, Very Good
and Excellent, the agreed criteria, among others, shall be taken into consideration, the management
being the sole judge of performance. '

4, The performance increment given to workers under paras 1 and 2 above will be effective only upto 31st
March, 2018 and will be subject to such extension modification, change or discontinuance as may be
mutually agreed upon between the parties after the expiry of the above date.

3. Employees whose basic salary is less than Rs.12,000/- wnll be paid Rs 12,000/- as Leave Fare
Assustance (LFA) every year.

6. Under the Motor Cycle Loan Scheme, permanent workers.would be allowed to purchase a maximum of

Twenty Eight (28) motor cycles of Honda CD70 and Twenty (20) motor cycles of Honda CG1 25ina
year subject to such rules as are prescribed by the Company in this respect.

7. The annual limit for outpatient treatment reimbursement will be increased from Rs.8,000/- to
Rs.10,000/- per family

8. Under Company's Hajj Scheme; employees who are not successful in Government Hajj Balloting would
be allowed to perform Hajj under Private Scheme. However, the.company will provide upto a maximum
amount of Rs.200,000/- per employee in addition to the amount announced by the Govt to support the
employee to perform the Hajj under Private Scheme. The selection criteria of tour operator would be
decided in consultation with the CBA.
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10.

1.

12.
13.

14,

15.
16.

1

The company will allow four permanent workers and their spouses to perform Umrah per year. The
process of selection would remain same as of Hajj. However, the total cost of Umrah for four employees
and their spouses will not exceed from Rs.800,000/- per year.

The management may consider sending employees in Technical Training Progrém in Japan time to
time subject to availability of the relevant programs and required skills of the employees.

That the management may consider at its sole discretion and in consultation with the Union as.and
when necessary to increase the strength of its permanent workers in such number at such time and on
such criteria-as it deems appropriate depending on Company's-profitability, volume of production and
general business condition.

In case of death of any permanent worker, his son would be offered contractual employment, if he
meets the required skills of the job. If his son is not fit for the job, a permanent replacement from among
the contract / temporary workers would be hired as replacement of the deceased worker.

It is agreed that the CBA wil provide its ful!_éupport in improvement of productivity, quality and working
condition and will also support the management in achievement of production and other set targets
agreed by both the parties. ' :

It is agreed that increase in wages/allowances etc. under this Settlement is intended, among others, to
provide relief to workman due to rise in the cost of living and such increase in wages also, allowance
efc. agreed under this Settlement is liable to be set off against any statutory increase which the
government may grant to the workman under any head or name whatsoever, during-/ beyond the
operation of this Settlement subject to the manner as may be specified by the Government in the statute
or Ordinance. : 4 .

Itis agreed that this Se'ttier'n,entr is in full and final settlement of all dispuies, demands and claims of the
Union / Workman contained in Union Charter of Demands dated 25-Mar-2016.

In Considération of the increase in Wages granted to the workmen under this Settlement, the Union

“uUndertakes that it will not raise or pursue any demand whatsoever directly or indirectly involving

financial implications upon the Company during the pendency of this Settlement.

It has been agreed between the parties that this Settlement shall become effective and come into

operation with effect from 1st April, 2016 and shall be binding on the parties and remain in full force and
effect for a period of two years up to 315t March, 2018.

IN WITNESS WHEREOF the parties as aforesaid have signed hereunder at Karachi at this 29t day of April,
2016. '

QIMAAATIIry AN N A s i———










f S-HORT RECITAL OF CASE

WHEREAS National Refinery Employees Union, Karachi (C.B.A.) heremafter called the

Union, raised certain Demands U/S 35(1) of Sindh Industrial Relations Act, 2013 through
their letter No. NREU/SMI/2015 dated February 27, 2015 (Copy of the Charter of Demands
is attached herewith as Annexure —1); .

AND WHEREAS the parties to the dispute, decided tc undertake mutual negotiations with a
view to arriving at an amicable settlement of the demands in relation to the terms and
conditions of service of NRL workmen;

AND WHEREAS by negotiations and discussions, an Agreement has been arrived at, in full -
and final settlement of all the demands raised by the Union, now forming subject matter of

this Agreement.

THE PARTIES te the dispute i.e., the Management of National Refinery Limited and
National Refinery Employees Union, have, therefore, agreed to the following terms and
condltlons in full and final settlement of all the demands raised by the Union.

- NOW THIS SETTLEMENT HEREBY \WTNE‘SSETH ASUNDER—

F
L

| TE'RMS OF AGREEMENT -

1 PARTIES OF THE AGREEMENT

This Agreement is signed on this 03 WEL day of 0{7@&(7’ , 2016 between:

(1) National Refinery Limited, a Limited Cornpany 1ncorporated in Pakistan under the
Companies Ordinance 1984 having its registered office at 7-B, Ixoran«?l Industnal
Zone, Korangi, Karachi hereinafter called the “C OMPANY™.

