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Abstract 

 
Title: In the aftermath of Rana Plaza – Challenges for the safety within the garment 

industry of Bangladesh 

Course: 2FE74E, Bachelor thesis, organization/leadership. 15 ETCS 

Author: Kristin Wahnström 

Tutor: Anna Alexandersson 

Examiner: Leif Marcusson 

Key words: garment industry, Bangladesh, safety culture, cultural change, 

empowerment 

 

Purpose: The purpose of this bachelor's thesis is to investigate the safety culture among 

employees within the garment factory industry in Bangladesh. This is made in order to 

increase the understanding of the need for improvements and how these can be made.  

Methodology: This qualitative thesis has an abductive approach. The empirical findings 

are based on semi-structured interviews with 26 garment factory workers. 

Theoretical framework: The thesis deals with two theoretical areas. It addresses the 

concepts of safety culture and safety climate as well as their relation to organizational 

culture. Thereto it addresses theories on method implementations and changes in 

organizational culture. 

Results: Five recurring themes were found in the semi-structured interviews with factory 

workers: a new focus among management, training, risk and dangers at work, speaking 

about safety at work and wish for changes at work. It is hoped that the recurring themes 

reflect distinctive patterns within organizational and safety culture among garment 

factory workers in Bangladesh. 

Conclusions: In the aftermath of Rana Plaza the safety culture within the ready-made 

garment industry have seen major improvements. However, the safety culture still 

possesses several of shortcomings. In order for international initiatives to succeed in their 

objective of creating a safer and healthier ready-made garment industry in Bangladesh 

these shortcomings must be acknowledged. Thereto a bottom-up perspective must 

complement a top-down perspective in the ongoing implementation process of an 

organization culture which aim to empower factory workers and support factory owners 

to take responsibility for safety and health at work.  

 

https://mymoodle.lnu.se/course/view.php?id=12086
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Sammanfattning 

 

Titel: I efterdyningarna av Rana Plaza – Utmaningar för säkerheten inom textilindustri i 

Bangladesh 

Kurs: 2FE74E, Kandidatuppsats, organisation/ledarskap. 15 hp. 

Författare: Kristin Wahnström 

Handledare: Anna Alexandersson 

Examinator: Leif Marcusson 

Nyckelord: textilindustri, Bangladesh, säkerhetskultur, kulturförändring, empowerment 

 

Syfte: Syftet med kandidatuppsatsen var att undersöka säkerhetskulturen bland anställda 

inom textilindustrin i Bangladesh. Detta görs för att öka förståelsen om behovet av 

förbättringar och hur dessa kan göras. 

Metod: Denna kvalitativa uppsats har en abduktiv ansats. De empiriska fynden baseras 

på semistrukturerade intervjuer med 26 textilarbetare. 

Teoretiskt ramverk: Uppsatsen behandlar två teoretiska områden. Dels behandlar den 

begreppen säkerhetskultur och säkerhetsklimat samt deras relation till 

organisationskultur. Dels behandlar den teorier om metodimplementering och 

förändringar inom organisationskultur. 

Resultat: Fem återkommande teman återfanns ide semistrukturerade intervjuerna 

medtextilarbetare: ett nytt fokus hos ledningen, utbildning, risker och faror i arbetet, att 

tala om säkerhet på arbetsplatsen samt önskemål om förändringar på arbetet, 

Förhoppningen är att de återkommande temana speglar tydliga mönster i organisations- 

och säkerhetskulturen bland textilarbetare i Bangladesh. 

Slutsatser: I efterdyningarna av Rana Plaza har säkerhetskulturen inom textilindustrin 

sett stora förbättringar. Säkerhetskulturen lider dockfortfarande av flera brister. För att 

internationella initiativ ska lyckas nå sin lyckas skapa en säkrare och mer hälsosam 

textilindustri i Bangladesh måste dessa brister erkännas. Därtill krävs ett bottom-up 

perspektiv kompletterar ett top-down perspektiv i den pågående implementeringen av en 

organisationskultur som syftar till att skapa empowerment hos textilarbetare och att stötta 

fabriksägare till att ta ansvar för en säker och hälsosam arbetsmiljö.  

 

https://mymoodle.lnu.se/course/view.php?id=12086
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1 Introduction 

This chapter will provide an introduction to the garment industry of Bangladesh. 

Workplace safety and health within the industry will be discussed and an initiative to 

improve workplace safety and health, called The Accord on Fire and Building Safety in 

Bangladesh, will be explained.  Thereto the chapter gives a brief background on the 

concept of safety culture and cultural changes within organisations. Towards the end of 

the introduction problem discussion, research questions and purpose of the thesis are 

lined out. Finally, the disposition of the thesis will be lined out. 

 

1.1 Background 

Bangladesh has a long history of health and safety tragedies in garment and textile 

manufacturing. Garment factory fires and collapses have killed at least 1800 workers 

since 2005. In recent years two major disasters have gained widespread international 

publicity. On November the 24th in 2012 a fire broke out in the Tazreen Fashion factory 

in the periphery of Dhaka. Almost 120 people were confirmed dead in the fire and at least 

200 were injured, making it the deadliest factory fire in the nation's history. Five months 

later, on 24th of April in 2013, Rana Plaza, an eight-story commercial building, collapsed 

in the outskirts of Dhaka. Almost 1200 people were confirmed dead in the accident and at 

least 2500 were injured. It is considered the deadliest garment factory accident in history, 

as well as the deadliest accidental structural failure in modern human history (The Accord 

on Fire and Building Safety in Bangladesh, 2014). 

 

1.1.1 The ready-made garment industry of Bangladesh 

In economic terms the ready-made garment industry of Bangladesh has been a success 

story. The export-orientated ready-made garment sector has seen an exponential growth 

since the 1980s. At present it stands for more than 10 percent of total GDP and about 80 

percent of the country’s total export earnings. Bangladesh is the world’s second-biggest 

exporter of clothes after China. Low labour costs and high capacity are main competitive 

factors of the industry. The industry in Bangladesh is highly centralized; more than two 

thirds of its 5600 factories are situated in and around the area of the capital Dhaka. A 

majority, 80 percent, of its 4 million workers are women. Yet another 10 million of 

Bangladeshis are dependent on the salaries of those employees. The industry is an 

opportunity for women to enter the job sector as well as for poor, rural people to enter the 
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urban livelihood. The garment industry plays an essential role in the urbanization of the 

country (Akter, Uddin & Borgshultze, 2013). 

 

1.1.2 The factory owners 

Factory owners within the ready-made garment factory industry have to meet the 

demands of their buyers, which comprise of international brands and retailers. The 

demands within the apparel industry can be tough. It is an industry with a high level of 

unpredictability due to seasonal fluctuations and shifts in fashion. Thereto, the domestic 

environment is distinguished by uncertainty, which is getting more extreme as 

competition within the country gets more intense. The factory owners carry a high risk. 

They have to pay for their fabric before they have received payment for the order. If the 

retailer is dissatisfied with the shipment or the shipment is too late, the firm may have to 

cut back on its price in order to ensure that it is sold. There is no guarantee that the orders 

will come in on a regular basis. Employers who deal directly with retailers are constantly 

being pushed for their prices and at the same time they have to meet the codes of conduct 

set by retailers in response to consumer pressure (Kabeer & Mahmud, 2004). H&M, the 

Swedish clothing retailer that buys more clothes from Bangladesh than any other Western 

company, has a model of establishing multiyear relationships with factories. This enables 

a lower risk of the factory owner (Bajaj, 2013). 

 

1.1.3 Working conditions in the garment industry 

Low wages, long working days, high production requirements, irregular payments and 

short contracts of service are working conditions commonly found in the garment 

industry (Akter, Uddin & Borgshultze, 2013; Kabeer & Mahmud, 2004; Haider, 2007). 

Though, the conditions vary within the industry. Large factories found in the export-

oriented ready-made garment industry often have direct links with their international 

buyers, modern equipment, family insurances and general better conditions than the rest 

of the industry. In general smaller factories either produce for the domestic market or take 

on sub-contracted orders from larger factories (Kabeer & Mahmud, 2004). These factories 

will not face demands from international buyers. In an interview one factory owner 

explains that: “If customers like H&M didn’t push us we wouldn’t do a lot of things”. The 

same owner goes on to explain that the government needs to step up factory inspections 

and Bangladeshi manufacturers should invest more of their profits into making their 

factories safer. Though, none of this will happen if international retailers do not demand 
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and help to pay for it. In addition the system could be improved by ensuring that western 

companies don’t award contracts which are so big that suppliers cannot realistically fulfil 

them without subcontracting (Bajaj, 2013).  

 

The labour law of Bangladesh requires a least one day off per week. In a large study, 

named Worker's voice report 2013, over 1200 Bangladeshi garment workers from more 

than 250 different factories were interviewed. In this study most of the interviewees, 

almost 87 percent, claimed to be working six days a week. However, 13 percent reported 

that they go work every day. In the same study long working days were reported: 92 

percent of the participators worked ten or more hours every day and almost 4 percent of 

the interviewed normally worked more than 14 hours in a day (Akter, Uddin & 

Borgshultze, 2013).  

 

The exploitation of workers is possible due to an unlimited supply of migrant labour 

willing to work the long hours demanded for little pay. The foremost reason for worker's 

to join the garment industry is of course the economic incitement. However compared to 

other work places available to unskilled, young people, the ready-made garment industry 

is known to be fairly good; it provides a relatively stable income, including benefits such 

as paid leave and festival bonus, in a relatively safe working environment. Especially for 

young, poor women the garment industry offers job opportunities that they will hardly 

face anywhere else in Bangladesh (Akter, Uddin & Borgschulze, 2013). 

 

1.1.4 Labour relations 

Labour relations within Bangladesh are at a poor state and are currently preventing future 

developments of unions. Commonly factory owners and management are reluctant 

towards labour unions and the organizing of workers. Further there is a widespread lack 

of knowledge on worker’s rights among owners and management (Committee on foreign 

relations United States Senate, 2013). Akter, Uddin and Borgschulze (2013) identified 

distinctive different mindsets among factory workers, management and factory owners. 

Workers, on one hand, perceived their work in the factory as a necessary, negative aspect 

of their life that needs to be done. Management and factory owners, on the other hand, 

perceived the worker as a necessary aspect of production that needs to be controlled and 

contained. In order to improve the quality of labour relations workers rights need to be 

recognised. Thereto workers need to recognise their role as acting agents. This demands 
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for more education among parties involved. In order to establish a constructive dialogue 

between workers, owners and management common platforms were suggested, such as 

democratically elected participation committees (Akter, Uddin & Borgschulze, 2013). 

