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3.1 Just Transition: Legal and policy responses 
and initiatives 
This section of the report provides an overview of 
the policies that connect just transition. In addition, 
this section provides an analysis of the regulatory 
framework of environment and labour and 
examines their compatibility with labour rights and 
environmental protection. The section also 
discusses the gender dimensions of the existing 
laws and policies regarding climate and labour 
rights. 

3.2 Government policies connecting just transition
Bangladesh Nationally Determined Contributions 
(NDCs) 2021: As Bangladesh develops its climate 
change adaptation efforts, the necessity for a Just 
Transition for workers in sensitive industries 
becomes increasingly obvious. Bangladesh's 
Nationally Determined Contributions (NDCs) to the 
Paris Agreement include pledges to reduce 
emissions and transition to a greener economy. 
Under NDC, the country is committed to reducing 
greenhouse gas emissions (GHGs) by 6.73% by 
2030 without any external support, and by a total of 
21.85% with an additional 15.12% with international 
support.
 
The Mujib Climate Prosperity Plan (MCPP) 
2022-2041 outlines several strategic initiatives to 
address climate change impacts while modernizing 
the workforce and promoting gender equality in the 
economic sphere. The plan’s focus on climate 
resilience, labour force modernization, and women's 

participation presents a progressive vision, though 
it also exhibits certain gaps requiring attention. The 
plan strongly embodies a commitment to 
sustainability and carbon emission reduction as it 
proposes adopting insulated and clean-energy 
heating, ventilation, and air-conditioning (HVAC) 
systems for buildings, particularly workplaces. This 
is to mitigate the adverse effects of rising 
temperatures due to climate change, ensuring safer 
and more comfortable environments for workers.  
To enhance the competitiveness of the labour force 
in the global market, the plan also advocates 
reskilling and upskilling through technical and 
vocational education and training (TVET). 

Additionally, it highlights the importance of 
improving efficiency through automation. These 
steps underscore the country’s vision of equipping 
workers with the necessary skills to adapt to 
technological advancements and shifting market 
demands. It must be noted that this plan highly 
prioritizes the qualitative participation of women in 
the green transition and low-carbon development 
sectors. It proposes targeted skill development 
training tailored to women's needs, alongside 
gender-responsive training covering relevant skills. 
The inclusion of fiscal stimulus packages and 
social protection programs is intended to support 
women's integration into these emerging sectors, 
promoting gender equality and economic inclusion.
However, the absence of a clear strategy to balance 
the automation of industries with the potential loss 
of jobs for workers is a significant gap that needs 

immediate attention. While the emphasis on 
automation aims to enhance efficiency and 
productivity, it raises concerns about the 
displacement of workers who may lack the 
necessary skills to transition to new roles. The plan 
would benefit from incorporating robust measures 
to address job displacement, including 
comprehensive retraining programs and social 
safety nets to support affected workers.

Another issue in the plan is that a clear strategy to 
tackle the adverse impact of climate change is 
missing. The role of other stakeholders  i.e., BGMEA, 
BKMEA, trade unions, brands, the Ministry of 
Environment, Forest, and Climate Change 
(MoEFCC), the Ministry of Labour and Employment 
(MoLE), the Department of Environment (DoE), and 
CSOs is not clearly envisaged. So, there is also a 
gap here to address this burning issue. The extent 
to which the MCPP specifically addresses the 
vulnerability and concerns of RMG workers—who 
are particularly affected by climate 
change—remains an area that requires deeper 
focus. While the plan outlines broad goals related to 
climate adaptation, economic development, and 
environmental sustainability, there are several gaps 
and opportunities for improving RMG workers' 
resilience in the face of climate impacts.

Bangladesh has robust disaster risk reduction 
strategies in place. The MCPP mentions the need 
for climate-resilient infrastructure and disaster 
preparedness, but it concentrates on infrastructure 
rather than labor. Flooding and cyclonic storms 
pose a threat to the RMG sector, which is mostly 
concentrated in Dhaka and Chittagong. However, 
the strategy does not directly address concerns 
about the safety of RMG personnel during such 
calamities.

The Bangladesh Climate Change Trust Fund 
(BCCTF) was established as a result of the 
Bangladesh Climate Change Strategy and Action 
Plan (BCCSAP) to fund climate research, 
low-carbon development, social protection and 
health, and comprehensive disaster management. 
Financial institutions are directed by Bangladesh 
Bank, a proponent of green banking, to devote a 
minimum of 5% of their loan portfolio to renewable 
energy projects. Finance for projects using solar, 
biomass, and biogas has been promoted by this 
strategy. To invest in energy-efficient technology, 
like LED lighting and appliances, credit facilities are 
also offered to individuals and enterprises at lower 
interest rates.

Bangladesh Bank Directives: Bangladesh Bank 
requires major financial institutions to include green 

lending in their loan portfolio. RMG factories can 
borrow loans at a reduced cost with favourable 
terms and conditions for solar power, wastewater 
treatment plants, and effluent treatment plans. This 
initiative can lead to achieving broader social goals 
and environmental sustainability while supporting 
just transition initiatives.26 The central bank of the 
country also issued Environmental Risk 
Management Guidelines (ERM) to support lenders’ 
environmental impact assessments. 

National Adaptation Plan of Bangladesh (NAP), 
2023–2050 is an ambitious strategy designed to 
address the multifaceted challenges of climate 
change. A key objective of the NAP is to reduce 
vulnerability to climate change impacts, with a 
particular emphasis on protecting the most 
marginalized communities. The plan identifies 
extreme heat waves as a significant threat, 
especially in urban areas, where the resultant loss 
of productivity is a major concern. Proposed 
adaptation measures include the use of 
eco-engineering and bioengineering techniques, 
climate-resilient construction materials, the 
expansion of green and blue infrastructures, and 
the development of renewable energy-based 
utilities.

However, the NAP's implementation faces several 
significant challenges. Ineffective coordination 
among stakeholders, insufficient transparency, and 
a lack of capacity within government institutions 
hinder progress. Additionally, the ambitious 
adaptation actions outlined in the plan require 
substantial investments from both the government 
and the international community. Securing global 
funds and ensuring their effective utilization 
remains a critical challenge for Bangladesh. The 
success of the NAP will depend largely on 
overcoming these obstacles and fostering strong, 
coordinated efforts across all levels of government 
and society.

Perspective Plan (2021-2041) seeks to eliminate 
extreme poverty and enable Bangladesh to reach 
Upper Middle-Income Country status by 2031 and 
High-Income Country status by 2041.
The Bangladesh Delta Plan 2100 (BDP 2100) is an 
ambitious initiative aimed at linking economic 
development, environmental sustainability, and 
social inclusiveness, with a strong focus on labour 
and gender rights. The BDP 2100 adopts a mix of 
adaptation, mitigation, and resilience-building 
strategies. Adaptation measures include Integrated 
Water Resources Management (IWRM), Coastal 
Zone Management, and Agricultural and Urban 
Adaptation, which aim to reduce climate-related 
vulnerabilities (Hossain et al., 2014). Mitigation 

efforts focus on improving energy efficiency and 
carbon sequestration (Khan et al., 2023), while 
resilience-building highlights the importance of 
community and ecosystem-based adaptations to 
help vulnerable groups cope with climate impacts 
(Rahman et al., 2019). In this framework, the BDP 
2100 emphasizes the role of labour rights in 
economic growth, advocating for job creation 
through infrastructure projects, improved 
agricultural practices, and the establishment of 
industrial zones (Asian Development Bank, 2022). It 
stresses the need for enforcing labour laws that 
ensure workers' rights are protected, including 
minimum wage standards and safe working 
environments underlining them as fundamental 
components for economic development. BDP 2100 
includes provisions for social safety nets designed 
to protect vulnerable workers from economic 
shocks and natural disasters (ILO, 2018), offering 
unemployment benefits and retraining programs 
(World Bank, 2023).

Other initiatives: In the light of the UN Fashion 
Industry Charter for Climate Action 2019 to reduce 
GHG emissions by 30% by 2030, about 217 out of 
at least 2,000 garment factories are certified by 
LEED, a U.S.-based ratings system for green 
buildings.27 550 more factories are waiting to get 
the certificate. The increasing number of 
Leed-certified green factories indicates 
Bangladesh’s commitment to achieve 
environmental sustainability by reducing carbon 
emissions with the increased use of renewable 
energy. However, unhealthy working conditions of 
the workers, dangerous pollutants in the 
factory-adjacent communities, and poor status of 
worker rights are still prevalent in those eco-friendly 
factories.28 

SREDA (Sustainable and Renewable Energy 
Development Authority) under the Ministry of 
Power, Energy, and Mineral Resources has started 
offering green technologies in the areas of 
renewable energy, waste management, and 
construction.29 This helps the RMG factories to 
integrate green solutions in the industry. 

3.2 Labour rights under labour laws and policies 
International instruments 
ILO Conventions: Bangladesh has ratified eight 
fundamental ILO conventions, two governance 

conventions (with high priority), and 26 technical 
conventions from the International Labour 
Organization (ILO).30 These ratifications reflect the 
country's formal commitment to aligning with 
international labour standards, although their 
effective implementation continues to pose 
challenges, as per the reports from the ILO 
Committee of Experts on the Application of 
Conventions and Recommendations (CEACR) and 
interim findings on specific complaints. 
Bangladesh recently submitted a road map of 
actions to address all the outstanding issues 
mentioned in the complaint concerning 
non-observance by Bangladesh of Conventions Nos 
81, 87, and 98 in the sessions of ILO. The road map 
had been developed under four priority areas with a 
series of specific actions set against timelines. 
These four priority areas are: (1) labour law reform; 
(2) trade union registration; (3) labour inspection 
and enforcement; and (4) addressing acts of 
anti-union discrimination/unfair labour practices 
and violence against workers. 

Bangladesh has undertaken various amendments 
of Labour and EPZ laws and policies, accountability 
mechanisms, legal and judicial proceedings reform 
adhering to this roadmap. Initiatives like setting up 
an efficient system to follow up on worker’s 
complaints received through a dial-in helpline, 
undertaking steps to make the labour courts fully 
functional and eradicate case backlogs, preventive 
measures addressing acts of anti-union 
discrimination/unfair labour practices and violence 
against workers have gained international attention 
and appreciation. 

The United Nations Guiding Principles on Business 
and Human Rights (UNGPs) is an international 
instrument that provides guidance to the States 
and business enterprises to comply with human 
rights in business operations and facilitates the 
attainment of sustainable industrial development in 
a country. The UNGPs offer a ‘Protect, Respect and 
Remedy’ framework for states and business 
enterprises to comply with their obligations to 
respect, protect and fulfil human rights in the overall 
business operation. The UNGPs, within its third 
pillar-access to remedy, require the States and the 
companies to establish governance structures that 
provide victims of human rights abuses with 
access to effective remedy, through judicial and 

non-judicial grievance mechanisms. Despite its 
significant potential to prevent, mitigate, and 
remediate adverse human rights impacts by 
business enterprises, it is reported that Bangladeshi 
industries have remained below the elementary 
level of complying with the UNGPs.31 

Corporate Sustainability Due Diligence Directive 
(CSDDD): The EU CSDDD law aims to promote 
sustainable business practices by requiring large 
corporations operating in the EU to do due diligence 
to identify, prevent, mitigate, and redress negative 
human rights and environmental impacts in their 
activities and value chains. The law provides 
measures to regulate the environmental impact and 
human rights of thousands of large corporations 
operating in a variety of industries, including those 
sourcing goods from Bangladesh. Under the 
CSDDD, European companies sourcing from 
Bangladesh must guarantee that the entire supply 
chain adheres to stringent human rights and 
environmental criteria. The buyers will need to 
ensure that their suppliers (i.e., Bangladeshi 
garment factories) adhere to the human rights and 
labour standards set out in the directive. To be 
better prepared for tackling CSDDD-induced 
challenges, Bangladesh needs to prioritize 
rights-aligned reforms in the light of human rights 
and due diligence (HRDD) and ensure their proper 
implementation in practice. 

It is worth noting that the proposed amendments to 
CSDDD by the European Commission’s omnibus 
package on sustainability raised concerns among 
stakeholders.32 Though the omnibus proposals 
apparently aimed at simplifying the legislative 
framework on sustainability, however, they could 
potentially reduce and deter reporting obligations 
while incurring uncertainty for businesses that have 
already invested in ESG compliance. Most 
importantly, the new proposals removed the 
EU-wide civil liability regime, leaving this to the 
discretion of Member States. The existing provision 
of the CSDDD requires that member states allow for 
victims of adverse impacts to be represented by 
trade unions or non-governmental organisations 
(NGOs). However, the new proposals suggest 
removing these provisions while deferring this to 
national civil liability regimes and limiting access to 
justice to directly affected victims. Under the new 
proposals, national law would define whether its 
civil liability provisions override otherwise 
applicable rules of the third country where the harm 
occurs. It is argued that the proposed amendments 

will add uncertainty and confusion while weakening 
the civil liability regime for victims’ access to 
justice.33

Bangladesh Labour Law 
The Bangladesh Labour Act (BLA), 2006, with 
amendments in 2013 and 2018, represents the 
principal legislative framework aimed at 
consolidating and enhancing labour rights in the 
country. By replacing 25 existing Acts, the BLA 
offers comprehensive coverage and sets standards 
across various aspects of labour rights, both 
substantive and procedural; including recruitment 
processes, labour-employer relationships, minimum 
wages, health and safety, occupational hazards, 
youth employment, maternity benefits, working 
hours, wage payments, trade unions, and working 
conditions.

The BLA mandates the provision of first-aid 
equipment, washing facilities, canteens, resting 
places, and dining areas with water facilities. 
Section 97 ensures that workers have access to 
facilities for their daily needs, which is essential for 
maintaining a humane working environment. 
Sections 58(1) and 58(3) mandate the provision of 
purified potable water, with special arrangements 
for cooling potable water during hot summers for 
establishments with over 250 workers. Section 
93(1) mandates restrooms for workers in 
establishments with more than 50 workers, with 
Section 93(3) ensuring separate restrooms for male 
and female workers if the number of female 
workers exceeds 25.

Both the BLA and the National Occupational Safety 
and Health (OSH) Policy stipulate that employers 
must ensure workers who report an accident are 
examined by a registered medical practitioner at the 
employer's expense within three days of the notice. 
For severe accidents or illnesses, the 2013 
amendment in Section 160(1) mandates that the 
employer arrange for the worker to be examined at 
their place of stay.

Despite these positive measures, the BLA has faced 
criticism for its shortcomings. Notably, it fails to 
cover the informal sector and does not adequately 
include certain employees, particularly mid-level 
managers. This exclusion leaves a significant 
portion of the workforce without the protection 
afforded by the Act. The 2013 amendment received 
particular criticism from the International Labour 
Organization (ILO) for not meeting several of their 

recommendations, especially those related to the 
freedom of association. The ILO’s critique highlights 
the need for further reforms to align the BLA with 
international labour standards and ensure 
comprehensive protection of workers' rights.

In terms of implementation and access to remedy, 
BLA provides for both formal (judicial proceedings 
at court) and informal (within factory and 
establishment) redress mechanisms and lays out 
provisions to establish a required number of labour 
courts and appellate tribunals. Workers have full 
right to be an active part of the adjudication, be 
heard, and have a fair opportunity to establish their 
case. According to the text of the law, the tribunals 
and courts must complete their proceedings within 
60 days, but reality paints a different scenario since 
the enactment does not provide for any 
consequential measure when cases are not settled 
in due time. With only 14 labour courts in 10 
districts (4 of them, including the Appellate Tribunal 
in the capital city), Cases have been pending for as 
long as 10 years causing a backlog of over 21,617 
cases. It is reported that the labour courts are 
overburdened with cases resulting in the 
backlogging and delay in disposal of cases.34 In 
addition to the scarcity of judges, absence of 
representatives of employer and worker, intentional 
delay of parties, lengthy process of issuing 
summons, and other complex court proceedings 
are also identified as the root causes of backlog of 
cases in labour courts.35 Only two Labour Court 
Legal Aid Cells established in 2013 are inadequately 
responsible for facilitating access to judicial remedy 
for the needy workers by providing government 
legal aid services. This also remains dysfunctional 
due to a shortage of human resources. 
The Act of 2006 primarily protects workers' rights, 

occupational health and safety, salaries, working 
hours, and conditions. However, while the Act 
covers traditional labour safeguards, it does not 
directly address the effects of climate change on 
workers. The Act makes no clear reference to 
climate change or its specific effects on workers. 
The Act focuses on worker safety, industrial 
relations, salaries, and dispute resolution, rather 
than environmental or climate-related difficulties. 
As a result, climate-related vulnerabilities, such as 
heat stress, displacement caused by extreme 
weather events, and the transition to a green 
economy, are not specifically addressed in the 
legislation.

The Bangladesh Labour Rules (BLR) 2015, 
amended in 2022, introduced several progressive 
measures aimed at enhancing worker protections 
and improving workplace conditions. The 
amendments include important provisions for the 
protection of women in the workplace, the 
introduction of miscarriage leave, and mandatory 
safety requirements for factories. These changes 
reflect a commitment to safeguarding the 
well-being of workers and ensuring safer working 
environments.

One of the significant changes in the amended BLR 
is the imposition of a mandatory yearly wage 
increment of at least 5% of the basic wages. 
Notably, the 2022 amendment does not include any 
exceptions or preconditions such as meeting key 
performance indicators (KPIs) or achieving a 
minimum profitability threshold for effecting these 
wage increments. This straightforward mandate 
aims to ensure that workers receive regular and 
predictable wage increases, potentially enhancing 
their economic security. Having said that, since the 

primary legislation, BLA 2006, does not contain a 
statutory provision for such increments, this 
discrepancy raises questions about the legal 
authority of the BLR's wage increment requirement 
in the absence of express statutory backing.

Rule 351 emphasizes the role of labor inspectors in 
conducting training and workshops to raise the 
knowledge and skills of workers, trade union 
members, and employers. Additionally, as per 
Section 90A of the Bangladesh Labour Act (BLA) 2006, 
factories with 50 or more workers are required to 
form and maintain a safety committee, following 
the guidelines prescribed by the BLR. This 
requirement aims to foster a culture of safety and 
accountability within factories. Furthermore, 
Section 89(6) of the BLA 2006 and Section 78 of the 
BLR 2015 together mandate that establishments 
employing 5,000 or more workers must operate a 
permanent medical center. This provision ensures 
that large workplaces have adequate medical 
facilities to address the health needs of their 
workers promptly and effectively.

Despite legal and administrative reforms, 
particularly following the Rana Plaza disaster, the 
implementation of labour laws often suffers due to 
legal loopholes and inadequate administrative 
resources. Lack of accountability and barriers to 
accountability measures threaten the entire 
structural integrity. Workers’ freedom of association 
consistently remains under unnecessary scrutiny 
while the inspections by the Department of 
Inspection for Factories and Establishments (DIFE) 
stay limited to the formal sector, leaving informal 
sector workers unaddressed. Lack of independence 
and transparency in judicial processes results in 
prolonged court proceedings, and hinders access to 
justice, even in urgent and serious cases. There is a 
significant rise in investigations and prosecutions 
related to trafficking, forced labour, and child labour, 
but still the conviction rate is low. Most importantly, 
the administrative bodies lack adequate manpower 
and enforcing authority to establish an effective 
labour administration. 

The 2022 amendments of labour law have also 
been criticized for ignoring many recommendations 
from worker representatives and labour leaders. 
This oversight suggests a lack of comprehensive 
stakeholder engagement in the legislative process. 
On one hand, the Act prohibits the threatening or 

dismissal of workers for joining or attempting to 
join a trade union. On the other hand, reports 
indicate widespread harassment, threats, and job 
losses associated with union activities. Nearly half 
of all union registration applications are rejected by 
the Department of Labour, and union meetings are 
frequently banned by the police. These issues 
highlight significant gaps in the enforcement of 
labour rights, undermining the effectiveness of the 
legislative framework.

In determining the amount of wages for the 
workers, the concept of living wage is not being 
considered.36 The non-compliant employers could 
escape liability and accountability since there is no 
minimum wage enforcement or inspection 
mechanism under the BLA contradicting the Labour 
Inspection Convention, 1947.37 Although the Act 
imposes liability upon the employers to pay injury 
compensation; in practice, most of the workers do 
not receive any such compensation package. 
The Labour Act fails to address the concerns of the 
large number of workers in the informal sector, 
agricultural firms (with less than five workers 
engaged), and domestic workers.38 The 
exclusionary character of BLA ignores the 
recognition of the majority labour force as workers 
and also denies their fundamental rights at work.
In terms of enforcement mechanisms, DIFE, being 
the key inspection authority under labour law, lacks 
adequate resources, training facilities, and 
performance management systems to inspect 
factories.39 It also lacks executive authority to 
undertake enforcement measures. 

The Act provides, in many cases, ample power to 
the employers and implementing agencies while 
making the workers immensely vulnerable and 
dependent. The monitoring mechanism under the 
Act is not clearly demarcated, which makes the 
responsible stakeholders unaccountable.40

 
In summary, while the Bangladesh Labour Act 
(BLA), 2006, along with its amendments, provides a 
framework for labour rights and introduces several 
provisions for worker welfare, it also reveals 
significant gaps and areas for improvement so that 
all workers are afforded the protections they 
deserve.

Bangladesh EPZ Labour Act
The Bangladesh EPZ Labour Act, 2019, was 

enacted to protect the rights of workers in Export 
Processing Zones (EPZ) industrial establishments. 
This Act, supplemented by the Bangladesh EPZ 
Labour Rules, 2022, extends labour rights to EPZ 
workers, albeit in a restricted and limited manner 
compared to the labour laws applicable to the 
country's mainstream workforce. The Act notably 
limits the right of workers to organize and engage in 
collective bargaining. Instead of allowing for trade 
unions, it mandates Workers’ Welfare Associations 
(WWA), which directly contravenes ILO Convention 
No. 87 (Freedom of Association and Right to 
Organize) and ILO Convention No. 98 (Right to 
Organize and Collective Bargaining), both ratified by 
Bangladesh. This restriction on forming trade 
unions and engaging in collective bargaining 
violates internationally recognized labour standards 
and has drawn concerns from the ILO CEACR 
Committee. The act further violates ILO standards 
by not explicitly prohibiting interference in the 
internal affairs of employees and employers (the 
right to organize and collective bargaining, 
Convention No. 98). Additionally, the law grants 
arbitrary and unlimited power to the executive 
chairman concerning the registration and formation 
of WWAs. Section 180(c) of the Act allows the 
executive chairman to determine the legitimacy of 
any Workers' Welfare Association and its capacity 
to act as a collective bargaining agent. This 
provision contravenes ILO standards, which 
stipulate that the determination of a bargaining 
agent should be conducted by a body that 
guarantees independence and objectivity.

The BEPZA was created by the Bangladesh Export 
Processing Zones Authority (BEPZA) Act, 1980, 
which gave it the authority to design, build, run, and 
oversee industrial zones such as EPZs and 
encourage foreign investment in Bangladesh. 
BEPZA issued Instructions I and II in accordance 
with this Act to guarantee minimal labour standards 
in the EPZs. However, these directives limited the 
rights of EPZ employees while giving managers 
arbitrary authority to award incentives and leaves.

They failed to include provisions for maternity 
benefits or injury compensation, which workers are 
legitimately entitled to. The Act created a significant 
power imbalance between employers and workers, 
undermining the need for corporate and social 
accountability from thousands of employers. Both 
Bangladesh EPZ Labour Act, 2019, and the BEPZA 
Act, 1980, while aiming to regulate labour rights and 
promote investment in EPZs, fall short in protecting 
workers' rights and ensuring compliance with 
international labour standards.

The National Occupational Safety and Health 
(OSH) Policy aims to ensure a safe and healthy 

working environment across both formal and 
informal sectors of the economy. It aims to prevent 
workplace injuries, diseases, and fatalities by 
enhancing safety and health standards for workers 
and emphasize protecting workers' well-being while 
also enhancing industrial productivity. The policy 
mandates training, guidelines on safety, and the 
provision of Personal Protective Equipment (PPE) to 
workers, the establishment of safety boards, and 
the formulation of national safety standards. In 
compliance with international standards in order to 
enforce workplace safety standards 
comprehensively. However, criticisms abound 
regarding inadequate implementation of OSH 
standards, particularly evident in reports of poor 
sanitation and water services in factories, 
disproportionately affecting women in the 
ready-made garments sector. Additionally, the 
committees tasked with enforcing workplace safety 
have faced criticism for their perceived lack of 
authority, as they lack adequate participation from 
trade unions, employers' representatives, and civil 
society organizations. 

National Action Plan (NAP) on the Labour Sector 
of Bangladesh (2021-2026) is a crucial component 
of the country's legal and administrative reforms 
aimed at upholding labour rights and workplace 
safety. Formulated as part of the government's 
response to an article 26 complaint and reflecting 
the roadmap submitted to the ILO Governing Body, 
the NAP emphasizes the government's 
commitment to ensuring that business enterprises 
respect the human rights of workers through 
legislative and institutional reforms. Significant 
progress has already been made under the NAP, 
including the ratification of the ILO Convention on 
minimum age and the Forced Labour Protocol. The 
plan outlines the state's duty to protect human 
rights by undertaking judicial, administrative, 
legislative, or other appropriate measures to 
safeguard workers from violence, harassment, 
unfair labour practices, and anti-union 
discrimination. Implementing the NAP is crucial for 
addressing the labour rights challenges associated 
with Bangladesh's LDC graduation and for securing 
Generalized Scheme Preferences Plus status in EU 
markets.

2013 Accord on Fire and Building Safety in 
Bangladesh
This agreement was signed in the immediate 
aftermath of the Rana Plaza building collapse. The 
Accord is a legally binding agreement between 
global brands & retailers and trade unions to work 
towards a safe and healthy garment and textile 
industry in Bangladesh. Over 220 companies signed 
the five-year Accord, and it is considered that the 
work of the Accord had contributed to significantly 

safer workplaces for millions of Bangladeshi 
garment workers.41  Bangladesh Accord could be a 
modern and effective solution for business-related 
human rights disputes.42 Since the closure of the 
operation of Accord in 2020, the RMG Sustainability 
Council (RSC) has been looking after the safety 
requirements of the industries. However, the 
performance of RSC, especially during the 
pandemic, has been criticized.43

3.3 Regulating polluting industries 
The Bangladesh Environment Conservation Act of 
1995 aims to regulate industrial pollution through 
the requirement of Environment Clearance 
Certificates (ECC) and Environmental Impact 
Assessments (EIA). The ECC acquisition process is 
laid out in the Environment Conservation Rules 
1997. Under this act, the Director General (DG) of 
the Department of Environment has concentrated 
power but does not bear accompanying 
responsibilities, thus creating the potential for 
misuse. The Department, tasked with issuing ECCs 
and approving EIAs, often struggles with 
enforcement due to limited resources, leading to 
insufficient accountability for major polluters. The 
Act fails to mandate corporate responsibility for 
environmental impacts in business policies and 
strategies, allowing enterprises and factories to 
evade consequences for environmental 
degradation. 

It is frustrating to note that the provision of EIA is 
often manipulated to serve the interests of the big 
industries. Under the ECA 1995, the industries are 
under obligation to establish ETP considering the 
nature of the industry, however, in reality, very few 
industries are complying with the law. The big 
polluters remain largely unaccountable despite their 
constant contributions to environmental 
degradation.44

Environmental Conservation Rules, 1997 consists 
of a set of the relevant rules to implement the 
Environment Conservation Act and provides 
procedures to obtain Environmental Clearance 
Certificate. It requires industries to conduct EIA, 
establish ETP, and take Environment Clearance 
Certificate. 

EIA Guidelines for Industries 2021
The Guidelines provide detailed guidelines for 
industries subject to EIA and present six steps of 
the EIA processes including screening, scoping, 
baseline data generation, impact assessment, 
mitigation of impacts, and environmental 
management plan. 

The National Environment Policy of 2018 outlines 
a vision aimed at achieving sustainable 
development goals through the preservation of 
environmental integrity and biodiversity. It 
underscores the importance of mitigating 
environmental pollution and addressing the 
challenges posed by climate change. Central to its 
strategy is the mandatory implementation of 
Environmental Impact Assessments (EIA) and 
Strategic Environmental Assessments (SEA) where 
deemed necessary, ensuring that developmental 
projects consider their environmental implications 
from inception. The policy also advocates for 
fostering Public Private Partnerships (PPP) to 
enhance environmental conservation efforts, 
emphasizing collaborative approaches between 
governmental and private entities. By promoting 
these initiatives, the policy seeks to foster a 
balanced approach to economic development that 
prioritizes environmental sustainability and 
resilience against climate change impacts.

The Industrial Policy 2016 envisages undertaking 
measures for environment-friendly industrial 
management. The policy states that business 
organizations, NGOs, and other social organizations 
will be encouraged to engage in the protection of 
the environment and management of industrial 
waste. The policy also states that to prevent 
environmental pollution in the industries, the 
establishment of Effluent Treatment Plant (ETP) 
and Common Effluent Treatment Plants (CETP) will 
be encouraged. However, in reality 80% of industrial 
factories run without waste treatment facilities.45 It 
is reported that 556 of all the factories have effluent 
treatment plants (ETPs) on paper, but out of them 
only a few functions effectively.46

The National Labour Policy of 2012 was 
established to promote a productive, 
non-discriminatory, non-exploitative, and healthy 
work environment for all citizens. It reflects a strong 
commitment by the government to uphold labour 
rights by endorsing relevant ILO Conventions and 
other international human rights instruments. 
Article 19 of the policy urges the government to 
amend laws to ensure safe, healthy, and 
women-friendly workplaces and provide maternity 
protection. 

However, it has been criticized for not explicitly 
addressing the human rights obligations of 
business enterprises. This omission highlights a 
significant gap in the policy’s comprehensive 
approach to labour rights and corporate 
accountability, undermining its potential 
effectiveness in ensuring robust protection for all 
workers.

3.4 Gender dimensions in the existing policies
Bangladesh labour law apparently addresses the 
gender dimension in the context of providing some 
benefits to women instead of adopting a 
rights-based approach. One of the standout 
provisions of the BLA is Section 46(1), which 
guarantees maternity benefits for female workers. 
This section mandates that every woman worker is 
entitled to maternity benefits for eight weeks 
preceding and following her delivery, provided she 
has worked for the employer for at least six months 
before her delivery.  Further, Section 94(1) requires 
establishments employing 40 or more female 
workers to provide suitable rooms for their children 
under six years of age. This measure is pivotal in 
supporting working mothers, ensuring that they 
have access to childcare facilities. Even though the 
act does not emulate international standards in 
terms of strictly prohibiting discrimination on 
grounds such as race, sex, religion, ethnic group, 
etc., it does follow the principle of equal wages and 
bars any unfair labour practice against the rights of 
the workers.

The labour laws of Bangladesh are, apparently, 
gender neutral with some special provisions for 
women workers as regards maternity benefits, 
provisions relating to health, hygiene, and safety, 
restriction on employment in certain works, 
conduct towards women, etc. The Bangladesh 
Labour Rules (BLR) 2015, has been amended in 
2022, addressing women issues. The amendments 
include important provisions for the protection of 
women at the workplace, the introduction of 
miscarriage leave, and mandatory safety 
requirements for factories. These changes reflect a 
commitment to safeguarding the well-being of 
workers and ensuring safer working environments.
However, the Labour Act has been criticized for 
insufficiently promoting gender integration and 

failing to address sexual harassment in the 
workplace. These gaps undermine the Act’s 
effectiveness in creating a safe and inclusive 
working environment for all employees. The Act 
fails to address ‘discrimination’ or expressly include 
any provision that prohibits discrimination on any 
grounds. Under section 332, the Act contains a 
vaguely worded provision that prohibits behaviour 
that is “indecent or unmannerly or which is 
repugnant to the modesty or honour” of any 
woman. This prohibition is enforced by the general 
penalty of imprisonment for up to three months, or 
fine of up to BDT 25,000. 

The unequal power relations between male and 
female workers are embedded in our legal system 
and hinders the rights of female workers. The 
adjudication system of complaints against 
employers and fellow workers also fails to integrate 
gender-sensitive approaches that debar the female 
workers from access to remedy. The existing 
framework of addressing and prosecuting sexual 
harassment in the workplace, through 
male-dominated Anti-Harassment Committees, has 
remained largely dysfunctional and biased.   

As this research indicates climate change is adding 
new and disproportionate vulnerabilities for female 
workers, and the Labour Act has failed to address 
those vulnerabilities in the context of labour rights.

The Mujib Climate Prosperity Plan (MCPP) reflects 
a gender dimension by considering the promotion 
of female labour participation across all sectors as 
a key priority. The plan refers to increasing the 
protection and resilience of women from climatic 
shocks and climate-related crises. 

The Bangladesh Delta Plan (BDP) 2100 stresses 
the importance of gender equality as a key aspect 
of sustainable development. It calls for greater 
involvement of women in decision-making 
processes, ranging from local community planning 
to national policy formulation (UN Women, 2021). 
By addressing barriers to women's participation in 
the economy and society, such as limited access to 
education and healthcare, the plan seeks to 
empower women and enhance their role in 
structural development. The plan incorporates 
gender-sensitive approaches in climate adaptation 
strategies, recognizing that women are 
disproportionately affected by climate change and 
should be actively involved in climate resilience 
efforts. Despite these efforts, the plan lacks 
gender-specific data and analysis, which makes it 
difficult to develop effective policies to address 
gender disparities. The absence of detailed 
gender-disaggregated data makes it challenging to 
understand the unique needs and contributions of 
women in various sectors. Without clear metrics 
and accountability mechanisms, it is difficult to 
gauge the success of gender-related initiatives and 
make necessary adjustments. The benefits of the 
BDP 2100 might disproportionately favor urban 
areas and industrial sectors, potentially neglecting 
rural communities and marginalized populations 
where women and informal workers are most 
concentrated. Addressing these criticisms requires 
capacity-building programs and institutional 
reforms that promote inclusive policies and ensure 
accountability for labour and gender outcomes. 

National Action Plan for Women’s Development 
(2022-2030) based on NWDP aims to address 
challenges faced by women in various sectors, 
including industries like RMG acknowledging issues 
such as wage discrimination, maltreatment, 
occupational hazards due to inadequate safety 
measures, insufficient infrastructure like separate 
washrooms and childcare facilities, and low 
participation of women in formal labour sectors. It 
embodies Initiatives ranging from issuing new 
guidelines to prevent sexual harassment in 
export-oriented industries to reviewing existing 
policies (Trade and Commerce Policy. Monetary 
Policy and Taxation Policy and RMG sector labour 
and management policy) to eliminate clauses that 
negatively impact women, and formulate new 
policies if necessary. It advocates for monitoring 
policy effectiveness and ensuring compliance with 
labour laws in RMG factories, alongside providing 
social security benefits like insurance and 

allowances for accidents, unemployment, 
maternity, and healthcare. The plan also focuses on 
enhancing women's participation in economic 
activities through technical training for higher-level 
job prospects of RMG workers, and increased 
budget allocations for information dissemination 
thus enabling access to information for women, 
and overall compliance in the RMG sector. One 
interesting agenda of this plan is to integrate 
contributions to the national development of 
women from the RMG industry into textbook 
curricula. These efforts seek to empower women 
economically, ensure their safety and well-being at 
workplaces, and promote their active role in 
national development across sectors.

The Bangladesh Climate Change and Gender 
Action Plan (ccGAP) 2024 represents a strategic 
framework designed to integrate gender 
perspectives into climate change initiatives across 
various sectors. The plan outlines six distinct action 
plans aimed at fostering sustainable development 
while addressing gender-specific vulnerabilities. Key 
areas of focus include the sustainable management 
of natural resources, enhancement of livelihood 
resilience, and gender-responsive planning for 
infrastructure and settlements vulnerable to climate 
impacts. These actions seek to mitigate inequalities 
in resource access and decision-making processes, 
particularly concerning women. This policy 
specifically draws attention towards  promoting 
women's leadership and participation in climate 
change decision-making at all levels. This includes 
enhancing their representation in policy formulation 
and implementation, aiming to dismantle barriers 
that hinder their involvement in climate action 
initiatives. Additionally, the plan underscores the 
importance of gender-responsive means of 
implementing climate actions, advocating for 
budgeting, financing mechanisms, and 
capacity-building initiatives that consider gender 
dynamics.

This policy acknowledges issues such as poor 
wages, atrociously unsafe working conditions and 
high levels of harassment that reduce the 
contribution to women’s empowerment and gender 
equality. This is compounded by the insecurity 
women face in an urban setting without proper 
affordable housing, transportation facilities, and any 
form of social security. By enhancing skills and 
awareness among individuals and institutions, the 
plan aims to strengthen the implementation of 
gender-responsive climate strategies and ensure 
broader understanding and adoption across 
communities. 

A close analysis of the above policies suggests that 
there remains ample room to redesign our policies 
and action plans reflecting the climate, labour 
rights, and gender nexus. 
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3.1 Just Transition: Legal and policy responses 
and initiatives 
This section of the report provides an overview of 
the policies that connect just transition. In addition, 
this section provides an analysis of the regulatory 
framework of environment and labour and 
examines their compatibility with labour rights and 
environmental protection. The section also 
discusses the gender dimensions of the existing 
laws and policies regarding climate and labour 
rights. 

3.2 Government policies connecting just transition
Bangladesh Nationally Determined Contributions 
(NDCs) 2021: As Bangladesh develops its climate 
change adaptation efforts, the necessity for a Just 
Transition for workers in sensitive industries 
becomes increasingly obvious. Bangladesh's 
Nationally Determined Contributions (NDCs) to the 
Paris Agreement include pledges to reduce 
emissions and transition to a greener economy. 
Under NDC, the country is committed to reducing 
greenhouse gas emissions (GHGs) by 6.73% by 
2030 without any external support, and by a total of 
21.85% with an additional 15.12% with international 
support.
 
The Mujib Climate Prosperity Plan (MCPP) 
2022-2041 outlines several strategic initiatives to 
address climate change impacts while modernizing 
the workforce and promoting gender equality in the 
economic sphere. The plan’s focus on climate 
resilience, labour force modernization, and women's 

participation presents a progressive vision, though 
it also exhibits certain gaps requiring attention. The 
plan strongly embodies a commitment to 
sustainability and carbon emission reduction as it 
proposes adopting insulated and clean-energy 
heating, ventilation, and air-conditioning (HVAC) 
systems for buildings, particularly workplaces. This 
is to mitigate the adverse effects of rising 
temperatures due to climate change, ensuring safer 
and more comfortable environments for workers.  
To enhance the competitiveness of the labour force 
in the global market, the plan also advocates 
reskilling and upskilling through technical and 
vocational education and training (TVET). 

Additionally, it highlights the importance of 
improving efficiency through automation. These 
steps underscore the country’s vision of equipping 
workers with the necessary skills to adapt to 
technological advancements and shifting market 
demands. It must be noted that this plan highly 
prioritizes the qualitative participation of women in 
the green transition and low-carbon development 
sectors. It proposes targeted skill development 
training tailored to women's needs, alongside 
gender-responsive training covering relevant skills. 
The inclusion of fiscal stimulus packages and 
social protection programs is intended to support 
women's integration into these emerging sectors, 
promoting gender equality and economic inclusion.
However, the absence of a clear strategy to balance 
the automation of industries with the potential loss 
of jobs for workers is a significant gap that needs 

immediate attention. While the emphasis on 
automation aims to enhance efficiency and 
productivity, it raises concerns about the 
displacement of workers who may lack the 
necessary skills to transition to new roles. The plan 
would benefit from incorporating robust measures 
to address job displacement, including 
comprehensive retraining programs and social 
safety nets to support affected workers.

Another issue in the plan is that a clear strategy to 
tackle the adverse impact of climate change is 
missing. The role of other stakeholders  i.e., BGMEA, 
BKMEA, trade unions, brands, the Ministry of 
Environment, Forest, and Climate Change 
(MoEFCC), the Ministry of Labour and Employment 
(MoLE), the Department of Environment (DoE), and 
CSOs is not clearly envisaged. So, there is also a 
gap here to address this burning issue. The extent 
to which the MCPP specifically addresses the 
vulnerability and concerns of RMG workers—who 
are particularly affected by climate 
change—remains an area that requires deeper 
focus. While the plan outlines broad goals related to 
climate adaptation, economic development, and 
environmental sustainability, there are several gaps 
and opportunities for improving RMG workers' 
resilience in the face of climate impacts.

Bangladesh has robust disaster risk reduction 
strategies in place. The MCPP mentions the need 
for climate-resilient infrastructure and disaster 
preparedness, but it concentrates on infrastructure 
rather than labor. Flooding and cyclonic storms 
pose a threat to the RMG sector, which is mostly 
concentrated in Dhaka and Chittagong. However, 
the strategy does not directly address concerns 
about the safety of RMG personnel during such 
calamities.

The Bangladesh Climate Change Trust Fund 
(BCCTF) was established as a result of the 
Bangladesh Climate Change Strategy and Action 
Plan (BCCSAP) to fund climate research, 
low-carbon development, social protection and 
health, and comprehensive disaster management. 
Financial institutions are directed by Bangladesh 
Bank, a proponent of green banking, to devote a 
minimum of 5% of their loan portfolio to renewable 
energy projects. Finance for projects using solar, 
biomass, and biogas has been promoted by this 
strategy. To invest in energy-efficient technology, 
like LED lighting and appliances, credit facilities are 
also offered to individuals and enterprises at lower 
interest rates.