AND |
‘(2) National Refinery Employees Union, an officially registered Trade Union and
~ Collective Bargaining Agent for the workers actually in the employment and on the
payroll of the NRL, hereinafter called the “UNION” (whlch expressions for the
purpose of this Agreement shall include their successors, nominees or replacements).

If the said “COMPANY” changes its name or merges with any other Company or

Companies or Organizations so that the Compary is wholly or partly absorbed by
another Company/Organization, the terms of this' Agreement will remain valid and
binding on the workmen concemed and shall continue to be so binding for the entire
period of duration of this Agreement. :




Since the very inception of NRL, it has been the earnest desire of the Management to
extend maximum benefits and facilities to the employees within its economic capabilities
for healthy economic growth of the Company as a whole. The Company operates on the
principle of equality and fair play. It is one of its basic objectives to equate employee’s
effort, opportunity and job security with its profitable operation and growth.

It is the intent and purpose of this Agreement to ensure sound and mutually beneficial
industrial and economic relationship between the parties hereto; to stabilize labour
relations within the Company, to clarify the rights and responsibilities of the Company,
the Union and the workmen; to provide orderly and peaceful means of conducting
negotiations and resolving any misunderstandings or grievances; to set forth herein the
basic and complete agreement between the parties, improving the conditions of
employment, and to ensure continual efficiency and high productivity in order to promote
and improve the industrial and economic relationship of the Company and its Workmen.

3. EXTENT OF APPLICATION AND ADMISSIBILITY OF THE
' BENEFITS OF THE AGREEMENT: '

It is agreed that this Agreement is confined to and covers only the Peifhanent Workmen
who are employed by NRL directly and are on the payroll of the COMPANY; and the .
benefits of this Agreement will, unless otherwisé specified below, be admissible to only
the Permanent Workmen employed by NRL directly and are on the payroll of the
Company as on 1¥ March, 2015 and also to those who expired or retired after 1% March
2015 but EXCLUDING Temporary, Probationary, Apprentices, Badli (Substitute) and
Contract Workmen and also those who Resigned or Dismissed from service or left the
Company without obtaining proper release. ‘

" 4. RECOGNITION OF THE COMPANY’S AND UNION’S RIGHTS AND
~ RESPONSIBILITIES: - | T

It is understood and agreed that:-

4.1 The Company ,refajns all rights of Managementvﬂ':\fhich shall include but not limited V
to:-. ‘ ' :

4.1.1 The right to direct and control the-work force i.e. among others, the right to hire,

upgrade, promote, demote, transfer, discipline, discharge, dismiss, retain
services of individual, to create or discontinue jobs, to determine the number of

L - emplayees needed employees qualifications, . criteria for -

NN .
.




T :upgr'adation/promo.\t}i_gonﬁ:fi;srandard of performance, job requirements:and job.
contents. )

4.1.2 To establish rules, regulations and policies according to law.
4.1.3 To maintain employees discipline.

4.1.4 To make optimum utilization of its work force, tools, equipment and other
resources.

4.1.5 To determine the means, methods, processes materlals procedures and
schedules of job performance and product1on

4.1.6 To discharge its responsibilities towards individual employee.

4.2 The Union or any of the workmen covered by this Agreement shall not collectively,
concertedly, severally or individually engaged in or participate directly or indirectly
in any strike (whether in pursuance of their own demands or as a token of sympathy
with any outside agency), slow-down, stoppage or other mterference n product1on or
work whatsoever.

4.3 The Union shall extend full co- operatlon to the Company for mainteftance of proper
discipline at all times.

4.4 The Union expressly undertakes not to raise or pursue any demand, matter or issue
involving financial implications on the part of the Company in any form, whatsoever
during the period of this Agreement.

. 4.5 The Un.ion,agrees to drop all demands/claims raised through its “CHARTER OF

‘ DEMANDS” or during its negotiations and all other points and issues which are not
-mentioned herein and shall be deemed to have been specifically given up by the CBA -
and the same shall not be raised directly or 1nd1rect1y during the currency of this
Settlement.

4.6 It is agreed that neither the Union nor any of the workers covered by this Settlement
will collectively, concertedly, severally, or individually engage in or participate
directly or indirectly, in any strike, slow down, stoppage or other interference of work
for any cause arising out of the terms and conditions herein mentioned or any other
cause of any nature during the tenure of this Settlement. The COMPANY however,
retains the right of discipline and termination/dismissal of the services of any worker
who violates this provision and the CBA will not in any way interfere in the process
of such cases nor they will approach the Management for the recall, rescission or

charige of any lawful action taken in this connection. ' , %

1 i










was agreed-"Ao,nlﬁygzz&u_e_;::itpfﬁ;reyision in formulae for calculating 10-C Bonus_anc
Overtime Hourly Rate as mentioned in the relevant clauses herein-below.