 

Unfortunately, abuse at work is a widespread phenomenon within the garment factory 

industry and reflects the poor quality of labour relations. In an interview study of workers 

more than a third of the participators reported that they had been abused by management. 

The most common type of abuse reported was of verbal nature. Female as well as male 

workers reported this almost to the same extent (Akter, Uddin & Borgschulze, 2013). 

 

1.1.5 The Accord on Fire and Building Safety in Bangladesh  

In the aftermath of the Rana Plaza building collapse, several initiatives on workplace 

safety and health within the garment industry of Bangladesh has been taken place. These 

initiatives have gathered labour organizations, non-governmental organizations, 

companies as well as governments worldwide. The biggest initiatives formed is “The 

Accord on Fire and Building Safety in Bangladesh” (henceforth called the Accord). The 

Accord is a legally binding agreement between global brands, retailers and labour unions 

formed to create a safe and healthy Bangladeshi ready-made garment industry. Up until 

today the agreement has been signed by over 190 global brands and retailers from over 20 

countries in Europe, North America, Asia and Australia, two global labour unions and 

eight Bangladesh labour unions as well as four NGO witnesses. The Accord is currently 

covering around 1700 factories in Bangladesh in its field work (The Accord on Fire and 

Building Safety in Bangladesh, 2014).  

 

1.1.5.1 Programs of the Accord 

The Accord offers two comprehensive programmes: the inspection program and the 

participation program. The inspection program includes inspections an all covered 

factories. The inspections evaluate fire, electrical and structural safety. After initial 

inspections with associated reports in the three areas, the factory owners and signatory 

companies develop a Corrective Action Plan (CAP). A team of engineers, working for the 

Accord, will monitor progress and verify implementation of CAPs through follow-up 

visits. The results from independently made inspections of factories will be published on 

the Accord website, including the name of the factory, detailed information about the 

hazard and recommended repairs. An additional new, important standard which have been 
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set out by the Accord, is the financing system of needed renovations and repairs; these 

will be paid by the retailers (up to a maximum of 2.5 million dollars per company). The 

inspection program was enrolled in February 2014 and is currently (March 2015) in its 

ending phase (The Accord on Fire and Building Safety in Bangladesh, 2014). 

 

The second program of the Accord to be launched is the participation program. The 

overall goal of the participation program is to empower workers and support factory 

owners to take ownership for making and keeping their factories safe. The main part of 

the program consists of the election of occupation safety and health committees (OSH) at 

each factory producing for the Accord brands. These committees are believed to be 

crucial for the long term implementation of the Accord. Hence, electing these committees 

and making them effecting in addressing and monitoring safety and health issues on a 

regular basis is essential for the training efforts of the Accord. Another part of the 

participation program consists of making sure that all workers at factory producing for 

Accord brands will have access to a credible safety and health complaint system. 

Complaint handlers within the Accord will investigate and facilitate resolution of safety 

and health complaints received. When desired, these complaints can be handled 

confidentially. The safety and health complaint system is already at use in many factories, 

while the main part of participation program, the electing of OSH, is yet to be launched. 

The first pilot projects are scheduled to March 2015 (The Accord on Fire and Building 

Safety in Bangladesh, 2014). 

 

1.1.6 Towards an improved safety culture? 

Conditions within the ready-made garment industry testify for a great need for changes to 

take place in order to create safe and healthy working environment. The participation 

program within the Accord, with its aim to empower workers and support factory owners 

to take ownership for making and keeping their factories safe, will play an important role 

in the improvement of working conditions. If successful, the participation program would 

be essential in the development of, what Reason (1997) would call, a good safety culture. 

According to Reason (1997) a good safety culture is equal to an informed culture. This 

presupposes an open and reporting culture, which in turns assumes a just and fair culture. 

Thereto flexibility and learning is two important component of a good safety culture, 

according to the same author. Antonsen (2009) stated that a good safety culture does not 
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mean that there is consensus and harmony, rather it is a culture where different opinions 

are encouraged and where there is room to handle conflicting opinions. Hale (2000) have 

suggested that a good safety culture consists of a few essential components, for example 

safety should be a priority within the organization, all members of an organization should 

feel a responsibility for it, there should be a continuous rethinking of safety aspects and 

an open climate should prevail.  

 

Safety culture exists within the greater organizational culture. Changes of such a culture 

are considered a difficult project among organizational researchers. A fraction among 

them will even claim that the consciously manipulation and control of an organization 

culture is impossible. However, if one connects to the idea that a change of culture is 

possible, the literature holds three views on how this change can be made; it can be done 

as a top-down process, a bottom-up process or as a combination of the two of them. All 

three views are considered possible. However, cultural changes usually take place 

according to the third view, where some kind of combination between top-down and 

bottom-up processes are taking place. Typically it is important to consider perspective of 

management as well as that of workers. For a successful change of culture to take place it 

is of particular interest to understand everyday changes in mindset of the workers. Top-

down initiated cultural changes are probably very difficult to fulfil, without happenings of 

initiatives among workers (Alvesson & Svenningsson, 2008). 

 

1.2 Problem discussion 

In economic terms the garment industry of Bangladesh has been a success story. Though, 

in terms of human suffering the cost have been enormous and still are. Problems of safety 

and health issues within the industry have been on the agenda for several years. A study, 

conducted in 2008 (Akther, Salahuddin, Iqbal, Malek & Jahan, 2010), revealed a great 

deal of deficits; for example health concerns regarding lack of clean water, toilet and 

washroom facilities were raised and in addition deficits in fire and structural safety were 

observed. Hazardous work environments have caused dissatisfaction among factory 

workers. Dissatisfaction among workers has also been caused by low wages, irregular 

payment, long working hours as well as sexual harassment at the workplace (Akter, 

Uddin & Borgschulze, 2013; Rashid, 2007). 
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The Rana Plaza disaster in 2013 is a critical point for the work on occupational health and 

safety in Bangladesh. In the aftermath of the disaster several global initiatives have been 

formed, in order to create a safer working environment for garment factory workers 

(Akter, Uddin & Borgschulze, 2013). The Accord, the biggest of the initiatives formed, 

has since the middle of 2013 done considerable work in improving fire, electrical and 

structural safety within the garment factory in Bangladesh. Money has been put into new 

constructions and into safety inspections. The ready-made garment industry in 

Bangladesh has been forced to take new actions on safety. The engineering approach has 

seen progress; through an extensive work on improvements in electrical safety it is 

believed that many fires have been avoided (Loewen, 2015; The Accord on Fire and 

Building Safety in Bangladesh, 2014). The engineering approach, such as improving 

technology and physical design within the workplace, is an important part of creating safe 

working environments. In addition the concepts of safety culture play an essential role in 

the same area (Kines et al., 2011). Safety culture as an essential building block has been 

acknowledged in the work of the Accord, where a program to empower workers and 

support factory owners to take ownership for making and keeping their factories safe is 

planned (The Accord on Fire and Building Safety in Bangladesh, 2014). 

 

The view on safety issues within organizations have widened continuously since the 

beginning of the nineteenth century. The focus was originally on technology and physical 

design. After world war two this perspective was widened when the individual's role in 

the rise of accidents was given attention; much research were devoted to prevention by 

selection, education and motivation. This lead to a human-factor perspective; where the 

interaction between human and technology was in focus. During the 80s this view was 

broadened to include management systems and employee participation in order to 

understand safety within organizations. This perspective came to be important for the 

development of the health and safety legislation in Scandinavia during the 1980s (Hale & 

Howden, 1998). Reason (1997) put forward that organizational as well as individual 

accidents are rooted in factors which include organization and management. According to 

the same author, this increased interest in organizational factors resulted in extensive 

research on safety culture and safety climate. 

 

The two programmes of The Accord, the inspection program and the participation 

program, together include a broad view on safety within organizations. Though, a 



  
 

14 

 

successful implementation of the programs demands for knowledge on the current status 

of safety within the industry. The current status on technology and physical design has 

been included within the inspection program. However, for the participation program no 

such extensive mapping is planned. Safety culture, seen as a part of the wider concept of 

organizational culture, in Bangladesh has captured the interest of very few studies. 

Further these studies have not been concerned with the garment industry in the country 

neither have they had a focus on safety issues (Uddin, M. J., Luva, R. H., & Hossian, 

S.D., 2013). Though, some studies have focused on more general aspects such as national 

culture aspects (Hofstede, G., Hofstede, G. J. & Minkov, M., 2010) as well as on garment 

factory workers own views on their working environment (Akter, Uddin & Borgshultze, 

2013). These general aspects are thought to play a role and/or affecting the safety culture 

in the garment factory industry. However, as far as the author is concerned, studies 

focusing specifically on the safety culture within the garment industry of Bangladesh are 

still lacking. This is the starting point for this thesis. 

 

International buyers and retailers will usually put pressure on factory owners to create a 

safer and healthier working environment (Bajaj, 2013). Managements view and action on 

occupational health and safety is an important part of a safety culture within an 

organization. Though, the evaluation of safety culture needs to consider the shared 

perceptions of the whole group (Kines et al., 2011). Hence there is a need for an 

evaluation of the factory workers own views on safety issues in order to understand the 

culture. Understanding and determining the safety culture within an organization, is an 

essential step to improve the level of ditto (American Institute of Chemical Engineers 

[AIChE]). Therefore one of the aims of this thesis is a study of the current safety culture 

within the garment factory industry of Bangladesh.  

 

The inspection program of the Accord has followed a top-down process of 

implementation and seen success in improving fire, electrical and structural safety. 

However a top-down process of implementation will not be sufficient for the long-term 

implementation of the Accord, where yet another goal is to empower workers and support 

factory owners to take ownership for making and keeping their factories safe. In the latter 

case a top-down as well as a bottom-up perspective is most likely necessary. In addition 

the implementation process of the participation program of the Accord is expected to 

meet challenges as it involves a major cultural change of the existing organizational 
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culture. The inclusion of management and employee participation is a new perspective on 

safety in Bangladesh. This perspective has evolved in Scandinavia and other western 

countries during decades, from a long tradition on a focus on safety. It has further been 

supported with legalisation. There is an existing health and safety legislation in 

Bangladesh as well. Though, considering the situation in many industries in Bangladesh it 

is clear that health and safety in working life does not have the same status and 

development compared to many western countries. Therefore the implementation of a 

safety culture within the garment factory industry in Bangladesh is expected to take time 

and face challenges. Describing these challenges is another aim of this thesis.  