Bangladesh Bank Directives: Bangladesh Bank 
requires major financial institutions to include green 

lending in their loan portfolio. RMG factories can 
borrow loans at a reduced cost with favourable 
terms and conditions for solar power, wastewater 
treatment plants, and effluent treatment plans. This 
initiative can lead to achieving broader social goals 
and environmental sustainability while supporting 
just transition initiatives.26 The central bank of the 
country also issued Environmental Risk 
Management Guidelines (ERM) to support lenders’ 
environmental impact assessments. 

National Adaptation Plan of Bangladesh (NAP), 
2023–2050 is an ambitious strategy designed to 
address the multifaceted challenges of climate 
change. A key objective of the NAP is to reduce 
vulnerability to climate change impacts, with a 
particular emphasis on protecting the most 
marginalized communities. The plan identifies 
extreme heat waves as a significant threat, 
especially in urban areas, where the resultant loss 
of productivity is a major concern. Proposed 
adaptation measures include the use of 
eco-engineering and bioengineering techniques, 
climate-resilient construction materials, the 
expansion of green and blue infrastructures, and 
the development of renewable energy-based 
utilities.

However, the NAP's implementation faces several 
significant challenges. Ineffective coordination 
among stakeholders, insufficient transparency, and 
a lack of capacity within government institutions 
hinder progress. Additionally, the ambitious 
adaptation actions outlined in the plan require 
substantial investments from both the government 
and the international community. Securing global 
funds and ensuring their effective utilization 
remains a critical challenge for Bangladesh. The 
success of the NAP will depend largely on 
overcoming these obstacles and fostering strong, 
coordinated efforts across all levels of government 
and society.

Perspective Plan (2021-2041) seeks to eliminate 
extreme poverty and enable Bangladesh to reach 
Upper Middle-Income Country status by 2031 and 
High-Income Country status by 2041.
The Bangladesh Delta Plan 2100 (BDP 2100) is an 
ambitious initiative aimed at linking economic 
development, environmental sustainability, and 
social inclusiveness, with a strong focus on labour 
and gender rights. The BDP 2100 adopts a mix of 
adaptation, mitigation, and resilience-building 
strategies. Adaptation measures include Integrated 
Water Resources Management (IWRM), Coastal 
Zone Management, and Agricultural and Urban 
Adaptation, which aim to reduce climate-related 
vulnerabilities (Hossain et al., 2014). Mitigation 

efforts focus on improving energy efficiency and 
carbon sequestration (Khan et al., 2023), while 
resilience-building highlights the importance of 
community and ecosystem-based adaptations to 
help vulnerable groups cope with climate impacts 
(Rahman et al., 2019). In this framework, the BDP 
2100 emphasizes the role of labour rights in 
economic growth, advocating for job creation 
through infrastructure projects, improved 
agricultural practices, and the establishment of 
industrial zones (Asian Development Bank, 2022). It 
stresses the need for enforcing labour laws that 
ensure workers' rights are protected, including 
minimum wage standards and safe working 
environments underlining them as fundamental 
components for economic development. BDP 2100 
includes provisions for social safety nets designed 
to protect vulnerable workers from economic 
shocks and natural disasters (ILO, 2018), offering 
unemployment benefits and retraining programs 
(World Bank, 2023).

Other initiatives: In the light of the UN Fashion 
Industry Charter for Climate Action 2019 to reduce 
GHG emissions by 30% by 2030, about 217 out of 
at least 2,000 garment factories are certified by 
LEED, a U.S.-based ratings system for green 
buildings.27 550 more factories are waiting to get 
the certificate. The increasing number of 
Leed-certified green factories indicates 
Bangladesh’s commitment to achieve 
environmental sustainability by reducing carbon 
emissions with the increased use of renewable 
energy. However, unhealthy working conditions of 
the workers, dangerous pollutants in the 
factory-adjacent communities, and poor status of 
worker rights are still prevalent in those eco-friendly 
factories.28 

SREDA (Sustainable and Renewable Energy 
Development Authority) under the Ministry of 
Power, Energy, and Mineral Resources has started 
offering green technologies in the areas of 
renewable energy, waste management, and 
construction.29 This helps the RMG factories to 
integrate green solutions in the industry. 

3.2 Labour rights under labour laws and policies 
International instruments 
ILO Conventions: Bangladesh has ratified eight 
fundamental ILO conventions, two governance 

conventions (with high priority), and 26 technical 
conventions from the International Labour 
Organization (ILO).30 These ratifications reflect the 
country's formal commitment to aligning with 
international labour standards, although their 
effective implementation continues to pose 
challenges, as per the reports from the ILO 
Committee of Experts on the Application of 
Conventions and Recommendations (CEACR) and 
interim findings on specific complaints. 
Bangladesh recently submitted a road map of 
actions to address all the outstanding issues 
mentioned in the complaint concerning 
non-observance by Bangladesh of Conventions Nos 
81, 87, and 98 in the sessions of ILO. The road map 
had been developed under four priority areas with a 
series of specific actions set against timelines. 
These four priority areas are: (1) labour law reform; 
(2) trade union registration; (3) labour inspection 
and enforcement; and (4) addressing acts of 
anti-union discrimination/unfair labour practices 
and violence against workers. 

Bangladesh has undertaken various amendments 
of Labour and EPZ laws and policies, accountability 
mechanisms, legal and judicial proceedings reform 
adhering to this roadmap. Initiatives like setting up 
an efficient system to follow up on worker’s 
complaints received through a dial-in helpline, 
undertaking steps to make the labour courts fully 
functional and eradicate case backlogs, preventive 
measures addressing acts of anti-union 
discrimination/unfair labour practices and violence 
against workers have gained international attention 
and appreciation. 

The United Nations Guiding Principles on Business 
and Human Rights (UNGPs) is an international 
instrument that provides guidance to the States 
and business enterprises to comply with human 
rights in business operations and facilitates the 
attainment of sustainable industrial development in 
a country. The UNGPs offer a ‘Protect, Respect and 
Remedy’ framework for states and business 
enterprises to comply with their obligations to 
respect, protect and fulfil human rights in the overall 
business operation. The UNGPs, within its third 
pillar-access to remedy, require the States and the 
companies to establish governance structures that 
provide victims of human rights abuses with 
access to effective remedy, through judicial and 

non-judicial grievance mechanisms. Despite its 
significant potential to prevent, mitigate, and 
remediate adverse human rights impacts by 
business enterprises, it is reported that Bangladeshi 
industries have remained below the elementary 
level of complying with the UNGPs.31 

Corporate Sustainability Due Diligence Directive 
(CSDDD): The EU CSDDD law aims to promote 
sustainable business practices by requiring large 
corporations operating in the EU to do due diligence 
to identify, prevent, mitigate, and redress negative 
human rights and environmental impacts in their 
activities and value chains. The law provides 
measures to regulate the environmental impact and 
human rights of thousands of large corporations 
operating in a variety of industries, including those 
sourcing goods from Bangladesh. Under the 
CSDDD, European companies sourcing from 
Bangladesh must guarantee that the entire supply 
chain adheres to stringent human rights and 
environmental criteria. The buyers will need to 
ensure that their suppliers (i.e., Bangladeshi 
garment factories) adhere to the human rights and 
labour standards set out in the directive. To be 
better prepared for tackling CSDDD-induced 
challenges, Bangladesh needs to prioritize 
rights-aligned reforms in the light of human rights 
and due diligence (HRDD) and ensure their proper 
implementation in practice. 

It is worth noting that the proposed amendments to 
CSDDD by the European Commission’s omnibus 
package on sustainability raised concerns among 
stakeholders.32 Though the omnibus proposals 
apparently aimed at simplifying the legislative 
framework on sustainability, however, they could 
potentially reduce and deter reporting obligations 
while incurring uncertainty for businesses that have 
already invested in ESG compliance. Most 
importantly, the new proposals removed the 
EU-wide civil liability regime, leaving this to the 
discretion of Member States. The existing provision 
of the CSDDD requires that member states allow for 
victims of adverse impacts to be represented by 
trade unions or non-governmental organisations 
(NGOs). However, the new proposals suggest 
removing these provisions while deferring this to 
national civil liability regimes and limiting access to 
justice to directly affected victims. Under the new 
proposals, national law would define whether its 
civil liability provisions override otherwise 
applicable rules of the third country where the harm 
occurs. It is argued that the proposed amendments 

will add uncertainty and confusion while weakening 
the civil liability regime for victims’ access to 
justice.33

Bangladesh Labour Law 
The Bangladesh Labour Act (BLA), 2006, with 
amendments in 2013 and 2018, represents the 
principal legislative framework aimed at 
consolidating and enhancing labour rights in the 
country. By replacing 25 existing Acts, the BLA 
offers comprehensive coverage and sets standards 
across various aspects of labour rights, both 
substantive and procedural; including recruitment 
processes, labour-employer relationships, minimum 
wages, health and safety, occupational hazards, 
youth employment, maternity benefits, working 
hours, wage payments, trade unions, and working 
conditions.

The BLA mandates the provision of first-aid 
equipment, washing facilities, canteens, resting 
places, and dining areas with water facilities. 
Section 97 ensures that workers have access to 
facilities for their daily needs, which is essential for 
maintaining a humane working environment. 
Sections 58(1) and 58(3) mandate the provision of 
purified potable water, with special arrangements 
for cooling potable water during hot summers for 
establishments with over 250 workers. Section 
93(1) mandates restrooms for workers in 
establishments with more than 50 workers, with 
Section 93(3) ensuring separate restrooms for male 
and female workers if the number of female 
workers exceeds 25.

Both the BLA and the National Occupational Safety 
and Health (OSH) Policy stipulate that employers 
must ensure workers who report an accident are 
examined by a registered medical practitioner at the 
employer's expense within three days of the notice. 
For severe accidents or illnesses, the 2013 
amendment in Section 160(1) mandates that the 
employer arrange for the worker to be examined at 
their place of stay.

Despite these positive measures, the BLA has faced 
criticism for its shortcomings. Notably, it fails to 
cover the informal sector and does not adequately 
include certain employees, particularly mid-level 
managers. This exclusion leaves a significant 
portion of the workforce without the protection 
afforded by the Act. The 2013 amendment received 
particular criticism from the International Labour 
Organization (ILO) for not meeting several of their 

recommendations, especially those related to the 
freedom of association. The ILO’s critique highlights 
the need for further reforms to align the BLA with 
international labour standards and ensure 
comprehensive protection of workers' rights.

In terms of implementation and access to remedy, 
BLA provides for both formal (judicial proceedings 
at court) and informal (within factory and 
establishment) redress mechanisms and lays out 
provisions to establish a required number of labour 
courts and appellate tribunals. Workers have full 
right to be an active part of the adjudication, be 
heard, and have a fair opportunity to establish their 
case. According to the text of the law, the tribunals 
and courts must complete their proceedings within 
60 days, but reality paints a different scenario since 
the enactment does not provide for any 
consequential measure when cases are not settled 
in due time. With only 14 labour courts in 10 
districts (4 of them, including the Appellate Tribunal 
in the capital city), Cases have been pending for as 
long as 10 years causing a backlog of over 21,617 
cases. It is reported that the labour courts are 
overburdened with cases resulting in the 
backlogging and delay in disposal of cases.34 In 
addition to the scarcity of judges, absence of 
representatives of employer and worker, intentional 
delay of parties, lengthy process of issuing 
summons, and other complex court proceedings 
are also identified as the root causes of backlog of 
cases in labour courts.35 Only two Labour Court 
Legal Aid Cells established in 2013 are inadequately 
responsible for facilitating access to judicial remedy 
for the needy workers by providing government 
legal aid services. This also remains dysfunctional 
due to a shortage of human resources. 
The Act of 2006 primarily protects workers' rights, 

occupational health and safety, salaries, working 
hours, and conditions. However, while the Act 
covers traditional labour safeguards, it does not 
directly address the effects of climate change on 
workers. The Act makes no clear reference to 
climate change or its specific effects on workers. 
The Act focuses on worker safety, industrial 
relations, salaries, and dispute resolution, rather 
than environmental or climate-related difficulties. 
As a result, climate-related vulnerabilities, such as 
heat stress, displacement caused by extreme 
weather events, and the transition to a green 
economy, are not specifically addressed in the 
legislation.

The Bangladesh Labour Rules (BLR) 2015, 
amended in 2022, introduced several progressive 
measures aimed at enhancing worker protections 
and improving workplace conditions. The 
amendments include important provisions for the 
protection of women in the workplace, the 
introduction of miscarriage leave, and mandatory 
safety requirements for factories. These changes 
reflect a commitment to safeguarding the 
well-being of workers and ensuring safer working 
environments.

One of the significant changes in the amended BLR 
is the imposition of a mandatory yearly wage 
increment of at least 5% of the basic wages. 
Notably, the 2022 amendment does not include any 
exceptions or preconditions such as meeting key 
performance indicators (KPIs) or achieving a 
minimum profitability threshold for effecting these 
wage increments. This straightforward mandate 
aims to ensure that workers receive regular and 
predictable wage increases, potentially enhancing 
their economic security. Having said that, since the 

primary legislation, BLA 2006, does not contain a 
statutory provision for such increments, this 
discrepancy raises questions about the legal 
authority of the BLR's wage increment requirement 
in the absence of express statutory backing.

Rule 351 emphasizes the role of labor inspectors in 
conducting training and workshops to raise the 
knowledge and skills of workers, trade union 
members, and employers. Additionally, as per 
Section 90A of the Bangladesh Labour Act (BLA) 2006, 
factories with 50 or more workers are required to 
form and maintain a safety committee, following 
the guidelines prescribed by the BLR. This 
requirement aims to foster a culture of safety and 
accountability within factories. Furthermore, 
Section 89(6) of the BLA 2006 and Section 78 of the 
BLR 2015 together mandate that establishments 
employing 5,000 or more workers must operate a 
permanent medical center. This provision ensures 
that large workplaces have adequate medical 
facilities to address the health needs of their 
workers promptly and effectively.

Despite legal and administrative reforms, 
particularly following the Rana Plaza disaster, the 
implementation of labour laws often suffers due to 
legal loopholes and inadequate administrative 
resources. Lack of accountability and barriers to 
accountability measures threaten the entire 
structural integrity. Workers’ freedom of association 
consistently remains under unnecessary scrutiny 
while the inspections by the Department of 
Inspection for Factories and Establishments (DIFE) 
stay limited to the formal sector, leaving informal 
sector workers unaddressed. Lack of independence 
and transparency in judicial processes results in 
prolonged court proceedings, and hinders access to 
justice, even in urgent and serious cases. There is a 
significant rise in investigations and prosecutions 
related to trafficking, forced labour, and child labour, 
but still the conviction rate is low. Most importantly, 
the administrative bodies lack adequate manpower 
and enforcing authority to establish an effective 
labour administration. 

The 2022 amendments of labour law have also 
been criticized for ignoring many recommendations 
from worker representatives and labour leaders. 
This oversight suggests a lack of comprehensive 
stakeholder engagement in the legislative process. 
On one hand, the Act prohibits the threatening or 

dismissal of workers for joining or attempting to 
join a trade union. On the other hand, reports 
indicate widespread harassment, threats, and job 
losses associated with union activities. Nearly half 
of all union registration applications are rejected by 
the Department of Labour, and union meetings are 
frequently banned by the police. These issues 
highlight significant gaps in the enforcement of 
labour rights, undermining the effectiveness of the 
legislative framework.

In determining the amount of wages for the 
workers, the concept of living wage is not being 
considered.36 The non-compliant employers could 
escape liability and accountability since there is no 
minimum wage enforcement or inspection 
mechanism under the BLA contradicting the Labour 
Inspection Convention, 1947.37 Although the Act 
imposes liability upon the employers to pay injury 
compensation; in practice, most of the workers do 
not receive any such compensation package. 
The Labour Act fails to address the concerns of the 
large number of workers in the informal sector, 
agricultural firms (with less than five workers 
engaged), and domestic workers.38 The 
exclusionary character of BLA ignores the 
recognition of the majority labour force as workers 
and also denies their fundamental rights at work.
In terms of enforcement mechanisms, DIFE, being 
the key inspection authority under labour law, lacks 
adequate resources, training facilities, and 
performance management systems to inspect 
factories.39 It also lacks executive authority to 
undertake enforcement measures. 

The Act provides, in many cases, ample power to 
the employers and implementing agencies while 
making the workers immensely vulnerable and 
dependent. The monitoring mechanism under the 
Act is not clearly demarcated, which makes the 
responsible stakeholders unaccountable.40

 
In summary, while the Bangladesh Labour Act 
(BLA), 2006, along with its amendments, provides a 
framework for labour rights and introduces several 
provisions for worker welfare, it also reveals 
significant gaps and areas for improvement so that 
all workers are afforded the protections they 
deserve.

Bangladesh EPZ Labour Act
The Bangladesh EPZ Labour Act, 2019, was 

enacted to protect the rights of workers in Export 
Processing Zones (EPZ) industrial establishments. 
This Act, supplemented by the Bangladesh EPZ 
Labour Rules, 2022, extends labour rights to EPZ 
workers, albeit in a restricted and limited manner 
compared to the labour laws applicable to the 
country's mainstream workforce. The Act notably 
limits the right of workers to organize and engage in 
collective bargaining. Instead of allowing for trade 
unions, it mandates Workers’ Welfare Associations 
(WWA), which directly contravenes ILO Convention 
No. 87 (Freedom of Association and Right to 
Organize) and ILO Convention No. 98 (Right to 
Organize and Collective Bargaining), both ratified by 
Bangladesh. This restriction on forming trade 
unions and engaging in collective bargaining 
violates internationally recognized labour standards 
and has drawn concerns from the ILO CEACR 
Committee. The act further violates ILO standards 
by not explicitly prohibiting interference in the 
internal affairs of employees and employers (the 
right to organize and collective bargaining, 
Convention No. 98). Additionally, the law grants 
arbitrary and unlimited power to the executive 
chairman concerning the registration and formation 
of WWAs. Section 180(c) of the Act allows the 
executive chairman to determine the legitimacy of 
any Workers' Welfare Association and its capacity 
to act as a collective bargaining agent. This 
provision contravenes ILO standards, which 
stipulate that the determination of a bargaining 
agent should be conducted by a body that 
guarantees independence and objectivity.

The BEPZA was created by the Bangladesh Export 
Processing Zones Authority (BEPZA) Act, 1980, 
which gave it the authority to design, build, run, and 
oversee industrial zones such as EPZs and 
encourage foreign investment in Bangladesh. 
BEPZA issued Instructions I and II in accordance 
with this Act to guarantee minimal labour standards 
in the EPZs. However, these directives limited the 
rights of EPZ employees while giving managers 
arbitrary authority to award incentives and leaves.

They failed to include provisions for maternity 
benefits or injury compensation, which workers are 
legitimately entitled to. The Act created a significant 
power imbalance between employers and workers, 
undermining the need for corporate and social 
accountability from thousands of employers. Both 
Bangladesh EPZ Labour Act, 2019, and the BEPZA 
Act, 1980, while aiming to regulate labour rights and 
promote investment in EPZs, fall short in protecting 
workers' rights and ensuring compliance with 
international labour standards.

The National Occupational Safety and Health 
(OSH) Policy aims to ensure a safe and healthy 

working environment across both formal and 
informal sectors of the economy. It aims to prevent 
workplace injuries, diseases, and fatalities by 
enhancing safety and health standards for workers 
and emphasize protecting workers' well-being while 
also enhancing industrial productivity. The policy 
mandates training, guidelines on safety, and the 
provision of Personal Protective Equipment (PPE) to 
workers, the establishment of safety boards, and 
the formulation of national safety standards. In 
compliance with international standards in order to 
enforce workplace safety standards 
comprehensively. However, criticisms abound 
regarding inadequate implementation of OSH 
standards, particularly evident in reports of poor 
sanitation and water services in factories, 
disproportionately affecting women in the 
ready-made garments sector. Additionally, the 
committees tasked with enforcing workplace safety 
have faced criticism for their perceived lack of 
authority, as they lack adequate participation from 
trade unions, employers' representatives, and civil 
society organizations. 

National Action Plan (NAP) on the Labour Sector 
of Bangladesh (2021-2026) is a crucial component 
of the country's legal and administrative reforms 
aimed at upholding labour rights and workplace 
safety. Formulated as part of the government's 
response to an article 26 complaint and reflecting 
the roadmap submitted to the ILO Governing Body, 
the NAP emphasizes the government's 
commitment to ensuring that business enterprises 
respect the human rights of workers through 
legislative and institutional reforms. Significant 
progress has already been made under the NAP, 
including the ratification of the ILO Convention on 
minimum age and the Forced Labour Protocol. The 
plan outlines the state's duty to protect human 
rights by undertaking judicial, administrative, 
legislative, or other appropriate measures to 
safeguard workers from violence, harassment, 
unfair labour practices, and anti-union 
discrimination. Implementing the NAP is crucial for 
addressing the labour rights challenges associated 
with Bangladesh's LDC graduation and for securing 
Generalized Scheme Preferences Plus status in EU 
markets.

2013 Accord on Fire and Building Safety in 
Bangladesh
This agreement was signed in the immediate 
aftermath of the Rana Plaza building collapse. The 
Accord is a legally binding agreement between 
global brands & retailers and trade unions to work 
towards a safe and healthy garment and textile 
industry in Bangladesh. Over 220 companies signed 
the five-year Accord, and it is considered that the 
work of the Accord had contributed to significantly 

safer workplaces for millions of Bangladeshi 
garment workers.41  Bangladesh Accord could be a 
modern and effective solution for business-related 
human rights disputes.42 Since the closure of the 
operation of Accord in 2020, the RMG Sustainability 
Council (RSC) has been looking after the safety 
requirements of the industries. However, the 
performance of RSC, especially during the 
pandemic, has been criticized.43

3.3 Regulating polluting industries 
The Bangladesh Environment Conservation Act of 
1995 aims to regulate industrial pollution through 
the requirement of Environment Clearance 
Certificates (ECC) and Environmental Impact 
Assessments (EIA). The ECC acquisition process is 
laid out in the Environment Conservation Rules 
1997. Under this act, the Director General (DG) of 
the Department of Environment has concentrated 
power but does not bear accompanying 
responsibilities, thus creating the potential for 
misuse. The Department, tasked with issuing ECCs 
and approving EIAs, often struggles with 
enforcement due to limited resources, leading to 
insufficient accountability for major polluters. The 
Act fails to mandate corporate responsibility for 
environmental impacts in business policies and 
strategies, allowing enterprises and factories to 
evade consequences for environmental 
degradation. 

It is frustrating to note that the provision of EIA is 
often manipulated to serve the interests of the big 
industries. Under the ECA 1995, the industries are 
under obligation to establish ETP considering the 
nature of the industry, however, in reality, very few 
industries are complying with the law. The big 
polluters remain largely unaccountable despite their 
constant contributions to environmental 
degradation.44

Environmental Conservation Rules, 1997 consists 
of a set of the relevant rules to implement the 
Environment Conservation Act and provides 
procedures to obtain Environmental Clearance 
Certificate. It requires industries to conduct EIA, 
establish ETP, and take Environment Clearance 
Certificate. 

EIA Guidelines for Industries 2021
The Guidelines provide detailed guidelines for 
industries subject to EIA and present six steps of 
the EIA processes including screening, scoping, 
baseline data generation, impact assessment, 
mitigation of impacts, and environmental 
management plan. 

The National Environment Policy of 2018 outlines 
a vision aimed at achieving sustainable 
development goals through the preservation of 
environmental integrity and biodiversity. It 
underscores the importance of mitigating 
environmental pollution and addressing the 
challenges posed by climate change. Central to its 
strategy is the mandatory implementation of 
Environmental Impact Assessments (EIA) and 
Strategic Environmental Assessments (SEA) where 
deemed necessary, ensuring that developmental 
projects consider their environmental implications 
from inception. The policy also advocates for 
fostering Public Private Partnerships (PPP) to 
enhance environmental conservation efforts, 
emphasizing collaborative approaches between 
governmental and private entities. By promoting 
these initiatives, the policy seeks to foster a 
balanced approach to economic development that 
prioritizes environmental sustainability and 
resilience against climate change impacts.

The Industrial Policy 2016 envisages undertaking 
measures for environment-friendly industrial 
management. The policy states that business 
organizations, NGOs, and other social organizations 
will be encouraged to engage in the protection of 
the environment and management of industrial 
waste. The policy also states that to prevent 
environmental pollution in the industries, the 
establishment of Effluent Treatment Plant (ETP) 
and Common Effluent Treatment Plants (CETP) will 
be encouraged. However, in reality 80% of industrial 
factories run without waste treatment facilities.45 It 
is reported that 556 of all the factories have effluent 
treatment plants (ETPs) on paper, but out of them 
only a few functions effectively.46

The National Labour Policy of 2012 was 
established to promote a productive, 
non-discriminatory, non-exploitative, and healthy 
work environment for all citizens. It reflects a strong 
commitment by the government to uphold labour 
rights by endorsing relevant ILO Conventions and 
other international human rights instruments. 
Article 19 of the policy urges the government to 
amend laws to ensure safe, healthy, and 
women-friendly workplaces and provide maternity 
protection. 

However, it has been criticized for not explicitly 
addressing the human rights obligations of 
business enterprises. This omission highlights a 
significant gap in the policy’s comprehensive 
approach to labour rights and corporate 
accountability, undermining its potential 
effectiveness in ensuring robust protection for all 
workers.

3.4 Gender dimensions in the existing policies
Bangladesh labour law apparently addresses the 
gender dimension in the context of providing some 
benefits to women instead of adopting a 
rights-based approach. One of the standout 
provisions of the BLA is Section 46(1), which 
guarantees maternity benefits for female workers. 
This section mandates that every woman worker is 
entitled to maternity benefits for eight weeks 
preceding and following her delivery, provided she 
has worked for the employer for at least six months 
before her delivery.  Further, Section 94(1) requires 
establishments employing 40 or more female 
workers to provide suitable rooms for their children 
under six years of age. This measure is pivotal in 
supporting working mothers, ensuring that they 
have access to childcare facilities. Even though the 
act does not emulate international standards in 
terms of strictly prohibiting discrimination on 
grounds such as race, sex, religion, ethnic group, 
etc., it does follow the principle of equal wages and 
bars any unfair labour practice against the rights of 
the workers.

The labour laws of Bangladesh are, apparently, 
gender neutral with some special provisions for 
women workers as regards maternity benefits, 
provisions relating to health, hygiene, and safety, 
restriction on employment in certain works, 
conduct towards women, etc. The Bangladesh 
Labour Rules (BLR) 2015, has been amended in 
2022, addressing women issues. The amendments 
include important provisions for the protection of 
women at the workplace, the introduction of 
miscarriage leave, and mandatory safety 
requirements for factories. These changes reflect a 
commitment to safeguarding the well-being of 
workers and ensuring safer working environments.
However, the Labour Act has been criticized for 
insufficiently promoting gender integration and 

failing to address sexual harassment in the 
workplace. These gaps undermine the Act’s 
effectiveness in creating a safe and inclusive 
working environment for all employees. The Act 
fails to address ‘discrimination’ or expressly include 
any provision that prohibits discrimination on any 
grounds. Under section 332, the Act contains a 
vaguely worded provision that prohibits behaviour 
that is “indecent or unmannerly or which is 
repugnant to the modesty or honour” of any 
woman. This prohibition is enforced by the general 
penalty of imprisonment for up to three months, or 
fine of up to BDT 25,000. 

The unequal power relations between male and 
female workers are embedded in our legal system 
and hinders the rights of female workers. The 
adjudication system of complaints against 
employers and fellow workers also fails to integrate 
gender-sensitive approaches that debar the female 
workers from access to remedy. The existing 
framework of addressing and prosecuting sexual 
harassment in the workplace, through 
male-dominated Anti-Harassment Committees, has 
remained largely dysfunctional and biased.   

As this research indicates climate change is adding 
new and disproportionate vulnerabilities for female 
workers, and the Labour Act has failed to address 
those vulnerabilities in the context of labour rights.

The Mujib Climate Prosperity Plan (MCPP) reflects 
a gender dimension by considering the promotion 
of female labour participation across all sectors as 
a key priority. The plan refers to increasing the 
protection and resilience of women from climatic 
shocks and climate-related crises. 

The Bangladesh Delta Plan (BDP) 2100 stresses 
the importance of gender equality as a key aspect 
of sustainable development. It calls for greater 
involvement of women in decision-making 
processes, ranging from local community planning 
to national policy formulation (UN Women, 2021). 
By addressing barriers to women's participation in 
the economy and society, such as limited access to 
education and healthcare, the plan seeks to 
empower women and enhance their role in 
structural development. The plan incorporates 
gender-sensitive approaches in climate adaptation 
strategies, recognizing that women are 
disproportionately affected by climate change and 
should be actively involved in climate resilience 
efforts. Despite these efforts, the plan lacks 
gender-specific data and analysis, which makes it 
difficult to develop effective policies to address 
gender disparities. The absence of detailed 
gender-disaggregated data makes it challenging to 
understand the unique needs and contributions of 
women in various sectors. Without clear metrics 
and accountability mechanisms, it is difficult to 
gauge the success of gender-related initiatives and 
make necessary adjustments. The benefits of the 
BDP 2100 might disproportionately favor urban 
areas and industrial sectors, potentially neglecting 
rural communities and marginalized populations 
where women and informal workers are most 
concentrated. Addressing these criticisms requires 
capacity-building programs and institutional 
reforms that promote inclusive policies and ensure 
accountability for labour and gender outcomes. 

National Action Plan for Women’s Development 
(2022-2030) based on NWDP aims to address 
challenges faced by women in various sectors, 
including industries like RMG acknowledging issues 
such as wage discrimination, maltreatment, 
occupational hazards due to inadequate safety 
measures, insufficient infrastructure like separate 
washrooms and childcare facilities, and low 
participation of women in formal labour sectors. It 
embodies Initiatives ranging from issuing new 
guidelines to prevent sexual harassment in 
export-oriented industries to reviewing existing 
policies (Trade and Commerce Policy. Monetary 
Policy and Taxation Policy and RMG sector labour 
and management policy) to eliminate clauses that 
negatively impact women, and formulate new 
policies if necessary. It advocates for monitoring 
policy effectiveness and ensuring compliance with 
labour laws in RMG factories, alongside providing 
social security benefits like insurance and 

allowances for accidents, unemployment, 
maternity, and healthcare. The plan also focuses on 
enhancing women's participation in economic 
activities through technical training for higher-level 
job prospects of RMG workers, and increased 
budget allocations for information dissemination 
thus enabling access to information for women, 
and overall compliance in the RMG sector. One 
interesting agenda of this plan is to integrate 
contributions to the national development of 
women from the RMG industry into textbook 
curricula. These efforts seek to empower women 
economically, ensure their safety and well-being at 
workplaces, and promote their active role in 
national development across sectors.

The Bangladesh Climate Change and Gender 
Action Plan (ccGAP) 2024 represents a strategic 
framework designed to integrate gender 
perspectives into climate change initiatives across 
various sectors. The plan outlines six distinct action 
plans aimed at fostering sustainable development 
while addressing gender-specific vulnerabilities. Key 
areas of focus include the sustainable management 
of natural resources, enhancement of livelihood 
resilience, and gender-responsive planning for 
infrastructure and settlements vulnerable to climate 
impacts. These actions seek to mitigate inequalities 
in resource access and decision-making processes, 
particularly concerning women. This policy 
specifically draws attention towards  promoting 
women's leadership and participation in climate 
change decision-making at all levels. This includes 
enhancing their representation in policy formulation 
and implementation, aiming to dismantle barriers 
that hinder their involvement in climate action 
initiatives. Additionally, the plan underscores the 
importance of gender-responsive means of 
implementing climate actions, advocating for 
budgeting, financing mechanisms, and 
capacity-building initiatives that consider gender 
dynamics.

This policy acknowledges issues such as poor 
wages, atrociously unsafe working conditions and 
high levels of harassment that reduce the 
contribution to women’s empowerment and gender 
equality. This is compounded by the insecurity 
women face in an urban setting without proper 
affordable housing, transportation facilities, and any 
form of social security. By enhancing skills and 
awareness among individuals and institutions, the 
plan aims to strengthen the implementation of 
gender-responsive climate strategies and ensure 
broader understanding and adoption across 
communities. 

A close analysis of the above policies suggests that 
there remains ample room to redesign our policies 
and action plans reflecting the climate, labour 
rights, and gender nexus. 

The qualitative analysis of the responses of one 
thousand workers (male and female) from One 
hundred different factories in the five-study region 
(Rampura, Ashulia, Gazipur, Chattogram and 
Narayanganj) is presented here. Figure-01 shows 

Survey Findings & Data Analysis
female-male workers numbers from all five zones. It 
is significant that 309 workers are interviewed from 
Coastal zone Chattogram and rest  691 are chosen 
from four different RMG hubs of Bangladesh.

Figure-01: Female-Male workers number in the study areas
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This study has three key themes under the broad 
‘Just Transition’ spectrum. These three thematic 
areas are Climate Change, Labor Rights, and 
Gender discourses. To identify the dominant 
challenges and dynamics within these fields, this 
study has employed carefully designed survey 

questionnaires for the workers. This is done 
because without comprehensive pictures of them, 
‘Just Transition’ in Bangladesh would be incomplete 
and can potentially bring unwanted consequences 
for all relevant stakeholders. 
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3.1 Just Transition: Legal and policy responses 
and initiatives 
This section of the report provides an overview of 
the policies that connect just transition. In addition, 
this section provides an analysis of the regulatory 
framework of environment and labour and 
examines their compatibility with labour rights and 
environmental protection. The section also 
discusses the gender dimensions of the existing 
laws and policies regarding climate and labour 
rights. 

3.2 Government policies connecting just transition
Bangladesh Nationally Determined Contributions 
(NDCs) 2021: As Bangladesh develops its climate 
change adaptation efforts, the necessity for a Just 
Transition for workers in sensitive industries 
becomes increasingly obvious. Bangladesh's 
Nationally Determined Contributions (NDCs) to the 
Paris Agreement include pledges to reduce 
emissions and transition to a greener economy. 
Under NDC, the country is committed to reducing 
greenhouse gas emissions (GHGs) by 6.73% by 
2030 without any external support, and by a total of 
21.85% with an additional 15.12% with international 
support.
 
The Mujib Climate Prosperity Plan (MCPP) 
2022-2041 outlines several strategic initiatives to 
address climate change impacts while modernizing 
the workforce and promoting gender equality in the 
economic sphere. The plan’s focus on climate 
resilience, labour force modernization, and women's 

participation presents a progressive vision, though 
it also exhibits certain gaps requiring attention. The 
plan strongly embodies a commitment to 
sustainability and carbon emission reduction as it 
proposes adopting insulated and clean-energy 
heating, ventilation, and air-conditioning (HVAC) 
systems for buildings, particularly workplaces. This 
is to mitigate the adverse effects of rising 
temperatures due to climate change, ensuring safer 
and more comfortable environments for workers.  
To enhance the competitiveness of the labour force 
in the global market, the plan also advocates 
reskilling and upskilling through technical and 
vocational education and training (TVET). 

Additionally, it highlights the importance of 
improving efficiency through automation. These 
steps underscore the country’s vision of equipping 
workers with the necessary skills to adapt to 
technological advancements and shifting market 
demands. It must be noted that this plan highly 
prioritizes the qualitative participation of women in 
the green transition and low-carbon development 
sectors. It proposes targeted skill development 
training tailored to women's needs, alongside 
gender-responsive training covering relevant skills. 
The inclusion of fiscal stimulus packages and 
social protection programs is intended to support 
women's integration into these emerging sectors, 
promoting gender equality and economic inclusion.
However, the absence of a clear strategy to balance 
the automation of industries with the potential loss 
of jobs for workers is a significant gap that needs 

immediate attention. While the emphasis on 
automation aims to enhance efficiency and 
productivity, it raises concerns about the 
displacement of workers who may lack the 
necessary skills to transition to new roles. The plan 
would benefit from incorporating robust measures 
to address job displacement, including 
comprehensive retraining programs and social 
safety nets to support affected workers.

Another issue in the plan is that a clear strategy to 
tackle the adverse impact of climate change is 
missing. The role of other stakeholders  i.e., BGMEA, 
BKMEA, trade unions, brands, the Ministry of 
Environment, Forest, and Climate Change 
(MoEFCC), the Ministry of Labour and Employment 
(MoLE), the Department of Environment (DoE), and 
CSOs is not clearly envisaged. So, there is also a 
gap here to address this burning issue. The extent 
to which the MCPP specifically addresses the 
vulnerability and concerns of RMG workers—who 
are particularly affected by climate 
change—remains an area that requires deeper 
focus. While the plan outlines broad goals related to 
climate adaptation, economic development, and 
environmental sustainability, there are several gaps 
and opportunities for improving RMG workers' 
resilience in the face of climate impacts.

Bangladesh has robust disaster risk reduction 
strategies in place. The MCPP mentions the need 
for climate-resilient infrastructure and disaster 
preparedness, but it concentrates on infrastructure 
rather than labor. Flooding and cyclonic storms 
pose a threat to the RMG sector, which is mostly 
concentrated in Dhaka and Chittagong. However, 
the strategy does not directly address concerns 
about the safety of RMG personnel during such 
calamities.

The Bangladesh Climate Change Trust Fund 
(BCCTF) was established as a result of the 
Bangladesh Climate Change Strategy and Action 
Plan (BCCSAP) to fund climate research, 
low-carbon development, social protection and 
health, and comprehensive disaster management. 
Financial institutions are directed by Bangladesh 
Bank, a proponent of green banking, to devote a 
minimum of 5% of their loan portfolio to renewable 
energy projects. Finance for projects using solar, 
biomass, and biogas has been promoted by this 
strategy. To invest in energy-efficient technology, 
like LED lighting and appliances, credit facilities are 
also offered to individuals and enterprises at lower 
interest rates.

Bangladesh Bank Directives: Bangladesh Bank 
requires major financial institutions to include green 

lending in their loan portfolio. RMG factories can 
borrow loans at a reduced cost with favourable 
terms and conditions for solar power, wastewater 
treatment plants, and effluent treatment plans. This 
initiative can lead to achieving broader social goals 
and environmental sustainability while supporting 
just transition initiatives.26 The central bank of the 
country also issued Environmental Risk 
Management Guidelines (ERM) to support lenders’ 
environmental impact assessments. 

National Adaptation Plan of Bangladesh (NAP), 
2023–2050 is an ambitious strategy designed to 
address the multifaceted challenges of climate 
change. A key objective of the NAP is to reduce 
vulnerability to climate change impacts, with a 
particular emphasis on protecting the most 
marginalized communities. The plan identifies 
extreme heat waves as a significant threat, 
especially in urban areas, where the resultant loss 
of productivity is a major concern. Proposed 
adaptation measures include the use of 
eco-engineering and bioengineering techniques, 
climate-resilient construction materials, the 
expansion of green and blue infrastructures, and 
the development of renewable energy-based 
utilities.

However, the NAP's implementation faces several 
significant challenges. Ineffective coordination 
among stakeholders, insufficient transparency, and 
a lack of capacity within government institutions 
hinder progress. Additionally, the ambitious 
adaptation actions outlined in the plan require 
substantial investments from both the government 
and the international community. Securing global 
funds and ensuring their effective utilization 
remains a critical challenge for Bangladesh. The 
success of the NAP will depend largely on 
overcoming these obstacles and fostering strong, 
coordinated efforts across all levels of government 
and society.

Perspective Plan (2021-2041) seeks to eliminate 
extreme poverty and enable Bangladesh to reach 
Upper Middle-Income Country status by 2031 and 
High-Income Country status by 2041.
The Bangladesh Delta Plan 2100 (BDP 2100) is an 
ambitious initiative aimed at linking economic 
development, environmental sustainability, and 
social inclusiveness, with a strong focus on labour 
and gender rights. The BDP 2100 adopts a mix of 
adaptation, mitigation, and resilience-building 
strategies. Adaptation measures include Integrated 
Water Resources Management (IWRM), Coastal 
Zone Management, and Agricultural and Urban 
Adaptation, which aim to reduce climate-related 
vulnerabilities (Hossain et al., 2014). Mitigation 

efforts focus on improving energy efficiency and 
carbon sequestration (Khan et al., 2023), while 
resilience-building highlights the importance of 
community and ecosystem-based adaptations to 
help vulnerable groups cope with climate impacts 
(Rahman et al., 2019). In this framework, the BDP 
2100 emphasizes the role of labour rights in 
economic growth, advocating for job creation 
through infrastructure projects, improved 
agricultural practices, and the establishment of 
industrial zones (Asian Development Bank, 2022). It 
stresses the need for enforcing labour laws that 
ensure workers' rights are protected, including 
minimum wage standards and safe working 
environments underlining them as fundamental 
components for economic development. BDP 2100 
includes provisions for social safety nets designed 
to protect vulnerable workers from economic 
shocks and natural disasters (ILO, 2018), offering 
unemployment benefits and retraining programs 
(World Bank, 2023).

Other initiatives: In the light of the UN Fashion 
Industry Charter for Climate Action 2019 to reduce 
GHG emissions by 30% by 2030, about 217 out of 
at least 2,000 garment factories are certified by 
LEED, a U.S.-based ratings system for green 
buildings.27 550 more factories are waiting to get 
the certificate. The increasing number of 
Leed-certified green factories indicates 
Bangladesh’s commitment to achieve 
environmental sustainability by reducing carbon 
emissions with the increased use of renewable 
energy. However, unhealthy working conditions of 
the workers, dangerous pollutants in the 
factory-adjacent communities, and poor status of 
worker rights are still prevalent in those eco-friendly 
factories.28 

SREDA (Sustainable and Renewable Energy 
Development Authority) under the Ministry of 
Power, Energy, and Mineral Resources has started 
offering green technologies in the areas of 
renewable energy, waste management, and 
construction.29 This helps the RMG factories to 
integrate green solutions in the industry. 

