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Foreword

Dear Reader,

We truly hope that this study provides new facts and ideas for further analysing and discussing
the role of line supervisors in the RMG industry in Bangladesh, with a special focus on
women’s challenges, needs and aspirations.

The rationale for this study emerged from the discussions in the informal Workplace Based
Dialogue Network, in which organizations implementing projects in factories reflect jointly. We
are very grateful to Prof. Shahidur Rahman and his team for carrying it out in such a profound
manner.

Employing supervisors within a production line is a common practice in the Bangladesh RMG
industry. As a result, many projects have advocated for more women in supervisory roles to
enable a career path within factories. But are such women appointed only for the project — or
is there a genuine career path for women from supervisors to other managerial roles or
alternative sustainable career paths?

The GEAR (Gender Equality and Return) Programme, for example, has successfully
supported the promotion of over 500 female supervisors in over 100 RMG factories in
Bangladesh. The impact research showed a productivity improvement of up to 22% when
supervisors were trained in soft and technical skills.

If they are not categorised as workers, they will not be entitled to certain employment benefits
nor to be unionized. They are also often omitted by buyers from the risk assessment process,
which adds to the invisibility of their needs or struggles. If they are not workers, they are not
entitled to mandatory maternity leave and access to childcare services, two elements that
dramatically affect women's prospects to advance on the factory floor.

Supervisors are sometimes perceived as perpetrators of pressure towards the line workers —
and therefore also not very welcome in unions. However, they themselves are also subjects
of pressure by line managers or production managers in the hierarchy. Women supervisors,
in particular, might face other forms of violence and harassment considering that by moving
to supervisory roles they are drastically disrupting social norms and power dynamics in the
workplace. Women as supervisors face an additional safety challenge, as they will have to
commute back home at a time of the day when most workers have already left.

Is the salary compensating for these additional working hours and risks? Does their role and
job description allow for career progression and more responsibility? Is there a transition from
supervisor to line or production manager for women or further possibilities for vertical and
horizontal advancement that matches their aspirations and needs?

The study shows that supervisors are typically picked by line or production managers from the
group of workers. Selecting women supervisors has been done with the intention of reducing
workplace harassment. This is an indication that their role is rather far from proper
management functions — their reports consisting mostly of adding some numbers to a chart —
but rather to fill quotas or address a specific line dynamic. These informal promotion
procedures coupled with rooted social norms and gender biases make it very difficult for
women to grow in their careers. Women supervisors are portrayed as less capable of
managing workers and are labelled with lesser leadership skills than their male counterparts,
though in reality, this is not often the case.



Supervisors are sometimes treated as workers (by Labour Courts, for example) and mostly
considered staff, because of their alleged managerial role. The ILO had suggested in the past
to clarify the workers definition in the labour law.

What is clear from the study is the need for (women) supervisors to be provided with more
clarity about their employment identity, and if they are recruited from within the factory, they
should be provided with a new appointment/transfer letter or job description. These documents
should provide clarity about any eventual loss of benefits - salary ranges should be clarified
to avoid depending on negotiation practices and skills, rather than on experience and job
responsibilities, and perpetuating the gender wage gap.

Some factories use their regional origin to select workers with the idea to establish a safety
net in the home village (usually the home of the owner as well). The intention is excellent, but
it perpetuates dependences and lack of agency by the workers. In parallel to such practices,
a proper Human Resource development path can visualize skills and competences required
for managerial duties that could be acquired by supervisors to further enhance their
employability in higher positions.

Supervisors are employed in a particularly high in number in Bangladesh, and their primary
role is to monitor the workers. If the workers are efficient and responsible, then the question
to the factory managers is, if employing so many supervisors is necessary. Their role is rather
uncertain from a legal and managerial perspective as well. If the individual factory
management thinks that its key to operate with line supervisors, then due recognition and
clarity on supervisor's status is needed (including their freedom of association) and the
transparency about their tasks and working conditions needs to be enhanced.

S.A.M. Husain / Dr. Michael Klode, Deutsche Gesellschaft fir Internationale Zusammenarbeit
(G1Z) GmbH. Mohamad Anis Agung Nugroho, Better Work, International Labour Organization
(ILO). Smita Nimilita / Laura Macias, Reimagining the Industry to Support Equality (RISE) BSR
Abil Amin, Ethical Trade Initiative (ETI).

Member organizations of the informal Workplace Based Dialogue Network:

Asia Foundation; BRAC; RISE BSR; CARE Bangladesh; Ethical Trading Initiative (ETI); Fair
Wear Foundation; GIZ; H & M; ILO; Laudes Foundation; Li & Fung; RMG Sustainability
Council (RSC); Solidarity Center; Terre des hommes (TDS) ltaly.



Preface

This study on the role of supervisors in the ready-made garment (RMG) industry of
Bangladesh, based on the data collected between September and October 2023, was
conducted by Brac University, funded by the Deutsche Gesellschaft fur Internationale
Zusammenarbeit (Gl1Z) GmbH. The study attempts to explore the role of supervisors within
the legal framework, the benefits they gain after working in this position and their effect on
women empowerment with a particular focus on the conditions of female supervisors. The
findings are based on a survey of 421 supervisors, 16 Key informant interviews (KIllIs), and 18
participants in 2 Focus Group Discussions (FGD)s.

Supervisors play a crucial role in the production floor to ensure effective communication,
coordination, and control in manufacturing organisations. In response to the role of
supervisors, | hope this study will provide an opportunity for policymakers to better understand
the legal context of the position of supervisors in the RMG industry, their working conditions
in align with the principles of decent work and participation in labour organisations. The
findings can be used for further research and provide guidance to overcome the challenges
of this group of workforces and contribute to make changes in labour law for a transparent
understanding of their status and rights. We know that working at a garment factory has broken
down social barriers for women to participate in the labour market in a patriarchal society. To
sustain this journey, it is also necessary to address the obstacles of female supervisors in
factories. This project directly contributes to Sustainable Development Goal (SDG) 8 Decent
work and economic growth, SDG 5 Gender equality and vision 2041 of the government of
Bangladesh.

Dr Shahidur Rahman

Professor

Department of Economics and Social Sciences
Brac University
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1 Executive Summary

The ready-made garment (RMG) industry in Bangladesh has been a cornerstone of the
nation's economic growth, employing millions and contributing significantly to the Gross
Domestic Product (GDP). Within this sector, supervisors play a pivotal role in maintaining the
delicate balance between productivity and worker welfare. However, despite their critical
function, there exists a notable research gap in understanding the full extent of supervisors'
roles, particularly in the legal framework and their impact on operational dynamics. This study,
therefore, seeks to bridge this gap by providing a comprehensive analysis of the roles,
challenges, and opportunities of supervisors in the RMG sector of Bangladesh, with a special
focus on legal ambiguities and gender dynamics.