 

1.3 Research questions 

 What is the current status of safety culture among factory workers in the ready-

made garment industry? 

 Within this context what are the challenges that the implementation of the 

participation program of the Accord may face? 

 

1.4 The purpose of this bachelor's thesis 

The purpose of this bachelor's thesis is to investigate the safety culture among employees 

within the garment factory industry in order to understand the challenges in the 

improvements of ditto. In order to accomplish an effective change in organizational 

culture the worker's thoughts, believes and values will be important to understand. That 

will create an opportunity to make profound improvements in mindset as well as 

behaviour towards a safer and healthier working environment. 

 

1.5 Disposition 

This thesis consists of six main chapters: 

Introduction: In the introduction (chapter 1) a background to the selected subject will be 

given together with a presentation of the aim and the research question of the thesis. 

Theoretical framework: In the theoretical chapter (chapter 3) essential concepts of the 

thesis are defined and described. Thereto theories on cultural change are presented.  

Methodology: In the methodology chapter (chapter 2) the approach, the line of action and 

the set-up are presented.  

Results: The empirical findings (chapter 4) present the results from the data collection. 
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Discussion: This chapter (chapter 5) discusses the most prominent of the results and 

answers to the research questions are laid out. 

Final conclusion: The last chapter (chapter 6) provides a summary of the findings and the 

discussion and presents the conclusion. Thereto suggestions for future research are put 

forward. 
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2 Theoretical framework 

This chapter will firstly explain the concepts of safety culture and safety climate. This will 

end with a description on the starting point of this thesis. Secondly cultural changes 

within in organizations will be discussed; possibilities and challenges seen in current 

literature will be described. The theories described will be used for answering the 

research questions of the thesis. Lastly, a few starting points of this thesis is presented.  

 

2.1 Safety culture and safety climate 

2.1.1 Its origin 

Safety culture and safety climate are concepts that today attracts a lot of attention across a 

broad number of industries and sectors. One of the reasons to this is that a good safety 

culture and a good safety climate are some of the important factors in achieving safe work 

places. The theoretical background of safety culture and safety climate lies in theories of 

organizational culture and organizational climate. Joint research on organizational culture 

and organizational climate focuses on the meaning that people within organizations attach 

to policies and activities as well as mechanisms through which this meaning is transferred 

to members of an organization. Research on safety culture and safety climate have the 

same focus. Though, this research will be directed towards policies, activities and 

transactions which are thought to have an effect on the safety within the organization. 

 

2.1.2 Definitions 

The Chernobyl disaster in 1986 laid the foundation for the term and the meaning of safety 

culture. In the aftermath of the tragic accident the International Nuclear Safety Group 

(INSAG) presented reports in which the concept of safety culture was introduced, 

developed and explained. In these reports safety culture wasn't put forward as phenomena 

that either exists or not; rather it was thought to always exist though with varying quality. 

The definition put forward by the INSAG concluded that safety refers to good safety 

attitudes as well as to good safety management. Thereto it put forward that safety has the 

highest priority in a good safety culture (Pelzer, 2006). 

 

However, the first definition of safety culture has proven to be insufficient. It only 

referred to nuclear plant safety issues, whereas safety culture today refers to a much 

broader range of industries. Yet another deficiency was the lack of theoretical 
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background, where it wasn’t based on theories of organizational culture. The apparent 

scarcities might be partly to blame for the confusion around the concept of safety culture. 

It has led to several varying definitions of safety culture in the literature of today 

(Choudhry, Fang, & Mohamed, 2007; Guldenmund, 2000). The numerous of definitions 

on safety culture existing today have different emphasizes; some of them focus more on 

attitudes and behaviours while other refers to beliefs and norms (Choudhry, Fang, & 

Mohamed, 2007). Reason (1997) argue that one of the most prominent and most 

commonly used definitions of today is the one stated by the U.K. Health and Safety 

Commission (HSC). This definition has also been adopted by the Advisory Committee for 

Safety in Nuclear Installations. The definition is as follows (Reason, 1997):  

 

The product of individual and group values, attitudes, perceptions, competencies and patterns of behaviour 

that determine the commitment to, and the style and proficiency of, an organization’s health and safety 

management. Organizations with a positive safety culture are characterized by communications founded on 

mutual trust, by shared perceptions of the importance of safety and by confidence in the efficacy of 

preventive measures (page 194). 

 

As with safety culture, safety climate is lacking a standard definition. A common 

description of safety climate is that it's a “snapshot” of safety culture, meaning that safety 

climate reflects safety culture at a given time and place (Zhang et al., 2002). Safety 

climate typically refers to member’s perceptions and therefore relates to the surface of 

organizational life and culture, whereas safety culture refers to a deeper structure of the 

organization which is related to the beliefs, values and assumptions among the members 

(Denison 1996). Safety culture is therefore considered to be a more stable over time. 

According to this reasoning, the primary distinction between the two concepts is that 

climate refers to a situation (hence given time and location) while culture refers to an 

evolved context (Wiegmann et al., 2002). 

 

2.1.3 What is a good safety culture? 

According to Reason (1997) a good safety culture is equal to an informed culture. Reason 

suggests that an informed culture consist of four subcultures namely a just culture, a 

reporting culture, a learning culture and a flexible culture. These subcultures very much 

influence and depend on each other, shown by figure 1. 
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Figure 1. An image describing the concept of safety culture suggested by Reason (1997) 

 

 

A just culture includes an atmosphere of trust in which people are encouraged and even 

rewarded for providing essential safety-related information. In a just culture it will also be 

clear to all members what acceptable as well as non-acceptable behaviour is. In the 

reporting culture members are prepared to report their mistakes and near-misses. That 

kind of culture is dependent on a just culture, where members trust the organization 

enough to report on safety related issues. A reporting culture is developed when an 

organization consequently encourages and rewards its member for reporting on these 

kinds of issues. In general punishment is seldom, if ever, used. That is because 

punishment may lead to an unhealthy compliance of rules; a slavish following at the 

expense of the use if the safest behaviour in every situation. A reporting culture will also 

make sure that the practical procedure of reporting on safety related issues is easy 

(Reason, 1997). Reason (1997) have stressed five factors that influence quality and 

quantitative of reports: 

 

1. Indemnity against disciplinary proceedings – as far as practicable.  

2. Confidentially or de-identification. 

3. The separation of the agency or department collecting and analyzing the reports from these bodies with 

the authority to institute disciplinary proceeding and impose sanctions. 

4. Rapid, useful, accessible and intelligent feedback to the reporting community. 

5. Ease of making the report.(p. 197) 

Informed 
culture = 

Safety 
culture 

Just 
culture 

Reporting 
culture 

Learning 
culture 

Flexible 
culture 
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A learning culture possesses the will and competence to draw conclusions from available 

information. Available information could for example be reports on error. If there is a 

need, a learning culture, will also able to implement reforms. The learning culture draws 

conclusion based on the information from a reporting culture. However, without a 

learning culture where one learns from errors and hazards, the reporting culture will lose 

its strength. Finally, a good safety culture includes a flexible one, meaning a culture 

which can reconfigure itself in the face of high tempo operations or certain kind of danger 

(Reason, 1997). 

 

Antonson (2009) states that a good safety culture does not mean a culture of consensus 

and harmony, rather the opposite; different opinions should be rewarded and there should 

be room to handle different opinions on safety. Such a culture will ensure a certain degree 

of variation, which is a presumption for an organization to learn. Hale (2000) further 

suggested that a good safety culture is characterized by seven essential aspects. Firstly, 

safety should be a priority among management as well as among employees. Everyone in 

the organization should further be engaged in the safety issues as work. Thirdly, there has 

to be a continuous reflecting and rethinking of current safety systems. Members of the 

organization further have a joint responsibility for occupational safety. In addition 

members within the organization must feel that they can openly discuss safety related 

issues. Thereto a willingness to discuss such issues exists. Sixthly, causes of accident are 

search for within the whole organization instead of pointing only to individual behaviour 

in connection to the accident. Lastly, safety should permeate all aspects of work.  

 

2.1.4 Benefits of a good safety culture and safety climate 

The literature supports a positive relationship between safety culture, safe behaviour and 

a low accident frequency. Likewise there is a negative connection between safety culture 

and accidents, hazards and risky behaviour (Kuenzi & Schminke, 2009). Most of the 

conducted research consists of cross-sectional studies. Though in later years longitudinal 

studies have shown the same results, indicating a causal relationship between safety 

culture, safety climate and a low frequency of errors, near-misses and accidents within an 

organization (Neal & Griffin, 2006; Wallace, Popp & Mondore, 2006).  

 

2.1.5 Safety and society 

Organizations are not closed systems; rather they are to high extent affected by a 
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constantly and fast changing environment. Such an environment demands restructuring 

and flexibility from the organizations. Research has shown that this demand can lead to a 

reduced priority of safety issues compared to production target, more risk taking 

behaviour as well as less access to resources, education and information. Temporary 

employment contracts have also shown to have a positive relation to accident occurrence. 

Language and communication barriers can be a problem which arises in the wake of 

globalization. Migrant labour might also be prepared to take higher risk in order to show 

their mettle and will in some cases also receive less work-based education. The need for 

regulations, legislation and certification within the field of work-place safety becomes 

clear and it is not enough to rely on voluntarily policies, procedures and agreements, 

based on for example “corporate social responsibility” (Koukaulaki, 2009). 

 

2.1.6 Measuring safety culture safety cultures and safety climates 

The study of a safety culture is a complex and time consuming experience. The study 

usually requires qualitative as well as quantitative methods. It should also be pointed out 

that no entirely satisfactory methodology for the evaluation of safety culture has yet been 

developed. Comparing the measurement of safety culture and safety climate, the latter is 

considerable easier to evaluate. The primary reason comes down to the fact that safety 

climate can be measured using only quantitative methods. Time, available resources and 

aim with the evaluation will guide the selection of methods and tools for measuring safety 

culture and climate. Further the use of both internal and external resources can be 

considered (Reason, 1997). 

 

2.2 The relationship between organizational culture, safety culture and 

safety climate 

The literature clearly states that every organization has an organizational culture. Though, 

if every organization has a safety culture or not is still arguable. Some researches put 

forward that every organization has a safety culture though it can vary in its strength. 

However, others claim that an organization can only claim to hold a safety culture when 

safety is one of the leading priorities within the organization. According to the latter view 

there are only a few organizations which include a safety culture (Hopkins 2006).  

 

While some researchers view safety culture as a part of the organizational culture others 
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chooses to study the organizational culture's impact on safety culture (Hopkins, 2006). 