3.2 Labour rights under labour laws and policies 
International instruments 
ILO Conventions: Bangladesh has ratified eight 
fundamental ILO conventions, two governance 

conventions (with high priority), and 26 technical 
conventions from the International Labour 
Organization (ILO).30 These ratifications reflect the 
country's formal commitment to aligning with 
international labour standards, although their 
effective implementation continues to pose 
challenges, as per the reports from the ILO 
Committee of Experts on the Application of 
Conventions and Recommendations (CEACR) and 
interim findings on specific complaints. 
Bangladesh recently submitted a road map of 
actions to address all the outstanding issues 
mentioned in the complaint concerning 
non-observance by Bangladesh of Conventions Nos 
81, 87, and 98 in the sessions of ILO. The road map 
had been developed under four priority areas with a 
series of specific actions set against timelines. 
These four priority areas are: (1) labour law reform; 
(2) trade union registration; (3) labour inspection 
and enforcement; and (4) addressing acts of 
anti-union discrimination/unfair labour practices 
and violence against workers. 

Bangladesh has undertaken various amendments 
of Labour and EPZ laws and policies, accountability 
mechanisms, legal and judicial proceedings reform 
adhering to this roadmap. Initiatives like setting up 
an efficient system to follow up on worker’s 
complaints received through a dial-in helpline, 
undertaking steps to make the labour courts fully 
functional and eradicate case backlogs, preventive 
measures addressing acts of anti-union 
discrimination/unfair labour practices and violence 
against workers have gained international attention 
and appreciation. 

The United Nations Guiding Principles on Business 
and Human Rights (UNGPs) is an international 
instrument that provides guidance to the States 
and business enterprises to comply with human 
rights in business operations and facilitates the 
attainment of sustainable industrial development in 
a country. The UNGPs offer a ‘Protect, Respect and 
Remedy’ framework for states and business 
enterprises to comply with their obligations to 
respect, protect and fulfil human rights in the overall 
business operation. The UNGPs, within its third 
pillar-access to remedy, require the States and the 
companies to establish governance structures that 
provide victims of human rights abuses with 
access to effective remedy, through judicial and 

non-judicial grievance mechanisms. Despite its 
significant potential to prevent, mitigate, and 
remediate adverse human rights impacts by 
business enterprises, it is reported that Bangladeshi 
industries have remained below the elementary 
level of complying with the UNGPs.31 

Corporate Sustainability Due Diligence Directive 
(CSDDD): The EU CSDDD law aims to promote 
sustainable business practices by requiring large 
corporations operating in the EU to do due diligence 
to identify, prevent, mitigate, and redress negative 
human rights and environmental impacts in their 
activities and value chains. The law provides 
measures to regulate the environmental impact and 
human rights of thousands of large corporations 
operating in a variety of industries, including those 
sourcing goods from Bangladesh. Under the 
CSDDD, European companies sourcing from 
Bangladesh must guarantee that the entire supply 
chain adheres to stringent human rights and 
environmental criteria. The buyers will need to 
ensure that their suppliers (i.e., Bangladeshi 
garment factories) adhere to the human rights and 
labour standards set out in the directive. To be 
better prepared for tackling CSDDD-induced 
challenges, Bangladesh needs to prioritize 
rights-aligned reforms in the light of human rights 
and due diligence (HRDD) and ensure their proper 
implementation in practice. 

It is worth noting that the proposed amendments to 
CSDDD by the European Commission’s omnibus 
package on sustainability raised concerns among 
stakeholders.32 Though the omnibus proposals 
apparently aimed at simplifying the legislative 
framework on sustainability, however, they could 
potentially reduce and deter reporting obligations 
while incurring uncertainty for businesses that have 
already invested in ESG compliance. Most 
importantly, the new proposals removed the 
EU-wide civil liability regime, leaving this to the 
discretion of Member States. The existing provision 
of the CSDDD requires that member states allow for 
victims of adverse impacts to be represented by 
trade unions or non-governmental organisations 
(NGOs). However, the new proposals suggest 
removing these provisions while deferring this to 
national civil liability regimes and limiting access to 
justice to directly affected victims. Under the new 
proposals, national law would define whether its 
civil liability provisions override otherwise 
applicable rules of the third country where the harm 
occurs. It is argued that the proposed amendments 

will add uncertainty and confusion while weakening 
the civil liability regime for victims’ access to 
justice.33

Bangladesh Labour Law 
The Bangladesh Labour Act (BLA), 2006, with 
amendments in 2013 and 2018, represents the 
principal legislative framework aimed at 
consolidating and enhancing labour rights in the 
country. By replacing 25 existing Acts, the BLA 
offers comprehensive coverage and sets standards 
across various aspects of labour rights, both 
substantive and procedural; including recruitment 
processes, labour-employer relationships, minimum 
wages, health and safety, occupational hazards, 
youth employment, maternity benefits, working 
hours, wage payments, trade unions, and working 
conditions.

The BLA mandates the provision of first-aid 
equipment, washing facilities, canteens, resting 
places, and dining areas with water facilities. 
Section 97 ensures that workers have access to 
facilities for their daily needs, which is essential for 
maintaining a humane working environment. 
Sections 58(1) and 58(3) mandate the provision of 
purified potable water, with special arrangements 
for cooling potable water during hot summers for 
establishments with over 250 workers. Section 
93(1) mandates restrooms for workers in 
establishments with more than 50 workers, with 
Section 93(3) ensuring separate restrooms for male 
and female workers if the number of female 
workers exceeds 25.

Both the BLA and the National Occupational Safety 
and Health (OSH) Policy stipulate that employers 
must ensure workers who report an accident are 
examined by a registered medical practitioner at the 
employer's expense within three days of the notice. 
For severe accidents or illnesses, the 2013 
amendment in Section 160(1) mandates that the 
employer arrange for the worker to be examined at 
their place of stay.

Despite these positive measures, the BLA has faced 
criticism for its shortcomings. Notably, it fails to 
cover the informal sector and does not adequately 
include certain employees, particularly mid-level 
managers. This exclusion leaves a significant 
portion of the workforce without the protection 
afforded by the Act. The 2013 amendment received 
particular criticism from the International Labour 
Organization (ILO) for not meeting several of their 

recommendations, especially those related to the 
freedom of association. The ILO’s critique highlights 
the need for further reforms to align the BLA with 
international labour standards and ensure 
comprehensive protection of workers' rights.

In terms of implementation and access to remedy, 
BLA provides for both formal (judicial proceedings 
at court) and informal (within factory and 
establishment) redress mechanisms and lays out 
provisions to establish a required number of labour 
courts and appellate tribunals. Workers have full 
right to be an active part of the adjudication, be 
heard, and have a fair opportunity to establish their 
case. According to the text of the law, the tribunals 
and courts must complete their proceedings within 
60 days, but reality paints a different scenario since 
the enactment does not provide for any 
consequential measure when cases are not settled 
in due time. With only 14 labour courts in 10 
districts (4 of them, including the Appellate Tribunal 
in the capital city), Cases have been pending for as 
long as 10 years causing a backlog of over 21,617 
cases. It is reported that the labour courts are 
overburdened with cases resulting in the 
backlogging and delay in disposal of cases.34 In 
addition to the scarcity of judges, absence of 
representatives of employer and worker, intentional 
delay of parties, lengthy process of issuing 
summons, and other complex court proceedings 
are also identified as the root causes of backlog of 
cases in labour courts.35 Only two Labour Court 
Legal Aid Cells established in 2013 are inadequately 
responsible for facilitating access to judicial remedy 
for the needy workers by providing government 
legal aid services. This also remains dysfunctional 
due to a shortage of human resources. 
The Act of 2006 primarily protects workers' rights, 

occupational health and safety, salaries, working 
hours, and conditions. However, while the Act 
covers traditional labour safeguards, it does not 
directly address the effects of climate change on 
workers. The Act makes no clear reference to 
climate change or its specific effects on workers. 
The Act focuses on worker safety, industrial 
relations, salaries, and dispute resolution, rather 
than environmental or climate-related difficulties. 
As a result, climate-related vulnerabilities, such as 
heat stress, displacement caused by extreme 
weather events, and the transition to a green 
economy, are not specifically addressed in the 
legislation.

The Bangladesh Labour Rules (BLR) 2015, 
amended in 2022, introduced several progressive 
measures aimed at enhancing worker protections 
and improving workplace conditions. The 
amendments include important provisions for the 
protection of women in the workplace, the 
introduction of miscarriage leave, and mandatory 
safety requirements for factories. These changes 
reflect a commitment to safeguarding the 
well-being of workers and ensuring safer working 
environments.

One of the significant changes in the amended BLR 
is the imposition of a mandatory yearly wage 
increment of at least 5% of the basic wages. 
Notably, the 2022 amendment does not include any 
exceptions or preconditions such as meeting key 
performance indicators (KPIs) or achieving a 
minimum profitability threshold for effecting these 
wage increments. This straightforward mandate 
aims to ensure that workers receive regular and 
predictable wage increases, potentially enhancing 
their economic security. Having said that, since the 

primary legislation, BLA 2006, does not contain a 
statutory provision for such increments, this 
discrepancy raises questions about the legal 
authority of the BLR's wage increment requirement 
in the absence of express statutory backing.

Rule 351 emphasizes the role of labor inspectors in 
conducting training and workshops to raise the 
knowledge and skills of workers, trade union 
members, and employers. Additionally, as per 
Section 90A of the Bangladesh Labour Act (BLA) 2006, 
factories with 50 or more workers are required to 
form and maintain a safety committee, following 
the guidelines prescribed by the BLR. This 
requirement aims to foster a culture of safety and 
accountability within factories. Furthermore, 
Section 89(6) of the BLA 2006 and Section 78 of the 
BLR 2015 together mandate that establishments 
employing 5,000 or more workers must operate a 
permanent medical center. This provision ensures 
that large workplaces have adequate medical 
facilities to address the health needs of their 
workers promptly and effectively.

Despite legal and administrative reforms, 
particularly following the Rana Plaza disaster, the 
implementation of labour laws often suffers due to 
legal loopholes and inadequate administrative 
resources. Lack of accountability and barriers to 
accountability measures threaten the entire 
structural integrity. Workers’ freedom of association 
consistently remains under unnecessary scrutiny 
while the inspections by the Department of 
Inspection for Factories and Establishments (DIFE) 
stay limited to the formal sector, leaving informal 
sector workers unaddressed. Lack of independence 
and transparency in judicial processes results in 
prolonged court proceedings, and hinders access to 
justice, even in urgent and serious cases. There is a 
significant rise in investigations and prosecutions 
related to trafficking, forced labour, and child labour, 
but still the conviction rate is low. Most importantly, 
the administrative bodies lack adequate manpower 
and enforcing authority to establish an effective 
labour administration. 

The 2022 amendments of labour law have also 
been criticized for ignoring many recommendations 
from worker representatives and labour leaders. 
This oversight suggests a lack of comprehensive 
stakeholder engagement in the legislative process. 
On one hand, the Act prohibits the threatening or 

dismissal of workers for joining or attempting to 
join a trade union. On the other hand, reports 
indicate widespread harassment, threats, and job 
losses associated with union activities. Nearly half 
of all union registration applications are rejected by 
the Department of Labour, and union meetings are 
frequently banned by the police. These issues 
highlight significant gaps in the enforcement of 
labour rights, undermining the effectiveness of the 
legislative framework.

In determining the amount of wages for the 
workers, the concept of living wage is not being 
considered.36 The non-compliant employers could 
escape liability and accountability since there is no 
minimum wage enforcement or inspection 
mechanism under the BLA contradicting the Labour 
Inspection Convention, 1947.37 Although the Act 
imposes liability upon the employers to pay injury 
compensation; in practice, most of the workers do 
not receive any such compensation package. 
The Labour Act fails to address the concerns of the 
large number of workers in the informal sector, 
agricultural firms (with less than five workers 
engaged), and domestic workers.38 The 
exclusionary character of BLA ignores the 
recognition of the majority labour force as workers 
and also denies their fundamental rights at work.
In terms of enforcement mechanisms, DIFE, being 
the key inspection authority under labour law, lacks 
adequate resources, training facilities, and 
performance management systems to inspect 
factories.39 It also lacks executive authority to 
undertake enforcement measures. 

The Act provides, in many cases, ample power to 
the employers and implementing agencies while 
making the workers immensely vulnerable and 
dependent. The monitoring mechanism under the 
Act is not clearly demarcated, which makes the 
responsible stakeholders unaccountable.40

 
In summary, while the Bangladesh Labour Act 
(BLA), 2006, along with its amendments, provides a 
framework for labour rights and introduces several 
provisions for worker welfare, it also reveals 
significant gaps and areas for improvement so that 
all workers are afforded the protections they 
deserve.

Bangladesh EPZ Labour Act
The Bangladesh EPZ Labour Act, 2019, was 

enacted to protect the rights of workers in Export 
Processing Zones (EPZ) industrial establishments. 
This Act, supplemented by the Bangladesh EPZ 
Labour Rules, 2022, extends labour rights to EPZ 
workers, albeit in a restricted and limited manner 
compared to the labour laws applicable to the 
country's mainstream workforce. The Act notably 
limits the right of workers to organize and engage in 
collective bargaining. Instead of allowing for trade 
unions, it mandates Workers’ Welfare Associations 
(WWA), which directly contravenes ILO Convention 
No. 87 (Freedom of Association and Right to 
Organize) and ILO Convention No. 98 (Right to 
Organize and Collective Bargaining), both ratified by 
Bangladesh. This restriction on forming trade 
unions and engaging in collective bargaining 
violates internationally recognized labour standards 
and has drawn concerns from the ILO CEACR 
Committee. The act further violates ILO standards 
by not explicitly prohibiting interference in the 
internal affairs of employees and employers (the 
right to organize and collective bargaining, 
Convention No. 98). Additionally, the law grants 
arbitrary and unlimited power to the executive 
chairman concerning the registration and formation 
of WWAs. Section 180(c) of the Act allows the 
executive chairman to determine the legitimacy of 
any Workers' Welfare Association and its capacity 
to act as a collective bargaining agent. This 
provision contravenes ILO standards, which 
stipulate that the determination of a bargaining 
agent should be conducted by a body that 
guarantees independence and objectivity.

The BEPZA was created by the Bangladesh Export 
Processing Zones Authority (BEPZA) Act, 1980, 
which gave it the authority to design, build, run, and 
oversee industrial zones such as EPZs and 
encourage foreign investment in Bangladesh. 
BEPZA issued Instructions I and II in accordance 
with this Act to guarantee minimal labour standards 
in the EPZs. However, these directives limited the 
rights of EPZ employees while giving managers 
arbitrary authority to award incentives and leaves.

They failed to include provisions for maternity 
benefits or injury compensation, which workers are 
legitimately entitled to. The Act created a significant 
power imbalance between employers and workers, 
undermining the need for corporate and social 
accountability from thousands of employers. Both 
Bangladesh EPZ Labour Act, 2019, and the BEPZA 
Act, 1980, while aiming to regulate labour rights and 
promote investment in EPZs, fall short in protecting 
workers' rights and ensuring compliance with 
international labour standards.

The National Occupational Safety and Health 
(OSH) Policy aims to ensure a safe and healthy 

working environment across both formal and 
informal sectors of the economy. It aims to prevent 
workplace injuries, diseases, and fatalities by 
enhancing safety and health standards for workers 
and emphasize protecting workers' well-being while 
also enhancing industrial productivity. The policy 
mandates training, guidelines on safety, and the 
provision of Personal Protective Equipment (PPE) to 
workers, the establishment of safety boards, and 
the formulation of national safety standards. In 
compliance with international standards in order to 
enforce workplace safety standards 
comprehensively. However, criticisms abound 
regarding inadequate implementation of OSH 
standards, particularly evident in reports of poor 
sanitation and water services in factories, 
disproportionately affecting women in the 
ready-made garments sector. Additionally, the 
committees tasked with enforcing workplace safety 
have faced criticism for their perceived lack of 
authority, as they lack adequate participation from 
trade unions, employers' representatives, and civil 
society organizations. 

National Action Plan (NAP) on the Labour Sector 
of Bangladesh (2021-2026) is a crucial component 
of the country's legal and administrative reforms 
aimed at upholding labour rights and workplace 
safety. Formulated as part of the government's 
response to an article 26 complaint and reflecting 
the roadmap submitted to the ILO Governing Body, 
the NAP emphasizes the government's 
commitment to ensuring that business enterprises 
respect the human rights of workers through 
legislative and institutional reforms. Significant 
progress has already been made under the NAP, 
including the ratification of the ILO Convention on 
minimum age and the Forced Labour Protocol. The 
plan outlines the state's duty to protect human 
rights by undertaking judicial, administrative, 
legislative, or other appropriate measures to 
safeguard workers from violence, harassment, 
unfair labour practices, and anti-union 
discrimination. Implementing the NAP is crucial for 
addressing the labour rights challenges associated 
with Bangladesh's LDC graduation and for securing 
Generalized Scheme Preferences Plus status in EU 
markets.

2013 Accord on Fire and Building Safety in 
Bangladesh
This agreement was signed in the immediate 
aftermath of the Rana Plaza building collapse. The 
Accord is a legally binding agreement between 
global brands & retailers and trade unions to work 
towards a safe and healthy garment and textile 
industry in Bangladesh. Over 220 companies signed 
the five-year Accord, and it is considered that the 
work of the Accord had contributed to significantly 

safer workplaces for millions of Bangladeshi 
garment workers.41  Bangladesh Accord could be a 
modern and effective solution for business-related 
human rights disputes.42 Since the closure of the 
operation of Accord in 2020, the RMG Sustainability 
Council (RSC) has been looking after the safety 
requirements of the industries. However, the 
performance of RSC, especially during the 
pandemic, has been criticized.43

3.3 Regulating polluting industries 
The Bangladesh Environment Conservation Act of 
1995 aims to regulate industrial pollution through 
the requirement of Environment Clearance 
Certificates (ECC) and Environmental Impact 
Assessments (EIA). The ECC acquisition process is 
laid out in the Environment Conservation Rules 
1997. Under this act, the Director General (DG) of 
the Department of Environment has concentrated 
power but does not bear accompanying 
responsibilities, thus creating the potential for 
misuse. The Department, tasked with issuing ECCs 
and approving EIAs, often struggles with 
enforcement due to limited resources, leading to 
insufficient accountability for major polluters. The 
Act fails to mandate corporate responsibility for 
environmental impacts in business policies and 
strategies, allowing enterprises and factories to 
evade consequences for environmental 
degradation. 

It is frustrating to note that the provision of EIA is 
often manipulated to serve the interests of the big 
industries. Under the ECA 1995, the industries are 
under obligation to establish ETP considering the 
nature of the industry, however, in reality, very few 
industries are complying with the law. The big 
polluters remain largely unaccountable despite their 
constant contributions to environmental 
degradation.44

Environmental Conservation Rules, 1997 consists 
of a set of the relevant rules to implement the 
Environment Conservation Act and provides 
procedures to obtain Environmental Clearance 
Certificate. It requires industries to conduct EIA, 
establish ETP, and take Environment Clearance 
Certificate. 

EIA Guidelines for Industries 2021
The Guidelines provide detailed guidelines for 
industries subject to EIA and present six steps of 
the EIA processes including screening, scoping, 
baseline data generation, impact assessment, 
mitigation of impacts, and environmental 
management plan. 

The National Environment Policy of 2018 outlines 
a vision aimed at achieving sustainable 
development goals through the preservation of 
environmental integrity and biodiversity. It 
underscores the importance of mitigating 
environmental pollution and addressing the 
challenges posed by climate change. Central to its 
strategy is the mandatory implementation of 
Environmental Impact Assessments (EIA) and 
Strategic Environmental Assessments (SEA) where 
deemed necessary, ensuring that developmental 
projects consider their environmental implications 
from inception. The policy also advocates for 
fostering Public Private Partnerships (PPP) to 
enhance environmental conservation efforts, 
emphasizing collaborative approaches between 
governmental and private entities. By promoting 
these initiatives, the policy seeks to foster a 
balanced approach to economic development that 
prioritizes environmental sustainability and 
resilience against climate change impacts.

The Industrial Policy 2016 envisages undertaking 
measures for environment-friendly industrial 
management. The policy states that business 
organizations, NGOs, and other social organizations 
will be encouraged to engage in the protection of 
the environment and management of industrial 
waste. The policy also states that to prevent 
environmental pollution in the industries, the 
establishment of Effluent Treatment Plant (ETP) 
and Common Effluent Treatment Plants (CETP) will 
be encouraged. However, in reality 80% of industrial 
factories run without waste treatment facilities.45 It 
is reported that 556 of all the factories have effluent 
treatment plants (ETPs) on paper, but out of them 
only a few functions effectively.46

The National Labour Policy of 2012 was 
established to promote a productive, 
non-discriminatory, non-exploitative, and healthy 
work environment for all citizens. It reflects a strong 
commitment by the government to uphold labour 
rights by endorsing relevant ILO Conventions and 
other international human rights instruments. 
Article 19 of the policy urges the government to 
amend laws to ensure safe, healthy, and 
women-friendly workplaces and provide maternity 
protection. 

However, it has been criticized for not explicitly 
addressing the human rights obligations of 
business enterprises. This omission highlights a 
significant gap in the policy’s comprehensive 
approach to labour rights and corporate 
accountability, undermining its potential 
effectiveness in ensuring robust protection for all 
workers.

3.4 Gender dimensions in the existing policies
Bangladesh labour law apparently addresses the 
gender dimension in the context of providing some 
benefits to women instead of adopting a 
rights-based approach. One of the standout 
provisions of the BLA is Section 46(1), which 
guarantees maternity benefits for female workers. 
This section mandates that every woman worker is 
entitled to maternity benefits for eight weeks 
preceding and following her delivery, provided she 
has worked for the employer for at least six months 
before her delivery.  Further, Section 94(1) requires 
establishments employing 40 or more female 
workers to provide suitable rooms for their children 
under six years of age. This measure is pivotal in 
supporting working mothers, ensuring that they 
have access to childcare facilities. Even though the 
act does not emulate international standards in 
terms of strictly prohibiting discrimination on 
grounds such as race, sex, religion, ethnic group, 
etc., it does follow the principle of equal wages and 
bars any unfair labour practice against the rights of 
the workers.

The labour laws of Bangladesh are, apparently, 
gender neutral with some special provisions for 
women workers as regards maternity benefits, 
provisions relating to health, hygiene, and safety, 
restriction on employment in certain works, 
conduct towards women, etc. The Bangladesh 
Labour Rules (BLR) 2015, has been amended in 
2022, addressing women issues. The amendments 
include important provisions for the protection of 
women at the workplace, the introduction of 
miscarriage leave, and mandatory safety 
requirements for factories. These changes reflect a 
commitment to safeguarding the well-being of 
workers and ensuring safer working environments.
However, the Labour Act has been criticized for 
insufficiently promoting gender integration and 

failing to address sexual harassment in the 
workplace. These gaps undermine the Act’s 
effectiveness in creating a safe and inclusive 
working environment for all employees. The Act 
fails to address ‘discrimination’ or expressly include 
any provision that prohibits discrimination on any 
grounds. Under section 332, the Act contains a 
vaguely worded provision that prohibits behaviour 
that is “indecent or unmannerly or which is 
repugnant to the modesty or honour” of any 
woman. This prohibition is enforced by the general 
penalty of imprisonment for up to three months, or 
fine of up to BDT 25,000. 

The unequal power relations between male and 
female workers are embedded in our legal system 
and hinders the rights of female workers. The 
adjudication system of complaints against 
employers and fellow workers also fails to integrate 
gender-sensitive approaches that debar the female 
workers from access to remedy. The existing 
framework of addressing and prosecuting sexual 
harassment in the workplace, through 
male-dominated Anti-Harassment Committees, has 
remained largely dysfunctional and biased.   

As this research indicates climate change is adding 
new and disproportionate vulnerabilities for female 
workers, and the Labour Act has failed to address 
those vulnerabilities in the context of labour rights.

The Mujib Climate Prosperity Plan (MCPP) reflects 
a gender dimension by considering the promotion 
of female labour participation across all sectors as 
a key priority. The plan refers to increasing the 
protection and resilience of women from climatic 
shocks and climate-related crises. 

The Bangladesh Delta Plan (BDP) 2100 stresses 
the importance of gender equality as a key aspect 
of sustainable development. It calls for greater 
involvement of women in decision-making 
processes, ranging from local community planning 
to national policy formulation (UN Women, 2021). 
By addressing barriers to women's participation in 
the economy and society, such as limited access to 
education and healthcare, the plan seeks to 
empower women and enhance their role in 
structural development. The plan incorporates 
gender-sensitive approaches in climate adaptation 
strategies, recognizing that women are 
disproportionately affected by climate change and 
should be actively involved in climate resilience 
efforts. Despite these efforts, the plan lacks 
gender-specific data and analysis, which makes it 
difficult to develop effective policies to address 
gender disparities. The absence of detailed 
gender-disaggregated data makes it challenging to 
understand the unique needs and contributions of 
women in various sectors. Without clear metrics 
and accountability mechanisms, it is difficult to 
gauge the success of gender-related initiatives and 
make necessary adjustments. The benefits of the 
BDP 2100 might disproportionately favor urban 
areas and industrial sectors, potentially neglecting 
rural communities and marginalized populations 
where women and informal workers are most 
concentrated. Addressing these criticisms requires 
capacity-building programs and institutional 
reforms that promote inclusive policies and ensure 
accountability for labour and gender outcomes. 

National Action Plan for Women’s Development 
(2022-2030) based on NWDP aims to address 
challenges faced by women in various sectors, 
including industries like RMG acknowledging issues 
such as wage discrimination, maltreatment, 
occupational hazards due to inadequate safety 
measures, insufficient infrastructure like separate 
washrooms and childcare facilities, and low 
participation of women in formal labour sectors. It 
embodies Initiatives ranging from issuing new 
guidelines to prevent sexual harassment in 
export-oriented industries to reviewing existing 
policies (Trade and Commerce Policy. Monetary 
Policy and Taxation Policy and RMG sector labour 
and management policy) to eliminate clauses that 
negatively impact women, and formulate new 
policies if necessary. It advocates for monitoring 
policy effectiveness and ensuring compliance with 
labour laws in RMG factories, alongside providing 
social security benefits like insurance and 

allowances for accidents, unemployment, 
maternity, and healthcare. The plan also focuses on 
enhancing women's participation in economic 
activities through technical training for higher-level 
job prospects of RMG workers, and increased 
budget allocations for information dissemination 
thus enabling access to information for women, 
and overall compliance in the RMG sector. One 
interesting agenda of this plan is to integrate 
contributions to the national development of 
women from the RMG industry into textbook 
curricula. These efforts seek to empower women 
economically, ensure their safety and well-being at 
workplaces, and promote their active role in 
national development across sectors.

The Bangladesh Climate Change and Gender 
Action Plan (ccGAP) 2024 represents a strategic 
framework designed to integrate gender 
perspectives into climate change initiatives across 
various sectors. The plan outlines six distinct action 
plans aimed at fostering sustainable development 
while addressing gender-specific vulnerabilities. Key 
areas of focus include the sustainable management 
of natural resources, enhancement of livelihood 
resilience, and gender-responsive planning for 
infrastructure and settlements vulnerable to climate 
impacts. These actions seek to mitigate inequalities 
in resource access and decision-making processes, 
particularly concerning women. This policy 
specifically draws attention towards  promoting 
women's leadership and participation in climate 
change decision-making at all levels. This includes 
enhancing their representation in policy formulation 
and implementation, aiming to dismantle barriers 
that hinder their involvement in climate action 
initiatives. Additionally, the plan underscores the 
importance of gender-responsive means of 
implementing climate actions, advocating for 
budgeting, financing mechanisms, and 
capacity-building initiatives that consider gender 
dynamics.

This policy acknowledges issues such as poor 
wages, atrociously unsafe working conditions and 
high levels of harassment that reduce the 
contribution to women’s empowerment and gender 
equality. This is compounded by the insecurity 
women face in an urban setting without proper 
affordable housing, transportation facilities, and any 
form of social security. By enhancing skills and 
awareness among individuals and institutions, the 
plan aims to strengthen the implementation of 
gender-responsive climate strategies and ensure 
broader understanding and adoption across 
communities. 

A close analysis of the above policies suggests that 
there remains ample room to redesign our policies 
and action plans reflecting the climate, labour 
rights, and gender nexus. 

Figure-02: Inter-linkages within ‘Just Transition’
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 4.1 Tools and Strategies used for Data Collection 
and Interpretation
The survey questionnaire was precisely designed, 
having four distinct parts shown in figure-03. 
Questions number 1-16 have participants’ 
demographic account, migration status and 
membership to labor organizations while question 
number 17-26 specifically sought key variables on 
climate change in their households and workplace. 
However, question number 28-34 deals with labor 

rights scenarios and the rest of the questions from 
35-42 have focused on gender discourses. The 
remaining questions focused on cross-cutting 
dynamics from Coastal and non-coastal lenses. 
Hence, the findings of the survey questionnaire are 
clustered under three broad categories both from 
the workplace and household’ lens, especially for 
the climate change part. The last segment of this 
part shows the interlinkages among the themes.
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3.1 Just Transition: Legal and policy responses 
and initiatives 
This section of the report provides an overview of 
the policies that connect just transition. In addition, 
this section provides an analysis of the regulatory 
framework of environment and labour and 
examines their compatibility with labour rights and 
environmental protection. The section also 
discusses the gender dimensions of the existing 
laws and policies regarding climate and labour 
rights. 

3.2 Government policies connecting just transition
Bangladesh Nationally Determined Contributions 
(NDCs) 2021: As Bangladesh develops its climate 
change adaptation efforts, the necessity for a Just 
Transition for workers in sensitive industries 
becomes increasingly obvious. Bangladesh's 
Nationally Determined Contributions (NDCs) to the 
Paris Agreement include pledges to reduce 
emissions and transition to a greener economy. 
Under NDC, the country is committed to reducing 
greenhouse gas emissions (GHGs) by 6.73% by 
2030 without any external support, and by a total of 
21.85% with an additional 15.12% with international 
support.
 
The Mujib Climate Prosperity Plan (MCPP) 
2022-2041 outlines several strategic initiatives to 
address climate change impacts while modernizing 
the workforce and promoting gender equality in the 
economic sphere. The plan’s focus on climate 
resilience, labour force modernization, and women's 

participation presents a progressive vision, though 
it also exhibits certain gaps requiring attention. The 
plan strongly embodies a commitment to 
sustainability and carbon emission reduction as it 
proposes adopting insulated and clean-energy 
heating, ventilation, and air-conditioning (HVAC) 
systems for buildings, particularly workplaces. This 
is to mitigate the adverse effects of rising 
temperatures due to climate change, ensuring safer 
and more comfortable environments for workers.  
To enhance the competitiveness of the labour force 
in the global market, the plan also advocates 
reskilling and upskilling through technical and 
vocational education and training (TVET). 

Additionally, it highlights the importance of 
improving efficiency through automation. These 
steps underscore the country’s vision of equipping 
workers with the necessary skills to adapt to 
technological advancements and shifting market 
demands. It must be noted that this plan highly 
prioritizes the qualitative participation of women in 
the green transition and low-carbon development 
sectors. It proposes targeted skill development 
training tailored to women's needs, alongside 
gender-responsive training covering relevant skills. 
The inclusion of fiscal stimulus packages and 
social protection programs is intended to support 
women's integration into these emerging sectors, 
promoting gender equality and economic inclusion.
However, the absence of a clear strategy to balance 
the automation of industries with the potential loss 
of jobs for workers is a significant gap that needs 

immediate attention. While the emphasis on 
automation aims to enhance efficiency and 
productivity, it raises concerns about the 
displacement of workers who may lack the 
necessary skills to transition to new roles. The plan 
would benefit from incorporating robust measures 
to address job displacement, including 
comprehensive retraining programs and social 
safety nets to support affected workers.

Another issue in the plan is that a clear strategy to 
tackle the adverse impact of climate change is 
missing. The role of other stakeholders  i.e., BGMEA, 
BKMEA, trade unions, brands, the Ministry of 
Environment, Forest, and Climate Change 
(MoEFCC), the Ministry of Labour and Employment 
(MoLE), the Department of Environment (DoE), and 
CSOs is not clearly envisaged. So, there is also a 
gap here to address this burning issue. The extent 
to which the MCPP specifically addresses the 
vulnerability and concerns of RMG workers—who 
are particularly affected by climate 
change—remains an area that requires deeper 
focus. While the plan outlines broad goals related to 
climate adaptation, economic development, and 
environmental sustainability, there are several gaps 
and opportunities for improving RMG workers' 
resilience in the face of climate impacts.

Bangladesh has robust disaster risk reduction 
strategies in place. The MCPP mentions the need 
for climate-resilient infrastructure and disaster 
preparedness, but it concentrates on infrastructure 
rather than labor. Flooding and cyclonic storms 
pose a threat to the RMG sector, which is mostly 
concentrated in Dhaka and Chittagong. However, 
the strategy does not directly address concerns 
about the safety of RMG personnel during such 
calamities.

The Bangladesh Climate Change Trust Fund 
(BCCTF) was established as a result of the 
Bangladesh Climate Change Strategy and Action 
Plan (BCCSAP) to fund climate research, 
low-carbon development, social protection and 
health, and comprehensive disaster management. 
Financial institutions are directed by Bangladesh 
Bank, a proponent of green banking, to devote a 
minimum of 5% of their loan portfolio to renewable 
energy projects. Finance for projects using solar, 
biomass, and biogas has been promoted by this 
strategy. To invest in energy-efficient technology, 
like LED lighting and appliances, credit facilities are 
also offered to individuals and enterprises at lower 
interest rates.

Bangladesh Bank Directives: Bangladesh Bank 
requires major financial institutions to include green 

lending in their loan portfolio. RMG factories can 
borrow loans at a reduced cost with favourable 
terms and conditions for solar power, wastewater 
treatment plants, and effluent treatment plans. This 
initiative can lead to achieving broader social goals 
and environmental sustainability while supporting 
just transition initiatives.26 The central bank of the 
country also issued Environmental Risk 
Management Guidelines (ERM) to support lenders’ 
environmental impact assessments. 

National Adaptation Plan of Bangladesh (NAP), 
2023–2050 is an ambitious strategy designed to 
address the multifaceted challenges of climate 
change. A key objective of the NAP is to reduce 
vulnerability to climate change impacts, with a 
particular emphasis on protecting the most 
marginalized communities. The plan identifies 
extreme heat waves as a significant threat, 
especially in urban areas, where the resultant loss 
of productivity is a major concern. Proposed 
adaptation measures include the use of 
eco-engineering and bioengineering techniques, 
climate-resilient construction materials, the 
expansion of green and blue infrastructures, and 
the development of renewable energy-based 
utilities.

However, the NAP's implementation faces several 
significant challenges. Ineffective coordination 
among stakeholders, insufficient transparency, and 
a lack of capacity within government institutions 
hinder progress. Additionally, the ambitious 
adaptation actions outlined in the plan require 
substantial investments from both the government 
and the international community. Securing global 
funds and ensuring their effective utilization 
remains a critical challenge for Bangladesh. The 
success of the NAP will depend largely on 
overcoming these obstacles and fostering strong, 
coordinated efforts across all levels of government 
and society.

Perspective Plan (2021-2041) seeks to eliminate 
extreme poverty and enable Bangladesh to reach 
Upper Middle-Income Country status by 2031 and 
High-Income Country status by 2041.
The Bangladesh Delta Plan 2100 (BDP 2100) is an 
ambitious initiative aimed at linking economic 
development, environmental sustainability, and 
social inclusiveness, with a strong focus on labour 
and gender rights. The BDP 2100 adopts a mix of 
adaptation, mitigation, and resilience-building 
strategies. Adaptation measures include Integrated 
Water Resources Management (IWRM), Coastal 
Zone Management, and Agricultural and Urban 
Adaptation, which aim to reduce climate-related 
vulnerabilities (Hossain et al., 2014). Mitigation 

efforts focus on improving energy efficiency and 
carbon sequestration (Khan et al., 2023), while 
resilience-building highlights the importance of 
community and ecosystem-based adaptations to 
help vulnerable groups cope with climate impacts 
(Rahman et al., 2019). In this framework, the BDP 
2100 emphasizes the role of labour rights in 
economic growth, advocating for job creation 
through infrastructure projects, improved 
agricultural practices, and the establishment of 
industrial zones (Asian Development Bank, 2022). It 
stresses the need for enforcing labour laws that 
ensure workers' rights are protected, including 
minimum wage standards and safe working 
environments underlining them as fundamental 
components for economic development. BDP 2100 
includes provisions for social safety nets designed 
to protect vulnerable workers from economic 
shocks and natural disasters (ILO, 2018), offering 
unemployment benefits and retraining programs 
(World Bank, 2023).

Other initiatives: In the light of the UN Fashion 
Industry Charter for Climate Action 2019 to reduce 
GHG emissions by 30% by 2030, about 217 out of 
at least 2,000 garment factories are certified by 
LEED, a U.S.-based ratings system for green 
buildings.27 550 more factories are waiting to get 
the certificate. The increasing number of 
Leed-certified green factories indicates 
Bangladesh’s commitment to achieve 
environmental sustainability by reducing carbon 
emissions with the increased use of renewable 
energy. However, unhealthy working conditions of 
the workers, dangerous pollutants in the 
factory-adjacent communities, and poor status of 
worker rights are still prevalent in those eco-friendly 
factories.28 

SREDA (Sustainable and Renewable Energy 
Development Authority) under the Ministry of 
Power, Energy, and Mineral Resources has started 
offering green technologies in the areas of 
renewable energy, waste management, and 
construction.29 This helps the RMG factories to 
integrate green solutions in the industry. 

3.2 Labour rights under labour laws and policies 
International instruments 
ILO Conventions: Bangladesh has ratified eight 
fundamental ILO conventions, two governance 

conventions (with high priority), and 26 technical 
conventions from the International Labour 
Organization (ILO).30 These ratifications reflect the 
country's formal commitment to aligning with 
international labour standards, although their 
effective implementation continues to pose 
challenges, as per the reports from the ILO 
Committee of Experts on the Application of 
Conventions and Recommendations (CEACR) and 
interim findings on specific complaints. 
Bangladesh recently submitted a road map of 
actions to address all the outstanding issues 
mentioned in the complaint concerning 
non-observance by Bangladesh of Conventions Nos 
81, 87, and 98 in the sessions of ILO. The road map 
had been developed under four priority areas with a 
series of specific actions set against timelines. 
These four priority areas are: (1) labour law reform; 
(2) trade union registration; (3) labour inspection 
and enforcement; and (4) addressing acts of 
anti-union discrimination/unfair labour practices 
and violence against workers. 

Bangladesh has undertaken various amendments 
of Labour and EPZ laws and policies, accountability 
mechanisms, legal and judicial proceedings reform 
adhering to this roadmap. Initiatives like setting up 
an efficient system to follow up on worker’s 
complaints received through a dial-in helpline, 
undertaking steps to make the labour courts fully 
functional and eradicate case backlogs, preventive 
measures addressing acts of anti-union 
discrimination/unfair labour practices and violence 
against workers have gained international attention 
and appreciation. 

The United Nations Guiding Principles on Business 
and Human Rights (UNGPs) is an international 
instrument that provides guidance to the States 
and business enterprises to comply with human 
rights in business operations and facilitates the 
attainment of sustainable industrial development in 
a country. The UNGPs offer a ‘Protect, Respect and 
Remedy’ framework for states and business 
enterprises to comply with their obligations to 
respect, protect and fulfil human rights in the overall 
business operation. The UNGPs, within its third 
pillar-access to remedy, require the States and the 
companies to establish governance structures that 
provide victims of human rights abuses with 
access to effective remedy, through judicial and 

non-judicial grievance mechanisms. Despite its 
significant potential to prevent, mitigate, and 
remediate adverse human rights impacts by 
business enterprises, it is reported that Bangladeshi 
industries have remained below the elementary 
level of complying with the UNGPs.31 

Corporate Sustainability Due Diligence Directive 
(CSDDD): The EU CSDDD law aims to promote 
sustainable business practices by requiring large 
corporations operating in the EU to do due diligence 
to identify, prevent, mitigate, and redress negative 
human rights and environmental impacts in their 
activities and value chains. The law provides 
measures to regulate the environmental impact and 
human rights of thousands of large corporations 
operating in a variety of industries, including those 
sourcing goods from Bangladesh. Under the 
CSDDD, European companies sourcing from 
Bangladesh must guarantee that the entire supply 
chain adheres to stringent human rights and 
environmental criteria. The buyers will need to 
ensure that their suppliers (i.e., Bangladeshi 
garment factories) adhere to the human rights and 
labour standards set out in the directive. To be 
better prepared for tackling CSDDD-induced 
challenges, Bangladesh needs to prioritize 
rights-aligned reforms in the light of human rights 
and due diligence (HRDD) and ensure their proper 
implementation in practice. 