This study adopts a mixed-method approach to capture the multifaceted nature of supervisors'
roles in the RMG sector. Quantitatively, a survey encompassing 421 supervisors across key
industrial regions such as Dhaka, Gazipur and Narayanganj provided a broad understanding
of the demographic profiles, career trajectories, and perception of their roles. Qualitatively, the
study conducted in-depth focus group discussions (FGDs) and key informant interviews (KIIs)
to delve into the nuanced experiences and challenges supervisors face. This methodology
ensures a well-rounded perspective, combining statistical data with personal insights, thereby
offering a rich, contextual understanding of the supervisory landscape in the RMG sector.

The survey findings reveal an interesting pattern with regard to the transition from operator to
supervisor. A majority of supervisors (about 70%) are promoted internally, emphasizing the
value of experience over formal education. The key motivation for such upward mobility
includes salary increments (84.6%) and respect (77.9%). The average working duration before
becoming a supervisor is around 5.51 years. This highlights the sector's preference for
practical experience and internal knowledge over academic qualifications. The major
responsibilities of supervisors are managing workers (96.2%), meeting targets (84.3%),
ensuring quality (63.7) and ensuring harmony (58.2%).

The study uncovers a significant legal ambiguity in defining supervisors. While supervisors
and factory management view them as staff following the definition of supervising officer in
Labor Rules 2015, federation leader and government inspector disagree with this justification.
To the latter group of stakeholders, supervisors should be considered as worker. This is
because, in many cases, supervising power, as outlined in the Labor Rules, is not explicitly
detailed in appointment letters and job descriptions, and even when it is, it is often not
practiced in the factory. In most of the cases, the labour court has classified them as worker
in legal disputes after examining their daily responsibility. This legal ambiguity necessitates a
clearer definition to align their job functions with legal recognition.

Regarding income, the average monthly salary of supervisors is around Tk. 20,230, with a
minimum of Tk. 12,500 and a maximum of Tk. 30,000. This income level is generally higher
than senior operators but varies across factories. While larger factories may have more
resources to provide a range of benefits, smaller factories selectively offer certain benefits, to
enhance worker satisfaction and productivity within their means. Supervisors, who are
considered as staff, do not receive social benefits such as getting basic food during Ramadan.
While their roles are well-defined, their benefits are either missing or vary across their
appointment letters. Despite their critical role, supervisors often lack access to labour
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organizations, with 52.49% indicating no support from unions, underscoring a gap in
representation and legal protection. Lack of union support forces supervisors to rely on internal
channels, like Floor In-Charge or Line Manager, which may not always be effective.
Supervisors are hesitant to speak out because they are few in number, their jobs are insecure
and have no grievance platform like Trade Union and PC. Unions deny supervisors
participation access, while employed but represent them in court after job loss at a cost,
highlighting role ambiguity.

Supervisors confront several challenges, including managing productivity and ensuring quality
control under intense work pressure. The FGDs of supervisors revealed that the supervisors
have to face verbal abuse from the management staff for productivity losses. They are called
in to the offices and are severely verbally abused for not meeting targets. They said that they
face the usual verbal abuse from their higher ups and are sometimes to coerce workers into
overtime to meet daily production targets, and in cases where they could not manage workers,
the responsibility fell on them to complete the tasks. On the other hand, they are also
pressured by the workers. When the administration or production management takes any
decisions, it is the supervisors’ responsibility to tell and negotiate with the workers. When the
workers are dissatisfied their first go to is supervisors. This intermediary position places
supervisors in a precarious situation, where they have to navigate dissatisfaction from both
ends. In absence of any workers, supervisors need to make up the tasks of that worker at any
cost, which can be challenging. A comparison between supervisor and operator indicates that
supervisors lack a legal platform to raise their voices and at the same time hold the more
stressful jobs. Supervisors, however, earn about Tk. 4,000 more per month than a senior
operator. These findings highlight the need for a better support and training system for
supervisors, particularly in addressing worker grievances and balancing workload.

In the realm of gender dynamics within the RMG sector, the study uncovers significant
disparities and challenges predominantly faced by female supervisors. A striking aspect is the
limited upward mobility for women in this sector, with only 1% of women garment workers
advancing to supervisory roles. This stark statistic is indicative of the broader systemic barriers
and societal norms that hinder women's progression into higher positions. The dual burden of
managing extensive work hours along with household responsibilities is a common reality for
female supervisors, with a considerable 88.8% acknowledging this challenge. Females
significantly highlight household responsibilities and childcare as major challenges, while male
supervisors focus more on issues like lack of leadership and stress management as
challenges for females. Since supervisors are not cover under the labor law then is not
mandatory for workplaces to offer childcare facilities to women supervisors, which makes the
possibility of advancement even more challenging.

These societal and familial expectations not only affect their work-life balance but also serve
as impediments to their professional advancement. Health concerns are notably more
pronounced among female supervisors, with increased reports of issues like headaches and
back pain. This calls for the implementation of gender-sensitive health policies within the
sector. Furthermore, the study highlights that female supervisors tend to work slightly longer
hours than their male counterparts, averaging 10.2 hours per day, which underlines the
additional pressures and responsibilities they shoulder. The gender pay gap is another critical
issue brought to light. Male supervisor gets Tk 593 more on average in a month. The income
disparity becomes more evident at higher salary levels, where only 4.14% of female
supervisors earn above Tk. 25000, in contrast to 14.29% of male supervisors. This gap not
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only reflects the financial inequalities but also suggests underlying structural issues in the
industry. Additionally, the study reveals a tendency for female supervisors to rate male
supervisors more positively than the reverse, hinting at potential biases in performance
evaluations and workplace interactions. Male supervisors are seen as more vocal and
controlling, with a large majority agreeing, while female supervisors are viewed as more
empathetic. However, a smaller proportion believe that male supervisors are more vocally
abusive, and over half think that production supervision is more challenging for female
supervisors than for their male counterparts.

Overarching Recommendations:

1. Legal Clarity and Inclusion in Wage Policy: The ambiguity in the legal status of
supervisors needs to be addressed. It is recommended to clearly define supervisors in
labour laws and possibly include them in the minimum wage gazette.

2. Enhanced Training and Support Systems: To address the challenges faced by
supervisors, the establishment of comprehensive training programs and support
systems is essential. These should focus on skill development, effective management
techniques, and gender-sensitive policies.