Haukelid (2008) and Pidgeon (1991) represents the former view; according to the 

researchers safety culture is created when members of a group repeatedly behaves 

according to what they view as the obvious way of acting. This forms a common, unique 

group view on risk, danger and safety. Being familiar with this safety culture can help us 

form explanatory models on how and why accidents happen. Hale (2000) represents the 

latter view when he claims that rather to speak about a safety culture within the 

organization one should speak about how the organizational culture's impact on safety 

culture. He holds that the organization's culture constitutes of basic assumptions and 

values which can have effect on the safety even if they do not explicitly concerns safety. 

Hopkins (2006) represents this latter view as well when he chooses to study the 

organizational culture and its consequences on safety, rather than to define and study the 

safety culture itself.  

 

2.3 Cultural change 

2.3.1 Is a change of culture possible? 

In theory the participation program of the Accord has good prospects in order to create a 

good safety culture within the garment industry of Bangladesh. However, organizational 

researchers are often sceptical towards the consciously manipulation and control of an 

organization culture, that safety culture is a part off. Alvesson and Svenningson (2008) 

put forward that there is no easy answer to the question whether organizational culture 

can be managed or not. However they have identified three positions within current 

research. The first holds that organizational culture can be changed by top management, 

at least under certain conditions and with use of adequate resources and skills. A second 

view is that a change of culture is very difficult. This view states that managers exercise a 

certain influence on some values and meanings under some circumstances. However, it 

should be noted there is a multitude of various values, meanings and underlying structure 

of which many are difficult to influence. The third position means that culture cannot be 

controlled. Employees create their own meanings of work. Management’s efforts to 

exercise influence will be reinterpreted by the ones who are affected and intended effort 

might get lost. The veracity of the three different positions is not easily investigated. One 

reason for that is that organizational culture has numerous of definitions. If culture is 

associated with underlying and unconscious assumptions, it will be difficult to change 
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culture in a predictable way. Yet if culture is viewed more superficially, focusing for 

example on observable behaviours, it becomes more apparent and easier to change a 

culture. Another reason for the hardship in investigation possibilities of organizational 

change is that i takes a long time, is difficult to grasp and hence difficult to study 

(Alvesson, 2009).  

 

In order for a cultural change to happen Schein (2004) holds that an event which question 

as well as destabilizes basic assumptions must occur. Such an event can for example be a 

catastrophic accident or a whistle-blowing at the right time. Alvesson (2002) agrees that a 

major change of culture foremost is possible in times of crises. Though, according to 

Antonsen (2009) cultural changes do not happen exclusively in case of accidents. Rather 

cultural is constantly affected in the daily work of an organization. The possibility of an 

intended, management-driven cultural change is, according to Schein as well as Alvesson, 

very difficult and will always take a long time. One common mistake is the presumption 

of one existing culture, whereas several different subcultures are likely to exist (Alvesson 

& Svenningsson, 2008).  

 

2.3.2 Cultural change from three perspectives 

If one connects to the idea that a change of culture is possible, the literature holds three 

views on how this change can be made. Firstly a cultural change could be seen as top-

down process, where the change is a planned and rational action. This is the most 

common view on organizational change. It holds the possibility of an intentional large-

scale transformation from one specific situation to another more preferable one. Though, 

it is recognized that this is a difficult process which often takes a long time. Top 

management plays an essential role in this process; insight on needed change emerges 

from them and they will also plan the process. The process not only includes a change of 

projects and focus as well as new decisions in line with the wanted change, but also 

dramaturgical acts of management such as public speeches and highly visible acts in order 

to reframe how people should think, feel and act in accordance with the new ideals and 

values (Alvesson &  Svenningsson, 2008). 
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In order for a cultural change to take place a combination of actions are thought to be 

required, which are summarized by Alvesson and Svenningsson 2008:  

 

 new recruitment and selection procedures so that people supportive of a desired culture will be 

hired, sometimes combined with laying off and/or replacing people 

 new forms of socialization and training programmes to signal the desired value and beliefs 

 performance appraisal systems in which the culturally correct ways of being and behaving are 

rewarded and encouraged 

 promotion of people expressing and symbolizing the desired culture 

 leadership which communicates cultural values in talk, actions and material arrangements, e.g. 

vision talk and for-public-consumption acts by the top manager 

 the use of organizational symbols – language (slogans, expressions, stories), actions (use of 

meetings in a ritual way, the visible use of managers’ time to signal what is important) and 

material objects (corporate architecture, logotype, dress code). (p. 44-45) 

 

The top-down process addresses culture as a homogeneous object which can be changed 

through the implementation of a homogenous set of messages and practices. However, it 

is likely that these will trigger unexpected and diverse responses, especially in complex 

organizations with a diversity of occupations. Yet in order to accomplish a change 

effectively management must include the problem of people's cognitions such as thought, 

believes and values, in addition to their behaviour. This might require a deeper 

understanding of cultures as well as subcultures on how people see themselves in 

organizations. Research has also shown that cultures within organizations often alter; in 

sum they are inconsistent and ambiguous (Alvesson & Svenningsson, 2008).  

 

Another view on cultural change holds more of a bottom-up perspective. In this case the 

change tends to be driven by one ore a few senior actors, but informal authorities and 

small groups of people may also be central. The whole change is mostly informal. Thus it 

is not clearly set out as a project with a set of distinct activities which are supposed to 

accomplish a predefined goal; rather it is a matter of a local cultural change which 

happens through an everyday reframing of an organizational culture.  Local initiatives are 

also often constrained by a broader organizational culture and hierarchal structures. When 

cultural changes are taking place as an everyday reframing the initiatives will, on the 

other hand, be part of common interaction patterns within an organization as well as 

adjusted to the working situations of people. Therefore they will have a chance of a 
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stronger impact. The advantages of cultural change as a bottom-up process, compared to 

that of a top-down process, can be found in its potential of being better connected and 

having greater insights in people's cognitions such as thought, believes and values. In that 

the bottom-up process will have a greater potential in changing these (Alvesson & 

Svenningsson, 2008).  

 

In order to understand cultural change it's probably necessary to address both the bottom-

up and the top-down perspective. The combination of the two of them forms the third 

view on cultural change. The third view can be shown in two scenarios. A top 

management initiative can support and inspire local initiatives and thereby change work. 

This must include tolerance from top management; local initiatives must be taken into 

account and listened to rather than top management insisting on clearly defined plan for a 

change of culture. Top management can also chose to pick up on an initiative from local 

forces, trying to use this as an example for a broader program (Alvesson & Svenningsson, 

2008).  

 

Alvesson and Svenningsson (2008) state that cultural changes usually take place 

according to the third view, where some kind of combination between top-down and 

bottom-up processes are taking place. Though, it is possible to imagine a cultural change 

taking place only as a top-down process. Imagine a relatively homogenous organization 

where people at large agree on new messages and practices. If the people's thinking and 

action get affected by these new norms in a relatively uniformly way, a strictly top-down 

process might be successful. The other way around, a cultural change taking place only as 

a bottom-up process, is possible as well. Local initiatives don’t have to come in contact 

with top management or larger segments of the organization. Thus local cultures can be 

formed purely as a bottom-up process. Though, typically is important to consider 

perspective of management as well as local. In particular it is important to know if any 

and what kind of everyday reframing is taking place. Top-down initiated cultural changes 

are probably very difficult to fulfil, without happenings of local initiatives.  

 

2.4 Starting points for this thesis 

Four comments must be made on the starting point of this thesis. Firstly, this thesis is 

concerned with safety climate as well as safety culture. Questions on perceptions, related 
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to the surface of organizational culture and hence safety climate, have been asked. 

Though answers among interviewees as well as descriptions in the literature have often 

reflected the deeper structure of the organization such as beliefs, values and assumptions 

among the members, hence the safety culture. Safety culture is the term that will be most 

commonly used throughout the thesis, since it's considered to be a wider concept covering 

deeper as well as more shallows aspects of the culture within an organization. Secondly, 

this thesis holds the view that every organization has an organizational culture, be it good 

or bad. Thereto it connects to the idea that safety culture is part of the organizational 

culture. Hence it is concerned with the views, attitudes and behaviours that are thought to 

have an effect on risk, danger and safety within an organization. Fourthly a holistic 

approach on safety has been found useful and necessary in this thesis. Therefore aspects 

of society and the working life have been taken into consideration when evaluating risk, 

danger and safety within the group.  

 

  



  
 

27 

 

2 Methodology 

This chapter starts with a description and a discussion of the scientific approach of the 

thesis.  Thereafter the line of action will be explained. This includes a description of the 

sampling process and the development of material used. Thereto it describes the process 

of data collection and analysis. The chapter ends with a discussion on the research 

quality of the thesis. 

 

2.1 Scientific approach 

2.1.1 Qualitative or quantitative method 

The purpose of this bachelor's thesis is to investigate challenges facing the 

implementation process of the participation program, one of two programs within the 

work of the Accord. Semi structured interviews with garment factory workers and 

employees of organizations dedicated to the implementation process of the Accord were 

conducted. A qualitative method was chosen for detailed investigation of perceptions and 

experiences of the interviews. Based on these descriptions relevant phenomena were 

identified, defined and explained. Such an approach sees an advantage in the qualitative 

method (Dahlgren, Emmelin, Winkvist & Lindh Branch, 2007). The qualitative method 

also open up to the possibility of asking supplementary questions when given unexpected 

or unclear answers, a possibility which was considered to enrich this study. Another 

reason for the choice of a qualitative method was because the research area is relatively 

new. Svensson and Starrin (1996) writes that qualitative interviews aims at identifying 

new and/or less well-known phenomena, events and meanings. This was considered 

consistent with the current research. There is a deal of research that engages in questions 

on corporate social responsibly (CSR) within the Bangladeshi garment industry. Though 

as far as the author is concerned no studies on the implementation process of the Accord 

has yet been conducted.  

 

The qualitatively method was considered suitable for this study. A qualitative strategy is 

considered to be superior in answering “How?” and “Why?” type of questions, while the 

quantitative implies analyses of numbers and statistics in order to answer questions as 

“How many?” and “How much?” (Strauss & Corbin, 1990). A quantitative method has an 

advantage in that it let researcher be more selective with the information and structure and 

control the research to a higher degree (Patel & Davidsson, 2011). Though in this study a 
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wider perspective and a more complete understanding of the phenomena studied was 

considered more relevant than a selective approach. Dahlgren et al. (2007) and 

Lindencrona, Johansson and Ekblad (2002) describes how qualitative and quantitative 

studies can pave way for another; a qualitative study, for example, can be used to identify 

appropriate themes variables to a quantitative study. In this study, a qualitative approach 

was considered to be valuable for generating new knowledge could possibly be used for a 

quantitative study in the future. A quantitative study within the same area could be used 

for a more specific research on the topic and would facilitate the collection of larger data 

sets.  