The amount shall be rounded off (i.e. from paisas 1 to 49 as rupee zero (0) and from
paisas 50 to 99 as rupee one (1) for the purposes of salary fixation).

6.2 PAY SCALES (GROUPS/GRADES)

It is agreed that the Company shall revise pay scales (Groups/Grades) as mentioned
in Annexure — II hereof, with effect from 01-03-2015, of all the workmen on roll of

the Company as on 01-03-2015.

6.3 ANNUAL INCREMENT

It is agreed that the amount of annual increment shall be as per revised pay scales
(Groups/Grades) as mentioned in Annexure —II hereof, on the date of increments of
the respective workmen.

7; BONUS UNDER 10-C

It is agreed that the amount of Bonus shall be monthly average of the sum of Basic -
Pay and Refinery Allowance paid during the year. -

8. OVERTIME

It is agreed that the Hourly Rate for payment of overtime shall be calculated
according to the formula: (Basic Pay. + House Rent + Refinery Allowance +
Conveyance Allowance + Shift Allowance) x 2 /240 (hus.). '

ot

9. EIDI
It is agreed that the amount of Eidi shall be incredsed from Rs. 500/- to Rs. 1,000/-

. per worker payable ori Eid-ul-Fitre and Eid-ul-Azha subject to the existing terms and
“conditions. '

10. LOANS

10.1 HQUSING ASSISTANCE LOAN

It is agreed that subject to the existing terms and conditions of Housing Assistance
Loan Rules/Policy for NRL warkmen, the existing “Revolving Fund” provided for ,
grant of Housing Assistance Loan will remain the same i-e Rs.7,500,000/- .

N




101 1 Ttis alslov z;gfeéci tﬂét the maximum individual loan limit of Housing Assistance
Loan will be Rs. 400,000/~ as against the present limit of Rs.300,000/- after
the date of signing of this Agreement.

10.2 COMPANY LOAN

It is agreed that subject to the existing terms and conditions of the Company’s Loan,
there will be no change in existing revolving Fund of Rs. 2,400,000/-. However, the
maximum individual loan limit will be Rs. 45,000/~ as against the present limit of
Rs.35,000/- after the date of signing of this Agreement.

11 DEATH COMPENSATION

It is agreed that subject to the existing terms and conditiors, the Death Compensation
shall be raised from Rs. 150,000/~ to Rs.200,000/- after the date of signing of this . ..

Agreement.

12. DURATION OF AGREEMENT T

10.1 This Agreement shall, unless noted otherwise against any individual item, be
effective from 01-03-2015 and will be in force and in effect till 28-02-2017 and
thereafter indefinitely unless terminated by either party on giving two month’s
advance notice in writing. : :

10.2' All the existing terms and conditions of service in practice, agreed or implied
shall be in force except to the extent modified in this Agreement.

13. EFFECTIVE DATE OF BENEFITS UNDER THIS AGREEMENT

- Itis agreéd by both the parties that all benefits under this Agreement will, unless
otherwise noted against individual items, will be effective from 01-03-2015.




SIGNATURE OF PARTIES

FOR AND ON BEHALF OF THE FOR AND ON BEHALF OF THE
NATlONAL REFINERY LIMITED  NATIONAL REFINERY EMPLOYEES UNION
(CBA).
W
i
Jgsman Ahmad
Muhammad Aslam Wasim llya
Zakir Mujahid Qureshi - Muhammad Islam Abbas
™
L =
- - EC
Zafar Javed . Abdul Rehman. Siddiqui
. N
- Major (R) M. Abdul Aziz Syed Muhammad Khalid
Muhanfmad Farman a Shamshad Ahmed
Wagqar Haider ‘ : . -Manzar Aussdn Siddiqui

4

Muhammad Imran

., Copy to: ‘ ) _
- The Secretary, Labour Department, Government of Sindh
The Director Labour, Government of Sindh
. The Conciliator, East Division. = . oo oo




" NRL SALARY.STRUCTURE FOR WORKMEN

EFFECTIVE 1-3-2015

1\
SALARY -
GROUP JOB TITLE MINIMUM | INCREMENT MAXIMUM Year
(Rs.) (Rs.) (Rs.)
; 8,326 31826 18
Qasid [ <1,290 |,
Helper
Securitymen 9,616 1.
. Driver _ 10,906 - 2
- Fire & Safetyman 12,196 3
Mail Boy 13,486 4
- General Workman . 14,776 5
 Oilman ' 16,066 6
L 17,356 7
- 18,646 = 8 -
19,936 . 9
21,226 10 -
| <1325]
- 22,551 11
23,876 12
25,201 13
26,526 14
27,851 15~
29176 . 16
30,501 17 -