3. Gender Equity Initiatives: In light of the gender disparities revealed in the study, there
is a pressing need for initiatives that promote gender equity. This includes designing a
clear promotion process, addressing the gender pay gap, ensuring fair performance
evaluations, providing quality childcare services and supporting for work-life balance.

4. Policy Revisions for Labor Rights and Benefits: Supervisors' access to labour
organizations and their entitlements, such as overtime and benefits, should be
reviewed and revised to ensure fair and equitable treatment.

5. Promotion of Inclusive Workplace Practices: The RMG sector should strive to
create an inclusive work environment where supervisors, irrespective of gender, can
thrive and contribute effectively.

6. Standardised Appointment Letter and Job Descriptions: Transition procedures
should detail the shift from worker to supervisor, highlighting changes in role,
responsibilities, and benefits. It is essential to include a brief on new duties, authority
levels, and any alterations in working conditions or remuneration. The lack of
standardization in terms and conditions, especially concerning termination, probation,
and benefits, suggests the need for industry-wide policies to ensure fairness and equity
written in appointment letter and job description.

7. Adverse Social Norms and Gender Bias: The factory management needs to work
with male supervisors to change their perceptions towards female supervisors as the
findings showed that according to male, female lacked leadership skills.

This comprehensive study on the role of supervisors in the RMG sector of Bangladesh reveals
critical insights into their upward mobility, legal status, income, benefits, and the unique
challenges they face, especially in the context of gender dynamics. The findings underscore
the significant role supervisors play in the RMG sector, yet highlight the gaps in legal
recognition, equitable compensation, and gender parity. The complexities and ambiguities
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surrounding their position call for focused attention and action from industry stakeholders,
policymakers, and labour organizations. The insights gained from this study are not only
crucial for the betterment of the RMG sector in Bangladesh but also have broader implications
for labour policies and gender dynamics in similar industries globally. Implementing these
recommendations can lead to a more equitable, efficient, and sustainable RMG sector,
ultimately contributing to the socio-economic development of Bangladesh.

15



2 Introduction

2.1 Background

After Bangladesh emerged as an independent nation in 1971, the country was shaped by its
high population growth, meagre per-capita income, scarce natural resources, it's agriculture-
based economy, widespread poverty, and an extreme form of patriarchy (Arthur and
Mcnicholl, 1978). By 2021, Bangladesh’s economy achieved a GDP growth of 6.9%, and
US$416.26 billion economy, and a per capita income of US$2,448.59. The export led
liberalisation policy enabled the country to make a rapid structural shift from an economy
predominantly centred on agriculture to one based on jobs in the manufacturing and service
sectors, leading to diversification of family income sources (Kikkawa and Otsuka, 2020). Most
importantly, remarkable social progress has been achieved over time; notably, gender
inequality has declined through elimination of disparity in education, a rising proportion of
women wage workers, and reduction in maternal mortality rate (Asadullah et al., 2014,
Hossain, 2020). Women'’s labour force participation rate has also increased from 4% in 1974
to 34.54% in 2020.

One of the pillars of the development of Bangladesh is the contribution from the export oriented
ready-made garment (RMG) industry. The share of garments in total exports was only 0.42%
in 1980 but by the end of 2022, it rose to more than 80% and the RMG’s contribution to GDP
has increased from almost nothing in 1976-77 to 11.2% in 2020-21; export earnings increased
to US$42613.15 million in 2021-22 (BGMEA 2022). Most importantly, the development of the
garment industry has triggered a social change in Bangladesh by generating considerable
female employment outside the family unit. This has made women not only visible in the labour
market but also empowered them in society. Ever since garment industry emerged as the
major employer of the female labour force, women have challenged social restrictions in
society. Nowadays, it is common scene to see thousands of women heading to garment
factories in the early morning across Bangladesh (Rahman 2014). This is a scene that would
have been unimaginable three decades ago. Consequently, the emergence of the garment
industry has brought about a noticeable social transformation in the lives of women in
Bangladesh.

Despite these achievements, the sustainability of the Bangladesh RMG industry has always
been a concern ranging from the issues of social compliance, ran child labour in the 1980s
and frequent labour unrest regarding minimum wage to structural safety leading to the Rana
Plaza disaster. The proportion of women garment workers has continued to decline from
54.22% in 2015, falling slightly to 53.89% in 2018 and 53.65% in 2021. This is a significant
decline compared to 1980s when 80% of the workers in the sector were women (Rahman et
al. 2023). The importance of organisation management, women empowerment, and decent
work as challenges of business sustainability depends on managing the workforce efficiently,
guiding a path to a gender-sensitive environment and establishing the rights of workers.
Although there are different actors in an organization who contribute to achieve the goals of
these three crucial areas, the role of supervisors is worthy to study as there has been limited
research that focus on the supervisory roles in a factory. In this context, this project aims to
study the role of supervisors in the Bangladesh RMG industry.
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The existing literature on supervisors primarily falls into two categories: i) the relationship
between workers and supervisors, and ii) the skills associated with supervisors. The first
category concentrates on exploitation by supervisors, misbehaviour, and its organizational
effects (Anwary, 2017; ILO, 2020; Rahman et al., 2018). The second emphasizes the required
skills for the position and training (Woodruff and Williams, 2019; Hearle, 2016; Babbit, 2016).
Another study by Macchiavello et al. (2020) highlights the challenges women face in obtaining
supervisory roles, indicating prevalent gender inequality and a lack of leadership opportunities
for women in the Bangladesh RMG industry. What is missing in the current projects is the
exploration of the role of supervisors in a garment factory, specifically their practical tasks and
the alignment of these tasks with the legal aspects of the job title. A certain air of ambiguity
surrounds the term ‘supervisor,” reflected in their undefined roles and responsibilities within
the purview of Bangladesh's written rules. This ambiguity highlights that the definitions of
employer, manager, and supervisors are intertwined, with vague and indistinct roles and
responsibilities. Another underexplored area is how the lives of women supervisor have been
changed after the promotion from worker. This study aims to address these research gaps,
focusing on organization management, women empowerment, and decent work. The specific
objective is to conduct a data-driven research and assessment of the role of supervisors in
the RMG sector in Bangladesh, particularly their legal status, responsibilities, benefits and
challenges with a particular focus on female supervisors.

2.2 Research Questions

In alignment with the objective, this study investigates the following research questions:

1. How are employer, employee, staff, management, owner/supervisor, and worker
defined in the Bangladesh Labour Act?

2. What are the actual tasks and required qualifications of supervisors on the RMG
factory floor? How do these compare, in terms of financial and time investment, to
higher-skilled production floor jobs? Additionally, how do factory management
practices and HR systems support effective supervision?