 

2.1.2 Deductive or inductive 

Within the deductive approach the researcher will draw conclusions on different 

phenomena based on general principles and existing theories. Starting with general 

principles and existing theories hypothesis are created, which then are tested in through 

the empirical data in the current case. The inductive approach has a different setting; it 

will draw conclusions based on empirical data without basis in previous research and 

theories within the research area (Patel & Davidsson, 2011). For this thesis a middle way 

between induction and deduction, called abduction, was used. Abduction allows the 

researchers to continuously adjust both the theoretical and empirical findings. No 

qualitatively study had yet been conducted on the implementation process of the Accord. 

It was found appropriate to adjust and develop existing theories on cultural changes 

within organisations as well as theories on safety culture. The general goal with this 

research approach is to understand the underlying patterns associated with a specific 

phenomenon in a specific setting. (Alvesson & Sköldberg, 2008). 

 

2.1.3 Exploratory, Explanatory or Descriptive Research  

Research can be conducted as exploratory, descriptive or explanatory (Kerlinger, 1986). 

Exploratory research is described as the initial research into a hypothetical or theoretical 

idea. It aims at getting familiar with a topic. An exploratory study is an attempt to lay the 

groundwork that will lead to future studies. Once the ground work is established, the 

newly explored field needs more information. The next step is descriptive research. 

Descriptive research is dedicated to describe a situation or a context and is more specific 

than the explorative one. Once a topic has been explored as well as described, it will time 

for the next step namely explanation. The explanatory research is devoted to find 
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relationships between variables, based on expectations from previous research. The 

current study is based on previous theories on cultural changes within organizations and 

on safety culture. Though the topic had not yet been studied and the starting point for the 

research had to be redefined after the pilot interview. Thus the current study is of an 

explorative nature.   

 

2.2. Line of action 

2.2.1 Sample 

The group of garment factory workers were selected with help of the AWAJ foundation. 

AWAJ foundation is a non-governmental organization for garment factory workers. It has 

over 37.000 members and 37 full-time staff. The foundation offers legal support, health 

care and weekly seminars on for instance computer training to its members. Thereto it 

provides awareness training on for example labour law, participation committees, 

leadership, trade union activities as well as on occupation health and safety (AWAJ 

foundation, 2014).  

 

The interviews in this study were held in connection with awareness training at the AWAJ 

foundation. At seven occasions garment factory workers attending training were asked to 

stay and participate in focus groups interviews. Hence the 26 garment factory 

participating in the study were selected trough convenience sampling. Convenience 

sampling is a type of non-probability sampling, where a sample population is selected 

because it is readily available and convenient (Saunders, Lewis & Thornhill, 2000). 

 

2.2.2 Data collection 

Semi-structured interviews were conducted with the garment factory workers. Schein 

(2004) holds that an analysis of an organizational culture is foremost done through group 

interviews. Hence the interviews with the garment factory workers were mainly organized 

in semi-structured focus group interviews. Six groups were formed with between two and 

seven group members. Group members belonged to the same factory. Yet one individual 

semi-structured interview was conducted with one worker, since she was the only 

representative from her factory.  
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2.2.3 Interview-guides and questionnaires 

The Nordic Safety Climate Questionnaire (NOSACQ-50) is a questionnaire developed to 

evaluate status and progress of safety climate within an organization. It is based on 

organizational and safety climate theory, psychological and previous research. The 

questionnaire has been tested and found to be reliable and valid in several studies within 

the Nordic countries, in the construction industry in all of the five countries as well as 

within the food industry in Sweden. In addition it has been found to be valid regarding 

personal motivation on safety issues, self-estimated safety behaviour as well as the level 

of safety within the workplace. NOSACQ-50 consists of seven climate dimensions. Each 

of these seven dimensions consists of 6-9 items, altogether 50 questions (Kines et al., 

2011).  

 

For the garment factory workers a pilot interview was conducted with two female 

employees of the AWAJ foundation, with previous work experience from the garment 

factory industry. The pilot interview started with a review of the Nordic occupational 

safety climate questionnaire, NOSACQ-50 (see appendix IV). Both of the employees 

considered the questionnaire to difficult to answer for the average garment factory 

worker. Firstly the language was considered too difficult. This was true even if the 

questionnaire was translated to the official language of Bangladesh, Bengali. Secondly, 

content of many of the questions were considered to be difficult, if not impossible, for the 

workers to answer. It was explained that many questions on safety work of management 

will be outside the area of knowledge for the average garment factory worker. Thirdly, it 

was explained to be bad for the outcome that management were mentioned so many times 

in the questionnaire. This was true because management can lead to negative associations 

for the factory workers. 

 

Due to the lack of alignment to the cultural context of the garment industry of 

Bangladesh, an alternative interview-guide was formed. The interview-guide (see 

appendix III) consisted of questions within seven dimensions of the NOSACQ-50 : 1) 

Management safety priority, commitment and competence, 2) Management safety 

empowerment, 3) Management safety justice, 4) Workers' safety commitment, 5) 

Workers' safety priority and risk non-acceptance, 6) Safety communication, learning and 

trust in co-worker safety competence, 7) Workers' trust in the efficacy of safety systems. 

Thereto one question on desired changes on working environment was formed. Hence the 
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interview-guide tried to reflect the questionnaire of NOSACQ-50. Though, its questions 

were adjusted to the cultural context of the garment industry of Bangladesh. The 

interview-guide was formed in a dialogue with the pilot interviewees, the two employees 

of AWAJ foundation. In addition to the interview-guide a questionnaire on background 

information was formed (see appendix II). 

 

All of the interviews were conducted together with a translator. The two pilot 

interviewees likewise employees at AWAJ foundation took turns in translating during the 

different occasions of the interviews. The interviewees were first asked to answer the 

questions on background information. Thereafter they were asked the questions in the 

interview-guide. Continuously, they interviewees were asked to give concrete examples 

on situations and behaviour, in order to create a better understanding. All of the 

interviewees were conducted at offices belonging to the AWAJ foundation.  Before the 

interview participants were told participation was voluntary, that they could choose not to 

answer questions and that they could end the interview at any time without giving a 

reason. This information was translated from a written information sheet (see appendix I). 

Furthermore the participators were asked the permission to record the interviews which 

were allowed by all participants. The length of the interviews varied from 60 to 90 

minutes. 

 

2.2.4 Data analysis 

After every conducted interview a complete protocol was written. The complete protocol 

consisted of notes from the interview as well as information from the recorded version of 

the interview. Thus the process ensured that no important information was missed out on. 

Once all the interviews had been done a thematic stepwise analysis as outlined by 

Malterud (1998) was started. In step one each interview protocol was read repeatedly in 

order to acquire a good grasp of the whole. In the next step the text was divided into meaning 

units. A meaning unit is a meaningful part of the text. It may consist of words, sentences 

and paragraphs which are connected together through its content. Meaning units are bases 

for the analysis. In the third step the meaning units were coded. A code acts as a label on 

a meaning unit and briefly describes the content. Thereafter the codes were grouped into 

themes. Finally, in step five, the themes were related to each other. An example of the 

analysis process is presented in table 1. 
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Table 1 Example of analysis of data 
Meaning unit Code Theme 

 

“They also train us on safety 

issues, for example what we 

should do when there's a fire. For 

every line there are two workers 

responsible for safety. They will 

have extra training on safety 

issues and we will tell them if we 

think that something is wrong. 

Before Rana Plaza it was not so 

much like this. Then it could be a 

crack in the building and they 

could just leave it.” 

 

 

Management behavior, changes 

after Rana Plaza 

 

Focus among management 

 

“If buyers ask for reparations, 

management will do that. If they 

don’t ask for it, they might not do 

anything. It is possible that they 

won’t do anything, even if it might 

be a big problem.” 

 

 

Management behavior, Push from 

international buyers 

 

Focus among management 

 

“We always have to wear gloves 

and if someone forget we will tell 

them to put it on.” 

 

 

Risks, Use of PPE 

 

Risks at work 

 

Yin (2003) explains that validity of social science can be improved by letting a key 

informant review a draft of the study. Hence, after finishing the analysis of the interviews 

with the garment factory workers the results were gone through together with two 

employees of AWAJ foundation. One was the woman who had been participator of the 

pilot interview as well as active in the development of the interview guide. The other 

employee had been the translator during the interviews with the garment factory workers. 

They confirmed that the conclusions which had been drawn had been accurate for the 

most part, but clarified a few points. A few adjustments to the analysis were made after 

these comments.   

 

2.3. Research quality 

2.3.1 Validity, reliability and generalizability 

The literature holds different views on whether quantitative concepts such as validity, 

reliability and generalizability can and should be applied to qualitative research. Lincoln 

and Guba (1985) have developed criteria appropriate to qualitative research. These are  
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credibility, dependability and transfers probability. The three criteria were pursued in this 

study. 

 

The first criterion, credibility, compares to that of internal validity in quantitative research 

and refers to the generalization of conclusions within the study itself (Lincoln & Guba, 

1985). Within qualitative research the result is considered to be credible if it describes the 

area which the study is intended to account for (Graneheim & Lundman, 2004; Kvale, 

1997). This may for example involve the selection of participants; the method chosen for 

data collection as well as how well the themes developed during the analysis is consistent 

with what has actually been told (Graneheim & Lundman, 2004; 2008). The study tried to 

reflect credibility through interviewing workers from several factories. The themes 

developed during the analysis was further discussed and adjusted with the translators as 

well as the assistants in the development of the interview-guide. This was thought 

improve credibility. 

 

Reliability, the second criterion is compared with reliability in quantitative research 

(Whittemore et al., 2001). Though these concepts differ significantly since the research 

process looks completely different. In qualitative research changes can be made in the 

research process, for example new questions can be developed based on answers from 

previous participators. Reliability in this case means the ability to follow the process and 

take action on necessary changes during the process (Axelsson, 2008; Lincoln & Guba, 

1985; Kvale, 1997). Each interview was retrospectively briefly discussed with translator 

and thereto an employee of the AWAJ foundation. It gave the opportunity to discuss both 

what had been done well and what could be improved to the next interviews.  

 

The third criterion, transfer probability, recalls to the concepts of external validity or 

generalizability. As, external validity, transfer probability, is all about the degree to which 

the findings can be generalized to other groups and contexts (Lincoln & Guba, 1985). 