It is worth noting that the proposed amendments to 
CSDDD by the European Commission’s omnibus 
package on sustainability raised concerns among 
stakeholders.32 Though the omnibus proposals 
apparently aimed at simplifying the legislative 
framework on sustainability, however, they could 
potentially reduce and deter reporting obligations 
while incurring uncertainty for businesses that have 
already invested in ESG compliance. Most 
importantly, the new proposals removed the 
EU-wide civil liability regime, leaving this to the 
discretion of Member States. The existing provision 
of the CSDDD requires that member states allow for 
victims of adverse impacts to be represented by 
trade unions or non-governmental organisations 
(NGOs). However, the new proposals suggest 
removing these provisions while deferring this to 
national civil liability regimes and limiting access to 
justice to directly affected victims. Under the new 
proposals, national law would define whether its 
civil liability provisions override otherwise 
applicable rules of the third country where the harm 
occurs. It is argued that the proposed amendments 

will add uncertainty and confusion while weakening 
the civil liability regime for victims’ access to 
justice.33

Bangladesh Labour Law 
The Bangladesh Labour Act (BLA), 2006, with 
amendments in 2013 and 2018, represents the 
principal legislative framework aimed at 
consolidating and enhancing labour rights in the 
country. By replacing 25 existing Acts, the BLA 
offers comprehensive coverage and sets standards 
across various aspects of labour rights, both 
substantive and procedural; including recruitment 
processes, labour-employer relationships, minimum 
wages, health and safety, occupational hazards, 
youth employment, maternity benefits, working 
hours, wage payments, trade unions, and working 
conditions.

The BLA mandates the provision of first-aid 
equipment, washing facilities, canteens, resting 
places, and dining areas with water facilities. 
Section 97 ensures that workers have access to 
facilities for their daily needs, which is essential for 
maintaining a humane working environment. 
Sections 58(1) and 58(3) mandate the provision of 
purified potable water, with special arrangements 
for cooling potable water during hot summers for 
establishments with over 250 workers. Section 
93(1) mandates restrooms for workers in 
establishments with more than 50 workers, with 
Section 93(3) ensuring separate restrooms for male 
and female workers if the number of female 
workers exceeds 25.

Both the BLA and the National Occupational Safety 
and Health (OSH) Policy stipulate that employers 
must ensure workers who report an accident are 
examined by a registered medical practitioner at the 
employer's expense within three days of the notice. 
For severe accidents or illnesses, the 2013 
amendment in Section 160(1) mandates that the 
employer arrange for the worker to be examined at 
their place of stay.

Despite these positive measures, the BLA has faced 
criticism for its shortcomings. Notably, it fails to 
cover the informal sector and does not adequately 
include certain employees, particularly mid-level 
managers. This exclusion leaves a significant 
portion of the workforce without the protection 
afforded by the Act. The 2013 amendment received 
particular criticism from the International Labour 
Organization (ILO) for not meeting several of their 

recommendations, especially those related to the 
freedom of association. The ILO’s critique highlights 
the need for further reforms to align the BLA with 
international labour standards and ensure 
comprehensive protection of workers' rights.

In terms of implementation and access to remedy, 
BLA provides for both formal (judicial proceedings 
at court) and informal (within factory and 
establishment) redress mechanisms and lays out 
provisions to establish a required number of labour 
courts and appellate tribunals. Workers have full 
right to be an active part of the adjudication, be 
heard, and have a fair opportunity to establish their 
case. According to the text of the law, the tribunals 
and courts must complete their proceedings within 
60 days, but reality paints a different scenario since 
the enactment does not provide for any 
consequential measure when cases are not settled 
in due time. With only 14 labour courts in 10 
districts (4 of them, including the Appellate Tribunal 
in the capital city), Cases have been pending for as 
long as 10 years causing a backlog of over 21,617 
cases. It is reported that the labour courts are 
overburdened with cases resulting in the 
backlogging and delay in disposal of cases.34 In 
addition to the scarcity of judges, absence of 
representatives of employer and worker, intentional 
delay of parties, lengthy process of issuing 
summons, and other complex court proceedings 
are also identified as the root causes of backlog of 
cases in labour courts.35 Only two Labour Court 
Legal Aid Cells established in 2013 are inadequately 
responsible for facilitating access to judicial remedy 
for the needy workers by providing government 
legal aid services. This also remains dysfunctional 
due to a shortage of human resources. 
The Act of 2006 primarily protects workers' rights, 

occupational health and safety, salaries, working 
hours, and conditions. However, while the Act 
covers traditional labour safeguards, it does not 
directly address the effects of climate change on 
workers. The Act makes no clear reference to 
climate change or its specific effects on workers. 
The Act focuses on worker safety, industrial 
relations, salaries, and dispute resolution, rather 
than environmental or climate-related difficulties. 
As a result, climate-related vulnerabilities, such as 
heat stress, displacement caused by extreme 
weather events, and the transition to a green 
economy, are not specifically addressed in the 
legislation.

The Bangladesh Labour Rules (BLR) 2015, 
amended in 2022, introduced several progressive 
measures aimed at enhancing worker protections 
and improving workplace conditions. The 
amendments include important provisions for the 
protection of women in the workplace, the 
introduction of miscarriage leave, and mandatory 
safety requirements for factories. These changes 
reflect a commitment to safeguarding the 
well-being of workers and ensuring safer working 
environments.

One of the significant changes in the amended BLR 
is the imposition of a mandatory yearly wage 
increment of at least 5% of the basic wages. 
Notably, the 2022 amendment does not include any 
exceptions or preconditions such as meeting key 
performance indicators (KPIs) or achieving a 
minimum profitability threshold for effecting these 
wage increments. This straightforward mandate 
aims to ensure that workers receive regular and 
predictable wage increases, potentially enhancing 
their economic security. Having said that, since the 

primary legislation, BLA 2006, does not contain a 
statutory provision for such increments, this 
discrepancy raises questions about the legal 
authority of the BLR's wage increment requirement 
in the absence of express statutory backing.

Rule 351 emphasizes the role of labor inspectors in 
conducting training and workshops to raise the 
knowledge and skills of workers, trade union 
members, and employers. Additionally, as per 
Section 90A of the Bangladesh Labour Act (BLA) 2006, 
factories with 50 or more workers are required to 
form and maintain a safety committee, following 
the guidelines prescribed by the BLR. This 
requirement aims to foster a culture of safety and 
accountability within factories. Furthermore, 
Section 89(6) of the BLA 2006 and Section 78 of the 
BLR 2015 together mandate that establishments 
employing 5,000 or more workers must operate a 
permanent medical center. This provision ensures 
that large workplaces have adequate medical 
facilities to address the health needs of their 
workers promptly and effectively.

Despite legal and administrative reforms, 
particularly following the Rana Plaza disaster, the 
implementation of labour laws often suffers due to 
legal loopholes and inadequate administrative 
resources. Lack of accountability and barriers to 
accountability measures threaten the entire 
structural integrity. Workers’ freedom of association 
consistently remains under unnecessary scrutiny 
while the inspections by the Department of 
Inspection for Factories and Establishments (DIFE) 
stay limited to the formal sector, leaving informal 
sector workers unaddressed. Lack of independence 
and transparency in judicial processes results in 
prolonged court proceedings, and hinders access to 
justice, even in urgent and serious cases. There is a 
significant rise in investigations and prosecutions 
related to trafficking, forced labour, and child labour, 
but still the conviction rate is low. Most importantly, 
the administrative bodies lack adequate manpower 
and enforcing authority to establish an effective 
labour administration. 

The 2022 amendments of labour law have also 
been criticized for ignoring many recommendations 
from worker representatives and labour leaders. 
This oversight suggests a lack of comprehensive 
stakeholder engagement in the legislative process. 
On one hand, the Act prohibits the threatening or 

dismissal of workers for joining or attempting to 
join a trade union. On the other hand, reports 
indicate widespread harassment, threats, and job 
losses associated with union activities. Nearly half 
of all union registration applications are rejected by 
the Department of Labour, and union meetings are 
frequently banned by the police. These issues 
highlight significant gaps in the enforcement of 
labour rights, undermining the effectiveness of the 
legislative framework.

In determining the amount of wages for the 
workers, the concept of living wage is not being 
considered.36 The non-compliant employers could 
escape liability and accountability since there is no 
minimum wage enforcement or inspection 
mechanism under the BLA contradicting the Labour 
Inspection Convention, 1947.37 Although the Act 
imposes liability upon the employers to pay injury 
compensation; in practice, most of the workers do 
not receive any such compensation package. 
The Labour Act fails to address the concerns of the 
large number of workers in the informal sector, 
agricultural firms (with less than five workers 
engaged), and domestic workers.38 The 
exclusionary character of BLA ignores the 
recognition of the majority labour force as workers 
and also denies their fundamental rights at work.
In terms of enforcement mechanisms, DIFE, being 
the key inspection authority under labour law, lacks 
adequate resources, training facilities, and 
performance management systems to inspect 
factories.39 It also lacks executive authority to 
undertake enforcement measures. 

The Act provides, in many cases, ample power to 
the employers and implementing agencies while 
making the workers immensely vulnerable and 
dependent. The monitoring mechanism under the 
Act is not clearly demarcated, which makes the 
responsible stakeholders unaccountable.40

 
In summary, while the Bangladesh Labour Act 
(BLA), 2006, along with its amendments, provides a 
framework for labour rights and introduces several 
provisions for worker welfare, it also reveals 
significant gaps and areas for improvement so that 
all workers are afforded the protections they 
deserve.

Bangladesh EPZ Labour Act
The Bangladesh EPZ Labour Act, 2019, was 

enacted to protect the rights of workers in Export 
Processing Zones (EPZ) industrial establishments. 
This Act, supplemented by the Bangladesh EPZ 
Labour Rules, 2022, extends labour rights to EPZ 
workers, albeit in a restricted and limited manner 
compared to the labour laws applicable to the 
country's mainstream workforce. The Act notably 
limits the right of workers to organize and engage in 
collective bargaining. Instead of allowing for trade 
unions, it mandates Workers’ Welfare Associations 
(WWA), which directly contravenes ILO Convention 
No. 87 (Freedom of Association and Right to 
Organize) and ILO Convention No. 98 (Right to 
Organize and Collective Bargaining), both ratified by 
Bangladesh. This restriction on forming trade 
unions and engaging in collective bargaining 
violates internationally recognized labour standards 
and has drawn concerns from the ILO CEACR 
Committee. The act further violates ILO standards 
by not explicitly prohibiting interference in the 
internal affairs of employees and employers (the 
right to organize and collective bargaining, 
Convention No. 98). Additionally, the law grants 
arbitrary and unlimited power to the executive 
chairman concerning the registration and formation 
of WWAs. Section 180(c) of the Act allows the 
executive chairman to determine the legitimacy of 
any Workers' Welfare Association and its capacity 
to act as a collective bargaining agent. This 
provision contravenes ILO standards, which 
stipulate that the determination of a bargaining 
agent should be conducted by a body that 
guarantees independence and objectivity.

The BEPZA was created by the Bangladesh Export 
Processing Zones Authority (BEPZA) Act, 1980, 
which gave it the authority to design, build, run, and 
oversee industrial zones such as EPZs and 
encourage foreign investment in Bangladesh. 
BEPZA issued Instructions I and II in accordance 
with this Act to guarantee minimal labour standards 
in the EPZs. However, these directives limited the 
rights of EPZ employees while giving managers 
arbitrary authority to award incentives and leaves.

They failed to include provisions for maternity 
benefits or injury compensation, which workers are 
legitimately entitled to. The Act created a significant 
power imbalance between employers and workers, 
undermining the need for corporate and social 
accountability from thousands of employers. Both 
Bangladesh EPZ Labour Act, 2019, and the BEPZA 
Act, 1980, while aiming to regulate labour rights and 
promote investment in EPZs, fall short in protecting 
workers' rights and ensuring compliance with 
international labour standards.

The National Occupational Safety and Health 
(OSH) Policy aims to ensure a safe and healthy 

working environment across both formal and 
informal sectors of the economy. It aims to prevent 
workplace injuries, diseases, and fatalities by 
enhancing safety and health standards for workers 
and emphasize protecting workers' well-being while 
also enhancing industrial productivity. The policy 
mandates training, guidelines on safety, and the 
provision of Personal Protective Equipment (PPE) to 
workers, the establishment of safety boards, and 
the formulation of national safety standards. In 
compliance with international standards in order to 
enforce workplace safety standards 
comprehensively. However, criticisms abound 
regarding inadequate implementation of OSH 
standards, particularly evident in reports of poor 
sanitation and water services in factories, 
disproportionately affecting women in the 
ready-made garments sector. Additionally, the 
committees tasked with enforcing workplace safety 
have faced criticism for their perceived lack of 
authority, as they lack adequate participation from 
trade unions, employers' representatives, and civil 
society organizations. 

National Action Plan (NAP) on the Labour Sector 
of Bangladesh (2021-2026) is a crucial component 
of the country's legal and administrative reforms 
aimed at upholding labour rights and workplace 
safety. Formulated as part of the government's 
response to an article 26 complaint and reflecting 
the roadmap submitted to the ILO Governing Body, 
the NAP emphasizes the government's 
commitment to ensuring that business enterprises 
respect the human rights of workers through 
legislative and institutional reforms. Significant 
progress has already been made under the NAP, 
including the ratification of the ILO Convention on 
minimum age and the Forced Labour Protocol. The 
plan outlines the state's duty to protect human 
rights by undertaking judicial, administrative, 
legislative, or other appropriate measures to 
safeguard workers from violence, harassment, 
unfair labour practices, and anti-union 
discrimination. Implementing the NAP is crucial for 
addressing the labour rights challenges associated 
with Bangladesh's LDC graduation and for securing 
Generalized Scheme Preferences Plus status in EU 
markets.

2013 Accord on Fire and Building Safety in 
Bangladesh
This agreement was signed in the immediate 
aftermath of the Rana Plaza building collapse. The 
Accord is a legally binding agreement between 
global brands & retailers and trade unions to work 
towards a safe and healthy garment and textile 
industry in Bangladesh. Over 220 companies signed 
the five-year Accord, and it is considered that the 
work of the Accord had contributed to significantly 

safer workplaces for millions of Bangladeshi 
garment workers.41  Bangladesh Accord could be a 
modern and effective solution for business-related 
human rights disputes.42 Since the closure of the 
operation of Accord in 2020, the RMG Sustainability 
Council (RSC) has been looking after the safety 
requirements of the industries. However, the 
performance of RSC, especially during the 
pandemic, has been criticized.43

3.3 Regulating polluting industries 
The Bangladesh Environment Conservation Act of 
1995 aims to regulate industrial pollution through 
the requirement of Environment Clearance 
Certificates (ECC) and Environmental Impact 
Assessments (EIA). The ECC acquisition process is 
laid out in the Environment Conservation Rules 
1997. Under this act, the Director General (DG) of 
the Department of Environment has concentrated 
power but does not bear accompanying 
responsibilities, thus creating the potential for 
misuse. The Department, tasked with issuing ECCs 
and approving EIAs, often struggles with 
enforcement due to limited resources, leading to 
insufficient accountability for major polluters. The 
Act fails to mandate corporate responsibility for 
environmental impacts in business policies and 
strategies, allowing enterprises and factories to 
evade consequences for environmental 
degradation. 

It is frustrating to note that the provision of EIA is 
often manipulated to serve the interests of the big 
industries. Under the ECA 1995, the industries are 
under obligation to establish ETP considering the 
nature of the industry, however, in reality, very few 
industries are complying with the law. The big 
polluters remain largely unaccountable despite their 
constant contributions to environmental 
degradation.44

Environmental Conservation Rules, 1997 consists 
of a set of the relevant rules to implement the 
Environment Conservation Act and provides 
procedures to obtain Environmental Clearance 
Certificate. It requires industries to conduct EIA, 
establish ETP, and take Environment Clearance 
Certificate. 

EIA Guidelines for Industries 2021
The Guidelines provide detailed guidelines for 
industries subject to EIA and present six steps of 
the EIA processes including screening, scoping, 
baseline data generation, impact assessment, 
mitigation of impacts, and environmental 
management plan. 

The National Environment Policy of 2018 outlines 
a vision aimed at achieving sustainable 
development goals through the preservation of 
environmental integrity and biodiversity. It 
underscores the importance of mitigating 
environmental pollution and addressing the 
challenges posed by climate change. Central to its 
strategy is the mandatory implementation of 
Environmental Impact Assessments (EIA) and 
Strategic Environmental Assessments (SEA) where 
deemed necessary, ensuring that developmental 
projects consider their environmental implications 
from inception. The policy also advocates for 
fostering Public Private Partnerships (PPP) to 
enhance environmental conservation efforts, 
emphasizing collaborative approaches between 
governmental and private entities. By promoting 
these initiatives, the policy seeks to foster a 
balanced approach to economic development that 
prioritizes environmental sustainability and 
resilience against climate change impacts.

The Industrial Policy 2016 envisages undertaking 
measures for environment-friendly industrial 
management. The policy states that business 
organizations, NGOs, and other social organizations 
will be encouraged to engage in the protection of 
the environment and management of industrial 
waste. The policy also states that to prevent 
environmental pollution in the industries, the 
establishment of Effluent Treatment Plant (ETP) 
and Common Effluent Treatment Plants (CETP) will 
be encouraged. However, in reality 80% of industrial 
factories run without waste treatment facilities.45 It 
is reported that 556 of all the factories have effluent 
treatment plants (ETPs) on paper, but out of them 
only a few functions effectively.46

The National Labour Policy of 2012 was 
established to promote a productive, 
non-discriminatory, non-exploitative, and healthy 
work environment for all citizens. It reflects a strong 
commitment by the government to uphold labour 
rights by endorsing relevant ILO Conventions and 
other international human rights instruments. 
Article 19 of the policy urges the government to 
amend laws to ensure safe, healthy, and 
women-friendly workplaces and provide maternity 
protection. 

However, it has been criticized for not explicitly 
addressing the human rights obligations of 
business enterprises. This omission highlights a 
significant gap in the policy’s comprehensive 
approach to labour rights and corporate 
accountability, undermining its potential 
effectiveness in ensuring robust protection for all 
workers.

3.4 Gender dimensions in the existing policies
Bangladesh labour law apparently addresses the 
gender dimension in the context of providing some 
benefits to women instead of adopting a 
rights-based approach. One of the standout 
provisions of the BLA is Section 46(1), which 
guarantees maternity benefits for female workers. 
This section mandates that every woman worker is 
entitled to maternity benefits for eight weeks 
preceding and following her delivery, provided she 
has worked for the employer for at least six months 
before her delivery.  Further, Section 94(1) requires 
establishments employing 40 or more female 
workers to provide suitable rooms for their children 
under six years of age. This measure is pivotal in 
supporting working mothers, ensuring that they 
have access to childcare facilities. Even though the 
act does not emulate international standards in 
terms of strictly prohibiting discrimination on 
grounds such as race, sex, religion, ethnic group, 
etc., it does follow the principle of equal wages and 
bars any unfair labour practice against the rights of 
the workers.

The labour laws of Bangladesh are, apparently, 
gender neutral with some special provisions for 
women workers as regards maternity benefits, 
provisions relating to health, hygiene, and safety, 
restriction on employment in certain works, 
conduct towards women, etc. The Bangladesh 
Labour Rules (BLR) 2015, has been amended in 
2022, addressing women issues. The amendments 
include important provisions for the protection of 
women at the workplace, the introduction of 
miscarriage leave, and mandatory safety 
requirements for factories. These changes reflect a 
commitment to safeguarding the well-being of 
workers and ensuring safer working environments.
However, the Labour Act has been criticized for 
insufficiently promoting gender integration and 

failing to address sexual harassment in the 
workplace. These gaps undermine the Act’s 
effectiveness in creating a safe and inclusive 
working environment for all employees. The Act 
fails to address ‘discrimination’ or expressly include 
any provision that prohibits discrimination on any 
grounds. Under section 332, the Act contains a 
vaguely worded provision that prohibits behaviour 
that is “indecent or unmannerly or which is 
repugnant to the modesty or honour” of any 
woman. This prohibition is enforced by the general 
penalty of imprisonment for up to three months, or 
fine of up to BDT 25,000. 

The unequal power relations between male and 
female workers are embedded in our legal system 
and hinders the rights of female workers. The 
adjudication system of complaints against 
employers and fellow workers also fails to integrate 
gender-sensitive approaches that debar the female 
workers from access to remedy. The existing 
framework of addressing and prosecuting sexual 
harassment in the workplace, through 
male-dominated Anti-Harassment Committees, has 
remained largely dysfunctional and biased.   

As this research indicates climate change is adding 
new and disproportionate vulnerabilities for female 
workers, and the Labour Act has failed to address 
those vulnerabilities in the context of labour rights.

The Mujib Climate Prosperity Plan (MCPP) reflects 
a gender dimension by considering the promotion 
of female labour participation across all sectors as 
a key priority. The plan refers to increasing the 
protection and resilience of women from climatic 
shocks and climate-related crises. 

The Bangladesh Delta Plan (BDP) 2100 stresses 
the importance of gender equality as a key aspect 
of sustainable development. It calls for greater 
involvement of women in decision-making 
processes, ranging from local community planning 
to national policy formulation (UN Women, 2021). 
By addressing barriers to women's participation in 
the economy and society, such as limited access to 
education and healthcare, the plan seeks to 
empower women and enhance their role in 
structural development. The plan incorporates 
gender-sensitive approaches in climate adaptation 
strategies, recognizing that women are 
disproportionately affected by climate change and 
should be actively involved in climate resilience 
efforts. Despite these efforts, the plan lacks 
gender-specific data and analysis, which makes it 
difficult to develop effective policies to address 
gender disparities. The absence of detailed 
gender-disaggregated data makes it challenging to 
understand the unique needs and contributions of 
women in various sectors. Without clear metrics 
and accountability mechanisms, it is difficult to 
gauge the success of gender-related initiatives and 
make necessary adjustments. The benefits of the 
BDP 2100 might disproportionately favor urban 
areas and industrial sectors, potentially neglecting 
rural communities and marginalized populations 
where women and informal workers are most 
concentrated. Addressing these criticisms requires 
capacity-building programs and institutional 
reforms that promote inclusive policies and ensure 
accountability for labour and gender outcomes. 

National Action Plan for Women’s Development 
(2022-2030) based on NWDP aims to address 
challenges faced by women in various sectors, 
including industries like RMG acknowledging issues 
such as wage discrimination, maltreatment, 
occupational hazards due to inadequate safety 
measures, insufficient infrastructure like separate 
washrooms and childcare facilities, and low 
participation of women in formal labour sectors. It 
embodies Initiatives ranging from issuing new 
guidelines to prevent sexual harassment in 
export-oriented industries to reviewing existing 
policies (Trade and Commerce Policy. Monetary 
Policy and Taxation Policy and RMG sector labour 
and management policy) to eliminate clauses that 
negatively impact women, and formulate new 
policies if necessary. It advocates for monitoring 
policy effectiveness and ensuring compliance with 
labour laws in RMG factories, alongside providing 
social security benefits like insurance and 

allowances for accidents, unemployment, 
maternity, and healthcare. The plan also focuses on 
enhancing women's participation in economic 
activities through technical training for higher-level 
job prospects of RMG workers, and increased 
budget allocations for information dissemination 
thus enabling access to information for women, 
and overall compliance in the RMG sector. One 
interesting agenda of this plan is to integrate 
contributions to the national development of 
women from the RMG industry into textbook 
curricula. These efforts seek to empower women 
economically, ensure their safety and well-being at 
workplaces, and promote their active role in 
national development across sectors.

The Bangladesh Climate Change and Gender 
Action Plan (ccGAP) 2024 represents a strategic 
framework designed to integrate gender 
perspectives into climate change initiatives across 
various sectors. The plan outlines six distinct action 
plans aimed at fostering sustainable development 
while addressing gender-specific vulnerabilities. Key 
areas of focus include the sustainable management 
of natural resources, enhancement of livelihood 
resilience, and gender-responsive planning for 
infrastructure and settlements vulnerable to climate 
impacts. These actions seek to mitigate inequalities 
in resource access and decision-making processes, 
particularly concerning women. This policy 
specifically draws attention towards  promoting 
women's leadership and participation in climate 
change decision-making at all levels. This includes 
enhancing their representation in policy formulation 
and implementation, aiming to dismantle barriers 
that hinder their involvement in climate action 
initiatives. Additionally, the plan underscores the 
importance of gender-responsive means of 
implementing climate actions, advocating for 
budgeting, financing mechanisms, and 
capacity-building initiatives that consider gender 
dynamics.

This policy acknowledges issues such as poor 
wages, atrociously unsafe working conditions and 
high levels of harassment that reduce the 
contribution to women’s empowerment and gender 
equality. This is compounded by the insecurity 
women face in an urban setting without proper 
affordable housing, transportation facilities, and any 
form of social security. By enhancing skills and 
awareness among individuals and institutions, the 
plan aims to strengthen the implementation of 
gender-responsive climate strategies and ensure 
broader understanding and adoption across 
communities. 

A close analysis of the above policies suggests that 
there remains ample room to redesign our policies 
and action plans reflecting the climate, labour 
rights, and gender nexus. 

Figure-03: Survey questionnaire mapping and strategies for the study
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3.1 Just Transition: Legal and policy responses 
and initiatives 
This section of the report provides an overview of 
the policies that connect just transition. In addition, 
this section provides an analysis of the regulatory 
framework of environment and labour and 
examines their compatibility with labour rights and 
environmental protection. The section also 
discusses the gender dimensions of the existing 
laws and policies regarding climate and labour 
rights. 

3.2 Government policies connecting just transition
Bangladesh Nationally Determined Contributions 
(NDCs) 2021: As Bangladesh develops its climate 
change adaptation efforts, the necessity for a Just 
Transition for workers in sensitive industries 
becomes increasingly obvious. Bangladesh's 
Nationally Determined Contributions (NDCs) to the 
Paris Agreement include pledges to reduce 
emissions and transition to a greener economy. 
Under NDC, the country is committed to reducing 
greenhouse gas emissions (GHGs) by 6.73% by 
2030 without any external support, and by a total of 
21.85% with an additional 15.12% with international 
support.
 
The Mujib Climate Prosperity Plan (MCPP) 
2022-2041 outlines several strategic initiatives to 
address climate change impacts while modernizing 
the workforce and promoting gender equality in the 
economic sphere. The plan’s focus on climate 
resilience, labour force modernization, and women's 

participation presents a progressive vision, though 
it also exhibits certain gaps requiring attention. The 
plan strongly embodies a commitment to 
sustainability and carbon emission reduction as it 
proposes adopting insulated and clean-energy 
heating, ventilation, and air-conditioning (HVAC) 
systems for buildings, particularly workplaces. This 
is to mitigate the adverse effects of rising 
temperatures due to climate change, ensuring safer 
and more comfortable environments for workers.  
To enhance the competitiveness of the labour force 
in the global market, the plan also advocates 
reskilling and upskilling through technical and 
vocational education and training (TVET). 

Additionally, it highlights the importance of 
improving efficiency through automation. These 
steps underscore the country’s vision of equipping 
workers with the necessary skills to adapt to 
technological advancements and shifting market 
demands. It must be noted that this plan highly 
prioritizes the qualitative participation of women in 
the green transition and low-carbon development 
sectors. It proposes targeted skill development 
training tailored to women's needs, alongside 
gender-responsive training covering relevant skills. 
The inclusion of fiscal stimulus packages and 
social protection programs is intended to support 
women's integration into these emerging sectors, 
promoting gender equality and economic inclusion.
However, the absence of a clear strategy to balance 
the automation of industries with the potential loss 
of jobs for workers is a significant gap that needs 

immediate attention. While the emphasis on 
automation aims to enhance efficiency and 
productivity, it raises concerns about the 
displacement of workers who may lack the 
necessary skills to transition to new roles. The plan 
would benefit from incorporating robust measures 
to address job displacement, including 
comprehensive retraining programs and social 
safety nets to support affected workers.

Another issue in the plan is that a clear strategy to 
tackle the adverse impact of climate change is 
missing. The role of other stakeholders  i.e., BGMEA, 
BKMEA, trade unions, brands, the Ministry of 
Environment, Forest, and Climate Change 
(MoEFCC), the Ministry of Labour and Employment 
(MoLE), the Department of Environment (DoE), and 
CSOs is not clearly envisaged. So, there is also a 
gap here to address this burning issue. The extent 
to which the MCPP specifically addresses the 
vulnerability and concerns of RMG workers—who 
are particularly affected by climate 
change—remains an area that requires deeper 
focus. While the plan outlines broad goals related to 
climate adaptation, economic development, and 
environmental sustainability, there are several gaps 
and opportunities for improving RMG workers' 
resilience in the face of climate impacts.

Bangladesh has robust disaster risk reduction 
strategies in place. The MCPP mentions the need 
for climate-resilient infrastructure and disaster 
preparedness, but it concentrates on infrastructure 
rather than labor. Flooding and cyclonic storms 
pose a threat to the RMG sector, which is mostly 
concentrated in Dhaka and Chittagong. However, 
the strategy does not directly address concerns 
about the safety of RMG personnel during such 
calamities.

The Bangladesh Climate Change Trust Fund 
(BCCTF) was established as a result of the 
Bangladesh Climate Change Strategy and Action 
Plan (BCCSAP) to fund climate research, 
low-carbon development, social protection and 
health, and comprehensive disaster management. 
Financial institutions are directed by Bangladesh 
Bank, a proponent of green banking, to devote a 
minimum of 5% of their loan portfolio to renewable 
energy projects. Finance for projects using solar, 
biomass, and biogas has been promoted by this 
strategy. To invest in energy-efficient technology, 
like LED lighting and appliances, credit facilities are 
also offered to individuals and enterprises at lower 
interest rates.

Bangladesh Bank Directives: Bangladesh Bank 
requires major financial institutions to include green 

lending in their loan portfolio. RMG factories can 
borrow loans at a reduced cost with favourable 
terms and conditions for solar power, wastewater 
treatment plants, and effluent treatment plans. This 
initiative can lead to achieving broader social goals 
and environmental sustainability while supporting 
just transition initiatives.26 The central bank of the 
country also issued Environmental Risk 
Management Guidelines (ERM) to support lenders’ 
environmental impact assessments. 

National Adaptation Plan of Bangladesh (NAP), 
2023–2050 is an ambitious strategy designed to 
address the multifaceted challenges of climate 
change. A key objective of the NAP is to reduce 
vulnerability to climate change impacts, with a 
particular emphasis on protecting the most 
marginalized communities. The plan identifies 
extreme heat waves as a significant threat, 
especially in urban areas, where the resultant loss 
of productivity is a major concern. Proposed 
adaptation measures include the use of 
eco-engineering and bioengineering techniques, 
climate-resilient construction materials, the 
expansion of green and blue infrastructures, and 
the development of renewable energy-based 
utilities.

However, the NAP's implementation faces several 
significant challenges. Ineffective coordination 
among stakeholders, insufficient transparency, and 
a lack of capacity within government institutions 
hinder progress. Additionally, the ambitious 
adaptation actions outlined in the plan require 
substantial investments from both the government 
and the international community. Securing global 
funds and ensuring their effective utilization 
remains a critical challenge for Bangladesh. The 
success of the NAP will depend largely on 
overcoming these obstacles and fostering strong, 
coordinated efforts across all levels of government 
and society.

Perspective Plan (2021-2041) seeks to eliminate 
extreme poverty and enable Bangladesh to reach 
Upper Middle-Income Country status by 2031 and 
High-Income Country status by 2041.
The Bangladesh Delta Plan 2100 (BDP 2100) is an 
ambitious initiative aimed at linking economic 
development, environmental sustainability, and 
social inclusiveness, with a strong focus on labour 
and gender rights. The BDP 2100 adopts a mix of 
adaptation, mitigation, and resilience-building 
strategies. Adaptation measures include Integrated 
Water Resources Management (IWRM), Coastal 
Zone Management, and Agricultural and Urban 
Adaptation, which aim to reduce climate-related 
vulnerabilities (Hossain et al., 2014). Mitigation 

efforts focus on improving energy efficiency and 
carbon sequestration (Khan et al., 2023), while 
resilience-building highlights the importance of 
community and ecosystem-based adaptations to 
help vulnerable groups cope with climate impacts 
(Rahman et al., 2019). In this framework, the BDP 
2100 emphasizes the role of labour rights in 
economic growth, advocating for job creation 
through infrastructure projects, improved 
agricultural practices, and the establishment of 
industrial zones (Asian Development Bank, 2022). It 
stresses the need for enforcing labour laws that 
ensure workers' rights are protected, including 
minimum wage standards and safe working 
environments underlining them as fundamental 
components for economic development. BDP 2100 
includes provisions for social safety nets designed 
to protect vulnerable workers from economic 
shocks and natural disasters (ILO, 2018), offering 
unemployment benefits and retraining programs 
(World Bank, 2023).

Other initiatives: In the light of the UN Fashion 
Industry Charter for Climate Action 2019 to reduce 
GHG emissions by 30% by 2030, about 217 out of 
at least 2,000 garment factories are certified by 
LEED, a U.S.-based ratings system for green 
buildings.27 550 more factories are waiting to get 
the certificate. The increasing number of 
Leed-certified green factories indicates 
Bangladesh’s commitment to achieve 
environmental sustainability by reducing carbon 
emissions with the increased use of renewable 
energy. However, unhealthy working conditions of 
the workers, dangerous pollutants in the 
factory-adjacent communities, and poor status of 
worker rights are still prevalent in those eco-friendly 
factories.28 

SREDA (Sustainable and Renewable Energy 
Development Authority) under the Ministry of 
Power, Energy, and Mineral Resources has started 
offering green technologies in the areas of 
renewable energy, waste management, and 
construction.29 This helps the RMG factories to 
integrate green solutions in the industry. 

3.2 Labour rights under labour laws and policies 
International instruments 
ILO Conventions: Bangladesh has ratified eight 
fundamental ILO conventions, two governance 

conventions (with high priority), and 26 technical 
conventions from the International Labour 
Organization (ILO).30 These ratifications reflect the 
country's formal commitment to aligning with 
international labour standards, although their 
effective implementation continues to pose 
challenges, as per the reports from the ILO 
Committee of Experts on the Application of 
Conventions and Recommendations (CEACR) and 
interim findings on specific complaints. 
Bangladesh recently submitted a road map of 
actions to address all the outstanding issues 
mentioned in the complaint concerning 
non-observance by Bangladesh of Conventions Nos 
81, 87, and 98 in the sessions of ILO. The road map 
had been developed under four priority areas with a 
series of specific actions set against timelines. 
These four priority areas are: (1) labour law reform; 
(2) trade union registration; (3) labour inspection 
and enforcement; and (4) addressing acts of 
anti-union discrimination/unfair labour practices 
and violence against workers. 

Bangladesh has undertaken various amendments 
of Labour and EPZ laws and policies, accountability 
mechanisms, legal and judicial proceedings reform 
adhering to this roadmap. Initiatives like setting up 
an efficient system to follow up on worker’s 
complaints received through a dial-in helpline, 
undertaking steps to make the labour courts fully 
functional and eradicate case backlogs, preventive 
measures addressing acts of anti-union 
discrimination/unfair labour practices and violence 
against workers have gained international attention 
and appreciation. 

The United Nations Guiding Principles on Business 
and Human Rights (UNGPs) is an international 
instrument that provides guidance to the States 
and business enterprises to comply with human 
rights in business operations and facilitates the 
attainment of sustainable industrial development in 
a country. The UNGPs offer a ‘Protect, Respect and 
Remedy’ framework for states and business 
enterprises to comply with their obligations to 
respect, protect and fulfil human rights in the overall 
business operation. The UNGPs, within its third 
pillar-access to remedy, require the States and the 
companies to establish governance structures that 
provide victims of human rights abuses with 
access to effective remedy, through judicial and 

non-judicial grievance mechanisms. Despite its 
significant potential to prevent, mitigate, and 
remediate adverse human rights impacts by 
business enterprises, it is reported that Bangladeshi 
industries have remained below the elementary 
level of complying with the UNGPs.31 

Corporate Sustainability Due Diligence Directive 
(CSDDD): The EU CSDDD law aims to promote 
sustainable business practices by requiring large 
corporations operating in the EU to do due diligence 
to identify, prevent, mitigate, and redress negative 
human rights and environmental impacts in their 
activities and value chains. The law provides 
measures to regulate the environmental impact and 
human rights of thousands of large corporations 
operating in a variety of industries, including those 
sourcing goods from Bangladesh. Under the 
CSDDD, European companies sourcing from 
Bangladesh must guarantee that the entire supply 
chain adheres to stringent human rights and 
environmental criteria. The buyers will need to 
ensure that their suppliers (i.e., Bangladeshi 
garment factories) adhere to the human rights and 
labour standards set out in the directive. To be 
better prepared for tackling CSDDD-induced 
challenges, Bangladesh needs to prioritize 
rights-aligned reforms in the light of human rights 
and due diligence (HRDD) and ensure their proper 
implementation in practice. 

It is worth noting that the proposed amendments to 
CSDDD by the European Commission’s omnibus 
package on sustainability raised concerns among 
stakeholders.32 Though the omnibus proposals 
apparently aimed at simplifying the legislative 
framework on sustainability, however, they could 
potentially reduce and deter reporting obligations 
while incurring uncertainty for businesses that have 
already invested in ESG compliance. Most 
importantly, the new proposals removed the 
EU-wide civil liability regime, leaving this to the 
discretion of Member States. The existing provision 
of the CSDDD requires that member states allow for 
victims of adverse impacts to be represented by 
trade unions or non-governmental organisations 
(NGOs). However, the new proposals suggest 
removing these provisions while deferring this to 
national civil liability regimes and limiting access to 
justice to directly affected victims. Under the new 
proposals, national law would define whether its 
civil liability provisions override otherwise 
applicable rules of the third country where the harm 
occurs. It is argued that the proposed amendments 

will add uncertainty and confusion while weakening 
the civil liability regime for victims’ access to 
justice.33

Bangladesh Labour Law 
The Bangladesh Labour Act (BLA), 2006, with 
amendments in 2013 and 2018, represents the 
principal legislative framework aimed at 
consolidating and enhancing labour rights in the 
country. By replacing 25 existing Acts, the BLA 
offers comprehensive coverage and sets standards 
across various aspects of labour rights, both 
substantive and procedural; including recruitment 
processes, labour-employer relationships, minimum 
wages, health and safety, occupational hazards, 
youth employment, maternity benefits, working 
hours, wage payments, trade unions, and working 
conditions.

The BLA mandates the provision of first-aid 
equipment, washing facilities, canteens, resting 
places, and dining areas with water facilities. 
Section 97 ensures that workers have access to 
facilities for their daily needs, which is essential for 
maintaining a humane working environment. 
Sections 58(1) and 58(3) mandate the provision of 
purified potable water, with special arrangements 
for cooling potable water during hot summers for 
establishments with over 250 workers. Section 
93(1) mandates restrooms for workers in 
establishments with more than 50 workers, with 
Section 93(3) ensuring separate restrooms for male 
and female workers if the number of female 
workers exceeds 25.

Both the BLA and the National Occupational Safety 
and Health (OSH) Policy stipulate that employers 
must ensure workers who report an accident are 
examined by a registered medical practitioner at the 
employer's expense within three days of the notice. 
For severe accidents or illnesses, the 2013 
amendment in Section 160(1) mandates that the 
employer arrange for the worker to be examined at 
their place of stay.

Despite these positive measures, the BLA has faced 
criticism for its shortcomings. Notably, it fails to 
cover the informal sector and does not adequately 
include certain employees, particularly mid-level 
managers. This exclusion leaves a significant 
portion of the workforce without the protection 
afforded by the Act. The 2013 amendment received 
particular criticism from the International Labour 
Organization (ILO) for not meeting several of their 

recommendations, especially those related to the 
freedom of association. The ILO’s critique highlights 
the need for further reforms to align the BLA with 
international labour standards and ensure 
comprehensive protection of workers' rights.

In terms of implementation and access to remedy, 
BLA provides for both formal (judicial proceedings 
at court) and informal (within factory and 
establishment) redress mechanisms and lays out 
provisions to establish a required number of labour 
courts and appellate tribunals. Workers have full 
right to be an active part of the adjudication, be 
heard, and have a fair opportunity to establish their 
case. According to the text of the law, the tribunals 
and courts must complete their proceedings within 
60 days, but reality paints a different scenario since 
the enactment does not provide for any 
consequential measure when cases are not settled 
in due time. With only 14 labour courts in 10 
districts (4 of them, including the Appellate Tribunal 
in the capital city), Cases have been pending for as 
long as 10 years causing a backlog of over 21,617 
cases. It is reported that the labour courts are 
overburdened with cases resulting in the 
backlogging and delay in disposal of cases.34 In 
addition to the scarcity of judges, absence of 
representatives of employer and worker, intentional 
delay of parties, lengthy process of issuing 
summons, and other complex court proceedings 
are also identified as the root causes of backlog of 
cases in labour courts.35 Only two Labour Court 
Legal Aid Cells established in 2013 are inadequately 
responsible for facilitating access to judicial remedy 
for the needy workers by providing government 
legal aid services. This also remains dysfunctional 
due to a shortage of human resources. 
The Act of 2006 primarily protects workers' rights, 

occupational health and safety, salaries, working 
hours, and conditions. However, while the Act 
covers traditional labour safeguards, it does not 
directly address the effects of climate change on 
workers. The Act makes no clear reference to 
climate change or its specific effects on workers. 
The Act focuses on worker safety, industrial 
relations, salaries, and dispute resolution, rather 
than environmental or climate-related difficulties. 
As a result, climate-related vulnerabilities, such as 
heat stress, displacement caused by extreme 
weather events, and the transition to a green 
economy, are not specifically addressed in the 
legislation.

The Bangladesh Labour Rules (BLR) 2015, 
amended in 2022, introduced several progressive 
measures aimed at enhancing worker protections 
and improving workplace conditions. The 
amendments include important provisions for the 
protection of women in the workplace, the 
introduction of miscarriage leave, and mandatory 
safety requirements for factories. These changes 
reflect a commitment to safeguarding the 
well-being of workers and ensuring safer working 
environments.