3. How is the role of a supervisor interpreted and implemented within the Bangladesh
Labour Law, particularly in terms of hiring, firing, and labour dispute resolution?

4. What implications arise if supervisors are not classified as ‘workers', especially
regarding benefits, representation of interests, unionization, and social protection?

5. What career trajectories are available for supervisors, and what are the expectations
and challenges, especially for women, in these roles?
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2.3 Literature Review

Research on Bangladesh’s RMG industry often overlooks the pivotal role of supervisors in
factory settings. However, supervision plays a critical role in ensuring effective
communication, coordination, and control in manufacturing organisations (Senker, 1994).
Studying the role of supervisors in Bangladesh’s RMG industry is crucial for improving working
conditions, ensuring compliance with labour laws and international standards, and promoting
better governance in the sector (Hassan, 2021; ILO, 2015; Mahmood et al.,, 2021).
Supervisors play a vital role in ensuring that workers are treated fairly, and their rights are
protected. They need to have a combination of technical, administrative, problem-solving,
interpersonal, and human relations skills to manage their subordinates effectively and
efficiently (Swazan & Das, 2022). Supervisors in the RMG industry in Bangladesh need to
possess essential skills that enable them to plan, organise, coordinate, monitor, and evaluate
the work of their subordinates. These skills include technical skills such as knowledge of
production processes, quality standards, and machinery operation; administrative skills such
as budgeting, scheduling, and record-keeping; and problem-solving skills such as identifying
and resolving issues related to production, quality, and workers’ grievances (Swazan & Das,
2022).

However, possessing technical and administrative skills alone is not enough to ensure a
productive and harmonious work environment in the RMG industry. Supervisors also need to
have interpersonal skills and human relations skills that enable them to communicate
effectively, motivate and inspire their subordinates, manage conflicts and diversity, and foster
teamwork and collaboration among workers. These skills are key to the future of the industry.
Creating opportunities and jobs that fit women’s needs and aspirations is a priority to keep the
industry competitive and retain workers. By developing interpersonal skills, supervisors can
create a positive organisational climate that enhances workers’ satisfaction, loyalty, and
performance (Rahman, 2022). Building a culture of Occupational Safety and Health (OSH) is
also a major challenge for the RMG sector. Efforts are therefore underway, supported by ILO,
to reinforce the capacity of workers, supervisors, and managers in the sector to improve the
safety of their workplaces (ILO, 2015).

Overall, studying the role of supervisors in the RMG industry is crucial for improving working
conditions, ensuring compliance with labour laws and international standards, and promoting
better governance in the sector (Mahmood et al., 2021). Supervisors need to possess a
combination of technical, administrative, problem-solving, interpersonal, and human relations
skills to manage their subordinates effectively and efficiently. Senker (1994) emphasises the
importance of training and development opportunities for supervisors to provide them with the
necessary skills and knowledge to effectively manage workers and improve productivity. By
developing these skills, supervisors can contribute to the growth and development of the RMG
industry and the empowerment of its workers.

From a gender perspective, the role of female supervisors in the Bangladesh RMG industry
has been a topic of interest in recent years. Studies have shown that hiring more female
supervisors can have several benefits, including a better understanding of women workers
and their needs (International Finance Corporation, 2022; Better Work Bangladesh, 2020).
Female supervisors have also been found to be effective in teaching, communicating, and
rectifying mistakes in the workplace (Macchiavello et al., 2020). However, it is important to
balance the importance of male and female supervisors in the cultural context of Bangladesh
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(ILO 2017).

The imbalances of power that underscore gender inequalities also intersect with additional
hierarchies within the factory setting, particularly between workers and their management, as
well as among workers based on factors like seniority or constructed bonds (Dannecker, 2000;
Huqg, 2019; Kabeer, 2015). Female workers in the garment industry face an under-
representation in supervisory roles, primarily attributed to the absence of training for relevant
skills, support from management, and observable instances of women occupying leadership
positions (Afros, 2023; Islam & Jantan, 2017; Naeem & Woodruff, 2015; Woodruff & Williams,
2019). Efforts are being made to address the gender imbalance in supervisory and
management positions in the RMG industry, such as the IFC-led Gender Equality in
Bangladesh's Garment Sector program, which aims to promote gender equality and enhance
access to supervisory training and promotion for women workers (International Finance
Corporation, 2022).

An unexplored area is the potential effect of supervisors on women garment workers'
empowerment. The study by Macchiavello et al. (2014) found that female trainees in the
Bangladeshi garment sector no longer underperformed their male counterparts after receiving
managerial training. The study also found that female trainees were more effective in
improving productivity and quality of work than male trainees. Additionally, the study found
that exposing garment factory workers and supervisors to women co-supervisors increased
the likelihood of promoting women to management positions. These findings suggest that
promoting women to managerial roles and providing them with training opportunities can have
a positive impact on productivity, less cases of gender-based violence and harassment, quality
of work, and the lives of female workers in the Bangladeshi garment sector.

The study by Macchiavello et al. (2020) delves into the challenges faced by women seeking
supervisory positions, highlighting gender inequality and the lack of leadership roles in the
RMG industry. The study found that the training program led to an increase in the number of
women promoted to supervisory roles and improved the productivity of the factories. The study
also found that female supervisors were more effective in improving productivity and quality
of work than male supervisors. The results suggest that promoting women to managerial roles
and providing them with training opportunities can have a positive impact on productivity,
guality of work, and the lives of female workers in the Bangladeshi garment sector.

Gender equality and women empowerment are crucial aspects that needs to be addressed in
the RMG industry. Hiring more female supervisors can lead to a better understanding of
women workers' needs and improve communication and rectification of mistakes in the
workplace. Promoting women to managerial roles and providing them with training
opportunities can have a positive impact on productivity, quality of work, and the lives of female
workers. Efforts should be made to reinforcing the need to create supervisory positions that
are suitable for women and an overall alternative career path that allows them to grow on the
factory floor. If the current supervisory roles lack a lot of protection, they do not fit women’s
needs and aspirations, as such it is important to promote them, but more important to promote
them into roles that are good for them and where they will stay.
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2.4 Conceptual Framework

The effective functioning of supervisors in the RMG sector is pivotal for fostering growth of the
sector. It is essential to research the supervisory function in Bangladesh's RMG industry in
order to enhance working conditions, guarantee adherence to labour laws and international
norms, and advance improved sector governance (Mahmood et al.2021). These are the issues
that are important for the sustainability of the RMG industry (See Figure 1). This conceptual
framework dissects their role through three theoretical lenses: Henri Fayol's (1916)
management functions, Naila Kabeer's (1999) women empowerment framework, and the
ILO’s decent work model. These models provide a comprehensive understanding of the
multifaceted responsibilities and impacts of functional supervisors.