Though, the purpose of qualitative studies is not a generalization. The hope is that the 

reader, based on a comprehensive description of selection, participants, data collection, 

analysis and information about the context, should be able to decide if generalization in a 

particular case is relevant and appropriate (Graneheim & Lundman, 2004). The study has 

tried to take this criteria into account by describing relevant circumstances and conditions 

as true and comprehensive as possible, in order to give the reader an opportunity to 
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determine whether and when a generalization may be relevant. 

 

2.3.2 Delimitations 

The main delimitation of the study is the possibility that interviews might be unwilling to 

tell the truth. Despite the promise of anonymity, it can still be difficult for many factory 

workers to express their criticism. Researchers are usually perceived as authorities in a 

position of power, which can cause resistance among interviewees to share information. 

The issue on worker's rights has been and still is a controversial issue in Bangladesh. 

Since unemployment and poverty is widespread in the country, the general factory worker 

will not take any risks regarding his or her employment. To criticize their own work 

place, even to anonymity is ensured, might be considered too great of a risk to take. 

Further, the interviewees were based on a convenience sample of members from the 

AWAJ foundation. It is possible that this might have affected the results. The foundation 

among other things provides awareness training for its members on for example labour 

law, participation committees, leadership, trade union activities as well as on occupation 

health and safety. Hence the members might possess more knowledge on their working 

situation than the general factory worker. 

 

2.4 Ethical considerations 

All the interviewees received information about the purpose of the thesis, what it meant to 

participate, that the participation was voluntary, that they could decline to answer 

questions and that the participants at any time had the right to cancel the interview 

without any explanation. Furthermore the participators were asked for permission to 

record the interviews which were allowed by all participants. Furthermore, participants 

were informed that the audio files from the interviews would be deleted once the 

protocols had been completed. Neither participators names nor their workplaces were to 

be mentioned in the report. The issue on worker's rights is a controversial question in 

Bangladesh at the moment. Thus the anonymity of the participators was considered of 

great importance in this case. 
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4 Results 

This chapter will present the results from the data collection. Background information on 

the factories and their workers will be presented at first. Thereafter themes from the semi-

structured interviews will be presented.  

 

4.1 Background information the factories and their workers 

A total number of 26 factory workers are interviewed. The interviewees belong to seven 

different factories. Henceforth the factories will be named by letters, namely: A, B, C, D, 

E, F and G. All of the factories are situated in central parts of the capital Dhaka. Six of the 

factories belong to the Accord and one is a sub-contracting factory, belonging neither to 

the Accord nor any of the other international safety initiatives. A sub-contracting factory 

will take orders from other factories. Hence other garment factories are there buyers 

instead of any retailer of clothes. Problematic issues facing sub-contracting factories is 

discussed in background and will be further discussed in the analyses.  

 

A working week consists of six days, where Friday is usually a holiday. Normal working 

hours ranges from 9 o'clock in the morning to 5 o'clock in the afternoon. All the factory 

workers have paid overtime. Though, they claim that overtime isn't a common feature at 

their work. If it does happen it will mean on average one and a half hour, two days in a 

week. When reviewing the results, the two employees at AWAJ foundation comments that 

there is a major seasonal variation in overtime. If asked around Christmas time the 

workers would probably have described more overtime. With one exception, all factory 

workers have written agreements with their employers. It is not clear to all factory 

workers what this signed contract consists of. Though, the workers from the AWAY 

foundation explain that these contracts are formed according to the labour law of 

Bangladesh, meaning among other thing legal agreements on termination and maternity 

leave.  

 

Two of the interviewed garment factory workers are men. The average age for all of the 

26 interviewees are 22 years old. The youngest garment factory workers interviewed are 

18 years old and the oldest interviewee is 41 years old. The years of working experience 

within the garment factory industry ranges from one month until eight years. The average 

time of working experience is 35 months, i.e. almost three years. Table 2 presents 
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background information specific to each of the seven factories. 

 

Table 2. Background information presented per factory 

Factory: Numbers of 

interviewees: 

Mean age of 

interviewees 

(age range): 

Mean months of 

working 

experience of 

interviewees 

(months range of 

working 

experience): 

 

Approximate 

size by 

number of 

total workers 

of the factory: 

Existing 

union at 

factory: 

Existing 

labour 

contracts 

at 

factory: 

A 12 24 (18-41) 31 (1-84) 1500 Yes Yes 

B 2 19.5 (19-20) 12 (12-12) 200 No Yes 

C 3 30 (21-40) 64 (12-96) 1000 In progress Yes 

D 2 21 (19-23) 42 (12-72) 5000 In progress Yes 

E 2 21 (20-22) 48 (36-60) 1000 Yes Yes 

F 1 19 (-) 12 (-) 5500 Yes Yes 

G 2 21 (20-22) 66 (36-96) 1000 Yes Yes 

 

4.2 Results from the semi-structured interviews with the garment 

factory workers 

The semi-structured interview-guide (see Appendix III) consisted of seven areas of 

questions. In case of unclear answers the interviewees were asked to give concrete 

examples.  Five recurring themes were found in the discussions with the workers: a new 

focus among management, training, risk and dangers at work, speaking about safety at 

work and wish for changes at work. Within in these themes patterns as well as differences 

are discussed. It is hoped that the recurring themes reflect distinctive patterns with 

organizational and safety culture among garment factory workers in Bangladesh. 

However the results cannot be outright generalized to the whole population of garment 

factory workers in Bangladesh (see the chapter 2 on method for fuller thoughts on 

generalizability). 

 

4.2.1 A new focus among management 

The garment factory workers with working experience prior to the Rana Plaza disaster 

testifies on a major change in safety routines at work after the accident. They talk about a 

new focus among management, where their employers will consider safety-related issues 

within the garment factory industry more serious than previously. The interviewees claim 

that there has been a raised awareness among management, a willingness to encourage 
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workers to take responsibility for their safety as well as a willingness to train their 

employees on the issue: 

 

“If they see something is wrong, they will fix it. It could be that there's a crack in the building for example. 

They also train us on safety issues, for example what we should do when there's a fire. For every line (a line 

consist of around 40 to 45 workers sitting in a row, ed. note) there are two workers responsible for safety. 

They will have extra training on safety issues and we will tell them if we think that something is wrong. 

Before Rana Plaza it was not so much like this. Then it could be a crack in the building and they could just 

leave it.” (female factory worker, factory A) 

 

Another woman working at the same factory though without any working experience 

prior to Rana Plaza, has some complaint on the working speed of management: 

 

"They need to fix things more quickly. I told them a month ago that they need to put a door between us and 

another factory to keep potential fires as well as dust and unhealthy air away from us. I told them a month 

ago and they still haven’t done anything.” (female factory worker, factory A) 

 

The interviewee working at factory F explains that management will do what the buyers 

want them to do. She explains that the factory has their own policy regarding 

occupational health and safety. This policy will follow the labour law of Bangladesh. 

Though when push comes from outside, from international buyers, there is usually an 

immediate and fast response to the request. Yet another worker is unsure of management’s 

behaviour without the push from the buyers: 

 

“If buyers ask for reparations, management will do that. If they don’t ask for it, they might not do anything. 

It is possible that they won’t do anything, even if it might be a big problem.” (female factory worker, factory 

G) 

 

4.2.2 Training 

In general the garment factory workers are all very content with the safety work among 

their management. They put forward that they really feel that management care for them. 

Thereto they stress that they enjoy the training which is given to them. A female worker 

from factory C explains that the training can also be useful at home. In case of a fire at 

her house she now knows how to save herself and her family. Yet another female worker, 

from factory A, points out and explains how to use the fire-extinguisher in the room 

during the interview. 
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Three of the seven factories have scheduled fire training once in a month. During this 

training the firealarm is put on and everyone have to act as if it was a real fire. Feed-back 

on their behaviour is thereafter be given by management. 

 

Commonly the factories have workers with a special responsibility for safety issues at 

work. At factory A, for example, there are three or four workers at every line (a line 

consists of 40 to 45 workers, eds. note) who are in charge of safety-related issues for the 

workers in their line. This meant that colleagues normally address these workers when 

having any concerns about safety. After raising their concerns the workers responsible for 

safety-related issues will at firsthand try and regulate the safety issue themselves. If they 

don’t having any success, the problems will be raised to management. This is described as 

the general path for dealing with safety-related issues at work, at six out of the seven 

factories. This way of dealing with safety-related issues is considered to be satisfactory, 

according to the interviewees. The translator and thereto one of the employees of AWAJ 

foundation explains that different types of safety teams have been encouraged and 

empowered after the Rana Plaza accident. 

 

The sub-contracting factory, factory B, doesn’t have any workers in charge of safety-

related issues. In general the routines of work on safety-related issues appeared less 

developed compared to the other factories. However the two workers from factory B still 

claims to be content with the safety work at their work place. They claims to feel cared 

for by their management, but aren’t able to give any more concrete examples than that 

counting for their satisfaction. 

 

4.2.3 Risk and dangers at work 

The most commonly mentioned risk at work is fire. However, since the Rana Plaza 

accident, almost two years ago, none of the factories represented in the interviews have 

had any fires. Thereafter failures in structure and buildings are mentioned as potential 

risks for safety. Further, the handling of chemicals which are used in the dying process of 

textiles, are also put out as a potential risk factors. Though, at the same time it is 

commented that it is not a current risk factor, since PPE
1
 is always required nowadays. 

                                                 
1
 PPE = Personal Protection Equipment 
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Undistilled water and bad hygiene, such as not washing your hands after using the 

restroom, were mentioned as risk factors as well. Once again it is commented that these 

are no longer existing problems, since action has been taken regarding these issues. Lastly 

scissors falling down from benches represents a risk for hazards at work. The factory 

workers all agree that a workplace without accidents and hazards is possible, if the right 

preventive measures are taken.  

 

4.2.4 Speaking about safety at work 

The workers all feel that they can freely speak about safety issues at work. They usually 

talk to each other about safety-related issues. If they do feel that something is dangerous 

or not working right they will pass their information on to workers with a responsibility 

for safety-related issues. If none of them are able to solve the problem, management will 

be informed by the workers in charge. 

 

In case of an accident or hazard the interviewees don't feel that the blame is on the 

workers. Rather management will look into the situation and take preventive 

measurements. All the interviewees stress that they are always comfortable to raise their 

voice if they feel something is wrong. This appears to be encouraged from the 

management: 

 

"They want us to say if something is wrong. They like it when we do that." (female worker, factory F).  

