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ABSTRACT 

The main intention of writing this paper is to develop understanding about the concept of collective bargaining, 
its scope and implementation issues in HBFC Pakistan and in light of problems that they face in collective 
bargaining suggest some factors for effective collective bargaining. Simple random sampling was used for 
collecting data from population. In-depth interviews are conducted formally and informally. Based on the 
analysis of data gathered in HBFC it was found that there is no proper communication between union and 
management. They have misconception between them and the management does not properly recognize the 
union. And there is also the involvement of politics in collective bargaining. So there is need of some 
improvement in collective bargaining process and also realize the importance of union and collective 
bargaining. The type of this research study is exploratory. Most of management member in the organization 
were not agree to share any information and some of them became very aggressive when asking for data 
collection so that it was very difficult to interpret the results.  
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1. INTRODUCTION: 

Collective bargaining is considered an industrial instrument or mechanism and it is the facet of 
negotiation which is appropriate to the build relationship among the employees. It is conducted between 
employer and worker: 

• To decide the working circumstances and conditions of employment  
• To legalize relationship among employers and workers  
• To regular relations involving employers and their organizational workers    

Many conflicts in the organizations may cause difficulties; many of them are due to positions of 
people. The conflicts may be on pay, benefits or secluding of work, and they are mostly solved by bargaining. 
Collective bargaining was introduced in Pakistan through IRO 1969.The government of Pakistan does not allow 
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the right if collective bargaining to industrial workers; also the labor of Pakistan is still unaware about their 
rights and collective bargaining. House Building & Finance Corporation (HBFC) was established in 1952 and 
pioneer in this industry for developing the idea of institutionalized housing finance in Pakistan. In future it is 
estimated that the corporations are progressively and gradually developing and also developed to remain leader 
in the housing finance industry in Pakistan. But like all other public organizations HBFC also has impact of 
unionism in it and the conflict between management and union. The purpose of this paper is to explore the 
collective bargaining style and issues in HBFC. And also give some recommendations for effective collective 
bargaining. HBFC starts its operations with the paid-up capital of Rs 5 million. Now days, HBFC is the largest 
institution providing housing finance and also facilitate the construction and purchase of houses via its wide 
range of network throughout the Pakistan. HBFCL financed round about 427000 houses in Pakistan with the 
investment of Rs. 350000 billion. Annual cash disbursement of HBFC is Rs. 1.5 billion, almost and cash 
collection is more than 2.5 billion rupees. Recently it is managing more than 132,000 operational accounts with 
the help of 864 officers & round about 500 supported staff. HBFC provide its credit facilities all through 
Pakistan as well as Azad Kashmir and Northern Areas. The trade union that in working in HBFC is workman 
union of Pakistan (CBA).and the current issue in it in 2010 is salary increase. Trade union that is in progress in 
HBFC is named as WORKMAN UNION OF PAKISTAN. It was established 5 years ago and it is properly 
registered trade union. It is working for well being of common labor in the organization. 

2. LITERATURE REVIEW: 

In the present decade, low wages, lengthy working hours, meager health & safety environment, rising 
contractual work and collective bargaining distinguish the transforming nature of job relationship in Pakistan. 
Scrapping of defensive articles and introduction of preventive labor legislation superseding legal framework, is 
on the rise. It is also seen an increase in desecrations of basic labor rights across the organizations. Labor 
organizations those are legally empowered for collective bargaining agency, reduced in size and power 
(Ratnam, 2003). 

Unions in organizations play role for providing the employees the basic rights and when they demand 
for them there may be conflicts between management and the union. Contract of individual for employment 
which are based on single person are not always considered agreement among the equal partners. On the basis of 
justification of individuals at work is the best way to make a good relationship between the employer and 
employees. And it is often the preferred option of both employer and employee (DTI, 1998, para.4.2 cited by 
Tuckman and Finery).  

If we consider problem into the larger scale of industrial relationship, it turn into more and more 
apparent that the suspicions in the statuary appreciation discuss broaden well ahead of constricted legal and 
political anxiety. They are trying clear the picture that how much it is the need to know regarding employee’s 
attitude towards union and non- union channel of association and how slight to be familiar with management‘s 
attitudes in the direction of unions and industrial relationship. It is also required to understand more regarding 
the connection, in theory and practice, among collective bargaining and different forms of involvement (Wood, 
Moore, Willman 2002). 