Figure 1: Conceptual Framework

Supervisors Role in the Sustainability of the RMG Sector

|

Functional Supervisor

Functional

Women

Management of Decent Work
ERR Empowerment
Organization
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Henri Fayol's model of management is foundational in understanding the role of supervisors,
encompassing four essential functions: planning, organizing, leading, and controlling. As
Bateman and Snell (2013) elaborate, planning involves systematic decision-making about the
organization's goals and strategies, considering both internal dynamics and external market
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environments. Organizing is about structuring resources and activities efficiently to meet these
goals. Leading goes beyond mere management to inspire and engage employees, fostering
a high-performance culture. Lastly, controlling ensures that organizational activities are
aligned with the set objectives, necessitating ongoing evaluation and adjustment (Lloyd & Aho,
2020). These functions are crucial in the context of the RMG sector, where supervisors
navigate complex production demands and workforce dynamics.

Naila Kabeer's empowerment framework is critical in understanding the role of supervisors in
promoting gender equity in the workplace. Empowerment, as Kabeer (1999) posits, is the
process enabling women to make significant life choices previously inaccessible. It involves
three interlinked dimensions: access to resources (material, human, social), agency (the
intrinsic capability to define and pursue goals), and achievements (realizing desired
outcomes). Supervisors play a key role in facilitating these dimensions by creating an
environment where female workers have access to resources, can exercise agency, and
achieve their professional and personal goals.

The ILO's decent work model emphasizes the importance of creating jobs that are productive
and deliver a fair income, security in the workplace, and social protection for families. This
framework, encompassing rights at work, social protection, and social dialogue, is vital in
ensuring a sustainable and equitable working environment in the RMG sector. Supervisors,
as the linchpin between management and the workforce, are instrumental in implementing
these principles. They are responsible for ensuring that labour practices adhere to
international standards and local regulations, thereby contributing to the broader goals of
sustainability and worker welfare.

2.5 Importance of the Study

This study underscores the significant impact of supervisory behaviour on employee
satisfaction and motivation in the Bangladesh RMG industry, as highlighted by various
research (Falcione et al., 1977; Teas, 1983; Miles et al., 1996; Griffin et al., 2001; Mathieu et
al., 2016; Syed & Mahmud, 2022). The role of supervisors extends beyond tasks of delegation;
it encompasses motivating workers and ensuring that production targets are met effectively.
This highlights the necessity for targeted and contextual training for supervisors, a gap noted
in current research, especially within the RMG sector in Bangladesh.

As already mentioned, gender dynamics also play a crucial role in supervisor-worker
interactions. Studies indicate that gender equality in the workplace leads to more effective
communication and mutual understanding, thereby contributing to sectoral and economic
growth that benefits all employees, regardless of gender (ILO, 2020; UN Women Bangladesh
& ILO, 2020). Addressing this aspect is vital for promoting an inclusive and productive work
environment.

Additionally, there is a recognized skills gap in management, technical, and fashion skills
within the South and South-East Asian garment industry, including Bangladesh (USAID, 2005;
Frederick & Staritz, 2012; Lopez-Acevedo & Robertson, 2012; Yusuf, 2013; Chang et al.,
2016). Weak capabilities among mid-level managers can result in suboptimal workflow and
reduced productivity. Therefore, enhancing the skills of supervisors, who form the backbone
of mid-level management, is essential for improving engineering processes, workflow
optimization, and overall productivity (Technopak, 2013; Woodruff, 2014).
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This literature review illuminates the crucial role of supervisors in the RMG sector in
Bangladesh. Positive supervisory behaviour is linked to greater work satisfaction, emphasizing
their impact on worker well-being and commitment. Effective training that encompasses
technical, administrative, problem-solving, and interpersonal skills is paramount for
supervisors. Furthermore, the ambiguity in the legal framework concerning the roles and
responsibilities of supervisors necessitates a re-evaluation to clearly define and distinguish
their functions from managerial roles.
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3 Methodology

This study integrated a mixed-method approach, combining quantitative and qualitative
research to holistically assess the role of supervisors in Bangladesh's RMG sector, focusing
on their impact on women's empowerment and gender equity. A combination of qualitative
and gquantitative data produced a more comprehensive analysis and complemented each
other (Creswell, Fetters, and Ivankova, 2004). Under the quantitative method, data was
collected through a survey. The qualitative method included focus group discussions (FGD)
and key informant interviews (KII). The rationale behind the mixed-method approach was that
each method complemented the other. Whereas the quantitative method through the survey
provided an opportunity for statistical analysis, the qualitative study offered an in-depth
analysis and a better understanding of the role and problems. The advantage of the mixed
method was to find out whether the survey findings coincided or contrasted with the findings
of FGD and KIl. Finding similarities between the survey and FGD/KII assured the validity of
existing findings, while parallels and disagreements added a new dimension to the study,
which was crucial for analysis. These methods are in line with our research objectives:
examining organization management, women empowerment, and decent work in the context
of RMG sector supervision. A detailed explanation of the research approach provided below
reflected how these three areas aligned with the goal of this study.

3.1 Research Approach

The study was divided into three distinct yet interconnected approaches:
Identifying the Supervisor's Role:

Despite the recognized importance of the RMG sector in Bangladesh's economic
development, there remains a lack of comprehensive research on the role of supervisors. It is
imperative to outline the activities of the group: the legal context, collect, file, and use real-life
reflections on supervisors in Bangladesh's RMG sector. Specifically, this study aims to
delineate their functions, responsibilities, and challenges within the legal framework of the
Bangladesh Labour Law (BLA). Key areas of investigation include:

Definitions and distinctions among various roles within the RMG sector as per BLA.
Analysis of the tasks of supervisor.
Interpretations of the 'supervisor' role in BLA and the extent of their authority and
HR responsibilities.

e Evaluation of the required skills, educational qualifications, technical expertise, and
interpersonal competencies for supervisors.

Assessing Impact on Women's Empowerment:

The second approach is to explore assessing the effect of the supervisor's work on Women’s
Empowerment in the RMG factories. In order to ascertain this, the research work included a
detailed section on the workplace culture, benefits, challenges and motivation of the
supervisory duties. The findings help to highlight the discrimination faced by the women
supervisors in the factories and potential strategies to enhance their participation. In line with
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the proposed research questions, and following Women Empowerment model of the existing
literature, the study has listed the following scope of study under this focus. It explores the

challenges and opportunities for women in supervisory roles, examining:

Obstacles faced by women in becoming supervisors.
Comparisons in salary structure and benefits between male and female

supervisors.

e Observations on adherence to orders and respect for authority among workers
towards female supervisors.