31,826

18"




© NRL SALARY STRUCTURE FOR WORKMEN
EFFECTIVE 1-3-2015

- ( SALARY
~ GROUP JOBTITLE |MINIMUM | INCREMENT | maximum | Year
| : (Rs.) (Rs.) (Rs.)
Bl | | 9,844 34646 18
Head Securityman \ ' [ 1361
Fire Tender Driver , .
" Fire & Safetyman 11,205 1
- Crane Driver/Operator - 12,566 2
Driver-cum-Mechanic - o . 13927 3
Jr. Mechanical Technician : ) 15,288 4
Jr. Welder ' ‘ ' B 16,649 - -5
- Jr. Instrument Technician - o 18,010 C 6
. .dr. Auto Elect. Technician - 19,371 L 7
Jr. Technician (Fitter) ' o 20,732 8
"Jr. Lab. Technician , . A 22,093 9
Jr. Process Conroller 23,454 10
\Jr. Electrical Technician _ 4
Qasid ' S o 1,399 |-
Mail Boy _ ‘ : -
Sub Engineer (Process) A 24,853 ° 11
~ Sub Engineer (Mech.) - - 26,252 ' 12
Sub Engineer j - 27,651 . 13
T 29,050 S 14
30,449 .15
31,848 18
* 33,247 ' 17







NRL SALARY STRUCTURE FOR WORKMEN
EFFECTIVE 1-3-2015

f SALARY
GRouP | JOBTITLE vINIMUM | INCREMENT | “maximum | Year
u ‘ (Rs.) (Rs.) (Rs.)
\Y% | 12,324 ' 59,495 30
. Senior Mechanical Technician \ _ | 1,529 |
. Senior Fire & Safetyman _ _
' Senior Fire Tender Driver ' 13,853 1
' Senior Machinist - 15,382 2
- Senior Welder - | o 16,911 3
- Senior Instrument Technician 18,440 4
- Senior Electrical Technician 19,969 5
'Senior Auto Technician > 21,498 6
- Senior Lab Technician : 23,027 7
| Senior Process Controller ‘ ; ‘ .
* | Senior Head Securityman | o 71,566 | 5
- Senior Driver-cum-Mechanic o : R
- Senior Mail Boy/ Qasid I 24,593 8
" ! Senior Sub Engineer (Process) B 26,159 ' 9
| Senior Sub Engineer (Mech.) . 27,725 o 10
' Senior Sub Engineer j 29,291 , 11
“ . ’ ' 30,857 ' 12
32,423 . v 13
33989 . - 14
35,555 o 15
[~ 1,59 |
37151 A6

38,747 ' : 17

40,343 :

41,939
43,535 -
*45,131

46,727

48,323
49,919
51,515,
53,111
54,707
56,303 ..




o NRUSALARY STRUCTURE FOR CLERKS ™7 o™
EFFECTIVE 1-3-2015
. SALARY .
GRADE JOB TITLE MINIMUM | INCREMENT | MAXIMUM Year
: E (Rs.) (Rs.) (Rs.)
'/
| 8,416 28576 15
Jr. Asst.-cum-Typist ' , | ~1,326 |
Jr. Shop Asst. -cum- Typist s
" 9,742 1
.11,068. 2
- 12,394 '3
13,720 4
15,046 5
| 1,353 | "
16,399 6
17,752 . 7
19,105 - 8 .
20,458 9
21,811 10
- 23,164 11
24,517 12
25,870 13
27,223 14
28,576 15




NRL SALARY STRUCTURE FOR CLERKS

EFFECTIVE 1-3-2015

733,759

- SALARY
GRADE 3 JOB TITLE animun | INCREMENT | maximum | YT
; (Rs.) (Rs.) (Rs.)
I 79,888 33,759 17
Assistant-cum-Typist ™ [ 1,383 |
-Acdounts Assistant ' , : :
- Store Assistant 11,271 1
. Shipping Assistant 12,654 2
Excise Assistant 14,037 . 3
Marketing Assistant - 15,420 4
. Record & General Assistant 716,803 . - 5
Jr. Telephone Operator ‘ 18,186 - v 6
“Jr. Telex Operator | 19,569 R .7
Jr. Key Punch Operator o
Jr. Data Entry Operator L ~1,419 | o
Jr. Draughtsman (Mech/Civil) | ' ‘ o
- Jr. Dispenser ' 20,988 8
S e 22,407 9
- 23,826 10
25,245 11
26,664 12 .
© 28,083 13
29,502 . 14
30,921 :
32,340

e £ T A v
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NRL SALARY STRUCTURE FOR CLERKS:-,
EFFECTIVE 1-3-2015

JOB TITLE

SALARY

MINIMUM
(Rs.)