 

However, the same woman later on in the interview explains that if PPE is not used 

management will tell them off. Though, they all try and remind each other so that PPE is 

always used. According to the woman this shows that management care for them. 

 

4.2.5 Wish for changes at work 

The factories working with the Accord are very well familiar with and appreciate the 

work of the organization. When speaking about the work of the Accord the inspections 

are emphasized. The interviewees feel that these really have made a difference in safety, 

since changes are being made in accordance with requirements of the Accord. The two 

garment factory workers working for the sub-contracting factory, where no international 

initiatives on safety are currently taking place, are not familiar with the work of the 

Accord. However, they feel that management still prioritize occupational health and 
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safety at their work place. 

 

The garment factory workers are proud and thankful of their jobs. Though workers from 

factory A think that their production burden is to high, which puts a lot of stress on them: 

 

"We have to finish hundred items an hour. It is in our contracts. If we don't, we might be dismissed. That is 

very stressful." (female worker, factory A) 

 

Interviewees from the same factory explain that the factory will move its production in a 

couple of months, which mean that several of the factory workers will lose their 

employment. The translator and thereto an employee of the AWAJ foundation explains 

that the workers have been offered employments at the new factory. However, many of 

them have problems to start working at the new factory since it will be far from their 

homes. This issue causes a lot of stress at the moment: 

 

"We can't think about anything else. We just want to know what is going to happen. Management told us 

that they will let us know by Eid
2
.” (female worker, factory A) 

 

  

                                                 
2
 Eid = Eid-al-fitr, a muslim holiday taking place on the 17 of July 2015. 
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5 Discussion 

This section discusses and analyzes the most prominent results. Answers to the posed 

research question will be laid out and discussed.   

 

The purpose of this bachelor's thesis is to investigate the safety culture within the garment 

factory industry in order to understand challenges to potential improvements of ditto. In 

order to carry out the study two research questions based on the purpose were formulated: 

 What is the current status of safety culture among factory workers in the ready-

made garment industry? 

 Within this context what challenges might meet the implementation of the 

participation program of the Accord? 

In the following section answers to the posed research question will be provided and 

discussed.   

 

In the aftermath of the Rana Plaza building collapse, several initiatives on workplace 

safety and health within the garment industry of Bangladesh have been taken. The most 

prominent among them is the Accord. This study interviewed factory workers from seven 

different factories, were six of the factories were directly connected to the Accord. The 

one factory not affected by the new international initiatives recognizes many similar 

changes to the ones stated by the other factories. However, safety routines seem to be less 

developed at this sub-contracting factory, compared to the others and, in contrast to the 

other factories, there is neither union nor a plan for one within the organization. 

 

Since the introduction of the Accord, factory workers acknowledge a new focus on safety-

related issues among their management. In the interviews the employees put forward that 

they feel that management care for their safety and thereto they point to the introduction 

of new routines; they usage of PPE is nowadays compulsory and in every group of 

workers there is usually one or more employees who has special responsibility for safety 

and health at work. The priority of safety among management as well as among 

employees is distinctive for a good safety culture (Hale, 2000; Reason, 1997). However, 

this new priority is very much a result of a pressure from outside; international buyers 

have forced factory owners and management to take actions to improve safety. Employees 

claim that they are unsure of whether these actions would be taken without the pressure 
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from outside. Similar concerns have been reflected by factory owners themselves  (Bajaj, 

2013).   

 

The employees in the interviewees claim that they feel free to share safety-related 

information within the organization, which is an important aspect of a good safety culture 

(Hale, 2000; Reason, 1997). ) According to Reason (1997) an open atmosphere is a 

presumption for a just culture as well as for a reporting culture, two out of four 

subcultures constituting a good safety culture according to the same author. In these two 

subcultures it is also important that the organizations consequently encourages and 

rewards its member for reporting on these kinds of issues. Rewards can be seen in the fact 

that the reports on safety-related information are taken seriously and that changes are 

made in accordance with them. According to the interviewees this does happen. However 

there is one exception to this; a woman from one factory emphasizes that she has pointed 

out a problem for a long time but without any result. Thereto an ease of reporting errors 

and hazards is an important part of a good safety culture. This appears to, at least to some 

extent, be satisfied; there is a clear routine of the reporting of safety-related information 

where a few employees have been appointed to have a special responsibility for safety 

within the organization. This is true with one exception; the sub-contracting factory does 

not acknowledge such a system. An important presumption for a reporting culture is that 

there is knowledge of acceptable and non-acceptable behavior. This seems to have been 

taken into consideration, at least to some extent, through the introduction of continuous 

training on safety-related issues. In addition the training is an appreciated initiative from 

the employees.  

 

Reason (1997) further argues that a good safety culture includes a learning culture and a 

flexible culture. Furthermore, Hale (2000) argues for a continuous reflecting and 

rethinking of current safety systems, in order to create a good safety climate. It is slightly 

unclear to which extent these aspects of safety culture currently exists in the ready-made 

garment industry in Bangladesh. At the moment, the factories very much seem to follow 

the guidelines from the international initiative. This seems to have led to a successful 

implementation of the inspection programme of the Accord. In the factories represented 

in the interviews, for example, no fires have broken out since the introduction of the 

Accord. However, so far the implementation of the Accord appears to have been a top-

down process of cultural change. According to Alvesson and Svenningsson (2008) a pure 



  
 

43 

 

top-down process might overlook the fact that cultures within organizations often are 

inconsistent and ambiguous. In the case of the Accord it could be that the guidelines from 

international initiatives are strictly followed at the expense of a deeper understanding of 

the thoughts, believes, values and behaviour of the factory owners and the employees. A 

learning culture must possess the competence to draw conclusions from available 

information. In addition a flexible culture means that it possesses the necessary tools to 

reconfigure itself if needed, for example in case of a dangerous situation. It is unclear 

whether these aspects exists and/or are developing in the existing safety culture of the 

ready-made garment industry of Bangladesh. It is possible that the existing safety culture 

is foremost good at taking instructions, while not being able to adjust it to upcoming 

situations. Without a deeper understanding of the thoughts, believes, values and behaviour 

of factory owners and employees there is a risk that the implementation process of the 

Accord represents a quite shallow change of visible behaviours.      

 

In the evaluating of the current status of safety culture within the ready-made garment 

factory it was revealed that the Nordic Safety Climate Questionnaire, NOSACQ-50, 

couldn’t be used. This was partly due to the fact that the average worker lacks the 

knowledge to answer many of the statements in the questionnaire. Therefore semi-

structured interviews, based on the subject areas of NOSACQ-50, were developed. The 

lack of knowledge indicates that the current safety culture among the garment factory 

workers in Bangladesh is less developed compared to many western countries where the 

NOSACQ-50 can be used successfully. It became clear that the discussion of safety-

related issues is a new phenomenon within the garment factory industry in Bangladesh. In 

the interviews it also became clear that there was usually a consensus among the 

interviewees on safety-related issues: most of the time interviewees agreed and confirmed 

each other’s views. This represents a safety culture of consensus. Antonson (2009) states 

that a good safety culture rather requires the opposite: different opinions should be 

rewarded and there should be room to handle different opinions on safety. 

 

The next stage of the Accord holds an implementation of the participation program, a 

program with the overall goal to empower workers and support factory owners in their 

ownership of safety and health within the factories. The main part of the program consists 

of the election of occupation safety and health committees (OSH) at each factory 

producing for the Accord brands. These committees are believed to be crucial for the long 
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term implementation of the Accord. Where the inspection program has foremost been a 

top-down process, it will most likely be crucial for the participation program to employ a 

top-down as well as bottom-up perspective. Alvesson and Svenningsson (2008) state that 

a change of culture usually demands a combination of a top-down perspective and a 

bottom-up perspective, but it is, however, possible to imagine a cultural change taking 

place only as a top-down process. This requires a relatively homogenous organization 

where people at large agree on new messages and practices. With over 4 million of 

workers in around 5600 factories, the industry must be seen as a heterogeneous working 

place; it is likely that the organizational culture within the industry differs and that several 

subcultures exist in the factories. Therefore the implementation of a participation program 

will most likely demand an inclusion of local initiatives. Local initiatives must be given 

space in the process not only to have the top management insisting on a, by them, clearly 

defined plan for a change of culture. 

 

An implementation process also has to take the environment around the organization into 

consideration. Kaukoulaki (2009) points out that organizations are not closed systems, but 

rather they are to a large extent affected by a constantly and fast changing environment. 

Kabeer and Mahmud (2004) explain that the ready-made garment industry in Bangladesh 

is an industry with a high level of unpredictability due to seasonal fluctuations and shifts 

in fashion. Thereto, the domestic environment is distinguished by uncertainty, which is 

getting more extreme as competition within the country gets more intense. The education 

level among employees is low and in addition temporary employment and migrant labour 

are common within the industry. According to Kaukoulaki (2009) this will induce a more 

risk-taking behaviour among employees. Further, an implementation process will have to 

deal with the poor state of labour relations within Bangladesh. In the pilot interview, with 

two former workers within the garment factory industry, it was explained that discussions 

of management can lead to negative views on the factory worker. This comment points to 

a problematic relationship between employees and management. Normally factory 

owners and management are reluctant towards the organizing of workers. It is likely that 

these issues will have a negative influence on the activity of the OSH. 

 

In all of the interviews workers reported to work none or very little overtime. This result 

is not consistent with the literature. Akter, Uddin and Borgshultze (2013) reported long 

and many working days for the garment factory workers; 13 percent of the interviewees 
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in their study reported that they go to work every day (the labour law of Bangladesh 

requires a least one day off per week). In the same study long working days were 

reported: 92 percent of the participants worked ten or more hours every day and almost 4 

percent of the interviewed normally worked more than 14 hours in a day. The inconsistent 

result between the mentioned study and the current one might represent unwillingness to 

reveal their true working conditions. It is well-known that the general factory worker 

wants to work overtime in order to get additional payment. Though, the workers are in 

general also familiar with the fact that this is not the wish from international buyers. This 

is also a possibly explanation behind their interview statements. 
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6 Final conclusions 

This chapter will summarize the findings and the discussion of the thesis. Lastly 

suggestions for future research will be put forward. 

 

The two major accidents in 2012 and 2013, the fire in Tazreen Fashion factory and the 

collapse of the Rana Plaza building, have led to major improvements of the safety culture 

within the ready-made garment industry in Bangladesh. Pressure from international 

buyers has forced factory owners to take responsibility for safety and health in their 

factories. This has led to a new prioritization among Bangladeshi factory owners. 