Evaluating Decent Work Practices:

The third research approach is to evaluate the practice of decent work in the job of supervising.
In line with the proposed research questions, and following Decent Work model, the study has
listed the following scope of study under this focus:

e The range of benefits available to supervisors, including childcare, health facilities,
and social protection measures.

e Union

representation or alternative means of interest representation for
supervisors.

e Career trajectories and motivations for becoming a supervisor, including potential
challenges for line managers and lower management positions.

Table 1: Mixed method approach

Research Questions

Factors to be examined

Source

Definitions

Employer, Employees, Staff and Management,
owner, supervisor, and worker

Secondary Source
Bangladesh Labour Law

Tasks of Supervisor

Key responsibilities according to the law and
practice

Klls, FGD, Survey,
secondary source

Education and Skill
Requirements

School level, vocational training and required
technical, interpersonal skills

Klls, Survey

Managerial Power of
Supervisor

HR management authority; dealing with workers;
dealing with superiors

Klls, FGD, Survey

Benefits of Supervisor

Availing and lacking

Klls, Survey, FGD

Career Prospects

Background story, Expectations, career growth
prospect

Klls, Surveys, FGD

Challenges

Faced in the workplace

Klls, FGD, Survey

Gender Equality

Specific obstacles, and discrimination faced by
the women supervisors

Klls, Surveys, FGD,
secondary sources

Country Comparison

Sri Lanka, India, Pakistan, and Vietnam

Secondary sources
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3.2 Quantitative Study

In the quantitative study, we targeted supervisors in garment factories for our survey. Given
that the total population of supervisors was unknown, we aimed for a minimum sample size of
400 respondents. This sample size was chosen to ensure a 5% margin of error and a 95%
confidence level, as suggested by Cochran (1997). The survey was conducted across three
districts within the Dhaka Division: Dhaka, Gazipur, and Narayanganj. The distribution of
respondents across these districts was as follows: Dhaka (164), Gazipur (163), and
Narayanganj (94). We defined small factories as less than 500 workers in a factory, medium
as between 500 and 2500 workers, and large factories referred having >2500 workers. We
used a male-to-female ratio of 60:40 for our target respondents, based on the assumption that
there are more male supervisors than female ones. The survey comprised a comprehensive
guestionnaire, designed to provide an empirical understanding of the research focus.

Our study primarily adopted an exploratory approach. The findings are predominantly
presented in a descriptive manner, with correlation reports included in the appendix. However,
it is important to clarify that these findings do not imply causation. They merely reflect the
observed patterns and trends within the data.

Table 2: Sample distribution

Districts Sample Size
Dhaka (37.5%) 164
Gazipur (37.5%) 163
Narayanganj (25%) 94
Total 421

Gender (%)

59.86 40.14

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

= Male =Female

Prior to the survey, the team conducted a pilot study by reaching out to four supervisors, one
factory manager and conversed with them to understand their viewpoints on the above-
mentioned issues. This helped the researchers to design a comprehensive questionnaire. The
survey was carried out for ten days since 8 September 2023.

3.2.1 Data Collection

For this study, the data was collected using Kobo software installed in the mobiles of the
experienced trained enumerators. A team of eleven enumerators was provided rigorous
training along with a practical demonstration session of the survey. The team was formed
based on their experience of not just collecting data, but also their familiarity in collecting data
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from respondents working in the garments factory. Given the time constraint, it was imperative
that the enumerators can take responsibility on their own and have prior knowledge working
with Kobo Toolkit. A field coordinator was assigned to coordinate the enumerators. Three
teams were formed and the task of collecting data was divided across the selected districts.
The enumerators identified focal persons in the selected regions and reached out to them;
however, the data team faced numerous challenges. Although there is extensive research
work on the garment workers, survey conducted concerning supervisors are still scarce. There
is also the added challenge of gaining access to the factories. It was difficult for the
enumerators to find supervisors. Usually, under each supervisor there are 15-20 workers.
Given the sparse number of supervisors coupled with problems related to gaining access to
the factories, the enumerators had to conduct surveys outside the factories and either after
their work hour (after 7 PM), early in the morning (before 8 am), or on the weekends.
Notwithstanding all the challenges, the research team surveyed 421 supervisors in a two-
week survey period in total across gender wise, size wise, region wise distribution.

3.3 Qualitative Study

For the qualitative part, two approaches were undertaken: Key Informant Interviews (KIl) and
Focus Group Discussions (FGDs). The main objectives were to identify common themes,
challenges, and recommendations on supervisors' employment and to apply international
policy recommendations relevant to the Bangladesh context. 16 Klls were conducted for an
in-depth understanding, involving stakeholders like supervisors, mid-level managers, unions,
workers, government officials, buyers, researchers, trade associations, and labour lawyers.

Table 3: Description of KlIs

Klls # Natur(_a of Information sought
Interview

Buyer 2 In-person Audit experiences and legal framework
Virtual & Recruitment process, benefits, and legal

Factory Managerial Staff = 5 in-person issue

Legal framework and labour court

Lawyer 1 In-person experiences
Union Federation Legal framework and labour court
2 In-person .
Members experiences
Supervisors 2 In-person Work experiences
BGMEA 1 In-person Recrwtment process, benefits, and legal
issue
Development Partner 1 Virtual Beneflts, audit experiences and legal
issue
Labor Inspectors from 2 In-person Legal framework and audit experiences

DIFE
Total | 16

Additionally, two FGDs were arranged in Gazipur, inviting 18 supervisors to discuss key
themes pertinent to the study. Gazipur was chosen due to its central location for the majority
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of discussants.

Table 4: Profile of FGDs

o # of _ Information
Schedule Nature of participants Location
respondents sought
22 September ) , 11 Male _ Factory
Production Supervisors Gazipur _
2023 7 Female experiences

The qualitative understanding complemented the quantitative analysis, providing a rigorous
and comprehensive examination of the roles of supervisors and the challenges faced by
female supervisors. The study also assessed whether the empirical findings corroborated the
information collected from Klls and FGDs. Credible secondary sources were consulted to
support the research, and a country comparison of supervisors was also included. The data
collection plan was executed through this mixed-method approach.
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3.4 Socio-economic Characteristics of Respondents

In terms of age distribution, the median age of the surveyed supervisors falls within the 20 to
29 years range. A massive portion, around 40%, is within the 30 to 39 years age group.
Notably, a majority of the female supervisors, approximately 89%, are aged between 20 to 39
years.