INCREMENT

(Rs.)

MAXIMUM
(Rs.)

Year

Selection Grade Assistant .

Selection’ Grade Accounts Assistant
Selectlon Grade Shipping Assistant
Selec’uon Grade Excise Assistant

- Selection Grade Marketing Assistant
: Selectlon Grade Recard Assnstant

‘Senior Stenographer- -
§emor Store Keeper
Senior Draughtsman

~ Senior Dispenser

" Senior Telephone Operator

‘ Semor Key Punch Oper ator
' Semor Data Entry Operator .

12,324

[ 1,529 |

13,853
15,382

16,911

18,440
19,969
21,498
23,027

1,566 |

24,593
26,159

27,725

29,291

30,857

32,423

33,989

35,555

< 1,596 |

37,151 .
38,747
40,343
41,939
"43,535
45,131
46,727
48,323
49,919

51515 -
<y 53111

54,707

756,303 .
. 57,899 . \M >
.-59,495° . NN

59,495

Y

30

N U WN

10
11
12
13
14
15




MEMORANDUM OF SETTLEMENT
Under Section 35(2) of the Sindh Industrial Relations Act, 2013

NAME OF THE PARTIES

Hiropak Motors Limited, D-2, S.. T E, Manghoptr Road, Karachi hereinafter referred to as the "Company" (Wthh
- expression wherever the context so admits shall mean and include its successors and assigns).
AND

Hlnopak Motors Employees’ Union, a duly registered frade union of the .workman and Collective Bargalnmg
Agent under the Sindh Industrial Relations Act, 2013, having its office at Karachi hereinafter referred to as the
“Union" (which expression wherever the context so admits shall mean and include its successors, assigns and all
* permanent workman employed or to be employed by the Company at Karachi),

Representing the Employers - Representing the Workers

1. Mr. Tatsuhei Muto , 1. Mr. Arshad Khan |
MD & CEO 4 President

2. Mr. Yoshihiro Kondo ' 2. Mr. Muhammad Yousuf
Deputy Managing Director , ~ Vice President

3. Mr. Takehito Sasaki 3. Mr. Waseem Ahmed
Plant Manager General Secretary

4. Mr. Fahim Aijaz Sabzwari 4. Mr. Magbool Elahi
Senior Divisional Head _ ~ Joint Secretary

HR, Admin & HSE / Finance & IT

5. Mr. Adil Mohiuddin Shah 5. Mr. Mursaleen Khan
Senior Diysional Head Finance Secretary
Sales & Marketing / Service & Parts '

6. Mr. Naushad Riaz 6. Mr. Hashim Khan
~ Divisional Head - Joint Secretary
Chassis Assembly

7. Mr. Nishat Zafar
Divjsional Head
Plant Administration

8. Mr. Ahsan Waseem Akhtar
. Deputy Divisional Head
HR, Admin & HSE

9. Mr. Muhammad Khaliluddin
Departmental Head

HR & HRD
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SHORT RECITAL OF THE CASE

WHEREAS the Union as a Collectxve Bargaining Agent of the workmen of the Company ralsed Industnal dispute
in accordance with the provisioris contained in the Sindh Industrial Relations Act, 2013 by serving upon the
Company a Charter of Demands dated 25t March, 2016 under section 35(1) of the Sindh Industrial Relations

* Act, 2013. A copy of the Charter of Demands is enclosed and marked as Annexure “A"

AND WHEREAS pursuant to the industrial disputes having been raised by the Umon as Collective Bargaining
Agent of the workman and the company, both the pames entered into bilateral negotiations and dlscussmns on
the said Charter of Demands. :

AND WHEREAS dunng the course of mutual discussions and negotiations during the meetings held between the
Company and the Union on the subject, both the parties above named took into con5|derat|0n the existing
wages, allowances prevailing in the comparative industries in the region and the assurances and guarantees
given / agreed by the Union hereinafter and also took into consideration the rises in the cost of living, economic
condition of the company and general business environment of the country.

AND WHEREAS as a result of mutual discussions and bilateral negotiations, the Union and the Company have

been able to reach a Settiement in respect of all demands contained in the said Charter of Demands being
Annexure “A” hereto:

NOW, THEREFORE, THIS SETTLEMENT WITNESSETH AS UNDER:
TERMS OF THE SETTLEMENT

1 The overall percentage of annual increment to be given to all permanent workers combined together
with effect from 15t April, 2016 will not be more than 18%.

2. -The overall percentage of annual increment to be given to all permanent workers combined together
with effect from 1t April, 2017 will not be more than 11%.

3. ‘While rating workers qu the purpose of performance increment in the categories' of Good, Very Good
and Excellent, the agreed criteria, among others, shall be taken into consideration, the management
being the sole judge of performance.