One of the significant changes in the amended BLR 
is the imposition of a mandatory yearly wage 
increment of at least 5% of the basic wages. 
Notably, the 2022 amendment does not include any 
exceptions or preconditions such as meeting key 
performance indicators (KPIs) or achieving a 
minimum profitability threshold for effecting these 
wage increments. This straightforward mandate 
aims to ensure that workers receive regular and 
predictable wage increases, potentially enhancing 
their economic security. Having said that, since the 

primary legislation, BLA 2006, does not contain a 
statutory provision for such increments, this 
discrepancy raises questions about the legal 
authority of the BLR's wage increment requirement 
in the absence of express statutory backing.

Rule 351 emphasizes the role of labor inspectors in 
conducting training and workshops to raise the 
knowledge and skills of workers, trade union 
members, and employers. Additionally, as per 
Section 90A of the Bangladesh Labour Act (BLA) 2006, 
factories with 50 or more workers are required to 
form and maintain a safety committee, following 
the guidelines prescribed by the BLR. This 
requirement aims to foster a culture of safety and 
accountability within factories. Furthermore, 
Section 89(6) of the BLA 2006 and Section 78 of the 
BLR 2015 together mandate that establishments 
employing 5,000 or more workers must operate a 
permanent medical center. This provision ensures 
that large workplaces have adequate medical 
facilities to address the health needs of their 
workers promptly and effectively.

Despite legal and administrative reforms, 
particularly following the Rana Plaza disaster, the 
implementation of labour laws often suffers due to 
legal loopholes and inadequate administrative 
resources. Lack of accountability and barriers to 
accountability measures threaten the entire 
structural integrity. Workers’ freedom of association 
consistently remains under unnecessary scrutiny 
while the inspections by the Department of 
Inspection for Factories and Establishments (DIFE) 
stay limited to the formal sector, leaving informal 
sector workers unaddressed. Lack of independence 
and transparency in judicial processes results in 
prolonged court proceedings, and hinders access to 
justice, even in urgent and serious cases. There is a 
significant rise in investigations and prosecutions 
related to trafficking, forced labour, and child labour, 
but still the conviction rate is low. Most importantly, 
the administrative bodies lack adequate manpower 
and enforcing authority to establish an effective 
labour administration. 

The 2022 amendments of labour law have also 
been criticized for ignoring many recommendations 
from worker representatives and labour leaders. 
This oversight suggests a lack of comprehensive 
stakeholder engagement in the legislative process. 
On one hand, the Act prohibits the threatening or 

dismissal of workers for joining or attempting to 
join a trade union. On the other hand, reports 
indicate widespread harassment, threats, and job 
losses associated with union activities. Nearly half 
of all union registration applications are rejected by 
the Department of Labour, and union meetings are 
frequently banned by the police. These issues 
highlight significant gaps in the enforcement of 
labour rights, undermining the effectiveness of the 
legislative framework.

In determining the amount of wages for the 
workers, the concept of living wage is not being 
considered.36 The non-compliant employers could 
escape liability and accountability since there is no 
minimum wage enforcement or inspection 
mechanism under the BLA contradicting the Labour 
Inspection Convention, 1947.37 Although the Act 
imposes liability upon the employers to pay injury 
compensation; in practice, most of the workers do 
not receive any such compensation package. 
The Labour Act fails to address the concerns of the 
large number of workers in the informal sector, 
agricultural firms (with less than five workers 
engaged), and domestic workers.38 The 
exclusionary character of BLA ignores the 
recognition of the majority labour force as workers 
and also denies their fundamental rights at work.
In terms of enforcement mechanisms, DIFE, being 
the key inspection authority under labour law, lacks 
adequate resources, training facilities, and 
performance management systems to inspect 
factories.39 It also lacks executive authority to 
undertake enforcement measures. 

The Act provides, in many cases, ample power to 
the employers and implementing agencies while 
making the workers immensely vulnerable and 
dependent. The monitoring mechanism under the 
Act is not clearly demarcated, which makes the 
responsible stakeholders unaccountable.40

 
In summary, while the Bangladesh Labour Act 
(BLA), 2006, along with its amendments, provides a 
framework for labour rights and introduces several 
provisions for worker welfare, it also reveals 
significant gaps and areas for improvement so that 
all workers are afforded the protections they 
deserve.

Bangladesh EPZ Labour Act
The Bangladesh EPZ Labour Act, 2019, was 

enacted to protect the rights of workers in Export 
Processing Zones (EPZ) industrial establishments. 
This Act, supplemented by the Bangladesh EPZ 
Labour Rules, 2022, extends labour rights to EPZ 
workers, albeit in a restricted and limited manner 
compared to the labour laws applicable to the 
country's mainstream workforce. The Act notably 
limits the right of workers to organize and engage in 
collective bargaining. Instead of allowing for trade 
unions, it mandates Workers’ Welfare Associations 
(WWA), which directly contravenes ILO Convention 
No. 87 (Freedom of Association and Right to 
Organize) and ILO Convention No. 98 (Right to 
Organize and Collective Bargaining), both ratified by 
Bangladesh. This restriction on forming trade 
unions and engaging in collective bargaining 
violates internationally recognized labour standards 
and has drawn concerns from the ILO CEACR 
Committee. The act further violates ILO standards 
by not explicitly prohibiting interference in the 
internal affairs of employees and employers (the 
right to organize and collective bargaining, 
Convention No. 98). Additionally, the law grants 
arbitrary and unlimited power to the executive 
chairman concerning the registration and formation 
of WWAs. Section 180(c) of the Act allows the 
executive chairman to determine the legitimacy of 
any Workers' Welfare Association and its capacity 
to act as a collective bargaining agent. This 
provision contravenes ILO standards, which 
stipulate that the determination of a bargaining 
agent should be conducted by a body that 
guarantees independence and objectivity.

The BEPZA was created by the Bangladesh Export 
Processing Zones Authority (BEPZA) Act, 1980, 
which gave it the authority to design, build, run, and 
oversee industrial zones such as EPZs and 
encourage foreign investment in Bangladesh. 
BEPZA issued Instructions I and II in accordance 
with this Act to guarantee minimal labour standards 
in the EPZs. However, these directives limited the 
rights of EPZ employees while giving managers 
arbitrary authority to award incentives and leaves.

They failed to include provisions for maternity 
benefits or injury compensation, which workers are 
legitimately entitled to. The Act created a significant 
power imbalance between employers and workers, 
undermining the need for corporate and social 
accountability from thousands of employers. Both 
Bangladesh EPZ Labour Act, 2019, and the BEPZA 
Act, 1980, while aiming to regulate labour rights and 
promote investment in EPZs, fall short in protecting 
workers' rights and ensuring compliance with 
international labour standards.

The National Occupational Safety and Health 
(OSH) Policy aims to ensure a safe and healthy 

working environment across both formal and 
informal sectors of the economy. It aims to prevent 
workplace injuries, diseases, and fatalities by 
enhancing safety and health standards for workers 
and emphasize protecting workers' well-being while 
also enhancing industrial productivity. The policy 
mandates training, guidelines on safety, and the 
provision of Personal Protective Equipment (PPE) to 
workers, the establishment of safety boards, and 
the formulation of national safety standards. In 
compliance with international standards in order to 
enforce workplace safety standards 
comprehensively. However, criticisms abound 
regarding inadequate implementation of OSH 
standards, particularly evident in reports of poor 
sanitation and water services in factories, 
disproportionately affecting women in the 
ready-made garments sector. Additionally, the 
committees tasked with enforcing workplace safety 
have faced criticism for their perceived lack of 
authority, as they lack adequate participation from 
trade unions, employers' representatives, and civil 
society organizations. 

National Action Plan (NAP) on the Labour Sector 
of Bangladesh (2021-2026) is a crucial component 
of the country's legal and administrative reforms 
aimed at upholding labour rights and workplace 
safety. Formulated as part of the government's 
response to an article 26 complaint and reflecting 
the roadmap submitted to the ILO Governing Body, 
the NAP emphasizes the government's 
commitment to ensuring that business enterprises 
respect the human rights of workers through 
legislative and institutional reforms. Significant 
progress has already been made under the NAP, 
including the ratification of the ILO Convention on 
minimum age and the Forced Labour Protocol. The 
plan outlines the state's duty to protect human 
rights by undertaking judicial, administrative, 
legislative, or other appropriate measures to 
safeguard workers from violence, harassment, 
unfair labour practices, and anti-union 
discrimination. Implementing the NAP is crucial for 
addressing the labour rights challenges associated 
with Bangladesh's LDC graduation and for securing 
Generalized Scheme Preferences Plus status in EU 
markets.

2013 Accord on Fire and Building Safety in 
Bangladesh
This agreement was signed in the immediate 
aftermath of the Rana Plaza building collapse. The 
Accord is a legally binding agreement between 
global brands & retailers and trade unions to work 
towards a safe and healthy garment and textile 
industry in Bangladesh. Over 220 companies signed 
the five-year Accord, and it is considered that the 
work of the Accord had contributed to significantly 

safer workplaces for millions of Bangladeshi 
garment workers.41  Bangladesh Accord could be a 
modern and effective solution for business-related 
human rights disputes.42 Since the closure of the 
operation of Accord in 2020, the RMG Sustainability 
Council (RSC) has been looking after the safety 
requirements of the industries. However, the 
performance of RSC, especially during the 
pandemic, has been criticized.43

3.3 Regulating polluting industries 
The Bangladesh Environment Conservation Act of 
1995 aims to regulate industrial pollution through 
the requirement of Environment Clearance 
Certificates (ECC) and Environmental Impact 
Assessments (EIA). The ECC acquisition process is 
laid out in the Environment Conservation Rules 
1997. Under this act, the Director General (DG) of 
the Department of Environment has concentrated 
power but does not bear accompanying 
responsibilities, thus creating the potential for 
misuse. The Department, tasked with issuing ECCs 
and approving EIAs, often struggles with 
enforcement due to limited resources, leading to 
insufficient accountability for major polluters. The 
Act fails to mandate corporate responsibility for 
environmental impacts in business policies and 
strategies, allowing enterprises and factories to 
evade consequences for environmental 
degradation. 

It is frustrating to note that the provision of EIA is 
often manipulated to serve the interests of the big 
industries. Under the ECA 1995, the industries are 
under obligation to establish ETP considering the 
nature of the industry, however, in reality, very few 
industries are complying with the law. The big 
polluters remain largely unaccountable despite their 
constant contributions to environmental 
degradation.44

Environmental Conservation Rules, 1997 consists 
of a set of the relevant rules to implement the 
Environment Conservation Act and provides 
procedures to obtain Environmental Clearance 
Certificate. It requires industries to conduct EIA, 
establish ETP, and take Environment Clearance 
Certificate. 

EIA Guidelines for Industries 2021
The Guidelines provide detailed guidelines for 
industries subject to EIA and present six steps of 
the EIA processes including screening, scoping, 
baseline data generation, impact assessment, 
mitigation of impacts, and environmental 
management plan. 

The National Environment Policy of 2018 outlines 
a vision aimed at achieving sustainable 
development goals through the preservation of 
environmental integrity and biodiversity. It 
underscores the importance of mitigating 
environmental pollution and addressing the 
challenges posed by climate change. Central to its 
strategy is the mandatory implementation of 
Environmental Impact Assessments (EIA) and 
Strategic Environmental Assessments (SEA) where 
deemed necessary, ensuring that developmental 
projects consider their environmental implications 
from inception. The policy also advocates for 
fostering Public Private Partnerships (PPP) to 
enhance environmental conservation efforts, 
emphasizing collaborative approaches between 
governmental and private entities. By promoting 
these initiatives, the policy seeks to foster a 
balanced approach to economic development that 
prioritizes environmental sustainability and 
resilience against climate change impacts.

The Industrial Policy 2016 envisages undertaking 
measures for environment-friendly industrial 
management. The policy states that business 
organizations, NGOs, and other social organizations 
will be encouraged to engage in the protection of 
the environment and management of industrial 
waste. The policy also states that to prevent 
environmental pollution in the industries, the 
establishment of Effluent Treatment Plant (ETP) 
and Common Effluent Treatment Plants (CETP) will 
be encouraged. However, in reality 80% of industrial 
factories run without waste treatment facilities.45 It 
is reported that 556 of all the factories have effluent 
treatment plants (ETPs) on paper, but out of them 
only a few functions effectively.46

The National Labour Policy of 2012 was 
established to promote a productive, 
non-discriminatory, non-exploitative, and healthy 
work environment for all citizens. It reflects a strong 
commitment by the government to uphold labour 
rights by endorsing relevant ILO Conventions and 
other international human rights instruments. 
Article 19 of the policy urges the government to 
amend laws to ensure safe, healthy, and 
women-friendly workplaces and provide maternity 
protection. 

However, it has been criticized for not explicitly 
addressing the human rights obligations of 
business enterprises. This omission highlights a 
significant gap in the policy’s comprehensive 
approach to labour rights and corporate 
accountability, undermining its potential 
effectiveness in ensuring robust protection for all 
workers.

3.4 Gender dimensions in the existing policies
Bangladesh labour law apparently addresses the 
gender dimension in the context of providing some 
benefits to women instead of adopting a 
rights-based approach. One of the standout 
provisions of the BLA is Section 46(1), which 
guarantees maternity benefits for female workers. 
This section mandates that every woman worker is 
entitled to maternity benefits for eight weeks 
preceding and following her delivery, provided she 
has worked for the employer for at least six months 
before her delivery.  Further, Section 94(1) requires 
establishments employing 40 or more female 
workers to provide suitable rooms for their children 
under six years of age. This measure is pivotal in 
supporting working mothers, ensuring that they 
have access to childcare facilities. Even though the 
act does not emulate international standards in 
terms of strictly prohibiting discrimination on 
grounds such as race, sex, religion, ethnic group, 
etc., it does follow the principle of equal wages and 
bars any unfair labour practice against the rights of 
the workers.

The labour laws of Bangladesh are, apparently, 
gender neutral with some special provisions for 
women workers as regards maternity benefits, 
provisions relating to health, hygiene, and safety, 
restriction on employment in certain works, 
conduct towards women, etc. The Bangladesh 
Labour Rules (BLR) 2015, has been amended in 
2022, addressing women issues. The amendments 
include important provisions for the protection of 
women at the workplace, the introduction of 
miscarriage leave, and mandatory safety 
requirements for factories. These changes reflect a 
commitment to safeguarding the well-being of 
workers and ensuring safer working environments.
However, the Labour Act has been criticized for 
insufficiently promoting gender integration and 

failing to address sexual harassment in the 
workplace. These gaps undermine the Act’s 
effectiveness in creating a safe and inclusive 
working environment for all employees. The Act 
fails to address ‘discrimination’ or expressly include 
any provision that prohibits discrimination on any 
grounds. Under section 332, the Act contains a 
vaguely worded provision that prohibits behaviour 
that is “indecent or unmannerly or which is 
repugnant to the modesty or honour” of any 
woman. This prohibition is enforced by the general 
penalty of imprisonment for up to three months, or 
fine of up to BDT 25,000. 

The unequal power relations between male and 
female workers are embedded in our legal system 
and hinders the rights of female workers. The 
adjudication system of complaints against 
employers and fellow workers also fails to integrate 
gender-sensitive approaches that debar the female 
workers from access to remedy. The existing 
framework of addressing and prosecuting sexual 
harassment in the workplace, through 
male-dominated Anti-Harassment Committees, has 
remained largely dysfunctional and biased.   

As this research indicates climate change is adding 
new and disproportionate vulnerabilities for female 
workers, and the Labour Act has failed to address 
those vulnerabilities in the context of labour rights.

The Mujib Climate Prosperity Plan (MCPP) reflects 
a gender dimension by considering the promotion 
of female labour participation across all sectors as 
a key priority. The plan refers to increasing the 
protection and resilience of women from climatic 
shocks and climate-related crises. 

The Bangladesh Delta Plan (BDP) 2100 stresses 
the importance of gender equality as a key aspect 
of sustainable development. It calls for greater 
involvement of women in decision-making 
processes, ranging from local community planning 
to national policy formulation (UN Women, 2021). 
By addressing barriers to women's participation in 
the economy and society, such as limited access to 
education and healthcare, the plan seeks to 
empower women and enhance their role in 
structural development. The plan incorporates 
gender-sensitive approaches in climate adaptation 
strategies, recognizing that women are 
disproportionately affected by climate change and 
should be actively involved in climate resilience 
efforts. Despite these efforts, the plan lacks 
gender-specific data and analysis, which makes it 
difficult to develop effective policies to address 
gender disparities. The absence of detailed 
gender-disaggregated data makes it challenging to 
understand the unique needs and contributions of 
women in various sectors. Without clear metrics 
and accountability mechanisms, it is difficult to 
gauge the success of gender-related initiatives and 
make necessary adjustments. The benefits of the 
BDP 2100 might disproportionately favor urban 
areas and industrial sectors, potentially neglecting 
rural communities and marginalized populations 
where women and informal workers are most 
concentrated. Addressing these criticisms requires 
capacity-building programs and institutional 
reforms that promote inclusive policies and ensure 
accountability for labour and gender outcomes. 

National Action Plan for Women’s Development 
(2022-2030) based on NWDP aims to address 
challenges faced by women in various sectors, 
including industries like RMG acknowledging issues 
such as wage discrimination, maltreatment, 
occupational hazards due to inadequate safety 
measures, insufficient infrastructure like separate 
washrooms and childcare facilities, and low 
participation of women in formal labour sectors. It 
embodies Initiatives ranging from issuing new 
guidelines to prevent sexual harassment in 
export-oriented industries to reviewing existing 
policies (Trade and Commerce Policy. Monetary 
Policy and Taxation Policy and RMG sector labour 
and management policy) to eliminate clauses that 
negatively impact women, and formulate new 
policies if necessary. It advocates for monitoring 
policy effectiveness and ensuring compliance with 
labour laws in RMG factories, alongside providing 
social security benefits like insurance and 

allowances for accidents, unemployment, 
maternity, and healthcare. The plan also focuses on 
enhancing women's participation in economic 
activities through technical training for higher-level 
job prospects of RMG workers, and increased 
budget allocations for information dissemination 
thus enabling access to information for women, 
and overall compliance in the RMG sector. One 
interesting agenda of this plan is to integrate 
contributions to the national development of 
women from the RMG industry into textbook 
curricula. These efforts seek to empower women 
economically, ensure their safety and well-being at 
workplaces, and promote their active role in 
national development across sectors.

The Bangladesh Climate Change and Gender 
Action Plan (ccGAP) 2024 represents a strategic 
framework designed to integrate gender 
perspectives into climate change initiatives across 
various sectors. The plan outlines six distinct action 
plans aimed at fostering sustainable development 
while addressing gender-specific vulnerabilities. Key 
areas of focus include the sustainable management 
of natural resources, enhancement of livelihood 
resilience, and gender-responsive planning for 
infrastructure and settlements vulnerable to climate 
impacts. These actions seek to mitigate inequalities 
in resource access and decision-making processes, 
particularly concerning women. This policy 
specifically draws attention towards  promoting 
women's leadership and participation in climate 
change decision-making at all levels. This includes 
enhancing their representation in policy formulation 
and implementation, aiming to dismantle barriers 
that hinder their involvement in climate action 
initiatives. Additionally, the plan underscores the 
importance of gender-responsive means of 
implementing climate actions, advocating for 
budgeting, financing mechanisms, and 
capacity-building initiatives that consider gender 
dynamics.

This policy acknowledges issues such as poor 
wages, atrociously unsafe working conditions and 
high levels of harassment that reduce the 
contribution to women’s empowerment and gender 
equality. This is compounded by the insecurity 
women face in an urban setting without proper 
affordable housing, transportation facilities, and any 
form of social security. By enhancing skills and 
awareness among individuals and institutions, the 
plan aims to strengthen the implementation of 
gender-responsive climate strategies and ensure 
broader understanding and adoption across 
communities. 

A close analysis of the above policies suggests that 
there remains ample room to redesign our policies 
and action plans reflecting the climate, labour 
rights, and gender nexus. 

4.2 Climate Change Adversary
Worldwide, people are feeling the effects of climate 
change, and that includes the garment industry. 
Many factors, including human ability to adapt and 
lessen its negative effects, as well as geography, 
contribute to the wide variation in climate change 
risks. Workers are already facing increased 
economic precarity and vulnerability because of 
environmental and climate change impacts in the 
workplace and households.  Heat stress, poor air 
quality, flooding, lack of access to drinking water, 
changes in agriculture, professions, prices for 
healthcare, and loss of productivity are the most 
common impacts of climate perils. Before 
assessing the impact of climate change, this study 
first sought responses on the nature of climate 

change both in the workplace and households of 
the workers which is followed by threshold analysis 
on consequences in the study area.

4.2.1. Nature of Climate changes in the workplace 
and households of the workers: 
According to Figure-4, in workplace, 98% of workers 
have experienced changes in Temperature while 
changes in Rain and Untimely Storm account for 
20% & 17% respectively in their workplace. 
However, the most uncommon impact of climate 
change in the workplace has been the ‘increase of 
insects’ 14% workers have signified they have 
experienced such a menace recurrently. 9% of 
workers have said flash flood is also observed.

In the workers’ households, they have experienced 
changes in ‘Temperature’, ‘Rain’ and ‘Untimely 
Storm’ and the percentages are 97%, 19% & 18% 
respectively (Figure – 5). However, an unusual trend 

of 'increases of insects’ is observed in the worker’s 
household. 41% of workers' households are 
experiencing different forms of insect invasion 
frequently in their households. 
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Figure 4: Nature of Climate Changes
in the Workplace

Figure 5: Nature of Climate Changes
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  ● In Chattogram 35% of workers said ‘rain’ and 
28% opined ‘untimely storm’ is observed in their 
workplaces.

● In Chattogram 38% of workers said ‘rain’, 28% 
‘untimely storm’ and 52%   opined ‘Increase of 
Insects’ is observed in their households.

● In Narayanganj response on ‘untimely storms’ 
is 32% and the ‘Increase of Insects’ is 55%.
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3.1 Just Transition: Legal and policy responses 
and initiatives 
This section of the report provides an overview of 
the policies that connect just transition. In addition, 
this section provides an analysis of the regulatory 
framework of environment and labour and 
examines their compatibility with labour rights and 
environmental protection. The section also 
discusses the gender dimensions of the existing 
laws and policies regarding climate and labour 
rights. 

3.2 Government policies connecting just transition
Bangladesh Nationally Determined Contributions 
(NDCs) 2021: As Bangladesh develops its climate 
change adaptation efforts, the necessity for a Just 
Transition for workers in sensitive industries 
becomes increasingly obvious. Bangladesh's 
Nationally Determined Contributions (NDCs) to the 
Paris Agreement include pledges to reduce 
emissions and transition to a greener economy. 
Under NDC, the country is committed to reducing 
greenhouse gas emissions (GHGs) by 6.73% by 
2030 without any external support, and by a total of 
21.85% with an additional 15.12% with international 
support.
 
The Mujib Climate Prosperity Plan (MCPP) 
2022-2041 outlines several strategic initiatives to 
address climate change impacts while modernizing 
the workforce and promoting gender equality in the 
economic sphere. The plan’s focus on climate 
resilience, labour force modernization, and women's 

participation presents a progressive vision, though 
it also exhibits certain gaps requiring attention. The 
plan strongly embodies a commitment to 
sustainability and carbon emission reduction as it 
proposes adopting insulated and clean-energy 
heating, ventilation, and air-conditioning (HVAC) 
systems for buildings, particularly workplaces. This 
is to mitigate the adverse effects of rising 
temperatures due to climate change, ensuring safer 
and more comfortable environments for workers.  
To enhance the competitiveness of the labour force 
in the global market, the plan also advocates 
reskilling and upskilling through technical and 
vocational education and training (TVET). 

Additionally, it highlights the importance of 
improving efficiency through automation. These 
steps underscore the country’s vision of equipping 
workers with the necessary skills to adapt to 
technological advancements and shifting market 
demands. It must be noted that this plan highly 
prioritizes the qualitative participation of women in 
the green transition and low-carbon development 
sectors. It proposes targeted skill development 
training tailored to women's needs, alongside 
gender-responsive training covering relevant skills. 
The inclusion of fiscal stimulus packages and 
social protection programs is intended to support 
women's integration into these emerging sectors, 
promoting gender equality and economic inclusion.
However, the absence of a clear strategy to balance 
the automation of industries with the potential loss 
of jobs for workers is a significant gap that needs 

immediate attention. While the emphasis on 
automation aims to enhance efficiency and 
productivity, it raises concerns about the 
displacement of workers who may lack the 
necessary skills to transition to new roles. The plan 
would benefit from incorporating robust measures 
to address job displacement, including 
comprehensive retraining programs and social 
safety nets to support affected workers.

Another issue in the plan is that a clear strategy to 
tackle the adverse impact of climate change is 
missing. The role of other stakeholders  i.e., BGMEA, 
BKMEA, trade unions, brands, the Ministry of 
Environment, Forest, and Climate Change 
(MoEFCC), the Ministry of Labour and Employment 
(MoLE), the Department of Environment (DoE), and 
CSOs is not clearly envisaged. So, there is also a 
gap here to address this burning issue. The extent 
to which the MCPP specifically addresses the 
vulnerability and concerns of RMG workers—who 
are particularly affected by climate 
change—remains an area that requires deeper 
focus. While the plan outlines broad goals related to 
climate adaptation, economic development, and 
environmental sustainability, there are several gaps 
and opportunities for improving RMG workers' 
resilience in the face of climate impacts.

Bangladesh has robust disaster risk reduction 
strategies in place. The MCPP mentions the need 
for climate-resilient infrastructure and disaster 
preparedness, but it concentrates on infrastructure 
rather than labor. Flooding and cyclonic storms 
pose a threat to the RMG sector, which is mostly 
concentrated in Dhaka and Chittagong. However, 
the strategy does not directly address concerns 
about the safety of RMG personnel during such 
calamities.

The Bangladesh Climate Change Trust Fund 
(BCCTF) was established as a result of the 
Bangladesh Climate Change Strategy and Action 
Plan (BCCSAP) to fund climate research, 
low-carbon development, social protection and 
health, and comprehensive disaster management. 
Financial institutions are directed by Bangladesh 
Bank, a proponent of green banking, to devote a 
minimum of 5% of their loan portfolio to renewable 
energy projects. Finance for projects using solar, 
biomass, and biogas has been promoted by this 
strategy. To invest in energy-efficient technology, 
like LED lighting and appliances, credit facilities are 
also offered to individuals and enterprises at lower 
interest rates.

Bangladesh Bank Directives: Bangladesh Bank 
requires major financial institutions to include green 

lending in their loan portfolio. RMG factories can 
borrow loans at a reduced cost with favourable 
terms and conditions for solar power, wastewater 
treatment plants, and effluent treatment plans. This 
initiative can lead to achieving broader social goals 
and environmental sustainability while supporting 
just transition initiatives.26 The central bank of the 
country also issued Environmental Risk 
Management Guidelines (ERM) to support lenders’ 
environmental impact assessments. 

National Adaptation Plan of Bangladesh (NAP), 
2023–2050 is an ambitious strategy designed to 
address the multifaceted challenges of climate 
change. A key objective of the NAP is to reduce 
vulnerability to climate change impacts, with a 
particular emphasis on protecting the most 
marginalized communities. The plan identifies 
extreme heat waves as a significant threat, 
especially in urban areas, where the resultant loss 
of productivity is a major concern. Proposed 
adaptation measures include the use of 
eco-engineering and bioengineering techniques, 
climate-resilient construction materials, the 
expansion of green and blue infrastructures, and 
the development of renewable energy-based 
utilities.

However, the NAP's implementation faces several 
significant challenges. Ineffective coordination 
among stakeholders, insufficient transparency, and 
a lack of capacity within government institutions 
hinder progress. Additionally, the ambitious 
adaptation actions outlined in the plan require 
substantial investments from both the government 
and the international community. Securing global 
funds and ensuring their effective utilization 
remains a critical challenge for Bangladesh. The 
success of the NAP will depend largely on 
overcoming these obstacles and fostering strong, 
coordinated efforts across all levels of government 
and society.

Perspective Plan (2021-2041) seeks to eliminate 
extreme poverty and enable Bangladesh to reach 
Upper Middle-Income Country status by 2031 and 
High-Income Country status by 2041.
The Bangladesh Delta Plan 2100 (BDP 2100) is an 
ambitious initiative aimed at linking economic 
development, environmental sustainability, and 
social inclusiveness, with a strong focus on labour 
and gender rights. The BDP 2100 adopts a mix of 
adaptation, mitigation, and resilience-building 
strategies. Adaptation measures include Integrated 
Water Resources Management (IWRM), Coastal 
Zone Management, and Agricultural and Urban 
Adaptation, which aim to reduce climate-related 
vulnerabilities (Hossain et al., 2014). Mitigation 

efforts focus on improving energy efficiency and 
carbon sequestration (Khan et al., 2023), while 
resilience-building highlights the importance of 
community and ecosystem-based adaptations to 
help vulnerable groups cope with climate impacts 
(Rahman et al., 2019). In this framework, the BDP 
2100 emphasizes the role of labour rights in 
economic growth, advocating for job creation 
through infrastructure projects, improved 
agricultural practices, and the establishment of 
industrial zones (Asian Development Bank, 2022). It 
stresses the need for enforcing labour laws that 
ensure workers' rights are protected, including 
minimum wage standards and safe working 
environments underlining them as fundamental 
components for economic development. BDP 2100 
includes provisions for social safety nets designed 
to protect vulnerable workers from economic 
shocks and natural disasters (ILO, 2018), offering 
unemployment benefits and retraining programs 
(World Bank, 2023).

Other initiatives: In the light of the UN Fashion 
Industry Charter for Climate Action 2019 to reduce 
GHG emissions by 30% by 2030, about 217 out of 
at least 2,000 garment factories are certified by 
LEED, a U.S.-based ratings system for green 
buildings.27 550 more factories are waiting to get 
the certificate. The increasing number of 
Leed-certified green factories indicates 
Bangladesh’s commitment to achieve 
environmental sustainability by reducing carbon 
emissions with the increased use of renewable 
energy. However, unhealthy working conditions of 
the workers, dangerous pollutants in the 
factory-adjacent communities, and poor status of 
worker rights are still prevalent in those eco-friendly 
factories.28 

SREDA (Sustainable and Renewable Energy 
Development Authority) under the Ministry of 
Power, Energy, and Mineral Resources has started 
offering green technologies in the areas of 
renewable energy, waste management, and 
construction.29 This helps the RMG factories to 
integrate green solutions in the industry. 

3.2 Labour rights under labour laws and policies 
International instruments 
ILO Conventions: Bangladesh has ratified eight 
fundamental ILO conventions, two governance 

conventions (with high priority), and 26 technical 
conventions from the International Labour 
Organization (ILO).30 These ratifications reflect the 
country's formal commitment to aligning with 
international labour standards, although their 
effective implementation continues to pose 
challenges, as per the reports from the ILO 
Committee of Experts on the Application of 
Conventions and Recommendations (CEACR) and 
interim findings on specific complaints. 
Bangladesh recently submitted a road map of 
actions to address all the outstanding issues 
mentioned in the complaint concerning 
non-observance by Bangladesh of Conventions Nos 
81, 87, and 98 in the sessions of ILO. The road map 
had been developed under four priority areas with a 
series of specific actions set against timelines. 
These four priority areas are: (1) labour law reform; 
(2) trade union registration; (3) labour inspection 
and enforcement; and (4) addressing acts of 
anti-union discrimination/unfair labour practices 
and violence against workers. 

Bangladesh has undertaken various amendments 
of Labour and EPZ laws and policies, accountability 
mechanisms, legal and judicial proceedings reform 
adhering to this roadmap. Initiatives like setting up 
an efficient system to follow up on worker’s 
complaints received through a dial-in helpline, 
undertaking steps to make the labour courts fully 
functional and eradicate case backlogs, preventive 
measures addressing acts of anti-union 
discrimination/unfair labour practices and violence 
against workers have gained international attention 
and appreciation. 

The United Nations Guiding Principles on Business 
and Human Rights (UNGPs) is an international 
instrument that provides guidance to the States 
and business enterprises to comply with human 
rights in business operations and facilitates the 
attainment of sustainable industrial development in 
a country. The UNGPs offer a ‘Protect, Respect and 
Remedy’ framework for states and business 
enterprises to comply with their obligations to 
respect, protect and fulfil human rights in the overall 
business operation. The UNGPs, within its third 
pillar-access to remedy, require the States and the 
companies to establish governance structures that 
provide victims of human rights abuses with 
access to effective remedy, through judicial and 

non-judicial grievance mechanisms. Despite its 
significant potential to prevent, mitigate, and 
remediate adverse human rights impacts by 
business enterprises, it is reported that Bangladeshi 
industries have remained below the elementary 
level of complying with the UNGPs.31 

Corporate Sustainability Due Diligence Directive 
(CSDDD): The EU CSDDD law aims to promote 
sustainable business practices by requiring large 
corporations operating in the EU to do due diligence 
to identify, prevent, mitigate, and redress negative 
human rights and environmental impacts in their 
activities and value chains. The law provides 
measures to regulate the environmental impact and 
human rights of thousands of large corporations 
operating in a variety of industries, including those 
sourcing goods from Bangladesh. Under the 
CSDDD, European companies sourcing from 
Bangladesh must guarantee that the entire supply 
chain adheres to stringent human rights and 
environmental criteria. The buyers will need to 
ensure that their suppliers (i.e., Bangladeshi 
garment factories) adhere to the human rights and 
labour standards set out in the directive. To be 
better prepared for tackling CSDDD-induced 
challenges, Bangladesh needs to prioritize 
rights-aligned reforms in the light of human rights 
and due diligence (HRDD) and ensure their proper 
implementation in practice. 

It is worth noting that the proposed amendments to 
CSDDD by the European Commission’s omnibus 
package on sustainability raised concerns among 
stakeholders.32 Though the omnibus proposals 
apparently aimed at simplifying the legislative 
framework on sustainability, however, they could 
potentially reduce and deter reporting obligations 
while incurring uncertainty for businesses that have 
already invested in ESG compliance. Most 
importantly, the new proposals removed the 
EU-wide civil liability regime, leaving this to the 
discretion of Member States. The existing provision 
of the CSDDD requires that member states allow for 
victims of adverse impacts to be represented by 
trade unions or non-governmental organisations 
(NGOs). However, the new proposals suggest 
removing these provisions while deferring this to 
national civil liability regimes and limiting access to 
justice to directly affected victims. Under the new 
proposals, national law would define whether its 
civil liability provisions override otherwise 
applicable rules of the third country where the harm 
occurs. It is argued that the proposed amendments 

will add uncertainty and confusion while weakening 
the civil liability regime for victims’ access to 
justice.33

Bangladesh Labour Law 
The Bangladesh Labour Act (BLA), 2006, with 
amendments in 2013 and 2018, represents the 
principal legislative framework aimed at 
consolidating and enhancing labour rights in the 
country. By replacing 25 existing Acts, the BLA 
offers comprehensive coverage and sets standards 
across various aspects of labour rights, both 
substantive and procedural; including recruitment 
processes, labour-employer relationships, minimum 
wages, health and safety, occupational hazards, 
youth employment, maternity benefits, working 
hours, wage payments, trade unions, and working 
conditions.

The BLA mandates the provision of first-aid 
equipment, washing facilities, canteens, resting 
places, and dining areas with water facilities. 
Section 97 ensures that workers have access to 
facilities for their daily needs, which is essential for 
maintaining a humane working environment. 
Sections 58(1) and 58(3) mandate the provision of 
purified potable water, with special arrangements 
for cooling potable water during hot summers for 
establishments with over 250 workers. Section 
93(1) mandates restrooms for workers in 
establishments with more than 50 workers, with 
Section 93(3) ensuring separate restrooms for male 
and female workers if the number of female 
workers exceeds 25.

Both the BLA and the National Occupational Safety 
and Health (OSH) Policy stipulate that employers 
must ensure workers who report an accident are 
examined by a registered medical practitioner at the 
employer's expense within three days of the notice. 
For severe accidents or illnesses, the 2013 
amendment in Section 160(1) mandates that the 
employer arrange for the worker to be examined at 
their place of stay.

Despite these positive measures, the BLA has faced 
criticism for its shortcomings. Notably, it fails to 
cover the informal sector and does not adequately 
include certain employees, particularly mid-level 
managers. This exclusion leaves a significant 
portion of the workforce without the protection 
afforded by the Act. The 2013 amendment received 
particular criticism from the International Labour 
Organization (ILO) for not meeting several of their 

recommendations, especially those related to the 
freedom of association. The ILO’s critique highlights 
the need for further reforms to align the BLA with 
international labour standards and ensure 
comprehensive protection of workers' rights.

In terms of implementation and access to remedy, 
BLA provides for both formal (judicial proceedings 
at court) and informal (within factory and 
establishment) redress mechanisms and lays out 
provisions to establish a required number of labour 
courts and appellate tribunals. Workers have full 
right to be an active part of the adjudication, be 
heard, and have a fair opportunity to establish their 
case. According to the text of the law, the tribunals 
and courts must complete their proceedings within 
60 days, but reality paints a different scenario since 
the enactment does not provide for any 
consequential measure when cases are not settled 
in due time. With only 14 labour courts in 10 
districts (4 of them, including the Appellate Tribunal 
in the capital city), Cases have been pending for as 
long as 10 years causing a backlog of over 21,617 
cases. It is reported that the labour courts are 
overburdened with cases resulting in the 
backlogging and delay in disposal of cases.34 In 
addition to the scarcity of judges, absence of 
representatives of employer and worker, intentional 
delay of parties, lengthy process of issuing 
summons, and other complex court proceedings 
are also identified as the root causes of backlog of 
cases in labour courts.35 Only two Labour Court 
Legal Aid Cells established in 2013 are inadequately 
responsible for facilitating access to judicial remedy 
for the needy workers by providing government 
legal aid services. This also remains dysfunctional 
due to a shortage of human resources. 
The Act of 2006 primarily protects workers' rights, 

occupational health and safety, salaries, working 
hours, and conditions. However, while the Act 
covers traditional labour safeguards, it does not 
directly address the effects of climate change on 
workers. The Act makes no clear reference to 
climate change or its specific effects on workers. 
The Act focuses on worker safety, industrial 
relations, salaries, and dispute resolution, rather 
than environmental or climate-related difficulties. 
As a result, climate-related vulnerabilities, such as 
heat stress, displacement caused by extreme 
weather events, and the transition to a green 
economy, are not specifically addressed in the 
legislation.

The Bangladesh Labour Rules (BLR) 2015, 
amended in 2022, introduced several progressive 
measures aimed at enhancing worker protections 
and improving workplace conditions. The 
amendments include important provisions for the 
protection of women in the workplace, the 
introduction of miscarriage leave, and mandatory 
safety requirements for factories. These changes 
reflect a commitment to safeguarding the 
well-being of workers and ensuring safer working 
environments.

One of the significant changes in the amended BLR 
is the imposition of a mandatory yearly wage 
increment of at least 5% of the basic wages. 
Notably, the 2022 amendment does not include any 
exceptions or preconditions such as meeting key 
performance indicators (KPIs) or achieving a 
minimum profitability threshold for effecting these 
wage increments. This straightforward mandate 
aims to ensure that workers receive regular and 
predictable wage increases, potentially enhancing 
their economic security. Having said that, since the 

primary legislation, BLA 2006, does not contain a 
statutory provision for such increments, this 
discrepancy raises questions about the legal 
authority of the BLR's wage increment requirement 
in the absence of express statutory backing.

Rule 351 emphasizes the role of labor inspectors in 
conducting training and workshops to raise the 
knowledge and skills of workers, trade union 
members, and employers. Additionally, as per 
Section 90A of the Bangladesh Labour Act (BLA) 2006, 
factories with 50 or more workers are required to 
form and maintain a safety committee, following 
the guidelines prescribed by the BLR. This 
requirement aims to foster a culture of safety and 
accountability within factories. Furthermore, 
Section 89(6) of the BLA 2006 and Section 78 of the 
BLR 2015 together mandate that establishments 
employing 5,000 or more workers must operate a 
permanent medical center. This provision ensures 
that large workplaces have adequate medical 
facilities to address the health needs of their 
workers promptly and effectively.

Despite legal and administrative reforms, 
particularly following the Rana Plaza disaster, the 
implementation of labour laws often suffers due to 
legal loopholes and inadequate administrative 
resources. Lack of accountability and barriers to 
accountability measures threaten the entire 
structural integrity. Workers’ freedom of association 
consistently remains under unnecessary scrutiny 
while the inspections by the Department of 
Inspection for Factories and Establishments (DIFE) 
stay limited to the formal sector, leaving informal 
sector workers unaddressed. Lack of independence 
and transparency in judicial processes results in 
prolonged court proceedings, and hinders access to 
justice, even in urgent and serious cases. There is a 
significant rise in investigations and prosecutions 
related to trafficking, forced labour, and child labour, 
but still the conviction rate is low. Most importantly, 
the administrative bodies lack adequate manpower 
and enforcing authority to establish an effective 
labour administration. 

The 2022 amendments of labour law have also 
been criticized for ignoring many recommendations 
from worker representatives and labour leaders. 
This oversight suggests a lack of comprehensive 
stakeholder engagement in the legislative process. 
On one hand, the Act prohibits the threatening or 

dismissal of workers for joining or attempting to 
join a trade union. On the other hand, reports 
indicate widespread harassment, threats, and job 
losses associated with union activities. Nearly half 
of all union registration applications are rejected by 
the Department of Labour, and union meetings are 
frequently banned by the police. These issues 
highlight significant gaps in the enforcement of 
labour rights, undermining the effectiveness of the 
legislative framework.