Figure 2: Respondent's Age & Marital Status

Age (%) Marital Status (%)

1.19

60 1.9 1.66
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Looking at marital status and family, about 79% of the supervisors are married, with the
majority having one child. However, it is interesting to note that approximately 34% of the
married survey respondents do not have any children.

Figure 3: Respondent's Educational Qualification

Education Qualification (%)

Post-graduate/Kamil passed | 0.24
Graduate/Honors/Diploma (2 years)/Fazil passed [l 4.04
HSC passed/Diploma (2 years)/Alim passed [IIINEGgGEEEE 10.72
SSC passed/Dakhil passed NG 2755
Class 8 Pass NI 40.62

Primary School Pass/Ebtedace [l 7.84
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The educational qualifications, as presented in Figure 3, of the supervisors vary. The largest
group, 40.62%, has completed up to Class 8. Following this, 27.55% have passed the
SSC/Dakhil exams. A notable 19.72% have completed their HSC/Alim or a 2-year diploma.
Only a small fraction, 4.04%, have attained Graduate/Honors degrees, and an even smaller
percentage, 0.24%, have post-graduate degrees.

Figure 4: Were you a production worker before you became a supervisor?

97.86% 2.14%

mYes mNo

Almost every respondent (98%) had prior experience in working as production worker in
garments factory (Figure 4). This helped us to evaluate the difference of their income level
before and after becoming supervisors as well as changes observed in their daily life.
Moreover, most of the respondents live with 3-4 members in their households.

Table 5: Who is the household head? Table 6: Number of children
Freq. Percent Cum. Freq. Percent Cum.
Respondent 163  38.72  38.72 1 153 36.34 36.34
Spouse 106 25.18 63.90 2 102 24.23  60.57
Father 121  28.74 92.64 3 28 6.65 67.22
Mother 14 3.33 95.96 4 4 0.95 68.17
In-laws 3 0.71 96.67 None 134 31.83 100
Brother 10 2.38 99.05 Total 421 100.00

Sister 1 0.24 99.29
Others 3 0.71  100.00
Total 421 100.00

The household dynamics of the supervisors reveal that they predominantly live in households
with 3-4 members. In terms of household leadership, 38.72% are the heads of their
households. This is followed by those whose spouses, 25.18%, or fathers, 28.74%, are the
household heads.
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Figure 5: Factory Size by Location
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The supervisors are mainly employed in large, 47.03%, and medium-sized, 34.68%, factories
illustrated in Figure 6. The study covered supervisors working primarily in Knit, 48.5%, and
Woven, 36.10%, types of factories.

Figure 6: Factory Type & Size

Type of factory (%) Size of the Factory (%)
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From figure 6, it is evident the enumerators covered supervisors working mainly in Knit (48.5
percent) and Woven (36.10%). However, the study did not focus on any specific type of
factories. Hence, it is reasonable to proceed with having observations skewed towards two
particular types of factories.



4 Upward Mobility: From Operator to Supervisor

Back in the 80s during the advent of the garments industry in Bangladesh, 130 workers from
Desh Garments went to the South Korean company Daewoo to learn about RMG production.
There, they learned about the production process. Among these workers were two groups.
The worker groups learned about the production process and another group were taught how
to manage those workers and how to essentially supervise them. It was from here that it was
established that the person who oversees the work of production worker are called
supervisors. However, during the nineties, when the first minimum wage gazette was
formulated, the official formal wording “Line in-charge” was established. While the RMG
industry has evolved over the time, the size of the factory has become larger, and several
positions have come into existence. The current organogram presents a variety of positions
which were mostly missing in the early days.

Figure 7: RMG Organogram

\ Floor In- \ General
- Operator “ Charge/Chief, Manager

The organogram of a typical RMG factory's production floor delineates a hierarchical structure
that begins with the 'Helper' at the most basic level. Helpers are usually responsible for
assisting the 'Operators,” who are skilled workers overseeing specific machinery or tasks.
There can be junior and senior operator. Above the Operators are Supervisors,' 'Supervisors'
who oversee the production line and managing the workforce. There can be Assistant
Supervisors who function as intermediaries, aiding the 'Supervisors' The next tier consists of
the 'Line Chief' or'Line Manager,' who is accountable for the overall operation and productivity
of a particular line. Overseeing multiple lines, the 'Floor In-charge,' ' Floor Chief,' or ' Floor
Manager,' holds a more macro-level responsibility. Subsequently, the 'Production Manager' is
responsible for the entire production process and reports to the 'General Manager,' who holds
the highest authority on the production floor.

According to the production organogram, supervisor holds the position to function as a bridge
between production worker and management. As the literature explained in literature review,
supervisor is a crucial position in the garment industry who directly works with hundreds of
workers and oversees ensuring the quantity and quality of product. Such position also creates
a space of exercising power for the supervisor. This section describes the process of
recruitment of supervisors.
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4.1 Work Experience to be a Supervisor

The data reveals that the most common durations of work experience are 4 and 5 years,
represented by 16.75% and 15.05% of the sample, respectively. The average working years
in positions below supervisor was found to be 5.5 years, however, one of the supervisors
participated in the FGDs asserted:

“There are no rules in the factory in terms of minimum experience as a worker.”

Table 7: Average tenure of worker
Obs Mean Std. Dev. Min Max

Years Working in positions below

. 412 5.511 3.801 0 31
supervisor

Figure 8: Tenure as Worker

Years working in RMG as aWorker
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The diverse range of experiences, highlighted by the standard deviation of 3.801 years,
suggests that factors other than tenure play a significant role in this career progression. This
variation could be attributed to differences in individual capabilities, factory-specific policies,
or even the urgent need for supervisors in certain situations. Moreover, the data showing a
minimum tenure of zero years and a maximum of 31 years further emphasizes that while
experience is valuable, there are instances where workers with relatively little experience are
promoted, possibly due to their distinct skills or potential. This lack of a standardized minimum
experience requirement, as pointed out by a supervisor during the FGDs, underscores the
flexibility and subjective nature of promotions within the RMG sector.
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4.2 Required Skills of Supervisors

When asked about receiving training, the responses reveal an almost even split among 421
respondents: 49.88% have received some form of vocational and technical training, while
50.12% have not. Following up on this question, 45% of the trained respondents were female
supervisors, whereas 35% was female among those who did not receive any training.

Table 8: Have you received any training for the role of supervisor?

Freq. | Percent | Male (%) Female (%)
Yes 210 49.88 55.24 44.76
No 211 50.12 64.45 35.55
Total | 421 100.00 59.86 40.14

Disaggregated by gender, 44 percent respondents who received training were female
supervisor. Male supervisors comprised 65% of the respondents who have not received
training.