4, The performance increment given to workers under paras 1 and 2 above will be effective only upto 315t
March, 2018 and will be subject to such extension modification, change or discontinuance as may be
mutually agreed upon between the parties after the expiry of the above date.

5. Employees whose basic salary is less than Rs.12,000/- Wlll be paid Rs 12,000/- as Leave Fare
Assxstance (LFA) every year.

8. Under the Motor Cycle Loan Scheme, pérmanent workers.would be allowed to purchase a maximum of
Twenty Eight {28) motor cycles of Honda CD70 and Twenty (20) motor cycles of Honda CG125 ina
year subject to such rules as are prescribed by the Company in this respect.

7. The annual limit for outpatient treatment reimbursement will be increased from Rs.8,000/- to
Rs.10,000/- per family

8. Under Company’s Hajj Scheme, employees who are not successful in Government Hajj Balloting would
be allowed to perform Hajj under Private Scheme. However, the.company will provide upto a maximum
amount of Rs.200,000/- per employee in addition to the amount announced by the Govt to support the
employee to perform the Hajj under Private Scheme. The selection criteria of tour operator would be
decided in consultation with the CBA.
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10.
e
12.
13.

14,

15.
16.

7.

The company will allow four permanent workers and their spouses to perform Umrah per year. The
process of selection would remain same as of Hajj. However, the total cost of Umrah for four employees
and their spouses will not exceed from Rs.800,000/- per year.

The management may consider sending employees in Technical Training Program in Japan time to
time subject to avarlabllrty of the relevant programs and required skills of the employees. '

That the management may consider at its sole discretion and in consultation with the Union as-and
when necessary to increase the strength of its permanent workers in such number at such time and on
such criteria as it deems appropriate depending on Company’s-profitability, volume of production and
general business condition.

In case of death of any permanent worker, his son would be offered contractual employment, if he
meets the required skills of the job. If his son is not fit-for the job, a permanent replacement from among
the contract / temporary workers would be hired as replacement of the deceased worker.

It is agreed that the CBA will provide its full support in improvement of productivity, quality and working
condition and will also support the management in achievement of production and other set targets
agreed by both the parties.

It is agreed that increase in wages/allowances efc. under this Settlement is intended, among others to
provide relief to workman due to rise in the cost of living and such increase in wages also, allowance
etc. agreed under this Settlement is liable to be set off against any statutory increase which the
government may grant to the workman under any head or name whatsoever, during-/ beyond the
operation of this Settlement subject to the manner as may be specified by the Government in the statute
or Ordinance. , . .

Itis agreed that this Settiement is in full 'and final settlement of aII drsputes demands and claims of the
Union / Workman contained in Union Charter of Demands dated 25-Mar-2016.

In consideration of the increase in wages granted to the workmen under this Settlement, the Union

“undertakes that it will not raise or pursue any demand whatsoever directly or indirectly involving

financial implications upon the Company during the pendency of this Settlement.

It has been agreed between the parties that this Settlement shall become effective and come into

operation with effect from 1st April, 2016 and shall be binding on the parties and remain in full force and
effect for a period of two years up to 31st March, 2018.

IN WITNESS WHEREOF the parties as aforesaid have signed hereunder at Karachi at this 29% day of Agrl,

2016.

QIALIATIINEG AN M E ST

- A e e S R e ey T e R B TR
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MEMORANDUM OF AGREEMENT

NAME OF PARTIES

1. Merit Packaging Limited,
17-B, Sector-29,
Korangi Industrial Area,
Karachi

2. Merit Packaging Azad Labour Union,
D-112/3, Gulistan Colony,
Quaidabad, Landhi,

Karachi

. REPRESENTING EMPLOYERS

1. Mr. Mohammad Aagqil Jah
Notified Manager under Factories Act, 1934

2. Mr. Tarig Alam Jah
Senior Manager Quality and Administration

3. Mr. Tarig Akhter
Assistant Manager Administration

REPRESENTING EMPLOYEES

1.

Mr. Amir Ahmed
Chairman

Mr. Shahadat Ali

-President

3. Mr. S. Masroor Hussain
General Secretary

The General Secretary of Merit Packaging Azad Labour Union served a demand
notice dated January 01, 2016 u/s 35(1) of .R.A. 2013 to the Management of M/s

Merit Packaging Limited, Karachi.

The Management of Merit Packaging Limited, held various meetings with the office

bearers of the Union to enable parties to arrive to an overall agreement with mutual

consent.