In determining the amount of wages for the 
workers, the concept of living wage is not being 
considered.36 The non-compliant employers could 
escape liability and accountability since there is no 
minimum wage enforcement or inspection 
mechanism under the BLA contradicting the Labour 
Inspection Convention, 1947.37 Although the Act 
imposes liability upon the employers to pay injury 
compensation; in practice, most of the workers do 
not receive any such compensation package. 
The Labour Act fails to address the concerns of the 
large number of workers in the informal sector, 
agricultural firms (with less than five workers 
engaged), and domestic workers.38 The 
exclusionary character of BLA ignores the 
recognition of the majority labour force as workers 
and also denies their fundamental rights at work.
In terms of enforcement mechanisms, DIFE, being 
the key inspection authority under labour law, lacks 
adequate resources, training facilities, and 
performance management systems to inspect 
factories.39 It also lacks executive authority to 
undertake enforcement measures. 

The Act provides, in many cases, ample power to 
the employers and implementing agencies while 
making the workers immensely vulnerable and 
dependent. The monitoring mechanism under the 
Act is not clearly demarcated, which makes the 
responsible stakeholders unaccountable.40

 
In summary, while the Bangladesh Labour Act 
(BLA), 2006, along with its amendments, provides a 
framework for labour rights and introduces several 
provisions for worker welfare, it also reveals 
significant gaps and areas for improvement so that 
all workers are afforded the protections they 
deserve.

Bangladesh EPZ Labour Act
The Bangladesh EPZ Labour Act, 2019, was 

enacted to protect the rights of workers in Export 
Processing Zones (EPZ) industrial establishments. 
This Act, supplemented by the Bangladesh EPZ 
Labour Rules, 2022, extends labour rights to EPZ 
workers, albeit in a restricted and limited manner 
compared to the labour laws applicable to the 
country's mainstream workforce. The Act notably 
limits the right of workers to organize and engage in 
collective bargaining. Instead of allowing for trade 
unions, it mandates Workers’ Welfare Associations 
(WWA), which directly contravenes ILO Convention 
No. 87 (Freedom of Association and Right to 
Organize) and ILO Convention No. 98 (Right to 
Organize and Collective Bargaining), both ratified by 
Bangladesh. This restriction on forming trade 
unions and engaging in collective bargaining 
violates internationally recognized labour standards 
and has drawn concerns from the ILO CEACR 
Committee. The act further violates ILO standards 
by not explicitly prohibiting interference in the 
internal affairs of employees and employers (the 
right to organize and collective bargaining, 
Convention No. 98). Additionally, the law grants 
arbitrary and unlimited power to the executive 
chairman concerning the registration and formation 
of WWAs. Section 180(c) of the Act allows the 
executive chairman to determine the legitimacy of 
any Workers' Welfare Association and its capacity 
to act as a collective bargaining agent. This 
provision contravenes ILO standards, which 
stipulate that the determination of a bargaining 
agent should be conducted by a body that 
guarantees independence and objectivity.

The BEPZA was created by the Bangladesh Export 
Processing Zones Authority (BEPZA) Act, 1980, 
which gave it the authority to design, build, run, and 
oversee industrial zones such as EPZs and 
encourage foreign investment in Bangladesh. 
BEPZA issued Instructions I and II in accordance 
with this Act to guarantee minimal labour standards 
in the EPZs. However, these directives limited the 
rights of EPZ employees while giving managers 
arbitrary authority to award incentives and leaves.

They failed to include provisions for maternity 
benefits or injury compensation, which workers are 
legitimately entitled to. The Act created a significant 
power imbalance between employers and workers, 
undermining the need for corporate and social 
accountability from thousands of employers. Both 
Bangladesh EPZ Labour Act, 2019, and the BEPZA 
Act, 1980, while aiming to regulate labour rights and 
promote investment in EPZs, fall short in protecting 
workers' rights and ensuring compliance with 
international labour standards.

The National Occupational Safety and Health 
(OSH) Policy aims to ensure a safe and healthy 

working environment across both formal and 
informal sectors of the economy. It aims to prevent 
workplace injuries, diseases, and fatalities by 
enhancing safety and health standards for workers 
and emphasize protecting workers' well-being while 
also enhancing industrial productivity. The policy 
mandates training, guidelines on safety, and the 
provision of Personal Protective Equipment (PPE) to 
workers, the establishment of safety boards, and 
the formulation of national safety standards. In 
compliance with international standards in order to 
enforce workplace safety standards 
comprehensively. However, criticisms abound 
regarding inadequate implementation of OSH 
standards, particularly evident in reports of poor 
sanitation and water services in factories, 
disproportionately affecting women in the 
ready-made garments sector. Additionally, the 
committees tasked with enforcing workplace safety 
have faced criticism for their perceived lack of 
authority, as they lack adequate participation from 
trade unions, employers' representatives, and civil 
society organizations. 

National Action Plan (NAP) on the Labour Sector 
of Bangladesh (2021-2026) is a crucial component 
of the country's legal and administrative reforms 
aimed at upholding labour rights and workplace 
safety. Formulated as part of the government's 
response to an article 26 complaint and reflecting 
the roadmap submitted to the ILO Governing Body, 
the NAP emphasizes the government's 
commitment to ensuring that business enterprises 
respect the human rights of workers through 
legislative and institutional reforms. Significant 
progress has already been made under the NAP, 
including the ratification of the ILO Convention on 
minimum age and the Forced Labour Protocol. The 
plan outlines the state's duty to protect human 
rights by undertaking judicial, administrative, 
legislative, or other appropriate measures to 
safeguard workers from violence, harassment, 
unfair labour practices, and anti-union 
discrimination. Implementing the NAP is crucial for 
addressing the labour rights challenges associated 
with Bangladesh's LDC graduation and for securing 
Generalized Scheme Preferences Plus status in EU 
markets.

2013 Accord on Fire and Building Safety in 
Bangladesh
This agreement was signed in the immediate 
aftermath of the Rana Plaza building collapse. The 
Accord is a legally binding agreement between 
global brands & retailers and trade unions to work 
towards a safe and healthy garment and textile 
industry in Bangladesh. Over 220 companies signed 
the five-year Accord, and it is considered that the 
work of the Accord had contributed to significantly 

safer workplaces for millions of Bangladeshi 
garment workers.41  Bangladesh Accord could be a 
modern and effective solution for business-related 
human rights disputes.42 Since the closure of the 
operation of Accord in 2020, the RMG Sustainability 
Council (RSC) has been looking after the safety 
requirements of the industries. However, the 
performance of RSC, especially during the 
pandemic, has been criticized.43

3.3 Regulating polluting industries 
The Bangladesh Environment Conservation Act of 
1995 aims to regulate industrial pollution through 
the requirement of Environment Clearance 
Certificates (ECC) and Environmental Impact 
Assessments (EIA). The ECC acquisition process is 
laid out in the Environment Conservation Rules 
1997. Under this act, the Director General (DG) of 
the Department of Environment has concentrated 
power but does not bear accompanying 
responsibilities, thus creating the potential for 
misuse. The Department, tasked with issuing ECCs 
and approving EIAs, often struggles with 
enforcement due to limited resources, leading to 
insufficient accountability for major polluters. The 
Act fails to mandate corporate responsibility for 
environmental impacts in business policies and 
strategies, allowing enterprises and factories to 
evade consequences for environmental 
degradation. 

It is frustrating to note that the provision of EIA is 
often manipulated to serve the interests of the big 
industries. Under the ECA 1995, the industries are 
under obligation to establish ETP considering the 
nature of the industry, however, in reality, very few 
industries are complying with the law. The big 
polluters remain largely unaccountable despite their 
constant contributions to environmental 
degradation.44

Environmental Conservation Rules, 1997 consists 
of a set of the relevant rules to implement the 
Environment Conservation Act and provides 
procedures to obtain Environmental Clearance 
Certificate. It requires industries to conduct EIA, 
establish ETP, and take Environment Clearance 
Certificate. 

EIA Guidelines for Industries 2021
The Guidelines provide detailed guidelines for 
industries subject to EIA and present six steps of 
the EIA processes including screening, scoping, 
baseline data generation, impact assessment, 
mitigation of impacts, and environmental 
management plan. 

The National Environment Policy of 2018 outlines 
a vision aimed at achieving sustainable 
development goals through the preservation of 
environmental integrity and biodiversity. It 
underscores the importance of mitigating 
environmental pollution and addressing the 
challenges posed by climate change. Central to its 
strategy is the mandatory implementation of 
Environmental Impact Assessments (EIA) and 
Strategic Environmental Assessments (SEA) where 
deemed necessary, ensuring that developmental 
projects consider their environmental implications 
from inception. The policy also advocates for 
fostering Public Private Partnerships (PPP) to 
enhance environmental conservation efforts, 
emphasizing collaborative approaches between 
governmental and private entities. By promoting 
these initiatives, the policy seeks to foster a 
balanced approach to economic development that 
prioritizes environmental sustainability and 
resilience against climate change impacts.

The Industrial Policy 2016 envisages undertaking 
measures for environment-friendly industrial 
management. The policy states that business 
organizations, NGOs, and other social organizations 
will be encouraged to engage in the protection of 
the environment and management of industrial 
waste. The policy also states that to prevent 
environmental pollution in the industries, the 
establishment of Effluent Treatment Plant (ETP) 
and Common Effluent Treatment Plants (CETP) will 
be encouraged. However, in reality 80% of industrial 
factories run without waste treatment facilities.45 It 
is reported that 556 of all the factories have effluent 
treatment plants (ETPs) on paper, but out of them 
only a few functions effectively.46

The National Labour Policy of 2012 was 
established to promote a productive, 
non-discriminatory, non-exploitative, and healthy 
work environment for all citizens. It reflects a strong 
commitment by the government to uphold labour 
rights by endorsing relevant ILO Conventions and 
other international human rights instruments. 
Article 19 of the policy urges the government to 
amend laws to ensure safe, healthy, and 
women-friendly workplaces and provide maternity 
protection. 

However, it has been criticized for not explicitly 
addressing the human rights obligations of 
business enterprises. This omission highlights a 
significant gap in the policy’s comprehensive 
approach to labour rights and corporate 
accountability, undermining its potential 
effectiveness in ensuring robust protection for all 
workers.

3.4 Gender dimensions in the existing policies
Bangladesh labour law apparently addresses the 
gender dimension in the context of providing some 
benefits to women instead of adopting a 
rights-based approach. One of the standout 
provisions of the BLA is Section 46(1), which 
guarantees maternity benefits for female workers. 
This section mandates that every woman worker is 
entitled to maternity benefits for eight weeks 
preceding and following her delivery, provided she 
has worked for the employer for at least six months 
before her delivery.  Further, Section 94(1) requires 
establishments employing 40 or more female 
workers to provide suitable rooms for their children 
under six years of age. This measure is pivotal in 
supporting working mothers, ensuring that they 
have access to childcare facilities. Even though the 
act does not emulate international standards in 
terms of strictly prohibiting discrimination on 
grounds such as race, sex, religion, ethnic group, 
etc., it does follow the principle of equal wages and 
bars any unfair labour practice against the rights of 
the workers.

The labour laws of Bangladesh are, apparently, 
gender neutral with some special provisions for 
women workers as regards maternity benefits, 
provisions relating to health, hygiene, and safety, 
restriction on employment in certain works, 
conduct towards women, etc. The Bangladesh 
Labour Rules (BLR) 2015, has been amended in 
2022, addressing women issues. The amendments 
include important provisions for the protection of 
women at the workplace, the introduction of 
miscarriage leave, and mandatory safety 
requirements for factories. These changes reflect a 
commitment to safeguarding the well-being of 
workers and ensuring safer working environments.
However, the Labour Act has been criticized for 
insufficiently promoting gender integration and 

failing to address sexual harassment in the 
workplace. These gaps undermine the Act’s 
effectiveness in creating a safe and inclusive 
working environment for all employees. The Act 
fails to address ‘discrimination’ or expressly include 
any provision that prohibits discrimination on any 
grounds. Under section 332, the Act contains a 
vaguely worded provision that prohibits behaviour 
that is “indecent or unmannerly or which is 
repugnant to the modesty or honour” of any 
woman. This prohibition is enforced by the general 
penalty of imprisonment for up to three months, or 
fine of up to BDT 25,000. 

The unequal power relations between male and 
female workers are embedded in our legal system 
and hinders the rights of female workers. The 
adjudication system of complaints against 
employers and fellow workers also fails to integrate 
gender-sensitive approaches that debar the female 
workers from access to remedy. The existing 
framework of addressing and prosecuting sexual 
harassment in the workplace, through 
male-dominated Anti-Harassment Committees, has 
remained largely dysfunctional and biased.   

As this research indicates climate change is adding 
new and disproportionate vulnerabilities for female 
workers, and the Labour Act has failed to address 
those vulnerabilities in the context of labour rights.

The Mujib Climate Prosperity Plan (MCPP) reflects 
a gender dimension by considering the promotion 
of female labour participation across all sectors as 
a key priority. The plan refers to increasing the 
protection and resilience of women from climatic 
shocks and climate-related crises. 

The Bangladesh Delta Plan (BDP) 2100 stresses 
the importance of gender equality as a key aspect 
of sustainable development. It calls for greater 
involvement of women in decision-making 
processes, ranging from local community planning 
to national policy formulation (UN Women, 2021). 
By addressing barriers to women's participation in 
the economy and society, such as limited access to 
education and healthcare, the plan seeks to 
empower women and enhance their role in 
structural development. The plan incorporates 
gender-sensitive approaches in climate adaptation 
strategies, recognizing that women are 
disproportionately affected by climate change and 
should be actively involved in climate resilience 
efforts. Despite these efforts, the plan lacks 
gender-specific data and analysis, which makes it 
difficult to develop effective policies to address 
gender disparities. The absence of detailed 
gender-disaggregated data makes it challenging to 
understand the unique needs and contributions of 
women in various sectors. Without clear metrics 
and accountability mechanisms, it is difficult to 
gauge the success of gender-related initiatives and 
make necessary adjustments. The benefits of the 
BDP 2100 might disproportionately favor urban 
areas and industrial sectors, potentially neglecting 
rural communities and marginalized populations 
where women and informal workers are most 
concentrated. Addressing these criticisms requires 
capacity-building programs and institutional 
reforms that promote inclusive policies and ensure 
accountability for labour and gender outcomes. 

National Action Plan for Women’s Development 
(2022-2030) based on NWDP aims to address 
challenges faced by women in various sectors, 
including industries like RMG acknowledging issues 
such as wage discrimination, maltreatment, 
occupational hazards due to inadequate safety 
measures, insufficient infrastructure like separate 
washrooms and childcare facilities, and low 
participation of women in formal labour sectors. It 
embodies Initiatives ranging from issuing new 
guidelines to prevent sexual harassment in 
export-oriented industries to reviewing existing 
policies (Trade and Commerce Policy. Monetary 
Policy and Taxation Policy and RMG sector labour 
and management policy) to eliminate clauses that 
negatively impact women, and formulate new 
policies if necessary. It advocates for monitoring 
policy effectiveness and ensuring compliance with 
labour laws in RMG factories, alongside providing 
social security benefits like insurance and 

allowances for accidents, unemployment, 
maternity, and healthcare. The plan also focuses on 
enhancing women's participation in economic 
activities through technical training for higher-level 
job prospects of RMG workers, and increased 
budget allocations for information dissemination 
thus enabling access to information for women, 
and overall compliance in the RMG sector. One 
interesting agenda of this plan is to integrate 
contributions to the national development of 
women from the RMG industry into textbook 
curricula. These efforts seek to empower women 
economically, ensure their safety and well-being at 
workplaces, and promote their active role in 
national development across sectors.

The Bangladesh Climate Change and Gender 
Action Plan (ccGAP) 2024 represents a strategic 
framework designed to integrate gender 
perspectives into climate change initiatives across 
various sectors. The plan outlines six distinct action 
plans aimed at fostering sustainable development 
while addressing gender-specific vulnerabilities. Key 
areas of focus include the sustainable management 
of natural resources, enhancement of livelihood 
resilience, and gender-responsive planning for 
infrastructure and settlements vulnerable to climate 
impacts. These actions seek to mitigate inequalities 
in resource access and decision-making processes, 
particularly concerning women. This policy 
specifically draws attention towards  promoting 
women's leadership and participation in climate 
change decision-making at all levels. This includes 
enhancing their representation in policy formulation 
and implementation, aiming to dismantle barriers 
that hinder their involvement in climate action 
initiatives. Additionally, the plan underscores the 
importance of gender-responsive means of 
implementing climate actions, advocating for 
budgeting, financing mechanisms, and 
capacity-building initiatives that consider gender 
dynamics.

This policy acknowledges issues such as poor 
wages, atrociously unsafe working conditions and 
high levels of harassment that reduce the 
contribution to women’s empowerment and gender 
equality. This is compounded by the insecurity 
women face in an urban setting without proper 
affordable housing, transportation facilities, and any 
form of social security. By enhancing skills and 
awareness among individuals and institutions, the 
plan aims to strengthen the implementation of 
gender-responsive climate strategies and ensure 
broader understanding and adoption across 
communities. 

A close analysis of the above policies suggests that 
there remains ample room to redesign our policies 
and action plans reflecting the climate, labour 
rights, and gender nexus. 

4.2.2. Impacts of Climate Change in the workplace 
and households of the workers:
Workers will experience the wide-ranging 
consequences of climate change, contingent on the 
particulars of each workplace. This study found 
that 85% of workers said the impact of temperature 
change they faced in their workplace is ‘Extreme 
heat’ (Figure-6). Resurgence of diseases in varying 
multitudes and frequency could be the most typical 

impact when average heat is exceeded. The 
prevalence of either one or more diseases has been 
on the rise, according to 78% of workers. 
‘Waterlogging/flash floods’ are becoming more 
common, according to 18% of workers, while 28% 
said that the ‘safe water crisis’ is a common 
occurrence at their workplace. The ‘increase of 
pests’ in the workplace is 6%.

According to Figure -7, likewise workplace, 86% of 
the workers said that ‘extreme heat’ in households 
is felt. 68% of workers said that they have increas-
ingly encountered single or multiple diseases and 
38% of workers responded that waterlogging/flash 
floods are on the rise in their households. Besides, 
41% workers described that ‘safe water crisis’ is 
endemic and 22% of workers opined that ‘increase 
of insects’ is observed in their households.

4.2.3. Impacts of Climate Change on workers’ 
productivity
The impacts of Climate Change on productivity 
upon workers vary from economic, non-economic 

and health dimensions. Nevertheless, 27% of 
workers said that their productivity is ‘highly 
reduced’ and 29% described it as slightly reduced 
(Figure-8). However, we have found a different 
trajectory in terms of increasing productivity.  This 
indicates to exploitative process of our RMG 
industries that further aggravates vulnerabilities of 
workers in different ways. In reality, because of 
climate change-induced factory closures, workers 
had to work extra hours beyond working hours 
which apparently contributed to increasing produc-
tion efforts. Moreover, to adapt with the climate 
change impacts, workers were compelled to work 
more hours at the cost of their health and longevity. 

Zone wise significance variance

Climate Changes in Workplace

Figure 6: Impacts of climate changes
in the Workplace of workers

Figure-7: Impacts of climate change in the
households of workers
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  ● The ‘frequency of diseases’ in Chattogram and 
Ashulia is 87% in their workplaces. 

  ● Safe water Crisis is 50% in Chattogram in the 
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‘flash flood/ waterlogging’ is 78% in the 
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3.1 Just Transition: Legal and policy responses 
and initiatives 
This section of the report provides an overview of 
the policies that connect just transition. In addition, 
this section provides an analysis of the regulatory 
framework of environment and labour and 
examines their compatibility with labour rights and 
environmental protection. The section also 
discusses the gender dimensions of the existing 
laws and policies regarding climate and labour 
rights. 

3.2 Government policies connecting just transition
Bangladesh Nationally Determined Contributions 
(NDCs) 2021: As Bangladesh develops its climate 
change adaptation efforts, the necessity for a Just 
Transition for workers in sensitive industries 
becomes increasingly obvious. Bangladesh's 
Nationally Determined Contributions (NDCs) to the 
Paris Agreement include pledges to reduce 
emissions and transition to a greener economy. 
Under NDC, the country is committed to reducing 
greenhouse gas emissions (GHGs) by 6.73% by 
2030 without any external support, and by a total of 
21.85% with an additional 15.12% with international 
support.
 
The Mujib Climate Prosperity Plan (MCPP) 
2022-2041 outlines several strategic initiatives to 
address climate change impacts while modernizing 
the workforce and promoting gender equality in the 
economic sphere. The plan’s focus on climate 
resilience, labour force modernization, and women's 

participation presents a progressive vision, though 
it also exhibits certain gaps requiring attention. The 
plan strongly embodies a commitment to 
sustainability and carbon emission reduction as it 
proposes adopting insulated and clean-energy 
heating, ventilation, and air-conditioning (HVAC) 
systems for buildings, particularly workplaces. This 
is to mitigate the adverse effects of rising 
temperatures due to climate change, ensuring safer 
and more comfortable environments for workers.  
To enhance the competitiveness of the labour force 
in the global market, the plan also advocates 
reskilling and upskilling through technical and 
vocational education and training (TVET). 

Additionally, it highlights the importance of 
improving efficiency through automation. These 
steps underscore the country’s vision of equipping 
workers with the necessary skills to adapt to 
technological advancements and shifting market 
demands. It must be noted that this plan highly 
prioritizes the qualitative participation of women in 
the green transition and low-carbon development 
sectors. It proposes targeted skill development 
training tailored to women's needs, alongside 
gender-responsive training covering relevant skills. 
The inclusion of fiscal stimulus packages and 
social protection programs is intended to support 
women's integration into these emerging sectors, 
promoting gender equality and economic inclusion.
However, the absence of a clear strategy to balance 
the automation of industries with the potential loss 
of jobs for workers is a significant gap that needs 

immediate attention. While the emphasis on 
automation aims to enhance efficiency and 
productivity, it raises concerns about the 
displacement of workers who may lack the 
necessary skills to transition to new roles. The plan 
would benefit from incorporating robust measures 
to address job displacement, including 
comprehensive retraining programs and social 
safety nets to support affected workers.

Another issue in the plan is that a clear strategy to 
tackle the adverse impact of climate change is 
missing. The role of other stakeholders  i.e., BGMEA, 
BKMEA, trade unions, brands, the Ministry of 
Environment, Forest, and Climate Change 
(MoEFCC), the Ministry of Labour and Employment 
(MoLE), the Department of Environment (DoE), and 
CSOs is not clearly envisaged. So, there is also a 
gap here to address this burning issue. The extent 
to which the MCPP specifically addresses the 
vulnerability and concerns of RMG workers—who 
are particularly affected by climate 
change—remains an area that requires deeper 
focus. While the plan outlines broad goals related to 
climate adaptation, economic development, and 
environmental sustainability, there are several gaps 
and opportunities for improving RMG workers' 
resilience in the face of climate impacts.

Bangladesh has robust disaster risk reduction 
strategies in place. The MCPP mentions the need 
for climate-resilient infrastructure and disaster 
preparedness, but it concentrates on infrastructure 
rather than labor. Flooding and cyclonic storms 
pose a threat to the RMG sector, which is mostly 
concentrated in Dhaka and Chittagong. However, 
the strategy does not directly address concerns 
about the safety of RMG personnel during such 
calamities.

The Bangladesh Climate Change Trust Fund 
(BCCTF) was established as a result of the 
Bangladesh Climate Change Strategy and Action 
Plan (BCCSAP) to fund climate research, 
low-carbon development, social protection and 
health, and comprehensive disaster management. 
Financial institutions are directed by Bangladesh 
Bank, a proponent of green banking, to devote a 
minimum of 5% of their loan portfolio to renewable 
energy projects. Finance for projects using solar, 
biomass, and biogas has been promoted by this 
strategy. To invest in energy-efficient technology, 
like LED lighting and appliances, credit facilities are 
also offered to individuals and enterprises at lower 
interest rates.

Bangladesh Bank Directives: Bangladesh Bank 
requires major financial institutions to include green 

lending in their loan portfolio. RMG factories can 
borrow loans at a reduced cost with favourable 
terms and conditions for solar power, wastewater 
treatment plants, and effluent treatment plans. This 
initiative can lead to achieving broader social goals 
and environmental sustainability while supporting 
just transition initiatives.26 The central bank of the 
country also issued Environmental Risk 
Management Guidelines (ERM) to support lenders’ 
environmental impact assessments. 

National Adaptation Plan of Bangladesh (NAP), 
2023–2050 is an ambitious strategy designed to 
address the multifaceted challenges of climate 
change. A key objective of the NAP is to reduce 
vulnerability to climate change impacts, with a 
particular emphasis on protecting the most 
marginalized communities. The plan identifies 
extreme heat waves as a significant threat, 
especially in urban areas, where the resultant loss 
of productivity is a major concern. Proposed 
adaptation measures include the use of 
eco-engineering and bioengineering techniques, 
climate-resilient construction materials, the 
expansion of green and blue infrastructures, and 
the development of renewable energy-based 
utilities.

However, the NAP's implementation faces several 
significant challenges. Ineffective coordination 
among stakeholders, insufficient transparency, and 
a lack of capacity within government institutions 
hinder progress. Additionally, the ambitious 
adaptation actions outlined in the plan require 
substantial investments from both the government 
and the international community. Securing global 
funds and ensuring their effective utilization 
remains a critical challenge for Bangladesh. The 
success of the NAP will depend largely on 
overcoming these obstacles and fostering strong, 
coordinated efforts across all levels of government 
and society.

Perspective Plan (2021-2041) seeks to eliminate 
extreme poverty and enable Bangladesh to reach 
Upper Middle-Income Country status by 2031 and 
High-Income Country status by 2041.
The Bangladesh Delta Plan 2100 (BDP 2100) is an 
ambitious initiative aimed at linking economic 
development, environmental sustainability, and 
social inclusiveness, with a strong focus on labour 
and gender rights. The BDP 2100 adopts a mix of 
adaptation, mitigation, and resilience-building 
strategies. Adaptation measures include Integrated 
Water Resources Management (IWRM), Coastal 
Zone Management, and Agricultural and Urban 
Adaptation, which aim to reduce climate-related 
vulnerabilities (Hossain et al., 2014). Mitigation 

efforts focus on improving energy efficiency and 
carbon sequestration (Khan et al., 2023), while 
resilience-building highlights the importance of 
community and ecosystem-based adaptations to 
help vulnerable groups cope with climate impacts 
(Rahman et al., 2019). In this framework, the BDP 
2100 emphasizes the role of labour rights in 
economic growth, advocating for job creation 
through infrastructure projects, improved 
agricultural practices, and the establishment of 
industrial zones (Asian Development Bank, 2022). It 
stresses the need for enforcing labour laws that 
ensure workers' rights are protected, including 
minimum wage standards and safe working 
environments underlining them as fundamental 
components for economic development. BDP 2100 
includes provisions for social safety nets designed 
to protect vulnerable workers from economic 
shocks and natural disasters (ILO, 2018), offering 
unemployment benefits and retraining programs 
(World Bank, 2023).

Other initiatives: In the light of the UN Fashion 
Industry Charter for Climate Action 2019 to reduce 
GHG emissions by 30% by 2030, about 217 out of 
at least 2,000 garment factories are certified by 
LEED, a U.S.-based ratings system for green 
buildings.27 550 more factories are waiting to get 
the certificate. The increasing number of 
Leed-certified green factories indicates 
Bangladesh’s commitment to achieve 
environmental sustainability by reducing carbon 
emissions with the increased use of renewable 
energy. However, unhealthy working conditions of 
the workers, dangerous pollutants in the 
factory-adjacent communities, and poor status of 
worker rights are still prevalent in those eco-friendly 
factories.28 

SREDA (Sustainable and Renewable Energy 
Development Authority) under the Ministry of 
Power, Energy, and Mineral Resources has started 
offering green technologies in the areas of 
renewable energy, waste management, and 
construction.29 This helps the RMG factories to 
integrate green solutions in the industry. 

3.2 Labour rights under labour laws and policies 
International instruments 
ILO Conventions: Bangladesh has ratified eight 
fundamental ILO conventions, two governance 

conventions (with high priority), and 26 technical 
conventions from the International Labour 
Organization (ILO).30 These ratifications reflect the 
country's formal commitment to aligning with 
international labour standards, although their 
effective implementation continues to pose 
challenges, as per the reports from the ILO 
Committee of Experts on the Application of 
Conventions and Recommendations (CEACR) and 
interim findings on specific complaints. 
Bangladesh recently submitted a road map of 
actions to address all the outstanding issues 
mentioned in the complaint concerning 
non-observance by Bangladesh of Conventions Nos 
81, 87, and 98 in the sessions of ILO. The road map 
had been developed under four priority areas with a 
series of specific actions set against timelines. 
These four priority areas are: (1) labour law reform; 
(2) trade union registration; (3) labour inspection 
and enforcement; and (4) addressing acts of 
anti-union discrimination/unfair labour practices 
and violence against workers. 

Bangladesh has undertaken various amendments 
of Labour and EPZ laws and policies, accountability 
mechanisms, legal and judicial proceedings reform 
adhering to this roadmap. Initiatives like setting up 
an efficient system to follow up on worker’s 
complaints received through a dial-in helpline, 
undertaking steps to make the labour courts fully 
functional and eradicate case backlogs, preventive 
measures addressing acts of anti-union 
discrimination/unfair labour practices and violence 
against workers have gained international attention 
and appreciation. 

The United Nations Guiding Principles on Business 
and Human Rights (UNGPs) is an international 
instrument that provides guidance to the States 
and business enterprises to comply with human 
rights in business operations and facilitates the 
attainment of sustainable industrial development in 
a country. The UNGPs offer a ‘Protect, Respect and 
Remedy’ framework for states and business 
enterprises to comply with their obligations to 
respect, protect and fulfil human rights in the overall 
business operation. The UNGPs, within its third 
pillar-access to remedy, require the States and the 
companies to establish governance structures that 
provide victims of human rights abuses with 
access to effective remedy, through judicial and 

non-judicial grievance mechanisms. Despite its 
significant potential to prevent, mitigate, and 
remediate adverse human rights impacts by 
business enterprises, it is reported that Bangladeshi 
industries have remained below the elementary 
level of complying with the UNGPs.31 

Corporate Sustainability Due Diligence Directive 
(CSDDD): The EU CSDDD law aims to promote 
sustainable business practices by requiring large 
corporations operating in the EU to do due diligence 
to identify, prevent, mitigate, and redress negative 
human rights and environmental impacts in their 
activities and value chains. The law provides 
measures to regulate the environmental impact and 
human rights of thousands of large corporations 
operating in a variety of industries, including those 
sourcing goods from Bangladesh. Under the 
CSDDD, European companies sourcing from 
Bangladesh must guarantee that the entire supply 
chain adheres to stringent human rights and 
environmental criteria. The buyers will need to 
ensure that their suppliers (i.e., Bangladeshi 
garment factories) adhere to the human rights and 
labour standards set out in the directive. To be 
better prepared for tackling CSDDD-induced 
challenges, Bangladesh needs to prioritize 
rights-aligned reforms in the light of human rights 
and due diligence (HRDD) and ensure their proper 
implementation in practice. 

It is worth noting that the proposed amendments to 
CSDDD by the European Commission’s omnibus 
package on sustainability raised concerns among 
stakeholders.32 Though the omnibus proposals 
apparently aimed at simplifying the legislative 
framework on sustainability, however, they could 
potentially reduce and deter reporting obligations 
while incurring uncertainty for businesses that have 
already invested in ESG compliance. Most 
importantly, the new proposals removed the 
EU-wide civil liability regime, leaving this to the 
discretion of Member States. The existing provision 
of the CSDDD requires that member states allow for 
victims of adverse impacts to be represented by 
trade unions or non-governmental organisations 
(NGOs). However, the new proposals suggest 
removing these provisions while deferring this to 
national civil liability regimes and limiting access to 
justice to directly affected victims. Under the new 
proposals, national law would define whether its 
civil liability provisions override otherwise 
applicable rules of the third country where the harm 
occurs. It is argued that the proposed amendments 

will add uncertainty and confusion while weakening 
the civil liability regime for victims’ access to 
justice.33

Bangladesh Labour Law 
The Bangladesh Labour Act (BLA), 2006, with 
amendments in 2013 and 2018, represents the 
principal legislative framework aimed at 
consolidating and enhancing labour rights in the 
country. By replacing 25 existing Acts, the BLA 
offers comprehensive coverage and sets standards 
across various aspects of labour rights, both 
substantive and procedural; including recruitment 
processes, labour-employer relationships, minimum 
wages, health and safety, occupational hazards, 
youth employment, maternity benefits, working 
hours, wage payments, trade unions, and working 
conditions.

The BLA mandates the provision of first-aid 
equipment, washing facilities, canteens, resting 
places, and dining areas with water facilities. 
Section 97 ensures that workers have access to 
facilities for their daily needs, which is essential for 
maintaining a humane working environment. 
Sections 58(1) and 58(3) mandate the provision of 
purified potable water, with special arrangements 
for cooling potable water during hot summers for 
establishments with over 250 workers. Section 
93(1) mandates restrooms for workers in 
establishments with more than 50 workers, with 
Section 93(3) ensuring separate restrooms for male 
and female workers if the number of female 
workers exceeds 25.

Both the BLA and the National Occupational Safety 
and Health (OSH) Policy stipulate that employers 
must ensure workers who report an accident are 
examined by a registered medical practitioner at the 
employer's expense within three days of the notice. 
For severe accidents or illnesses, the 2013 
amendment in Section 160(1) mandates that the 
employer arrange for the worker to be examined at 
their place of stay.

Despite these positive measures, the BLA has faced 
criticism for its shortcomings. Notably, it fails to 
cover the informal sector and does not adequately 
include certain employees, particularly mid-level 
managers. This exclusion leaves a significant 
portion of the workforce without the protection 
afforded by the Act. The 2013 amendment received 
particular criticism from the International Labour 
Organization (ILO) for not meeting several of their 

recommendations, especially those related to the 
freedom of association. The ILO’s critique highlights 
the need for further reforms to align the BLA with 
international labour standards and ensure 
comprehensive protection of workers' rights.

In terms of implementation and access to remedy, 
BLA provides for both formal (judicial proceedings 
at court) and informal (within factory and 
establishment) redress mechanisms and lays out 
provisions to establish a required number of labour 
courts and appellate tribunals. Workers have full 
right to be an active part of the adjudication, be 
heard, and have a fair opportunity to establish their 
case. According to the text of the law, the tribunals 
and courts must complete their proceedings within 
60 days, but reality paints a different scenario since 
the enactment does not provide for any 
consequential measure when cases are not settled 
in due time. With only 14 labour courts in 10 
districts (4 of them, including the Appellate Tribunal 
in the capital city), Cases have been pending for as 
long as 10 years causing a backlog of over 21,617 
cases. It is reported that the labour courts are 
overburdened with cases resulting in the 
backlogging and delay in disposal of cases.34 In 
addition to the scarcity of judges, absence of 
representatives of employer and worker, intentional 
delay of parties, lengthy process of issuing 
summons, and other complex court proceedings 
are also identified as the root causes of backlog of 
cases in labour courts.35 Only two Labour Court 
Legal Aid Cells established in 2013 are inadequately 
responsible for facilitating access to judicial remedy 
for the needy workers by providing government 
legal aid services. This also remains dysfunctional 
due to a shortage of human resources. 
The Act of 2006 primarily protects workers' rights, 

occupational health and safety, salaries, working 
hours, and conditions. However, while the Act 
covers traditional labour safeguards, it does not 
directly address the effects of climate change on 
workers. The Act makes no clear reference to 
climate change or its specific effects on workers. 
The Act focuses on worker safety, industrial 
relations, salaries, and dispute resolution, rather 
than environmental or climate-related difficulties. 
As a result, climate-related vulnerabilities, such as 
heat stress, displacement caused by extreme 
weather events, and the transition to a green 
economy, are not specifically addressed in the 
legislation.

The Bangladesh Labour Rules (BLR) 2015, 
amended in 2022, introduced several progressive 
measures aimed at enhancing worker protections 
and improving workplace conditions. The 
amendments include important provisions for the 
protection of women in the workplace, the 
introduction of miscarriage leave, and mandatory 
safety requirements for factories. These changes 
reflect a commitment to safeguarding the 
well-being of workers and ensuring safer working 
environments.

One of the significant changes in the amended BLR 
is the imposition of a mandatory yearly wage 
increment of at least 5% of the basic wages. 
Notably, the 2022 amendment does not include any 
exceptions or preconditions such as meeting key 
performance indicators (KPIs) or achieving a 
minimum profitability threshold for effecting these 
wage increments. This straightforward mandate 
aims to ensure that workers receive regular and 
predictable wage increases, potentially enhancing 
their economic security. Having said that, since the 

primary legislation, BLA 2006, does not contain a 
statutory provision for such increments, this 
discrepancy raises questions about the legal 
authority of the BLR's wage increment requirement 
in the absence of express statutory backing.

Rule 351 emphasizes the role of labor inspectors in 
conducting training and workshops to raise the 
knowledge and skills of workers, trade union 
members, and employers. Additionally, as per 
Section 90A of the Bangladesh Labour Act (BLA) 2006, 
factories with 50 or more workers are required to 
form and maintain a safety committee, following 
the guidelines prescribed by the BLR. This 
requirement aims to foster a culture of safety and 
accountability within factories. Furthermore, 
Section 89(6) of the BLA 2006 and Section 78 of the 
BLR 2015 together mandate that establishments 
employing 5,000 or more workers must operate a 
permanent medical center. This provision ensures 
that large workplaces have adequate medical 
facilities to address the health needs of their 
workers promptly and effectively.

Despite legal and administrative reforms, 
particularly following the Rana Plaza disaster, the 
implementation of labour laws often suffers due to 
legal loopholes and inadequate administrative 
resources. Lack of accountability and barriers to 
accountability measures threaten the entire 
structural integrity. Workers’ freedom of association 
consistently remains under unnecessary scrutiny 
while the inspections by the Department of 
Inspection for Factories and Establishments (DIFE) 
stay limited to the formal sector, leaving informal 
sector workers unaddressed. Lack of independence 
and transparency in judicial processes results in 
prolonged court proceedings, and hinders access to 
justice, even in urgent and serious cases. There is a 
significant rise in investigations and prosecutions 
related to trafficking, forced labour, and child labour, 
but still the conviction rate is low. Most importantly, 
the administrative bodies lack adequate manpower 
and enforcing authority to establish an effective 
labour administration. 

The 2022 amendments of labour law have also 
been criticized for ignoring many recommendations 
from worker representatives and labour leaders. 
This oversight suggests a lack of comprehensive 
stakeholder engagement in the legislative process. 
On one hand, the Act prohibits the threatening or 

dismissal of workers for joining or attempting to 
join a trade union. On the other hand, reports 
indicate widespread harassment, threats, and job 
losses associated with union activities. Nearly half 
of all union registration applications are rejected by 
the Department of Labour, and union meetings are 
frequently banned by the police. These issues 
highlight significant gaps in the enforcement of 
labour rights, undermining the effectiveness of the 
legislative framework.

In determining the amount of wages for the 
workers, the concept of living wage is not being 
considered.36 The non-compliant employers could 
escape liability and accountability since there is no 
minimum wage enforcement or inspection 
mechanism under the BLA contradicting the Labour 
Inspection Convention, 1947.37 Although the Act 
imposes liability upon the employers to pay injury 
compensation; in practice, most of the workers do 
not receive any such compensation package. 
The Labour Act fails to address the concerns of the 
large number of workers in the informal sector, 
agricultural firms (with less than five workers 
engaged), and domestic workers.38 The 
exclusionary character of BLA ignores the 
recognition of the majority labour force as workers 
and also denies their fundamental rights at work.
In terms of enforcement mechanisms, DIFE, being 
the key inspection authority under labour law, lacks 
adequate resources, training facilities, and 
performance management systems to inspect 
factories.39 It also lacks executive authority to 
undertake enforcement measures. 

The Act provides, in many cases, ample power to 
the employers and implementing agencies while 
making the workers immensely vulnerable and 
dependent. The monitoring mechanism under the 
Act is not clearly demarcated, which makes the 
responsible stakeholders unaccountable.40

 
In summary, while the Bangladesh Labour Act 
(BLA), 2006, along with its amendments, provides a 
framework for labour rights and introduces several 
provisions for worker welfare, it also reveals 
significant gaps and areas for improvement so that 
all workers are afforded the protections they 
deserve.

Bangladesh EPZ Labour Act
The Bangladesh EPZ Labour Act, 2019, was 

enacted to protect the rights of workers in Export 
Processing Zones (EPZ) industrial establishments. 
This Act, supplemented by the Bangladesh EPZ 
Labour Rules, 2022, extends labour rights to EPZ 
workers, albeit in a restricted and limited manner 
compared to the labour laws applicable to the 
country's mainstream workforce. The Act notably 
limits the right of workers to organize and engage in 
collective bargaining. Instead of allowing for trade 
unions, it mandates Workers’ Welfare Associations 
(WWA), which directly contravenes ILO Convention 
No. 87 (Freedom of Association and Right to 
Organize) and ILO Convention No. 98 (Right to 
Organize and Collective Bargaining), both ratified by 
Bangladesh. This restriction on forming trade 
unions and engaging in collective bargaining 
violates internationally recognized labour standards 
and has drawn concerns from the ILO CEACR 
Committee. The act further violates ILO standards 
by not explicitly prohibiting interference in the 
internal affairs of employees and employers (the 
right to organize and collective bargaining, 
Convention No. 98). Additionally, the law grants 
arbitrary and unlimited power to the executive 
chairman concerning the registration and formation 
of WWAs. Section 180(c) of the Act allows the 
executive chairman to determine the legitimacy of 
any Workers' Welfare Association and its capacity 
to act as a collective bargaining agent. This 
provision contravenes ILO standards, which 
stipulate that the determination of a bargaining 
agent should be conducted by a body that 
guarantees independence and objectivity.