Out of 210 trained supervisors, a considerable proportion have undergone 1 or 3 months of
training, represented by 93 and 60 individuals, respectively. Together, these findings indicate
a balanced prevalence of training for supervisor roles, with a notable variance in the length of
training received.

Figure 9: Number of Supervisor Training
Number of trainings
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From the FGDs of supervisors it was learned that this training referred to their working time
as assistant supervisor. When the management identified a senior operator having the
required qualifications for a supervisor, that senior operator started working as assistant
supervisor. At that time, line chief trained assistant supervisor on the job and usually offered
a salary that was similar to the wage of a senior operator. When the management was
completely confident of him/her to play the role of a supervisor, the assistant supervisor started
working as a supervisor with a fixed salary of a supervisor.
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The participants mentioned that even if they take the offer and start working as a supervisor,
they are not given supervisor ID cards. They are still officially designated as workers and are
still paid the worker salary for around 6-12 months before they officially get promoted to
supervisor and start receiving their higher salaries. This practice is commonplace in most
factories and during that pseudo probation period they are called “Assistant Supervisors.”
They get paid their old operator salaries despite being excluded from overtime and having
increased working hours. The management justifies this action by saying that it is the “Cost of
Training” during the probationary period. In some cases, they are promoted without even
signing the appointment letter.

4.3 Motivations

The most prominent motivation factor behind the job of supervisor is "Salary Increment,"” cited
by 84.6% of the respondents. This is followed by "Respect" and "Career Growth," which
represent 77.9% and 60.3% of the sample, respectively. Overall, Table 10 reveals a strong
inclination towards monetary and social factors as key motivators. In this context, the majority
of supervisors in FGDs pointed out salary as being the biggest motivator. They also feel
accomplished with the promotion. Being a supervisor validates their exceptional abilities as a
worker. Those who are educated are ambitious about their career progression and want to
progress vertically up the chain. Getting the respect from the community meant a lot to them
as one of the supervisors in the FGDs said:

“Everyone used to call me by name but now they call me ‘Bhai/Apa. It’s a great
feeling.”

Figure 10: Main Motivations to Become a Supervisor

Motivations (%)

Salary Increment I 34.6
Respect I 77.9
Career growth NN 60.3
Better Living Standard N 40.4
"Staff" Recognition [ INNINIEGEEEEE 26.1
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4.4 Hiring process

From the survey and FGDs, the study found that the first step in the process of hiring is to
identify the senior operators who could be supervisors by the production manager, floor-in
charge, and line-in charge. In the selection process it is particularly important to understand
machines, the relationship with workers, leadership, control over workers etc. Table 9
indicates that internal referrals are quite prevalent in the supervisor hiring process. The most
common sources of referral are “Floor In-charge” and “Production Manager,” accounting for
33.49% and 30.40% of the sample, respectively. These two categories alone contribute to
nearly 64% of all referrals, signifying the importance of departmental hierarchies in the
recruitment process. On the other hand, formal channels like the “HR Department” and
“‘General Manager” are less common, each contributing to 6.89% of the referrals.

Table 9: Hiring Referral

Who referred you for
the role of supervisor?

Floor In-charge | 141 33.49 33.49
Production Manager | 128 30.40 63.90
HR Department | 29 6.89 70.78
General Manager | 29 6.89 77.67
Line In charge | 35 8.31 85.99

Freq. | Percent | Cum.

Line manager 1 0.24 86.22
Line chief | 52 12.35 | 98.57
Others 6 1.43 100.00

Total | 421 | 100.00

In essence, the table suggests that the hiring or promotion to the role of a supervisor is often
facilitated through internal departmental recommendations rather than their approach to
demand for promotion or application for promotion based on meeting the certain criteria set
by the upper management. The second step of hiring is to assess them by a written and/or
practical test followed by an interview. During the interview the upper management such as
the HR, General Manager offer a salary to them along with other facilities. The amount of
salary and other benefits vary from one supervisor to another depending on their negotiation
skills. In the last stage of hiring process, supervisors receive an appointment letter and job
description from the upper management. The appointment letter contains of breakdown of
salary and benefits whereas the job description mentions the roles and responsibilities of
supervisors. The appointment letter is also used in time of dispute.

All the supervisors in FGDs unanimously replied that they were not interested in being a
supervisor and they never told their higher ups that they were interested in the position. The
line in-charge chose them for their overall work performance. They mentioned that there is a
mental pressure, and they lack the confidence to ask for promotion from senior operator in
fears of underperforming. This can be a reason to be kicked out for and therefore, they do not
take the risk of taking responsibility.
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4.4.1 Educational Requirements

A basic education is required for a supervisor so that he/she can draft reports. The majority of
the respondents cited that their minimum qualification is the "SSC" (Secondary School
Certificate), accounting for 57.72% of the sample. This is followed by "Class 8 Pass," which
makes up 30.88%. Higher educational qualifications like "HSC" (Higher Secondary Certificate)
and "Diploma/Degree pass/ graduate" are relatively less common, with 9.26% and 1.19%
respectively. Overall, the table suggests that the educational barriers to becoming a supervisor
are relatively low, with a significant concentration of respondents citing secondary education
levels as sufficient. In support of the survey, the FGDs of supervisors claimed that:

“Secondary level (education) is enough.”

Table 10: Minimum Qualifications

Size of the Factory

Large Medium Small Total

Do not know 0.51 2.05 0.00 0.95
Class 8 Pass 32.83 25.34 36.36 30.88
SSC 52.53 62.33 62.34 57.72

HSC 12.63 8.90 1.30 9.26

Diploma/Degree pass/ graduate 1.52 1.37 0.00 1.19
Total 100.00 100.00 100.00 100.00
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4.4.2 Assessments

Table 11 provides a comprehensive look into the assessment process for the role of a
supervisor. When asked, "Did you give any assessment?", the findings reveal that a sizeable
proportion of the sample, 81 %, underwent some form of assessment test for the supervisor
role. This highlights the structured nature of the recruitment or promotion process,
emphasizing the importance of assessments.

Table 11: Type of assessment

Type of assessments | Freq. | Percent
Practical test | 73 21.41
Written 8 2.35
Viva/lnterview | 34 9.97
Practical and written | 24 7.04
Written and Viva 8 2.35
Practical and Viva | 169 49.56
Al | 25 7.33

Total | 341 | 100.00

This table suggests that not only are assessments a common part of the supervisor selection
process, but they also tend to be multi-faceted, often combining 