Employees of the factories give examples of a just and reporting culture; there is an open 

atmosphere regarding discussion of safety-related issues and there are new routines for 

the reporting of errors and hazards.  

 

However, Bangladesh has a long and tragic history of health and safety issues in garment 

and textile manufacturing. Further the ready-made garment industry in the country suffers 

from a high level of unpredictability; the fashion industry is a business of fluctuations and 

the domestic environment within the country is distinguished by uncertainty. In addition 

low labour costs, temporary employment and migrant labour lead to risk-taking behaviour 

among employees. Thereto labour relations within the country are at a poor state where 

workers, on one hand, perceive their work in the factory as a necessary, negative aspect of 

their life that needs to be done. Management and factory owners, on the other hand, 

perceive the worker as a necessary input to production that needs to be controlled and 

contained. These are all factors which are less than ideal for a good safety culture and will 

have an effect on the just and reporting sub-cultures. In addition, the two other important 

subcultures for a good safety culture, a learning culture and a flexible culture, are thought 

to possess even greater shortcomings. 

 

The biggest international initiative taken in order to improve safety and health within the 

industry, the Accord, has so far seen a successful implementation. Inspections on fire, 

electrical and structural safety have been made and changes have followed in accordance 

with proposed measures. In this case the implementation has followed a top-down 

process. However a top-down process of implementation will not be sufficient for the 

long-term implementation of the Accord, where yet another goal is to empower workers 
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and support factory owners to their ownership for creating safe and healthy working 

environments. In the latter case a top-down as well as a bottom-up perspective is most 

likely necessary. The bottom-up perspective requires a deeper understanding of the 

thoughts, believes, values and behaviour of factory owners and employees. Local 

initiatives must be a part of the process instead of having the top management insisting on 

a clearly defined plan for a change of culture. 

 

The Accord is a five year legally binding agreement, meaning that their work in 

Bangladesh is scheduled to be finished in 2018. The forthcoming implementation period 

will reveal whether the initiative will keep its promise in the creation of a safer and 

healthier ready-made garment industry in Bangladesh. It is believed that the existing 

cultures within the industry must be taken into consideration and a close collaboration 

with the locals has to occur in order to create a self-sufficient healthy and safe working 

environment which can subsist even after the withdrawal of international initiatives. 

 

6. 1 Future research 

More research focusing on the safety culture within the garment industry of Bangladesh is 

needed. Future studies need to address the diversity of the industry. The textile 

manufacturing in Bangladesh currently employs 4 million of workers in around 5600 

factories all over the country; plenty of subcultures are expected to be found. It is also 

expected that a difference in safety culture will be found in the large factories which deal 

directly with their international buyers compared to the smaller, sub-contracting factories.    

 

This study, as one of the few in the research area, has had its focus on thoughts, values 

and behaviour of employees. In order to get a holistic view of the safety culture within the 

industry, also the perspective of factory owners needs to be addressed. The thoughts, 

values and behaviour of factory owners are as interesting and necessary as those of the 

workers when it comes to a better understanding of how the safety culture can be 

improved. 

 

The NOSACQ-50, a questionnaire found to be reliable and valid for the measuring of 

safety climate in several studies within the Nordic countries, couldn’t be used in this 

study. This was due to the lack of alignment to the cultural context of the garment 
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industry of Bangladesh. A prospect for future research is to develop a questionnaire for 

the measuring of safety climate within the Bangladeshi context. This would facilitate the 

evaluation of safety culture and make comparisons within the industry as well as between 

other industries easier. It is also possible that a questionnaire developed for the 

Bangladeshi context could be used in other environments such as other industries in Asian 

countries and/or garment factories worldwide. 
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Appendices 
 

Appendix I: Information to the participants 

 
The following information was translated to bangle and given orally to all participants 

before the interviews: 

 

My name is Kristin Wahnström and I am a student from Linnéuniversitet in Sweden. I am 

doing a “Minor Field Study” i Dhaka, Bangladesh. The study is administered by the 

Swedish International Cooperation Agency, Sida. 

 

The purpose of my “Minor Field Study” is to investigate the safety climate that exists in 

garment industries in Dhaka, Bangladesh. “Safety climate” is a measure of your and your 

colleagues shared perceptions of how safety at your workplace is dealt with on daily 

bases – both by management and by you and your colleagues. The goal with this work is 

that the results will contribute to an improved safety climate as well as an increased 

awareness and a deeper understanding of safety issues in the garment industry of 

Bangladesh. 

 

Garments workers with connection to the AWAY foundation will be asked to participate. 

Participation is voluntary. All participations will fill in the questionnaire anonymously. 

The result will be presented in such a way that no single employee can be identified, 

neither their place of work. 

 

Your participation will lead to a more accurate and better result of the study and is 

therefore much appreciated. When filling out the questionnaire please keep in mind that 

some of the questions are asked in a positive, respectively negative way so please read 

the questions carefully before answering them. 

 

Once again, thanks for your participation! 
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Appendix II: Background information 

 
1. How old are you? 

 

2. Are you: [  ] Male [  ] Female 

 

3. In what area of Dhaka do you work? 

 

4. How long have you been working in the garment industry? 

 

5. How many hours a day, do you usually work? 

 

6. How many days a week, do you usually work? 

 

7. How many employees does your factory have? 

 

8. Is there a union at your factory? 

 

9. Do you have any formal labor contract with your employee? 

 

10. Are you familiar with “The Accord on Fire and Building safety of Bangladesh”? 

[  ] No  [  ] Yes 

 

If “Yes” please answer the following questions. 

 

11. a) Please describe what you know about the Accord: 

 

11. b) Do you feel that “The Accord on Fire and Building safety of Bangladesh” 

have had any impact on your work and workplace? 

[  ] No  [  ] Yes 

 

If “Yes” please describe the impact it has had so far: 
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Appendix III:Interview-guide for factory workers 
 

1. Management safety priority, commitment and competence 
 

What are the risk and dangers at your work? 

Describe what you think you would do/have done in an emergency situation? 

What kind of training do you get at work?  

 

2. Management safety empowerment 
 

Have you taken part in any discussions on safety at work? 

Do you feel that you are listened to if you have concerns regarding safety at work? 

 

3. Management safety justice 
 

What do management do when accident occurs? 

What is the attitude of management in these situations; is their usually negative 

consequences for the person who has called on attention 

 

4. Workers' safety commitment 
 

Do you help your co-workers in staying safe? 

If you fear that a co-worker will end up in an accident, will you tell them? 

Do you think co-workers will do the same for you? 

 

5. Workers' safety priority and risk non-acceptance 
 

Do you consider accidents to be a normal part of your work? 

 

6. Safety communication, learning and trust in co-worker safety competence 
 

How often do you talk about safety issues as work? 

Can you freely talk about these issues? 

 

7. Workers' trust in the efficacy of safety systems 
 

What have you learnt from safety training at work? 

What have been good about the training? 

What would you like to be better with the training? 

Do you consider “safety rounds” to important? What do you learn from them? 

Do you know any of the goals for safety at your work? 

Why is important to discuss safety, think about potential risks and so on? 

 

8. If you could change anything at work, what would you like to change? 
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Appendix IV: The Questions of the Nordic occupational safety climate 
questionnaire (NOSACQ-50)  
 

The English version of the NOSACQ-50 consists of the following 50 statements. For 

every statement participants are asked to answer with their level of agreement, in 

accordance with one out the following four options: Strongly Disagree, Disagree, Agree 

or Strongly Agree. 
 

1. Management encourages employees here to work in accordance with safety rules - 

even when the work schedule is tight 

 

2. Management ensures that everyone receives the necessary information on safety 

 

3. Management looks the other way when someone is careless with safety 

 

4. Management places safety before production 

 

5. Management accepts employees here taking risks when the work schedule is tight 

 

6. We who work here have confidence in the management's ability to deal with safety 

 

7. Management ensures that safety problems discovered during safety rounds/evaluations 

are corrected immediately 

 

8. When a risk is detected, management ignores it without action 

 

9. Management lacks the ability to deal with safety properly 

 

10. Management strives to design safety routines that are meaningful and actually work 

 

11. Management makes sure that everyone can influence safety in their work 

environment 

 

12. Management encourages employees here to participate in decisions which affect their 

safety 

 

13. Management never considers employees' suggestions regarding safety 

 

14. Management strives for everybody at the worksite to have high competence 

concerning safety and risks 

 

15. Management never asks employees for their opinions before making decisions 

regarding safety 

 

16. Management involves employees in decisions regarding safety 
 

17. Management collects accurate information in accident investigations 
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18. Fear of sanctions (negative consequences) from management discourages employees 

here from reporting near-miss accidents 

 

19. Management listens carefully to all who have been involved in an accident 

 

20. Management looks for causes, not guilty persons, when an accident occurs 

 

21. Management always blames employees for accidents 

 

22. Management treats employees involved in an accident fairly 

 

23. We who work here try hard together to achieve a high level of safety 

 

24. We who work here take joint responsibility to ensure that the workplace is always 

kept tidy 

 

25. We who work here do not care about each others' safety 

 

26. We who work here avoid tackling risks that are discovered 

 

27. We who work here help each other to work safely 

 

28. We who work here take no responsibility for each others' safety 

 

29. We who work here regard risks as unavoidable 

 

30. We who work here consider minor accidents to be a normal part of our daily work 

 

31. We who work here accept dangerous behavior as long as there are no accidents 

 

32. We who work here break safety rules in order to complete work on time 

 

33. We who work here never accept risk- taking even if the work schedule is tight 

 

34. We who work here consider that our work is unsuitable for cowards 

 

35. We who work here accept risk-taking at work 

 

36. We who work here try to find a solution if someone points out a safety problem 

 

37. We who work here feel safe when working together 

 

38. We who work here have great trust in each others' ability to ensure safety 

 

39. We who work here learn from our experiences to prevent accidents 

 

40. We who work here take each others' opinions and suggestions concerning safety 

seriously 

 

41. We who work here seldom talk about safety 



  
 

59 

 

 

42. We who work here always discuss safety issues when such issues come up 

 

43. We who work here can talk freely and openly about safety 

 

44. We who work here consider that a good safety representative plays an important role 

in preventing accidents 

 

45. We who work here consider that safety rounds/evaluations have no effect on safety 

 

46. We who work here consider that safety training to be good for preventing accidents 

 

47. We who work here consider early planning for safety as meaningless 

 

48. We who work here consider that safety rounds/evaluations help find serious hazards 

 

49. We who work here consider safety training to be meaningless 

 

50. We who work here consider it important to have clear-cut goals for safety 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 