The BEPZA was created by the Bangladesh Export 
Processing Zones Authority (BEPZA) Act, 1980, 
which gave it the authority to design, build, run, and 
oversee industrial zones such as EPZs and 
encourage foreign investment in Bangladesh. 
BEPZA issued Instructions I and II in accordance 
with this Act to guarantee minimal labour standards 
in the EPZs. However, these directives limited the 
rights of EPZ employees while giving managers 
arbitrary authority to award incentives and leaves.

They failed to include provisions for maternity 
benefits or injury compensation, which workers are 
legitimately entitled to. The Act created a significant 
power imbalance between employers and workers, 
undermining the need for corporate and social 
accountability from thousands of employers. Both 
Bangladesh EPZ Labour Act, 2019, and the BEPZA 
Act, 1980, while aiming to regulate labour rights and 
promote investment in EPZs, fall short in protecting 
workers' rights and ensuring compliance with 
international labour standards.

The National Occupational Safety and Health 
(OSH) Policy aims to ensure a safe and healthy 

working environment across both formal and 
informal sectors of the economy. It aims to prevent 
workplace injuries, diseases, and fatalities by 
enhancing safety and health standards for workers 
and emphasize protecting workers' well-being while 
also enhancing industrial productivity. The policy 
mandates training, guidelines on safety, and the 
provision of Personal Protective Equipment (PPE) to 
workers, the establishment of safety boards, and 
the formulation of national safety standards. In 
compliance with international standards in order to 
enforce workplace safety standards 
comprehensively. However, criticisms abound 
regarding inadequate implementation of OSH 
standards, particularly evident in reports of poor 
sanitation and water services in factories, 
disproportionately affecting women in the 
ready-made garments sector. Additionally, the 
committees tasked with enforcing workplace safety 
have faced criticism for their perceived lack of 
authority, as they lack adequate participation from 
trade unions, employers' representatives, and civil 
society organizations. 

National Action Plan (NAP) on the Labour Sector 
of Bangladesh (2021-2026) is a crucial component 
of the country's legal and administrative reforms 
aimed at upholding labour rights and workplace 
safety. Formulated as part of the government's 
response to an article 26 complaint and reflecting 
the roadmap submitted to the ILO Governing Body, 
the NAP emphasizes the government's 
commitment to ensuring that business enterprises 
respect the human rights of workers through 
legislative and institutional reforms. Significant 
progress has already been made under the NAP, 
including the ratification of the ILO Convention on 
minimum age and the Forced Labour Protocol. The 
plan outlines the state's duty to protect human 
rights by undertaking judicial, administrative, 
legislative, or other appropriate measures to 
safeguard workers from violence, harassment, 
unfair labour practices, and anti-union 
discrimination. Implementing the NAP is crucial for 
addressing the labour rights challenges associated 
with Bangladesh's LDC graduation and for securing 
Generalized Scheme Preferences Plus status in EU 
markets.

2013 Accord on Fire and Building Safety in 
Bangladesh
This agreement was signed in the immediate 
aftermath of the Rana Plaza building collapse. The 
Accord is a legally binding agreement between 
global brands & retailers and trade unions to work 
towards a safe and healthy garment and textile 
industry in Bangladesh. Over 220 companies signed 
the five-year Accord, and it is considered that the 
work of the Accord had contributed to significantly 

safer workplaces for millions of Bangladeshi 
garment workers.41  Bangladesh Accord could be a 
modern and effective solution for business-related 
human rights disputes.42 Since the closure of the 
operation of Accord in 2020, the RMG Sustainability 
Council (RSC) has been looking after the safety 
requirements of the industries. However, the 
performance of RSC, especially during the 
pandemic, has been criticized.43

3.3 Regulating polluting industries 
The Bangladesh Environment Conservation Act of 
1995 aims to regulate industrial pollution through 
the requirement of Environment Clearance 
Certificates (ECC) and Environmental Impact 
Assessments (EIA). The ECC acquisition process is 
laid out in the Environment Conservation Rules 
1997. Under this act, the Director General (DG) of 
the Department of Environment has concentrated 
power but does not bear accompanying 
responsibilities, thus creating the potential for 
misuse. The Department, tasked with issuing ECCs 
and approving EIAs, often struggles with 
enforcement due to limited resources, leading to 
insufficient accountability for major polluters. The 
Act fails to mandate corporate responsibility for 
environmental impacts in business policies and 
strategies, allowing enterprises and factories to 
evade consequences for environmental 
degradation. 

It is frustrating to note that the provision of EIA is 
often manipulated to serve the interests of the big 
industries. Under the ECA 1995, the industries are 
under obligation to establish ETP considering the 
nature of the industry, however, in reality, very few 
industries are complying with the law. The big 
polluters remain largely unaccountable despite their 
constant contributions to environmental 
degradation.44

Environmental Conservation Rules, 1997 consists 
of a set of the relevant rules to implement the 
Environment Conservation Act and provides 
procedures to obtain Environmental Clearance 
Certificate. It requires industries to conduct EIA, 
establish ETP, and take Environment Clearance 
Certificate. 

EIA Guidelines for Industries 2021
The Guidelines provide detailed guidelines for 
industries subject to EIA and present six steps of 
the EIA processes including screening, scoping, 
baseline data generation, impact assessment, 
mitigation of impacts, and environmental 
management plan. 

The National Environment Policy of 2018 outlines 
a vision aimed at achieving sustainable 
development goals through the preservation of 
environmental integrity and biodiversity. It 
underscores the importance of mitigating 
environmental pollution and addressing the 
challenges posed by climate change. Central to its 
strategy is the mandatory implementation of 
Environmental Impact Assessments (EIA) and 
Strategic Environmental Assessments (SEA) where 
deemed necessary, ensuring that developmental 
projects consider their environmental implications 
from inception. The policy also advocates for 
fostering Public Private Partnerships (PPP) to 
enhance environmental conservation efforts, 
emphasizing collaborative approaches between 
governmental and private entities. By promoting 
these initiatives, the policy seeks to foster a 
balanced approach to economic development that 
prioritizes environmental sustainability and 
resilience against climate change impacts.

The Industrial Policy 2016 envisages undertaking 
measures for environment-friendly industrial 
management. The policy states that business 
organizations, NGOs, and other social organizations 
will be encouraged to engage in the protection of 
the environment and management of industrial 
waste. The policy also states that to prevent 
environmental pollution in the industries, the 
establishment of Effluent Treatment Plant (ETP) 
and Common Effluent Treatment Plants (CETP) will 
be encouraged. However, in reality 80% of industrial 
factories run without waste treatment facilities.45 It 
is reported that 556 of all the factories have effluent 
treatment plants (ETPs) on paper, but out of them 
only a few functions effectively.46

The National Labour Policy of 2012 was 
established to promote a productive, 
non-discriminatory, non-exploitative, and healthy 
work environment for all citizens. It reflects a strong 
commitment by the government to uphold labour 
rights by endorsing relevant ILO Conventions and 
other international human rights instruments. 
Article 19 of the policy urges the government to 
amend laws to ensure safe, healthy, and 
women-friendly workplaces and provide maternity 
protection. 

However, it has been criticized for not explicitly 
addressing the human rights obligations of 
business enterprises. This omission highlights a 
significant gap in the policy’s comprehensive 
approach to labour rights and corporate 
accountability, undermining its potential 
effectiveness in ensuring robust protection for all 
workers.

3.4 Gender dimensions in the existing policies
Bangladesh labour law apparently addresses the 
gender dimension in the context of providing some 
benefits to women instead of adopting a 
rights-based approach. One of the standout 
provisions of the BLA is Section 46(1), which 
guarantees maternity benefits for female workers. 
This section mandates that every woman worker is 
entitled to maternity benefits for eight weeks 
preceding and following her delivery, provided she 
has worked for the employer for at least six months 
before her delivery.  Further, Section 94(1) requires 
establishments employing 40 or more female 
workers to provide suitable rooms for their children 
under six years of age. This measure is pivotal in 
supporting working mothers, ensuring that they 
have access to childcare facilities. Even though the 
act does not emulate international standards in 
terms of strictly prohibiting discrimination on 
grounds such as race, sex, religion, ethnic group, 
etc., it does follow the principle of equal wages and 
bars any unfair labour practice against the rights of 
the workers.

The labour laws of Bangladesh are, apparently, 
gender neutral with some special provisions for 
women workers as regards maternity benefits, 
provisions relating to health, hygiene, and safety, 
restriction on employment in certain works, 
conduct towards women, etc. The Bangladesh 
Labour Rules (BLR) 2015, has been amended in 
2022, addressing women issues. The amendments 
include important provisions for the protection of 
women at the workplace, the introduction of 
miscarriage leave, and mandatory safety 
requirements for factories. These changes reflect a 
commitment to safeguarding the well-being of 
workers and ensuring safer working environments.
However, the Labour Act has been criticized for 
insufficiently promoting gender integration and 

failing to address sexual harassment in the 
workplace. These gaps undermine the Act’s 
effectiveness in creating a safe and inclusive 
working environment for all employees. The Act 
fails to address ‘discrimination’ or expressly include 
any provision that prohibits discrimination on any 
grounds. Under section 332, the Act contains a 
vaguely worded provision that prohibits behaviour 
that is “indecent or unmannerly or which is 
repugnant to the modesty or honour” of any 
woman. This prohibition is enforced by the general 
penalty of imprisonment for up to three months, or 
fine of up to BDT 25,000. 

The unequal power relations between male and 
female workers are embedded in our legal system 
and hinders the rights of female workers. The 
adjudication system of complaints against 
employers and fellow workers also fails to integrate 
gender-sensitive approaches that debar the female 
workers from access to remedy. The existing 
framework of addressing and prosecuting sexual 
harassment in the workplace, through 
male-dominated Anti-Harassment Committees, has 
remained largely dysfunctional and biased.   

As this research indicates climate change is adding 
new and disproportionate vulnerabilities for female 
workers, and the Labour Act has failed to address 
those vulnerabilities in the context of labour rights.

The Mujib Climate Prosperity Plan (MCPP) reflects 
a gender dimension by considering the promotion 
of female labour participation across all sectors as 
a key priority. The plan refers to increasing the 
protection and resilience of women from climatic 
shocks and climate-related crises. 

The Bangladesh Delta Plan (BDP) 2100 stresses 
the importance of gender equality as a key aspect 
of sustainable development. It calls for greater 
involvement of women in decision-making 
processes, ranging from local community planning 
to national policy formulation (UN Women, 2021). 
By addressing barriers to women's participation in 
the economy and society, such as limited access to 
education and healthcare, the plan seeks to 
empower women and enhance their role in 
structural development. The plan incorporates 
gender-sensitive approaches in climate adaptation 
strategies, recognizing that women are 
disproportionately affected by climate change and 
should be actively involved in climate resilience 
efforts. Despite these efforts, the plan lacks 
gender-specific data and analysis, which makes it 
difficult to develop effective policies to address 
gender disparities. The absence of detailed 
gender-disaggregated data makes it challenging to 
understand the unique needs and contributions of 
women in various sectors. Without clear metrics 
and accountability mechanisms, it is difficult to 
gauge the success of gender-related initiatives and 
make necessary adjustments. The benefits of the 
BDP 2100 might disproportionately favor urban 
areas and industrial sectors, potentially neglecting 
rural communities and marginalized populations 
where women and informal workers are most 
concentrated. Addressing these criticisms requires 
capacity-building programs and institutional 
reforms that promote inclusive policies and ensure 
accountability for labour and gender outcomes. 

National Action Plan for Women’s Development 
(2022-2030) based on NWDP aims to address 
challenges faced by women in various sectors, 
including industries like RMG acknowledging issues 
such as wage discrimination, maltreatment, 
occupational hazards due to inadequate safety 
measures, insufficient infrastructure like separate 
washrooms and childcare facilities, and low 
participation of women in formal labour sectors. It 
embodies Initiatives ranging from issuing new 
guidelines to prevent sexual harassment in 
export-oriented industries to reviewing existing 
policies (Trade and Commerce Policy. Monetary 
Policy and Taxation Policy and RMG sector labour 
and management policy) to eliminate clauses that 
negatively impact women, and formulate new 
policies if necessary. It advocates for monitoring 
policy effectiveness and ensuring compliance with 
labour laws in RMG factories, alongside providing 
social security benefits like insurance and 

allowances for accidents, unemployment, 
maternity, and healthcare. The plan also focuses on 
enhancing women's participation in economic 
activities through technical training for higher-level 
job prospects of RMG workers, and increased 
budget allocations for information dissemination 
thus enabling access to information for women, 
and overall compliance in the RMG sector. One 
interesting agenda of this plan is to integrate 
contributions to the national development of 
women from the RMG industry into textbook 
curricula. These efforts seek to empower women 
economically, ensure their safety and well-being at 
workplaces, and promote their active role in 
national development across sectors.

The Bangladesh Climate Change and Gender 
Action Plan (ccGAP) 2024 represents a strategic 
framework designed to integrate gender 
perspectives into climate change initiatives across 
various sectors. The plan outlines six distinct action 
plans aimed at fostering sustainable development 
while addressing gender-specific vulnerabilities. Key 
areas of focus include the sustainable management 
of natural resources, enhancement of livelihood 
resilience, and gender-responsive planning for 
infrastructure and settlements vulnerable to climate 
impacts. These actions seek to mitigate inequalities 
in resource access and decision-making processes, 
particularly concerning women. This policy 
specifically draws attention towards  promoting 
women's leadership and participation in climate 
change decision-making at all levels. This includes 
enhancing their representation in policy formulation 
and implementation, aiming to dismantle barriers 
that hinder their involvement in climate action 
initiatives. Additionally, the plan underscores the 
importance of gender-responsive means of 
implementing climate actions, advocating for 
budgeting, financing mechanisms, and 
capacity-building initiatives that consider gender 
dynamics.

This policy acknowledges issues such as poor 
wages, atrociously unsafe working conditions and 
high levels of harassment that reduce the 
contribution to women’s empowerment and gender 
equality. This is compounded by the insecurity 
women face in an urban setting without proper 
affordable housing, transportation facilities, and any 
form of social security. By enhancing skills and 
awareness among individuals and institutions, the 
plan aims to strengthen the implementation of 
gender-responsive climate strategies and ensure 
broader understanding and adoption across 
communities. 

A close analysis of the above policies suggests that 
there remains ample room to redesign our policies 
and action plans reflecting the climate, labour 
rights, and gender nexus. 

4.2.4. Consequences faced by workers due to 
Less productivity:
Energetic, healthy and competent workers forge the 
production of the factory to achieve the desired 
profitability of the employers. Hence, reduced 
productivity of the workers does exactly the oppo-
site of this. We found in Figure 09 that 46% of 
workers became unwell and had to take leave while 

37% said they were not allowed to take leave 
despite having physical sickness.13% of workers 
said they were less paid due to less productivity. 
20% of workers said they had to take multiple 
leaves which had a negative effect on their 
presence bonus scheme. 2% of workers said they 
had lost their earlier job due to this less productivity 
induced by climate change.

Figure-8: Impacts of climate change on workers’ productivity
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Figure-9: Consequences faced by workers due to Less productivity
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Zone wise significance variance 

  ● In Ashulia and Chattogram 35% and 32% of 
workers reported that they have ‘difficulty in 
breathing’ while working in the factory.

  ● In Chattogram, vomiting, skin disease and UTI 
are also reported by 33%, 19% & 8%.

  ● In Gazipur dizziness is reported by 65% of 
workers.

4.2.6. Methods of adaptation with climate change 
in the Workplace and Households
Adaptation is an effective tool to deal with climate 
crisis immediately. However, this study found that 
58% of workers said they do not get any support 
from workplace for the adaptation with the climate 
change. On the contrary, 39% of workers said 
employers provide some extent of support to cope 
with the perils of climate change. 15% of workers 
said that they spend money from their savings to 
adapt to the impacts of climate change. 9% of 
workers said they do nothing and the suffering 
increases over time.

 Zone wise significance variance 

  ● In Chattogram 58% of workers became unwell 
and had to take leave and 28% of workers said 
they were less paid due to less productivity 
induced by climate change. 

  ● 34% of workers in this zone reported they had 
to take multiple day leave that was approved 
by their management which had a negative 
impact over their daily presence bonus 
scheme. 

4.2.5. Health impacts of Climate/Environmental 
Changes upon workers
From Figure 10 we can see that 88% & 75% of 
workers reported that they have experienced 
headaches and tiredness often in their workplace. 
50% of workers said they often have gone through 
dizziness in their working hours. Difficulty in 
breathing, fainting and vomiting issues are also 
reported by 22%, 19% and 20% of workers respec-
tively. However, colds, skin diseases & blood 
pressure are also reported by 8%, 9% and 2% of 
workers. Moreover, 3% of workers informed that 
they had Urinary Tract Infection (UTI) issues due to 
the increasing trend of environmental changes in 
their workplace.

Figure-10: Health impacts of Environmental Changes upon workers
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 Zone wise significance variance 

  ● In Ashulia and Chattogram 35% and 32% of 
workers reported that they have ‘difficulty in 
breathing’ while working in the factory.

  ● In Chattogram, vomiting, skin disease and UTI 
are also reported by 33%, 19% & 8%.

  ● In Gazipur dizziness is reported by 65% of 
workers.

4.2.6. Methods of adaptation with climate change 
in the Workplace and Households:
Adaptation is an effective tool to deal with climate 
crisis immediately. However, this study found that 
58% of workers said they do not get any support 
from workplace for the adaptation with the climate 
change. On the contrary, 39% of workers said 
employers provide some extent of support to cope 
with the perils of climate change. 15% of workers 
said that they spend money from their savings to 
adapt to the impacts of climate change. 9% of 
workers said they do nothing and the suffering 
increases over time.

The households of the workers are disproportion-
ately entangled with the negative impacts of 
climate change. This study delved into how the 
workers cope there. In Figure 12 it was found that 
55% of workers said they do not get any support 

from employers to cope with climate change in 
their household. While 34% of workers said they 
had to take support from their family members for 
this. Conversely, 19% of workers said they had to 
borrow money for the same purposes.

Figure-11: Methods of Adaptation by
workers in their workplace

Figure-12: Methods of Adaptation by workers
in their household
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  ● In Narayangonj 78% of workers said ‘they do 
not get any support’ from the employers to 
cope with climate change. 

  ● In Chattogram 26% of workers said that ‘they 
have spent their savings’ on the adaptation 
process. 

  ● In Chattogram and Narayanganj, 68% & 69% of 
workers respectively said they do not get any 
support from employers.

  
  ● In Ashulia and Rampura 47% & 61% of workers 

respectively said they must take support from 
family members.
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4.2.7. Types of Adaptation support from the 
workplace on sudden weather disruption

To locate the impediment of just transition this 
study examined to what extent factories mediated 
through institutional intervention with the climatic 
perilous event. 82% of workers said during sudden 

climate change events, factories did nothing’ but 
keep them functioning (Figure-13). 10% of workers 
said that the factories were partially closed to 
tackle the climate shock. 10% of workers said 
emergency support was provided from the work-
place while 9% said working hours were reduced.

Zone wise significance variance 

  ● In Chattogram, 61% of workers said that 
factories remain open during climate change 
events.  However, in Ashulia, Gazipur and 
Narayanganj 95%, 90% & 88% of workers 
respectively opined that the factories remain 
open during such sudden climatic events.

4.3.  Labor rights Scenario
Achieving just transition goals in the RMG sectors 
requires labor rights’ mandatory prioritization. How 
far basic labor rights are practiced and enforced in 
the five study zones has been studied in this 
research. Stakeholders should not disregard 
conventional labor concerns; doing so will increase 

the incremental cost of climate change. In the 
following segments, the findings are summarized 
below:

4.3.1. Health Risk Information: 
According to the existing legal framework (e.g. 
Labor code) of Bangladesh, before employing any 
worker in any risky production chain, the health risk 
of such work must be communicated with them. In 
figure 14,  49% of workers said they are not 
informed about potential health risks by the work-
place/ employers. A very small group of workers are 
not aware of such requirements. This suggests still 
very basic industrial norms are still not effectively 
practiced in the RMG sectors countrywide.

Adaptation Support from Workplace on sudden weather disruption

Work Continued82%

Reduction of
working hours 9%

Factory was
partially closed10%

Emergency Support
Provided10%

Figure-13: Types of Adaptation Support from Workplace on sudden weather disruption
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Zone wise significance variance

 ● In Rampura 67% of workers opined that they 
are not effectively informed about health risks 
associated with their work. 

4.3.2 Occupational Health & Safety Measures 
Maintained by employers: 
After the Rana Plaza incident, occupational health 
and safety measures (ventilation, hydration, air 

cooling) are the most important legal requirements 
from employers before running a business. Never-
theless, 28% of workers said that it is not main-
tained by the employers in the study areas. Partial 
maintenance by the employers is reported by 39% 
of workers. However, 5% of workers chose not to 
answer this question inter alia due to potential 
consequences they might face. 

Do you think you are adequately informed about potential health risks
associated with your work environment?

Our workplace has
informed us, 49750%

No
Response, 71%

Our workplace has not
informed us, 496 49%

Figure-14: Health risks information shared from the workplace

Figure-15: Occupational health and safety measures maintained by employers
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Zone wise significance variance

 ● In Rampura and Ashulia 59% & 44% of workers 
said the workplace does not maintain. 

 
 ● In the Chattogram zone 52% of workers said 

that it is partially maintained.

 4.3.3 Role of Trade Union in Combating adverse 
impacts of climate change:
The existence of the Trade Union in the factory can 
leverage compelling advocacy strategies for 
sustainable change, not only structural issues but 

also new and emerging environmental crises as 
well. According to Figure 16, 21% workers said 
trade unions have taken action in combating the 
adverse impacts of climate change. 

However, 42% of workers are not aware of the role 
of trade unions on such issues. 21% of workers 
choose not to answer this question. The non-re-
sponses of the workers can be inferred from 
multiple angles such as workers are not well 
informed about such roles, trade unions are reluc-
tant, and Tarde union workers serve the interests of 
the employers, not the workers.

3.4 Adequate resting period & timely wage 
distribution
The study found 54% of workers said factories do 
provide adequate resting hours during their working 
hours while 46% said the opposite (figure 17).

Figure-17: Adequate resting periods in between 
shifts

Zone wise significance variance 

 ● In Ashulia 75% of workers said they do not get 
adequate rest hours during working hours

Receiving full wages in time is the basic rights of 
the workers. However, 11% of workers said they do 
not receive (figure-18). 4% of workers said some-
times they get full wages timely.

Figure-18: Full wages timely paid by employers
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Figure-16: Role played by Trade Union in combating adverse impacts of Climate change
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4.3.5 Labor rights violation & remedial measures:
Any rights violation is required to be addressed 
without any delay for keeping growth unhindered 
without compromising workers’ human rights. 
Claiming rights at an individual level has many 
retarding factors. Thus, this research has sought 

what percentage of female and male workers has 
backup from workers union and/or organization. It 
is found that 77% female and 65% Male workers 
said they are not part of such union/organization 
(Figure 19). 5% female-7% male workers choose not 
to answer this question.

Labor rights violations or discrimination faced by 
workers in RMG industries are burning threats and 
need appropriate remedies from competent/desig-
nated bodies. In this research, 20% of workers said 

they personally experienced labor right violation 
while 26% of workers said they witnessed such 
labor rights violation or discrimination. (Figure 20).

Figure-19: Membership of a labor union or worker's organization

Figure-20: Violation of labor rights or discrimination against workers
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When any violation of labor rights or unlawful 
discrimination happens with workers, there is a 
specific forum called Labor courts. This study 
investigated to what extent workers opt to labor 
courts to find remedies for any issues of 
discrimination or rights violation. It was found that 

76% of workers said they do not go to labor court 
and 21% of workers said they do not complain 
about it. This is because many of them find access 
to labor court is difficult, time consuming and/or 
highly procedural. 3% of workers said they went to 
the labor court for the claimed labor rights 
violations (Figure-21).

Regarding remedies available in the labor court this 
study found 40% of workers said they have not got 
desired remedies from there. 30% of workers said 
the complaints are still pending in the labor court 
those they lodge much earlier (Figure 22). From this 

1000 workers survey only 27 workers went to the 
labor court to get remedy. Almost two thirds of 
them either do not get remedy or have to undergo 
cumbersome procedural requirements of the court.

Figure-21: Complaint in Labor Court by workers 

Figure-22: Remedy Received from Labor Court for workers 
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4.4.  Gender Rights Issues
When discussing climate change, just transition, 
and labor rights, gender concerns naturally come 
up. Protection of female workers from 
gender-based discrimination, wage disparity, sexual 
harassment and other associated vulnerabilities is 
of paramount importance for the entire RMG 
industries of Bangladesh. This research has found 
the following specific findings on gender rights.

4.4.1. Wage and gender-based discrimination 
against female workers & redress mechanism
18% of women workers (one in every five women 
workers) said they often or always face salary 
discrimination on the job because of their gender. 
Regarding matters such as overtime, incentives, 
and benefits, 13% of women workers have reported 
experiencing gender-based discrimination on the 
job (Figure-22).         

Other than wage discrimination female workers are 
frequent subject to other form gender-based 
harassment in Bangladesh. 80% of female workers 
said they face gender-based 
harassment/discrimination (Figure 23). Redressing 
mechanism in case of gender-based harassment is 

sin qua non i.e., an indispensable requirement from 
right based perspectives. Nonetheless, 39% female 
workers said there are no complaint 
procedures/redress available for such harassment 
in their respective workplace.

Figure-22: Wage discrimination based on gender  

Figure-23: Gender-based discrimination/harassment faced by female workers
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52 female workers (9%) said they have faced sexual 
harassment personally in their workplace. However, 
only 30 female workers have complained about the 
sexual harassment incident.  It is also observable 
that 20 female victim workers did not complain 
about the incidents. Regarding the redress 
mechanism, this study found that 17 female 
workers, who have complained against sexual 
harassment in the competent forum, said that they 
did not get appropriate remedies while 6 said it is 
still pending.

4.4.2. Maternity Leave and Benefits for the female 
workers:
Female workers often face hard times in their pre & 
post pregnancy periods for which the Labor code 
obligates factory owners to provide required 
maternity leave and associated benefits. However, 
9% of workers said that they did not get the said 
maternity rights while 13% opined some sort of 
maternity leave and benefits they could avail from 
their employers. (Figure 24). 

Zone wise significance variance 

  ● In Narayangonj 20% workers said they do not 
get adequate maternity leave & benefits.

4.4.3. Women Participation in the Trade 
Union/Labor Rights Organization/ Structural 
Committees of factories:
To locate the current state of women's empower-
ment in our RMG industry, this study investigated 

the participation of women workers in the trade 
union/labor rights organization/structural commit-
tees of the factories. 57 % of workers said they have 
representatives from female workers in these 
bodies in their respective workplaces. However, 7% 
of workers said there is no female participation in 
their respective trade unions/labor rights organiza-
tion/structural committees of factories. It was 
found that 33% of workers said there are no trade 
unions in their respective factories. 

Figure-24: Adequate maternity leave and benefits for the female workers

Figure-25: Women participation in the Trade Union/Labor rights organization/structural committees in workers' workplace
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Zone wise significance variance 

  ● In Chattogram 50% of workers said there are 
no trade unions in their factories. 

4.5.  Migration Pattern deduced in the Study zone
Extreme weather has far-reaching consequences 
for "food security, health, migration, and the general 
ecosystem" as a whole. The difficulty in determining 
a direct causal relationship between climate change 
and people's mobility stems from the fact that 
"other factors which cumulatively result in their 
decision to move" are highly interdependent on one 
another.47 Climate change typically exacerbates 
existing "social and political" problems in island and 
coastal nations, rather than being the direct cause 
of displacement. Additionally, Black et al. (2011a: 
4-6) said that the main reasons people migrate are 
"economic," "political," "demographic," "social," and 
"environmental."48 They said that these groups work 
together, and that "it will rarely be impossible to 
identify specific "environmental migrants" because 

socioeconomic factors play a big role in migration 
decisions. From the macro level to the micro and 
meso levels, the figure vividly illustrates how these 
"push" and "pull" factors interact, with 
environmental drivers constantly present to amplify 
each of them. However, it is very difficult to 
distinguish between these drivers and requires 
compelling evidence.

Etienne Piguet (2011: 6) asserts that despite the 
prevailing threats of human climate change, the 
degree of individuals' vulnerability mostly dictates 
their migratory patterns.49 Nonetheless, a significant 
factor that supports the assertion that climate 
change has profoundly influenced migration 
decisions is that the adverse effects of climate 
change cannot be effectively mitigated or adapted 
to in a sustainable manner without timely and 
appropriate intervention; thus, migration becomes 
either the final or immediate recourse for those 
affected. 

Figure-26: A conceptual framework for the ‘drivers of migration50

47   Okeowo, D., (2013), ‘Examining the link Climate Change, Environmental Degradation and Migration’, Environmental Law Review, V.15, pp. 273-289, Content downloaded from 
HeinOnline (http://heinonline.org) retrieved on 5 June 2014.

48 Black, R. and Adger, W.N. and Arnell, N. W. and Dercon, S. and Geddes, A. and Thomas, D. (2011), The effect of environmental change on human migration, Global Environmental 
Change, 21 (Suppl. 1), S3-S11.

49 Piguet, E., (2011), ‘The Migration/Climate Change Nexus: An Assessment’, Conference paper on: Rethinking Migration: Climate, Resource Conflicts and Migration in Europe, 
Available at: www.network-migration.org, retrieved on June 10, 2014.

50 Ibid
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Research across the world has proved the close 
nexus of climate migration from coastal or climate 
vulnerable geography to industrial hubs due to 
several factors. In the 5 different zones of this 
research 9 (nine) dominant migrants sending 
districts are identified by taking two to three 
districts in single or regional lens consideration. 
This study found in Rampura zone 30% of workers 
interviewed came from Sherpur district (Figure 27). 

In Ashulia predominant workers' homes (29% of 
interviewed workers) districts are from Rang-
pur/Tangail/Gaibandha (Figure 27). In Gazipur 37% 
of workers are from the three districts Sherpur/Ja-
malpur/Mymensingh. In Chattogram 62% of 
workers are from Comilla/Noakhali/Chattogram 
coastal belts (Figure 27). In Narayangonj 36% 
workers belong to two distinct regions namely 
Barisal and Sylhet/Sunamganj (Figure 27). 

From figure 28 it is found that the core reason for 
worker’s migration is economic. 75% of workers 
said that they had to join the RMG sectors due to 
the absence of work opportunities in their home-
town. However, the lack of income opportunities in 
their respective home districts are aggravated due 
to sudden onset and/or slow onset climate events. 
Hence, the workers point out that climate change 
has indirectly influenced them to migrate from their 
hometowns. This is because 65% of the workers’ 
major occupation in the hometown is agriculture 

(i.e. fishing, farming). The Agro-economy of the 
workers hometown is adversely affected due to 
climatic shocks leading them to change occupation 
and join in the RMG industries of Bangladesh.  
Conversely, 3% of workers directly opined they 
came from their hometown because of climatic/en-
vironmental events such as flood, riverbank erosion, 
storms etc. However, 10% of workers said social 
and cultural factors such as Marriage, Family Issue, 
Parents death/divorce, and Husband's Job are 
responsible for their migration. 

Figure-27: Migration patterns in the study area
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Figure-28: Reasons for migration and Hometown occupation of the workers in the Study Area
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In the entire survey, it is observed that Chattogram 
as coastal zone possesses additional challenges 
for all three themes. The additional amount of 
vulnerability/diversity/precarity of this zone regard-
ing broader spectrum of climate change, labor 

rights & Gender is vivid in the figure 30. This zone 
shows a higher percentage of complaints regarding 
floods, flash flood, water crisis, health issues, 
adaptation costs, non-existence of trade unions. 
Although this zone suggests occupational safety is 
partially maintained on a higher scale.
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Figure-29: changes/impacts of climate events in Chattogram as Coastal Zones

4.6   Coastal- Non-Coastal Community 
Diversity/Vulnerability
Climate change disproportionately impacts diverse 
geographical settings. Coastal and non-coastal 
vulnerability often overlaps and intersects. Howev-
er, there are distinct effects in both geographical 
terrains. This research especially looked at the 
coastal areas’ unique precarity or resilience from 
multiple angles. A designated question is asked 

from a vulnerability lens to the workers of Chatto-
gram and it is found that 43% of workers said 
‘damage of shelter’ is the prime impact they are 
facing (Figure 29).  39% & 36% of workers said that 
the very next issue is ‘shortage of food’ & ‘safe 
drinking water’ (Figure 29). 29% of workers said, 
‘loss of means of living’ and 25% of workers opined 
‘loss of live stocks’ is also endemic as immediate 
after events of climate change (Figure 29) 
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4.7 The interplay between and among Climate 
Change, Labor Rights & Gender
To locate the interplay between and among three 
themes, statistically comparative lens is used. The 
comparative percentage is calculated within the 
male and female workers number instead of 
cumulative figure of one thousand (1000) workers. 
This is done because female workers size is larger 
compared to male workers.51  Hence, gender 
question is thoroughly and extensively analyzed to 
comprehensively find interlinkages. This will further 
help to sort out impinging challenges existent 
against just transition. 

5.7.1. Labor rights & Gender: 
The socio-cultural reality of Bangladesh is driven by 
the patriarchal dominance. The RMG industry of 
Bangladesh is not beyond such dynamics. However, 
the interlinkage between labor rights and gender in 
this research suggests that 

  ● 12% more of women workers compared to 
male workers said that they are not member to 
any trade union. This clearly posits that 

        women’s access to trade union membership is 
disproportionately influenced based on gender. 
This union is considered to be male space and 
therefore women’s participation in the union 
often are ornamental. 

  ● 12% more of women workers compared to 
male workers said workplace has not duly 
informed them regarding health risks. This 
obligation to disclose such vital information is 
less adhered for women because most of the 
time women does not claim their rights and 
employers exploit this in varied degree and 
practices.

  ● Similarly, 13% more of female workers 
compared to male workers partially agreed 
that workplace maintained occupational health 
and safety measures. The softer approach of 
female workers regarding workplace 
mandatory occupational health and safety 
measures indicates that women workers are 
not aware of the legal requirements and 
thereby misunderstood the concept of safety 
and security.

Figure-30: Vulnerability/diversity of Chattogram as Coastal Zones
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51 Female workers number is 584 while the male workers number is 416.
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5.7.2. Climate Change Versus Labor rights & 
Gender:
Climate changes and gender discourse is intricately 
related and often the augmented stress is felt by 
the female population including female workers. 
Women workers are disproportionately affected 
based on gender in the following dimensions: safe 
water crisis, frequency of diseases, Loss of produc-
tivity, absence from work and health concerns. 

  ● The finding indicates that 5% more of female 
workers compared to male reported they 
witness safe water crisis in workplace. This 
can be sources of safe water in the workplace 
are more convenient for the male workers to 
avail. Furthermore, arrangement of safe 
drinking water by the employers are not 
women friendly. This can be due to everyone 
rush for the water during heat stress prevents 
women to access the water source. 

 

 ● However, 17% more of female workers 
compared to male workers said due to climate 
change their productivity is highly reduced. The 
disproportional impact of climate change on 
women is clearly visible here. Productivity of 
women workers decline for many reasons. 
Such as they often choose to tolerate the 
additional health burden than male and their 
permanently damage body’s strength that 
adversely affect their productivity.  Evidence is 
visible in this study as 9% less of female 
workers compared to male said about 
frequency of diseases in both of their 
workplaces and households. 

  ● 7% of less women workers missed their work 
despite the adverse climate impact, and this 
indicates their sufferings carry forward 
tendency is more practiced compared to men 
workers even though 8% more women workers 
complained about dizziness compared to men 
due to climate changes. 

Figure-31: Comparison between female and male workers in taking complaints to the labor court

  ● 20% more of female compared to male 
workers said they do not witness any labor 
rights violations. This is again because women 
workers fear of losing job, fear of further 
harassment and victimization in the legal 
proceedings. 

  ● In terms of lodging complaints in the labor 
court, 12% more of female workers compared 
to male workers said they do not do this 
(Figure-31). This suggest female workers 

        willingness to access to existing legal forum is 
lower compared to male workers. Number of 
reasons can be attributed to their such 
unwillingness. The reasons along with the last 
preceding paragraph can be access to labor 
court for women is more costly, harassing and 
time consuming for the women workers. 
Chasing their rights in the legal forum will 
further render them to social, economic and 
mental harassment that prevents them to avail 
these rights.
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Figure-31: Interlinkages of Climate change, Labor Rights & Gender
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Labor Rights Gender
  ● Less awareness about health risks

  ● Less occupational health and safety 
measures taken from Workplace

  ● Adequate Resting period not enough

  ● Timely wages disbursement not 100%

  ● Less awareness about potential role of 
trade union on climate change

  ● Less tendency to avail Labor court 
remedies.

  ● Female suffers more due to climate 
change

  ● Suppress disease information

  ● Higher report of productivity reduction

  ● Victim of Gender-based harassment/-
discrimination

  ● Female workers complain less & 
continue to work

  ● Less Leadership role in Trade Union

  ● Try to borrow less money and 
compress family needs.

84 FGD-(1-25); KII_Experts- (1-7).
85 KII_CSOs- (1-10)
86 KII_Govt- (1-2).
87 FGD-(1-40).
88 Ibid.
89 KII_Experts- (1-3).
90 KII_NGOs- (1-10).
91 FGD-(1-40).

92 KII-Brands (1-7).
93 Ibid
9 KII-Employers Organisation (1-12).
95 FGD-(1-40); KII-Worker Leaders (1-50).
96 Ibid; KII- Experts (1-7).
97 Ibid.
98 Ibid.
99 FGD-(1-40); KII-Worker Leaders (1-50).
100 Ibid.
101 KII-Experts (1-2).
102 KII-Experts (1-2); KII-NGOS/CSOs (1-20).
103 FGD-(1-40); KII-Worker Leaders (1-50).
104 KII-Experts (1-2); KII-NGOS/CSOs (1-20).
105 FGD-(1-40); KII-Worker Leaders (1-50).
106 Ibid; KII-Employers (1-2).
107 KII-Experts (1-2).
108 Ibid.
109 FGD-(1-40); KII-Worker Leaders (1-50).

110 Ibid.
111 Ibid.
112 KII-Experts (1-2).
113 KII-Experts (1-2); KII-Govt (1-2).
114 KII-Employers-1-6.
115 Rahman, M. A., Chowdhury, T., & Kabir, M. A., Energy challenges in Bangladesh's industrial sectors: A focus on sustainability. Journal of Energy Policy and Development (2021).
116 0Islam, N., & Hossain, M. T, Renewable energy transition in developing economies: Insights from the RMG sector in Bangladesh. Sustainable Development Review (2022).
117 KII-Experts (1-2); KII-Employers (1-2).
118 Ibid.
119 KII-Employers (1-7).
120 Ibid.
121 KII-Experts (1-2).
122 KII-Experts (1-2) ; KII-NGOS/CSOs (1-10).
123 KII-Experts (1-5) ; KII-NGOS/CSOs (1-20); KII-Govt (1-2); KII-Employers (1-7).
124 Ibid.

125 KII-Experts (1-2) ; KII-Brands-2.

126 Ibid.

127 KII-Brands- (1-2).

128 Ibid.

129 FGD-(1-40); KII-Worker Leaders (1-50).

130 FGD-(1-40); KII-Worker Leaders (1-50); KII-Experts (1-2).



Just Transition in Bangladesh:  The Interplay between Climate Change, 
Labour Rights, and Gender in the Garment Industry 55

In the context of a just transition, it is crucial to 
address how climate change interlinks with labour 
and gender rights. The intersection of these issues 
highlights the compounded vulnerabilities faced by 
coastal and non-coastal workers. By integrating the 
impacts of climate change on labour rights and 
gender within a just transition framework, it can 
ensure fairness and inclusiveness while transition-
ing to sustainable practices. The following analysis, 
based on stakeholder perspectives, breaks down 
these relationships into three segments: climate, 
labour, and gender while linking their interactions 
and impacts across geographical contexts i.e. 
coastal and non-coastal communities. In this 
research, workers from the Chattogram zone 
belong to coastal communities while workers from 
the rest of the research locations belong to 
non-coastal communities. 

5.1 Climate Change and Its Disparate Effects
Climate change differentially impacts workers in 
both coastal and non-coastal regions, while the 
nature of the challenges differs. Coastal areas, 
including Chattogram, encounter regular cyclones, 

flooding, and saline intrusion, resulting in immedi-
ate consequences such as damage to shelters and 
shortages of food and potable water.52 Non-coastal 
regions have extended heat waves, droughts, and 
air pollution, which intensify water scarcity and 
elevate health risks associated with dehydration 
and respiratory diseases.53

Impact on Income and Financial Stability

Workers in coastal areas experience economic 
distress as a result of climate-induced harm to 
dwellings and infrastructure.54 Recurring cyclones 
and inundations compel them to allocate funds for 
repairs and medical expenses, leading many to 
incur debt through borrowing.55  Non-coastal 
workers face escalating charges for cooling 
systems and hydration assistance during 
heatwaves, in addition to health-related costs 
stemming from respiratory ailments and dehydra-
tion.56 Both regions encounter economic disruptions 
from absence during severe weather occurrences, 
resulting in lost attendance incentives and dimin-
ished earnings.57 

P A R T  F I V E

Impacts of Climate Change on Coastal
and Coastal Worker Communities
A Comparative Perspective
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Workplace Safety Measures
Occupational safety measures are insufficient in 
both scenarios. Coastal factories frequently neglect 
to establish flood mitigation measures, rendering 
workers endangered during intense rainfall.58 
Factories located inland are deficient in adequate 
ventilation and cooling systems, hence intensifying 
the impact of excessive heat.59 Safety Committees, 
although prevalent in numerous industries, are 
predominantly inactive or dominated by manage-
ment, making them dysfunctional in mitigating 
climate-related hazards. 