NOW THEREFORE the following has been finally agreed between the parties:
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TERMS OF THE AGREEMENT / SETTLEMENT

1. The Management of Merit Packaging Limited, due to raise in cost of living, has

agreed to increase the wages/allowances of the permanent workers as under:-

A. That the Company has agreed to give one time increase of Rs.2,260/-
(Rupees Two thousand two hundred and sixty only) per month in the Gross
Salary of permanent workers (helper) only who are on the payroll of the
company on the date this agreement is signed and have completed one year’s
continuous service to their credit. This shali be applicable with effect from
January 01, 2016. (50% of the above mentioned increase will be in the Basic

Wages and the balance shall be in the allowances).

B. That the Company has agreed to give one time increase of Rs.2,605/-
(Rupees Two thousand six hundred and five only) per month in the Gross
Salary of permanent workers (Assistant) only who are on the payroll of the
company on the date this agreement is signed and have completed one year’s
continuous service to their credit. This shall be applicable with effect from
January 01, 2016. (50% of the above mentioned ihcrease will be in the Basic

Wages and the balance shall be in the allowances).

C. That-the Company has agreed to give one time increase of Rs.2,980/-
(Rupees Two Thousand nine hundred and eighty only) per month in the Gross
Salary of permanent workers (Operator) only who are on the payroll of the
company on the date this agreement is signed and have completed one year’s
continuous service to their credit. This shall be applicable with effect from

January 01, 2016. (50% of the above mentioned increase will be in the Basic

Wages and the balance shall be in the allowances).
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a. That the Management has further agreed to give increase in wages from
January 01, 2016, to all the permanent workers only who were on the payroll
of the Company as on January 01, 2016 and are on the payroll of the
Company on the date the settlement is signed and have completed one year’s
continuous service to their credit, at the rate of Rs.350/-, Rs.435/-, Rs.520/-,
per month according to category of each worker. (50% of the above
mentioned increase will be in the Basic Wages and the balance shall be in the

allowances).

b. Similarly, the Management has agreed to give increase in wages from January

1, 2017 to all the permanent workers who will be on the payroll of the

company as on January 1, 2017 and have completed one year’s continuous

service to their credit at the rate of Rs.350/-, Rs.435/-, Rs.520/- per month

according to category of each workers. (50% of the above mentioned

increase will be in the Basic Wages and the balance shall be in the
allowances). '

3. That the management has agreed for Performance Bonus of Rs.910. For the year

ending June 30, 2017, it will be given to all permaneht workmen who are on the

payroll of the company'on the date it is declared and have completed one year’s

continuous service to their credit subject to profit after tax.

4. That the management has agreed to give profit Bonus under Standing Order 13.
The Sindh terms of employment (Standing Orders).Act 2015 for the year ended —
June 30, 2016. Further, in anticipation of net profit the management has agreed
for Profit Bonus understanding under Standing Order 13 for the next year ending =
June 30, 2017 to all permanent workmen who are on the payroll of the company
on the date it is declared and have one year’s continuous service to their credit

on June 30, 2016, and June 30, 2017 respectively.

5. Those workers who have less than one year but more than 90 days’ continuous
service as on June 30, 2016 and June 30, 2017 would be given the aforesaid

profit bonus under Standing Order 13-C on Pro-rata basis,
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6. That it is agreed that the workers Union shall not re-agitate any further demand
of profit bonus either understanding Order 13 or otherwise in any manner

whatsoever before any Court or Authority for the aforesaid period.

7. As per term of Item no 6 of the last agreement dated November 22, 2014 the
management has agreed the payment of exgratia paid in December 2015 plus
10% increment to all the permanent workers only who have one year’s
continuous service to their credit and are on the payroll of the Company on the
day when the aforesaid Additional Profit Bonus is distributed and those workers
who have completed 3 years of service on the date of disbursement as a special

case without quoting as precedence in future in December 2016 and December

2017.

8. The Company has agreed to pay Rs. 80,300/- (Rupees Eighty thousand three
hundred only) per month as canteen subsidy, so that the healthy and quality
food in the canteen is continued to be supplied at subsidized rates. This increase

will be effective on the date of the sign of this Agreement.

9. That the Management has agreed to pay Rs.95, 500/- per year (Rupees Ninety-
five thousand and five hundred only) for picnic. However, the Management shall

not be responsible in case of any incident God forbid during picnic activities.

10.That the Management will continue to give the funeral expenses in case of death
of any permanent workers of up city during employment with the company Rs.
16,500/- (Rupees Sixteen thousand five hundred only) for those residing in
Karachi permanently and Rs. 23,000/- (Rupees Twenty-three thousand only) for
those residing in Punjab, Frontier, Baluchistan, interior of Sindh, Khyber

Pukhtoonkhaw, AJK & Gilgit Baltistan.

11.The management of Merit Packaging Limited has agreed to give Attendance

Allowance of Rs.¥50 per month to those permanent workers who will not be
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absent in that month with exception 1 day off leave is allowed in case of sickness
/ emergency particular month with the provision of medical certificate for that
day provided and approved by the Management. Further the worker will not be

late for more than three times in a week in order to claim Attendance ,@liowance.