Housing and Living Conditions
Coastal workers face waterlogging, leading to 
unsanitary conditions and increased risks of 
infections. Tin-shed homes provide little protection 
against storms and flooding.60 Non-coastal workers 
struggle with inadequate insulation in their homes, 
which become intolerably hot during summers, and 
frequent power outages worsen the situation.61 In 
both areas, poor living environments amplify health 
risks and financial burdens.

Potentials of collective climate action
Both coastal and non-coastal communities have 
the tendency of resilience through collective action. 
In coastal areas, communities often come together 

to rebuild shelters and share resources like food 
and water in the aftermath of cyclones.62 

Non-coastal communities similarly rely on informal 
networks to support each other during prolonged 
heat waves or droughts.63 However, the effective-
ness of such actions is limited without external 
support, highlighting the need for targeted climate 
adaptation strategies that consider the unique and 
shared challenges of both terrains.

Increasing Climate Change Threats
The intensification of climate change has blurred 
the lines between coastal and non-coastal vulnera-
bilities, with some impacts beginning to overlap. For 
instance, erratic rainfall patterns and extreme 
weather events disrupt agricultural productivity in 
both areas, leading to regional food insecurity.64 
Supply chain disruptions in coastal areas due to 
cyclones indirectly affect food prices and resource 
availability in non-coastal regions, showcasing the 
interdependence of these communities.65 Addition-
ally, urban migration is on the rise as coastal 
workers move to non-coastal areas seeking stable 
livelihoods, creating a strain on resources in urban 
non-coastal zones.66 This migration leads to 
overpopulation, exacerbating existing vulnerabilities 
in housing, water supply, and sanitation.
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5.2 Climate Change and Labour Rights Violations

Environmental Pollution and Health Risks
The environmental impacts of garment factories 
such as air and water pollution are evident in both 

settings. Coastal communities face salinity 
intrusion and contamination of water sources, 
worsening access to safe drinking water.67 In 
non-coastal areas, untreated waste and emissions 
from factories contribute to respiratory issues and 

other health complications.68 These conditions 
directly affect workers’ productivity and quality of 
life.

Loss of Livelihoods and Resources
Losses of livestock due to flooding add to financial 
hardships.69 Non-coastal workers report reduced 
productivity and job losses as a result of heat 
stress and the adoption of automation technolo-
gies, which disproportionately displaces unskilled 
labour.70 Both regions experience resource scarcity 
and rising living costs, further straining workers’ 
financial stability.

Technology and Job Security
Technological advancements in factories have 
mixed implications for workers. In coastal areas, 
automation replaces traditional jobs in fishing and 
agriculture,71 while in non-coastal regions, factory 
jobs are increasingly threatened by advanced 
machinery.72 Workers in both areas lack access to 
training programs that could help them adapt, 
leaving unskilled labourers particularly vulnerable.73

Union Activities and Collective Bargaining
Unionization is heavily suppressed in both regions, 
with workers facing intimidation and dismissal for 

attempting to organize. In coastal areas, unions are 
crucial for demanding climate-resilient infrastruc-
ture, but their activities are often curtailed by 
management interference.74 Non-coastal unions 
face similar challenges, with leaders struggling to 
balance their responsibilities amid management 
opposition.75 Without strong unions, workers lack 
the collective voice needed to advocate for better 
working conditions and climate resilience.

5.3 Gender and Climate
Women workers in coastal areas face heightened 
risks during extreme weather, such as urinary 
infections from waterlogging and limited access to 
healthcare during floods.76 In non-coastal areas, 
prolonged heat waves exacerbate exhaustion and 
dehydration among women, who also shoulder 
significant household responsibilities.77 Across both 
regions, women are underrepresented in leadership 
roles due to societal norms and harassment.78 
Sexual Harassment Prevention Committees, where 
they exist, are largely ineffective in both regions, 
leaving women without recourse against workplace 
abuse.79
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structure.
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5.2 Climate Change and Labour Rights Violations

Environmental Pollution and Health Risks
The environmental impacts of garment factories 
such as air and water pollution are evident in both 

settings. Coastal communities face salinity 
intrusion and contamination of water sources, 
worsening access to safe drinking water.67 In 
non-coastal areas, untreated waste and emissions 
from factories contribute to respiratory issues and 

other health complications.68 These conditions 
directly affect workers’ productivity and quality of 
life.

Loss of Livelihoods and Resources
Losses of livestock due to flooding add to financial 
hardships.69 Non-coastal workers report reduced 
productivity and job losses as a result of heat 
stress and the adoption of automation technolo-
gies, which disproportionately displaces unskilled 
labour.70 Both regions experience resource scarcity 
and rising living costs, further straining workers’ 
financial stability.

Technology and Job Security
Technological advancements in factories have 
mixed implications for workers. In coastal areas, 
automation replaces traditional jobs in fishing and 
agriculture,71 while in non-coastal regions, factory 
jobs are increasingly threatened by advanced 
machinery.72 Workers in both areas lack access to 
training programs that could help them adapt, 
leaving unskilled labourers particularly vulnerable.73

Union Activities and Collective Bargaining
Unionization is heavily suppressed in both regions, 
with workers facing intimidation and dismissal for 

attempting to organize. In coastal areas, unions are 
crucial for demanding climate-resilient infrastruc-
ture, but their activities are often curtailed by 
management interference.74 Non-coastal unions 
face similar challenges, with leaders struggling to 
balance their responsibilities amid management 
opposition.75 Without strong unions, workers lack 
the collective voice needed to advocate for better 
working conditions and climate resilience.

5.3 Gender and Climate
Women workers in coastal areas face heightened 
risks during extreme weather, such as urinary 
infections from waterlogging and limited access to 
healthcare during floods.76 In non-coastal areas, 
prolonged heat waves exacerbate exhaustion and 
dehydration among women, who also shoulder 
significant household responsibilities.77 Across both 
regions, women are underrepresented in leadership 
roles due to societal norms and harassment.78 
Sexual Harassment Prevention Committees, where 
they exist, are largely ineffective in both regions, 
leaving women without recourse against workplace 
abuse.79

Key Vulnerabilities at non-coastal and coastal communities at a glance 
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5.4 Shared Vulnerabilities and Interconnected 
Challenges
Despite these differences, there are shared 
vulnerabilities between coastal and non-coastal 
communities that highlight their 
interconnectedness. Both regions face economic 
strain due to rising living costs, such as medical 
expenses and repairs to climate-damaged homes.80 
In coastal areas, workers frequently borrow money 
to rebuild after cyclones, while in non-coastal zones, 
loans are taken from relatives or known ones to 
cover costs for cooling devices and hydration aids 
during heatwaves.81

Health challenges are another shared impact, 
though they manifest differently. Coastal workers 
are more prone to waterborne diseases due to 
flooding and salinity, whereas non-coastal workers 
suffer from heat-related illnesses such as 
dehydration and respiratory issues.82 Women in 
both regions face compounded vulnerabilities. 
Coastal women deal with infections caused by 
prolonged exposure to waterlogged conditions, 
while non-coastal women face exhaustion from 
managing household and workplace responsibilities 
during extreme heat.83
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The challenges impeding workers’ ability to cope 
with the impacts of climate change are deeply 
rooted in systemic labour rights issues, 
environmental sustainability deficits, and gender 
inequities. These challenges are deeply rooted in 
structural factors that hinder effective adaptation 
and resilience. The following sections expand on 
these aspects, exploring the challenges and 
systemic factors within the framework of a just 
transition.

6.1 Overall challenges regarding labour rights and 
associated concerns 

Understanding and Knowledge Gaps
Workers often lack awareness of just transition 
framework of how climate change intersects with 
their labour rights.84 Many perceive extreme 
weather events and worsening workplace 
conditions as isolated issues rather than systemic 
problems exacerbated by climate inaction.85 This 
knowledge gap hinders the development of 
climate-resilient workplace practices and the 

demand for climate-responsive policies through the 
just transition framework.86

Low Wages and Economic Pressures
Persistent low wages prevent workers from coping 
with the economic stress induced by climate 
change.87 Rising expenses for healthcare, food, and 
housing repairs due to extreme weather further 
strain financial security.88 Employers resist wage 
increases, citing competitive pressures, which 
leaves workers trapped in cycles of poverty.89 Poor 
living conditions and malnutrition often force 
workers to focus on immediate financial needs, 
such as wages, rather than prioritizing 
environmental or green energy concerns. 

Inadequate Workplace Climate Resilience
Factories are unprepared to manage extreme 
climate conditions.90 Coastal factories often lack 
flood barriers and drainage systems, leaving 
workers vulnerable to flooding. In non-coastal 
regions, the absence of cooling systems or shaded 
areas exacerbates heat stress, negatively impacting 
workers’ health and productivity.91
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Exploitation in Supply Chains
Global supply chains prioritize cost efficiency over 
sustainability.92 Fast fashion demands rapid 
production, leading factories to impose increased 
workloads on workers without corresponding 
compensation.93 Many brands have launched 
climate adaptation initiatives, focusing on factory 
sustainability and carbon reduction while excluding 
worker voices from decision-making processes. 
Additionally, resilience funds meant to support 
climate-affected workers remain underfunded or 
inaccessible, limiting investments in 
worker-centered adaptation measures.94 These 
exploitative practices limit investments in climate 
adaptation measures.

Gender Inequities
Women, who form a significant portion of the 
garment workforce, face additional challenges due 
to societal expectations and workplace 
discrimination.95 They are assigned lower-paid 
tasks, excluded from decision-making roles, and 
expected to manage household responsibilities 
alongside work.96 Climate-related disruptions 
further exacerbate these inequities, leaving women 
with fewer resources and time to adapt. Societal 
norms and workplace biases restrict their 
participation in leadership, limiting their influence 
on policies that could address their unique 
vulnerabilities to climate change.97

The absence of gender-sensitive policies in 
factories, coupled with ineffective Sexual 
Harassment Prevention Committees, leaves women 
vulnerable to discrimination and unsafe 
environments.98 

Technological Barriers
Automation and technological advancements are 
displacing unskilled and older workers, with limited 
reskilling programs to help them transition to new 
roles.99 The lack of training in sustainable practices, 
such as energy-efficient manufacturing, deepens 
workers’ vulnerabilities to job loss.100

Externalization of Environmental Costs
Factories externalize the costs of environmental 
harm, leaving workers to face the consequences of 
pollution and resource depletion.101 Poor air and 
water quality near factories increases health risks 
for workers and local communities, while employers 
evade accountability for their environmental 
footprint.102

Dysfunctional Trade Unions
Trade unions remain ineffective due to systemic 
challenges, such as employer interference, 
intimidation, and limited resources.103 Workers, 
fearing job insecurity, are often reluctant to openly 
discuss these challenges, while trade unions 
seldom prioritize issues related to just transition or 
sustainability. Without strong collective 
representation, workers struggle to advocate for 
better working conditions and climate-resilient 
policies.104

Health Risks and Lack of Accessible Healthcare
Climate-induced health issues, such as heatstroke, 
respiratory illnesses, and waterborne diseases, are 
prevalent.105 Employers rarely provide healthcare 
benefits or on-site medical facilities, forcing 
workers to bear the financial burden of treatment.106 
Vulnerable groups, including pregnant women, face 
even greater challenges in accessing necessary 
care.107 Furthermore, although strict working hours 
are mandated by law, many workers engage in 
regular overtime to earn additional income due to 
financial constraints. This practice, while providing 
short-term financial relief, adversely impacts 
workers' health, productivity, and overall well-being 
in the long term.

Casual or Temporary Work and Precarity
A significant proportion of garment workers are 
employed temporarily, with no access to legal 
protections or benefits.108 Many of these workers 
are engaged in subcontracted factories, where 
labor laws are weakly enforced, and job security is 
virtually nonexistent. These workers are often the 
first to lose their jobs during climate crises and 
have no safety net to fall back on, deepening their 
vulnerability.109
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Limited Access to Legal Remedies
Workers face significant barriers in accessing legal 
remedies for labour rights violations. These 
challenges include limited awareness of legal rights, 
bureaucratic hurdles, and procedural complexities. 
Existing grievance mechanisms are often 
inaccessible or ineffective, discouraging workers 
from reporting issues related to climate impacts or 
labour rights violations.110 Fear of retaliation further 
silences workers, leaving structural problems 
unaddressed.111

The labour court system is often perceived as 
inaccessible due to lengthy processes, strict time 
limitations, and the necessity for workers to attend 
court during working hours, which can jeopardize 
their employment. 

6.2 Structural Factors and Barriers 
Weak Regulatory Enforcement 
The poor status of enforcement of labour laws is 
prevalent. Responsible institutions like the 
Department of Inspection for Factories and 
Establishments (DIFE) lack the capacity to enforce 
labor and environmental laws effectively.112

 

 Corruption and resource limitations allow factories 
to operate without adhering to safety standards, 
perpetuating unsafe working conditions.113 DIFE  
also has a resource shortage to ensure proper 
inspection and monitoring of the factories. 
Energy Challenges and Financial Barriers
Limited availability of natural gas during peak 
daytime hours disrupts production schedules, 
reducing efficiency and increasing costs for 
factories reliant on this resource.114 As a developing 
country, Bangladesh faces constraints in fully 
utilizing its natural gas reserves, which are both 
limited and overburdened by growing industrial 
demand.115 Transitioning entirely to renewable 
energy sources, while ideal, remains infeasible due 
to the high costs of implementation and inadequate 
funding opportunities.116 Besides, factories often 
report that overtime work increases production 
costs due to higher wage payouts, which strains 
their financial resources. This issue is exacerbated 
by challenges such as inconsistent gas supply and 
high production demands, forcing factories to rely 
on overtime work to meet deadlines. 

Absence of Incentives for Green Factories
The adoption of green factories is hindered by a 
lack of government incentives, such as tax breaks 
or low-interest loans.117 The significant upfront 
costs of retrofitting or constructing sustainable 
buildings discourage factory owners from making 
environmentally friendly investments.118

Limited Access to Climate Finance
Small and medium-sized garment enterprises 
struggle to secure climate finance due to stringent 
lending criteria.119 This financial barrier prevents 
investments in renewable energy, energy-efficient 
machinery, and waste reduction technologies, 
limiting their ability to adopt sustainable 
practices.120

Lack of Dedicated Units for Sustainability
Environmental sustainability initiatives are often 
subsumed under broader social compliance 
measures.121 Without separate units or dedicated 
resources, factories struggle to implement targeted 
actions to address environmental harm and climate 
adaptation.122

Coordination Deficits Among Stakeholders
The lack of coordination between government 
bodies, employers, unions, and NGOs leads to 
fragmented efforts in addressing climate and 
labour challenges.123 This disjointed approach 
prevents the development of comprehensive 
strategies that integrate labour rights, gender 
equity, and environmental sustainability.124

Mistrust among Stakeholders
Mistrust is a significant challenge within the sector, 
impacting relationships between brands, factories, 
and workers and Government. Factory 
representatives frequently question the legitimacy 
of sustainable assessments, arguing that 
regulatory oversight should be the responsibility of 
the government rather than external entities. This 
mistrust is exacerbated by the lack of dialogue and 
shared understanding of broader issues, leading to 
resistance and skepticism.  Furthermore, mistrust 
exists between workers and factory management, 
where workers feel their concerns are disregarded, 
while factory owners view worker demands as 
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disruptive to production. Such strained 
relationships hinder collective efforts toward 
achieving sustainability goals. 

Cultural Resistance to Change
Cultural preferences for fast fashion and skepticism 
towards sustainability initiatives pose significant 
barriers to adopting greener practices.125 
Overcoming this resistance requires awareness 
campaigns and education to shift consumer and 
industry mindsets towards sustainable 
production.126

Role of Brands and Retailers
Brands and retailers wield considerable influence 
but often prioritize cost-cutting issues over 
sustainability.127 While some brands enforce social 
compliance standards, these rarely extend to 
climate resilience or gender equity, undermining 
efforts to address systemic issues. For example, 
brands have taken limited steps toward climate 
adaptation for RMG workers, such as investing in 
energy-efficient factories (LEED-certified buildings), 
implementing water recycling systems, and 
adopting renewable energy sources. However, these 
efforts mainly focus on environmental 
sustainability rather than worker resilience. Unlike 
India’s Zero Liquid Discharge (ZLD) compliance 
requirements, brands operating in Bangladesh face 
fewer regulatory pressures, leading to 
inconsistencies in environmental commitments. 
Additionally, labor rights and gender concerns in the 
just transition framework remain pressing. While 
brands conduct compliance audits and human 
rights due diligence, factory owners argue that 
ensuring workers' rights should be a government 
responsibility rather than a private-sector 
obligation. The absence of a shared responsibility 
model, dedicated climate resilience funding, and 
policies to protect workers from extreme weather 
events leaves garment workers highly vulnerable.128 
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Exclusion of Workers in Decision-Making
Workers and unions are rarely involved in the 
development of sustainability policies.129 This 
exclusion perpetuates a disconnect between 
top-down initiatives and on-the-ground realities, 
limiting the effectiveness of these measures.130 The 
absence of structured labour-management 
consultation and negotiation, coupled with a 
top-down communication mechanism, allows 
employers to act arbitrarily and deny workers the 
right to participate in decision-making processes. 
This situation undermines the workers' ability to 
voice their concerns and advocate for their rights 
effectively. The lack of mechanisms for structured 
dialogue and negotiation between labour and 
management further entrenches power disparity, 
hindering efforts to achieve fair and equitable 
labour practices. 

Competition between labour rights and green 
rights 
The findings and consultations with the 
communities indicate that there exists an 
understanding of competition among workers 
regarding labour rights and green rights. Workers, 
who witness a flagrant violation of the labour rights 
industry, consider the issues of green transition and 
environmental rights as somewhat equivalent to 
luxury. Poverty, lower wages, and other forms of 
constant labour rights violations in the industry 
undermine the human dignity of the workers where 
the imperatives of sustainability and green 
transition do not receive due attention. This also 
indicates another layer of perceived discrimination 
and exploitation. However, this finding does not 
dismantle the sufferings of climate-induced 
vulnerabilities that workers are facing alongside 
labour rights vi
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To address the intertwined challenges of climate 
change, labour rights violations, and gender 
inequities within a just transition framework, this 
section outlines thematic recommendations and 
action points. These proposals address a diverse 
range of issues and emphasize enhancing legal 
frameworks, and institutional capacities, and 
strengthening enforcement measures to ensure 
labour justice, sustainability, and inclusive just 
transition.
 
7.1. Legal and Policy Reforms

Reforming Labour Law 
  ● Amend the BLA (2006) to integrate climate 

change-related issues. The labour law should 
be reformed in light of the human rights due 
diligence obligations stipulated in international 
instruments like UNGPs and CSDDD to enable 
the law to cope with the emerging challenges 
relating to the environmental and human rights 
of the workers. 

  ● The Labour Act’s occupational health and 
safety chapter should be amended to 
recognize the economic and non-economic 
losses arising from the health impacts of 
climate change. For example: adequate resting 
hours are critical for the health and 
productivity of workers. The relevant provisions 
of the act regarding rest periods should be 
strictly enforced to support workers' well-being 
and ensure sustained productivity. Besides, the

         Air and Noise Pollution Rules under the 
Environment Conservation Act must be strictly 
enforced, and these environmental health 
policies should be integrated into the Labour 
Act and other relevant regulations.

  ● BLA should include mechanisms for efficient 
union registration, reducing the rejection rate, 
and aligning with ILO Convention No. 87 on 
Freedom of Association. For trade union 
registration, the minimum membership 
requirement should be modified based on 
international demands and practices. 
Moreover, the Act should penalize harassment 
and job dismissals linked to union activities to 
ensure workers can freely organize and 
advocate for their rights.

  ● The concept of a living wage to ensure fair 
compensation, encompassing inflation and 
climate-related costs such as healthcare and 
housing for all workers should be legislated 
within the BLA. Besides, the Act should 
introduce an independent wage inspection 
system to enforce minimum wage standards, 
as recommended by the Labour Inspection 
Convention, 1947.

  ● The Labour Act should introduce mandatory 
ADR provisions, such as mediation and 
arbitration, into labour dispute resolution 
processes. Drawing from the Family Courts 
Act of 2023, which successfully utilizes ADR, 
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        similar approaches can be adapted for labour 
disputes to expedite resolutions and reduce 
the burden on formal courts.

National Action Plan 
The NAP on Labour Sector (2021–2026) should 
increasingly involve stakeholder consultations to 
ensure inclusivity and responsiveness to workers' 
needs. The next phase of this plan should clearly 
reflect the just transition priorities with respect to 
climate-induced vulnerabilities that affect worker 
rights. A national action plan on business and 
human rights can pave the way to integrate human 
rights and due diligence obligations under 
international instruments. Reskilling programs for 
workers should be developed in transitioning from 
high-carbon industries to green jobs, in line with 
Bangladesh’s climate goals under the National 
Adaptation Plan (NAP) and Mujib Climate 
Prosperity Plan (MCPP).

Amending Bangladesh EPZ Labour Act
and BEPZA Act
Bangladesh EPZ Labour Act, 2019 should be 
revised to allow trade unions instead of Workers’ 
Welfare Associations (WWAs), ensuring compliance 
with ILO Conventions Nos. 87 and 98. EPZ Act 
should remove the bar to organize engaging 
collective bargaining. According to the BEPZA Act, 
independent grievance redress mechanisms should 
be implemented also for EPZ workers, free from 
employer interference, to address workplace 
violations effectively. Moreover, maternity benefits, 
injury compensation, and structured 
labour-management consultation should be 
mandated to reduce power imbalances in EPZs. 

Redesigning climate policies 
The NAP (2023-2050) and the Bangladesh Delta 
Plan 2100 (BDP 2100) should be expanded to 
directly address labour issues as well. This should 
include measures that protect workers from 
extreme heat, displacement due to flooding, 
climate-induced job losses, and gender-based 
vulnerabilities in both formal and informal sectors. 
Provisions could include heat stress management, 
emergency disaster protocols, and disaster relief 
leave to acknowledge the mental and physical 
strain and transportation difficulties associated 
with these circumstances. 

Loss of productivity driven by climate change has 
significant repercussions not only for the supply 
chain but also for workers' rights. Such loss 
undermines the right to life with dignity, as workers 
are often subjected to exploitative practices. The 
climate policy in the context of just transition 
should explicitly address these issues, 
incorporating a responsible supply chain model that 
considers the role of brands, buyers, employers, and 

government agencies in ensuring fair and 
sustainable working conditions. Climate policies 
should address coastal and non-coastal shared 
vulnerabilities outlined in this report with special 
attention to the vulnerabilities of coastal 
communities. 

Workers and unions should be included in 
decision-making processes related to sustainability 
initiatives. This participatory approach ensures that 
climate policies reflect on-ground realities, in 
alignment with ILO Convention No. 98, which 
facilitates worker-industry dialogue.

Comprehensive plans to resettle and integrate 
climate migrants should be included in providing 
access to affordable housing, sustainable 
livelihoods, and education. Such programs should 
align with Bangladesh’s Delta Plan 2100 to ensure 
that displacement does not exacerbate existing 
socioeconomic inequalities. 

Gender-Sensitive and Inclusive Labour Policies
Bangladesh Labour Act (BLA), 2006 should be 
revised to explicitly prohibit discrimination based on 
gender, race, religion, or other factors, aligning with 
ILO Conventions Nos. 100 and 111. Section 332 of 
the BLA should be amended to provide specific 
definitions, reporting procedures, and penalties for 
workplace sexual harassment, following the 
guidelines of UN Women and ILO 
Recommendations. The Act must explicitly define 
and criminalize gender-based discrimination and 
violence, a critical gap in the current legislation. 
Anti-Harassment Committees should adopt a 
gender-sensitive approach in handling complaints 
related to gender-based discrimination, with 
transparency and accountability built into their 
processes. It should ensure that the majority or at 
least an equal proportion of members are women, 
with half of the members representing workers 
which will aim to create a safer and more secure 
workplace environment for women, with clear 
mandates to investigate complaints and ensure 
accountability. 

The National Occupational Safety and Health (OSH) 
Policy by empowering safety committees should be 
redesigned with representation from trade unions, 
employers, and civil society organizations. For 
example: The National Labour Policy, 2012 and the 
National Occupational Safety and Health Policy 
should mandate provisions of separate washrooms, 
safe drinking water, and childcare facilities, 
breastfeeding leave, workplace protections, 
transportation for women workers. Besides, the 
National Action Plan for Women’s Development 
(2022–2030) should include provisions for accident 
insurance, unemployment allowances, 
comprehensive maternity leave, and overall social 
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security. Guidelines should be introduced for 
affordable housing and safe transportation for 
women workers, particularly in coastal areas, to 
address vulnerabilities.
Recruitment processes should be simplified for 
women and make working hours and overtime 
policies more flexible to accommodate their dual 
responsibilities. Moreover, Reservations can be 
introduced as affirmative action to guarantee that 
women hold a minimum of 30% of leadership 
positions in unions and factory committees, 
promoting inclusivity in decision-making processes. 
Gender audits should be institutionalized in 
factories to rectify workplace disparities, 
guaranteeing equitable compensation, training 
opportunities, and comprehensive safety measures 
for women.  Awareness programs should not only 
focus on training women but also involve the male 
persons of the family, highlighting the importance 
of supporting their wives, daughters, sisters, or 
other female relatives in becoming leaders among 
workers. Such programs will emphasize how their 
participation contributes to securing rights and 
achieving financial empowerment for their families.

7.2 Institutional Capacity Building and 
Strengthening Enforcement Measures 
Enhancement of factory ecosystem and 
monitoring body 
An independent monitoring body should be 
established to oversee the implementation of ILO 
conventions and provide periodic updates to the ILO 
Committee of Experts (CEACR). On the other hand, 
industries should be encouraged to align with the 
United Nations Guiding Principles on Business and 
Human Rights (UNGPs) and the EU Corporate 
Sustainability Due Diligence Directive (CSDDD). 
Also, supplier should be mandated to launch 
climate disclosure reports, published periodically, 
that outline how they are responding to climate 
challenges. These reports should detail the support 
provided to workers, the challenges faced by the 
facility, and the steps being taken to mitigate the 
impact of climate change on workers’ health and 
safety. Moreover, employers should be trained on 
the importance of adhering to human rights 
obligations in business operations to improve 
compliance. 

Environmentally sustainable factory projects should 
be advocated encompassing energy-efficient 
cooling systems, flood-resistant architecture, 
sustainable waste management practices, and 
renewable energy sources. In that case, industries 
should collaborate with energy authorities to ensure 
consistent natural gas supply during peak 
production hours and offer incentives for factories 
to optimize energy use during high-demand 
periods. After all, factories with the support of 

government agencies must increase adaptation 
support, ensuring that workers are adequately 
equipped to cope with the challenges posed by 
climate change.

Strengthening DIFE
The Department of Inspection for Factories and 
Establishments (DIFE) should be expanded with 
human resources, financing as well as capacities to 
proficiently implement climate-resilient labour 
standards. For example: it should increase funding, 
training, and resources to inspect and monitor 
labour law compliance effectively. Besides, DIFE 
should be granted executive authority to impose 
penalties and close non-compliant factories to 
enhance enforcement in civil cases. 

Access to Labour Justice
Legal aid to workers should be expanded through 
government initiatives and collaborations with 
organizations like the National Human Rights 
Commission (NHRC) and National Legal Aid 
Services Organizations (NLASO). This includes 
establishing dedicated legal aid cells within 
industrial zones to provide timely assistance with 
providing additional funding and staff. Besides, the 
number of labour courts and regional tribunals 
should be increased to reduce backlogs and 
improve access to labour justice. The judicial 
processes should be expanded and streamlined by 
introducing e-court systems to assist the workers. 
The labour courts should also take prompt action to 
expedite the resolution of gender-based violence 
cases, ensuring that victims receive timely justice. 
Gender-sensitive approaches should be strictly 
followed while settling disputes concerning women 
workers. Moreover, digital complaint portals should 
be created for the submission and management of 
grievances concerning environmental damage or 
labour rights infringements, utilizing AI for effective 
categorization and resolution. To address the digital 
divide and improve digital literacy, the government 
in collaboration with industries should provide 
training to the workers and other relevant 
stakeholders. 

Strengthening enforcement of existing laws and 
policies 
Since there remains a wide gap in terms of 
implementation of existing labour laws and policies, 
the government should actively consider their 
effective enforcement. The government should 
empower the implementing agencies to make them 
capable of functioning effectively. While 
implementing obligations under ILO conventions, 
the Government, workers, and employers’ 
organizations should actively participate in the ILO 
supervisory mechanism and act accordingly. The 
government should ensure the effective 
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participation of trade unions and CSOs in law and 
policy reform processes to ensure mainstreaming 
of workers’ rights in line with international 
standards.

7.3 Responsible business practices by Brands and 
Buyers 
Buyers should adopt responsible and transparent 
sourcing practices to ensure that their business 
practices and operations do not affect suppliers’ 
capacity to provide decent wages and working 
conditions. They should provide support and 
incentives to build the capacity of their business 
partners in Bangladesh to make them capable of 
meeting the new human rights and environmental 
protection requirements in the context of just 
transition.

Brands and retailers as Independent compliance 
monitoring bodies should develop unbiased 
assessments of labour, gender, and environmental 
standards, thereby ensuring objectivity and 
eliminating exploitation during investigations. It 
should be mandated to produce detailed 
sustainability reports outlining their supply chain 
methods, environmental effects, and treatment of 
workers, with consequences for failure to comply. 
Moreover, Brands and international retailers should 
introduce performance-based bonuses or 
sustainability-linked rewards to factories promoting 
climate adaptation and worker welfare. Again, the 
adoption of hybrid energy systems should be 
encouraged by combining natural gas and 
renewables, supported by capacity-building 
programs for factory management. Additionally, 
investment through brands and international 
organizations should facilitate upgrading grid 
infrastructure to ensure reliable energy delivery and 
better integration of renewable sources into the 
national grid.  Transnational grievance systems 
should be implemented that enable workers to 
report transgressions by multinational brands or 
suppliers, assuring accountability beyond national 
jurisdictions. 

7.4 Advocacy, sensitization, and awareness 
building
The government should sensitize all officials of 
relevant ministries about the emerging priorities of 
just transition, responsible business practices, and 
human rights due diligence obligations. The 
government can collaborate with development 
partners, employers’ organizations and industry 
associations to raise awareness about human 
rights and climate-friendly business practices 

among industries, trade union leaders and workers. 
Stakeholders should be made aware of the critical 
role of trade unions in just transition initiatives and 
processes. The government should raise 
awareness about the equity issues associated with 
the just transition and in doing so, the government 
should collaborate with relevant stakeholders to 
understand how just transition will affect worker 
communities and the overall economy as well.  
Stakeholders including workers and employers 
should be sensitized on the fact that a climate 
friendly industry with clean and favorable working 
environment not only increases sustainability in the 
industry but also facilitates achieving labour rights. 

Automation equity initiatives should be 
implemented that equip workers with training in 
cutting-edge technology to facilitate their transfer 
into higher-skilled positions, thereby averting 
transition-induced displacement. Besides, a 
separate and independent forum should be created 
for regular and transparent communication 
between brands, factories, workers, and 
government bodies. This will help to address 
misconceptions about sustainability assessments 
and clarify roles in regulatory oversight in labour 
and gender issues as well. 

7.5 Roadmap for Sustainability and Climate Action
Obligatory climate-resilient construction standards 
for factories should be implemented including 
higher designs in flood-prone zones and improved 
insulation in places subjected to extreme heat.131 
Flood-resistant construction and adequate air 
circulation should be increased to protect worker 
health and promote sustainability in the production 
process.132 

Industries should develop and launch a dedicated 
sustainability unit that will promote and implement 
a sustainability roadmap. National guidelines and 
action plan for human rights and environmental due 
diligence should be developed to ensure supply 
chains comply with global labour standards. 
Stricter enforcement of the Bangladesh 
Environment Conservation Act, 1995 should be 
enhanced by increasing inspections and penalizing 
non-compliant polluting industries. The 
Environmental Clearance Certificate (ECC) process 
should be strengthened to include regular audits 
and third-party verifications, ensuring that 
enterprises comply with environmental regulations. 
Specific incentives should be provided for the 
construction or retrofitting of factories utilizing 
environmentally sustainable materials, renewable 
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energy systems, and effective water management 
methods, including rooftop solar panels and 
energy-efficient HVAC systems.133 

Compensation for Climate Change Victims
Unemployment compensation and disaster relief 
cash should be disbursed to workers during 
economic turmoil induced by climate catastrophes. 
Financial support should be provided to meet OSH 
standards, ensuring adequate sanitation, water 
facilities, and personal protective equipment (PPE) 
for workers. Industries should have incentive to 
adopt effective Effluent Treatment Plants (ETPs) 
and Common Effluent Treatment Plants (CETPs) by 
offering tax rebates and low-interest loans. The 
Government should formulate loan programs to 
encourage collaboration with the private sector, 
enabling factories to invest in financial safety nets 
and climate-resilient infrastructure for workers. 

7.6 Towards Inclusive Just Transition 
A just transition requires a shift toward renewable 
energy, which is expected to reduce the need for 
manual labour in certain sectors. Social inequalities, 
such as gender discrimination, can also 
concentrate vulnerability in specific groups, such as 
women, children, and the elderly. These groups may 
bear a disproportionate amount of the costs of a 
transition to a low-carbon economy and may have 
fewer resources to adapt.of unemployment due to 
workforce reductions. To mitigate this challenge, it 
is essential that new policies on climate and just 
transition include strategies to address the 
potential job losses and provide support for 
affected workers. This could involve reskilling 
programs, social safety nets, and targeted 
employment opportunities to ensure an equitable 
and inclusive transition for all. 

To tackle just transition with concerted efforts, 
diverse employment opportunities should be 
increasingly created considering the causes and 
patterns of migration. Just transition policies 
should identify the vulnerable areas prone to 
climate change and undertake precautionary 
measures including alternative work opportunities 
for the inhabitants of those areas. Modernization of 
the labour force is essential to enhance 
competitiveness in future labour markets but that 
should address the existing vulnerabilities of male 
and female workers. This includes reskilling and 
upskilling through technical and vocational 

education and training, as well as improving 
efficiency through automation. The policies being 
developed on just transition should effectively 
address the gendered aspects of these changes. 
Incorporating such initiatives into policy 
frameworks can help mitigate the impacts of job 
displacement and ensure an equitable transition for 
all workers.

Promoting social dialogue
Just transition requires promoting social dialogue 
mechanisms between trade unions, employers, and 
government bodies to address labour grievances 
collaboratively. The social dialogue should integrate 
ideas, perspectives, and prescriptions of all relevant 
stakeholders while putting the workers at the center 
of the discussion. The social dialogue, with the 
effective participation of workers, should enable 
new norms and values that are conducive to the 
transition to a green economy.  This participatory 
approach will ensure that climate policies reflect 
on-ground realities, in alignment with ILO 
Convention No. 98, which facilitates 
worker-industry dialogue.

International Solidarity 
Climate change is the resulting consequence of the 
growth-driven development model adopted mostly 
by developed countries that leaves disproportionate 
impacts for emerging developing economies like 
Bangladesh. In line with this, just transitioning to a 
net zero economy which is less resource-intensive 
and incorporates renewable and clean energy will 
enable more vulnerabilities for Bangladesh. To 
address such vulnerability, developed countries 
must disburse the ecological debt in the form of 
climate finance, compensation for loss and damage 
and also offer investments in climate-related 
projects. It is reiterated that the just transition 
towards renewable and clean energy should be 
equitable, with the most vulnerable, protected, and 
the most responsible carrying the bulk of the 
burden.

Here the role of international cooperation and 
solidarity is crucial to evidence and advocate the 
need for international financing and foster 
enhanced engagement and leadership in achieving 
just and equitable transition. 
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This section highlights the action points to be undertaken by the relevant stakeholders in light of the 
recommendations made in this study. 

Action points

Stakeholder Recommendations Action Points

Government

Legal Reforms   ● Amend the Bangladesh Labour Act (BLA) 
to include climate-related provisions, 
human rights due diligence (UNGPs, 
CSDDD), gender equity, and living wages.

  ● Revise the EPZ Labour Act to allow trade 
unions and ensure compliance with ILO 
Conventions Nos. 87 and 98.

  ● Introduce gender-inclusive provisions 
prohibiting discrimination and violence 
against women explicitly 

  ● Introduce mandatory ADR provisions to 
settle disputes 

  ● Update climate policies (e.g., NAP 
2023-2050, Bangladesh Delta Plan 2100) 
to address labor vulnerabilities, 
gender-based risks, and climate-induced 
displacements.

Enforcement and 
Regulation

  ● Strictly enforce Air and Noise Pollution 
Rules and Environmental Conservation Act 
in labor policies.

  ● Enhance DIFE’s capacity to monitor 
compliance, impose penalties, and enforce 
climate-resilient labor standards.

Inclusivity and Worker 
Support

  ● Expand reskilling programs to transition 
workers from high-carbon industries to 
green jobs.

  ● Develop policies to resettle and support 
climate migrants with affordable housing, 
education, and sustainable livelihoods.

  ● Provide disaster relief compensation and 
unemployment allowances for workers 
affected by climate-related disruptions.

Access to Justice   ● Increase labor courts and digital complaint 
systems for faster dispute resolution.

  ● Establish legal aid cells in industrial zones 
for workers’ grievances.
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Stakeholder Recommendations Action Points

Strengthen Trade Union 
Rights

Tax on Environmental 
Externalities

  ● Simplify union registration processes, 
reduce minimum membership requirement 
for TU registration  and introduce legal 
protections for union leaders against 
employer retaliation.

  ● Introduce pollution taxes on factories 
exceeding emission limits. Redirect 
revenue toward climate adaptation 
projects in worker communities.

Establish mobile labour 
courts to reduce barriers 
to accessing justice for 
workers

  ● Deploy mobile courts in industrial zones 
and provide awareness campaigns for 
workers on accessing services.

Subsidies for Green 
Construction

  ● Offer targeted subsidies for eco-friendly 
construction, including renewable energy 
systems and energy-efficient HVAC 
systems.

  ● Provide support and incentives  for climate 
friendly factories 

Climate and Labor 
Practices

Human Rights and 
Gender Equity

Employers

  ● Adopt climate-resilient infrastructure (e.g., 
flood-proof designs, heat management 
systems).

  ● Implement living wage standards and 
ensure fair compensation accounting for 
climate impacts.

  ● Provide occupational safety measures 
such as PPE, sanitation, and water 
facilities.

  ● Support anti-discrimination policies, 
workplace protections, and maternity 
benefits.

  ● Establish gender-sensitive Anti-Harassment 
Committees with balanced representation

  ● Ensure enforcement of laws and policies

Training and Capacity 
Building

  ● Invest in reskilling and upskilling programs 
to prepare workers for automation and 
green jobs.

  ● Publish climate disclosure reports 
detailing adaptation strategies and 
support for workers.
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Stakeholder Recommendations Action Points

Policy and Advocacy   ● Promote reforms that balance employer 
needs with worker welfare.

  ● Facilitate collaboration among employers, 
workers, and brands on sustainability and 
labor rights.

Capacity Building   ● Conduct training on human rights 
compliance and sustainable business 
practices.

Collective Empowerment   ● Strengthen union rights by reducing union 
registration thresholds and penalizing 
anti-union activities.

  ● Participate in social dialogues to ensure 
representation in climate and labor 
policies. 

Gender Leadership

Support Services

Employer 
Associations

Workers and 
Tarde Unions

NGOs and CSOs

Brands, Buyers 
and Retailers

  ● Ensure women hold at least 30% of 
leadership positions in unions and 
committees.

  ● Conduct gender audits to rectify workplace 
disparities in pay and safety measures.

Advocacy and Awareness   ● Advocate for climate resilience, labor 
rights, and gender equity in vulnerable 
regions.

  ● Promote community-based awareness 
campaigns for inclusive just transition 
practices.

  ● Collaborate with government and 
employers to provide legal aid, housing, and 
reskilling programs.

Supply Chain 
Accountability:

  ● Promote responsible purchasing practices 

  ● Provide support to the industrie to meet 
emerging challenges 

  ● Conduct independent labor and 
environmental audits of factories.

  ● Mandate sustainability-linked rewards for 
climate-friendly practices in factories.

Transnational Grievance 
Mechanisms

Energy and 
Infrastructure 

  ● Establish systems to address worker 
complaints beyond national jurisdictions.

  ● Support hybrid energy systems and 
infrastructure upgrades to improve climate 
resilience.
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Stakeholder Recommendations Action Points

Funding and Technical 
Assistance

Advocacy for Vulnerable 
Economies

  ● Provide and facilitate climate finance and 
investment in renewable energy projects.

  ● Monitor adherence to global labor and 
climate standards (ILO, UNGPs, CSDDD).

  ● Push for equitable transitions, 
emphasizing developed countries' 
responsibility for ecological debt.

Social Dialogue   ● Create platforms for collaboration among 
stakeholders to ensure inclusive 
decision-making.

Climate-Resilient 
Factories

  ● Advocate for flood-resistant designs, 
renewable energy systems, and 
sustainable materials in industrial zones.

Gender-Sensitive Policies 
and measures 

  ● Provide childcare facilities, breastfeeding 
leave, safe transportation, and accident 
insurance for women workers.

  ● Promote gender sensitive legal aid service 
for the female workers

International 
Organizations

Cross-cutting 
action Points 
for all 
stakeholders
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