12.That the management has agreed to give Special Allowance to Operator Rs.
700/-, Assistant Rs. 560/- and Helper Rs. 340/- to all permanent workmen who
have completed one year’s continuous service to their credit. It has been also
decided that all the workers will ensure full attendance and do not take leave

without prior approval as well as medical certificate.

13.That the company has agreed to continue to give an advance up to a maximum
of Rs.1,500/- (Rupees One Thirteen hundred only) against earned wages to

emergency need of the workers as per existing practice.

14.That in lieu of past settlement, for the period of this agreemént (from 1st
January 2016 to 31 December 2017), now the manégement has agreed to send
each year one Workér for Hajj only who have compléted at least 5 (Five) years
and above of continuous service as on the date of balloting. Names of

those workers will not be included in the balloting who is charge sheeted for

misconduct.

15.Any worker proceeding for Hajj at his own expenses, company will grant him
special leave with pay for the Hajj, if the worker does not have paid holidays
available, subject to proof of document and passport.

16.That the management has agreed to increase the Union office rent / expense
from Rs.6, 000/- (Rupees Six thousand only) to Rs.7, 000/- (Rupees Seven

thousand only) per month.

17.That the management has agreed to declare 15" of Shaban as additional Festival
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18.That the management has agreed to continue to provide two pair of cotton
uniform to all the permanent workers per year i.e. Trouser and T-shirt and one
pair of quality safety shoes for the period of 2 years. The quality would be on
management discretion, further no workers will be allowed to enter the factory

without uniform and safety shoes.

19.That the Company has agreed to give award as gift/cash and recognition
certificates to the permanent workers on a lunch party ceremony and such
gift/cash and certificates shall be distributed one time after every two years on
achievement of below period provided they have not been charge sheeted for

any misconduct. Detail of cash/gift award is as under:

a. All those pefmanent workers who have completed or completing 10 years of
continuous service as on December 31, 2016. A gift / cash not exceeding

Rs.4,000/- (Rupees four thousand only). ‘

b. All those permanent workers who have cdmpleted or completing 15 years of
continuous service as on December 31, 2016. A gift / cash not exceeding

Rs.8,000/- (Rupees Eight thousand only).
c. All those permanent workers who have completed or completing 20 years of
continuous service as on December 31, 2016. A gift / cash not exceeding

Rs.11,000/- (Rupees Eleven thousand only).

d. All those permanent workers who have completed or completing 25 years of
continuous service as on December 31, 2016. A gift / cash not exceeding Rs.

16,000/~ (Rupees Sixteen thousand only)
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e. All those permanent workers who have completed or completing 30 years of
continuous service as on December 31, 2016. A gift / cash not exceeding Rs.

21,000/~ (Rupees Twenty one thousand only)

f. All those permanent workers who have completed or completing 35 years of
continuous service as on December 31, 2016. A gift / cash not exceeding Rs.

25,000/- (Rupees Twenty-five thousand only)

20.In case of death / retirement of employee, his one children will be given
preference in employment subject to availability of post, capabilities and fitness

of the person subject to the requirement of the job. This will be entirely of the

discretion of the Management.

21.The company has agreed to continue to pay overtime, if required, at double the .
rate based on 26 days. If the workers have worked beyond 48 hours a week. No

worker will refuse to perform overtime.

22.That the company has agreed to provide transport to the workers in case of any
medical emergency during working hours for treatment. If Company transport is
not available, suitable arrangement shall be made by the company so that the
worker is sent to the hospital for-receiving first aid. In case of emergency,

ambulance will be called from outsource.

23.That the management as a special case has agreed to continue with the
accumulation of annual leave up to four years (56 days) but in case of
resignation from any worker, he will be paid only leave encashment of two years
and rest of the leaves he can take before his resignation. Workers will avail
minimum 5 days annual leave in case of non-availability of casual and sick leaves

otherwise will be considered as without pay.
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1.The Concilialor of lhe area, s
Direclorate of Labour, West Division, Block-98, g - </>J)/ Pﬂ/ ;{,
Sindh secretariat, No.IV-B, Karachi '

2. The Director Labour Sindh, Block-86, Sindh Sacrelariat, No. V-8B,

A ~ A it
e ‘ s Ll T
Karachi. ; "'@; <d/-$/"o ,,~:){>Ufu L/_A/‘,I
3. The Secretary, Ceparment of |.abour, ’

Government of Sindh, Thugtiaq House, Sindh Secretariat, Karachi.

4.The Secrelary, Ministry of { abour, Manpower & Overseas Pakistanies,

Government of Pakistan, Isiamabad.
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