Supposition is here for dispute resolution strategies that it may achievable to be additional integrative, 
win _win, & and supportive (Fisher and Ury, 1981). The belief is that both parties may be the winner with 
balancing non-competing benefits, such type of strategies gives confidence to individuals to go further than their 
current positions and focus on the problem except the personalities and look for to make happy each party 
(Fisher and Ury, 1981). Therefore, one party’s success is not achieved at the expense of the other. 
Unfortunately, integrative dispute resolution strategy can hardly be described as successful if we are to judge the 
degree to which they have replaced conventional approaches to conflict resolution. Even though 70% utilized a 
positional –based negotiation style, 60% utilized that problem –solving negotiation is a preferred method that 
needs to be more readily used within conflict resolution processes (Calmfors, el. Ed. 1988). 

Collective bargaining has been introduced in Pakistan through IRO, 1969 to provide a new direction to 
industrial relationship system. CB was visualized as a chief purpose for trade unions and it was intended to 
present a set of collective rules of work in the enterprises. Trade union is pressure groups in the organizations. 
Trade union is very weak and ineffective in Pakistan and is not implemented properly. Over the period of 20 
years 32% to 34% of the registered trade unions have assumed the status of CBA in Pakistan economy the 
positive role of trade union is to mobilize the economic, socialand powers to win the objective of full 
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employment and better standard of life. But there are too many conflicts between union and management and 
strikes are held. Strikes and other forms of conflicts can be avoided when proper procedure and policies are 
implemented and accepted by both management and union .Employer’s organizations have neither been formed 
to act as trade unions nor have been encouraged to promote collective bargaining. And there is need of 
improvement in the field of collective bargaining in Pakistan.  

So, researcher are agreed to support the enrichment of formal collective bargaining relationship along 
with management and unions. Because dispute resolution is the major issue in any organization now days and if 
it is not solved properly then there may be very bad conditions. 

3. METHODOLOGY: 

Methodology that has been used in this research is formal and informal interviews. The sampling 
technique used for this study is simple random sampling. The areas used for study is Bahawalpur, Multan and 
Lahore. On the other hand for exploration of concept of collective bargaining and suggestive approach articles 
and different book have been used for data collection.  

4. FINDING AND DISCUSSIONS:  

4.1 Collective bargaining in concept of management 

In HBFC union was very strong before 2000. But after that some conflicts between management and 
union make it in friendly. Now management takes the union as representative of lower level employees. 
Management use collective bargaining as a source to solve the employee problems but it is forcibly involved in 
it. Management says that all the process of CB is running very well. They are communicated well and there is 
no any problem with union in the organization. As one of them said that 

“There is not any role of union in the organization as management solve the problem of every person 
individually”  

So we can say management actually don’t recognize the importance of union in the organization or we 
can say union is not doing its job properly. Management thinks that there should be productive steps in the 
organization to the crises that the organization is facing from last few years there should be increase in profit of 
the organization rather than fulfilling the demands of union that are totally useless and fake. 

As one of the member said, 

“Union must utilize its energy for development of HBFC rather than to utilize it to increase the salary of the 
employees (that is current dispute in management in union)”  

So management says all is well in the organization when we talk about collective bargaining. They say 
it is according to proper meeting and the decisions are made after a systematic approach. If there is proper 
channel of collective bargaining then why there are strikes of unions. Some problems that are in side of 
management, Union does not take part in development activities. They do useless activities to waste the time. 

4.2 Collective bargaining in concept of union members 

Union members found collective barraging a best source to communicate their problems to 
management. They say there should be more recognition of union in organization and their matters should be 
solved properly. Union members are very much supportive to collective bargaining. According to union, CB is 
not running properly in HBFC. The management should take productive steps for the proper implementation of 
CB. Management shows biasness in every matter and do not think of the problems of labor in organization. 

Most of the Union leaders said that, 

“Management thinks about union as its anti party and shows biasness towards its members”. 
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When any new policy is made for low level labor by the government, management does not 
communicate it to the labor and does not implement it unless union shows its action. When any matter is in hand 
of union then it is solved properly only due to political influences. 

According to a Union leaders, 

“When management has any fear of political involvement then they are agreed to listen our demands and 
problems and solve them properly. Political leaders help us to speak for our rights. 

Actually union in organization provide platform to speak for their rights and work for them in the organization. 
But management is against the union.  

• Problems in side of union are, 
• No association 
• No favor 
• No proper communication 
• No review of any agreement 
• No proper HR policies for development of common labor 
• Politics in organization 
• Biasness of organization 

 4.3 Situation of collective bargaining in HBFC 

Collective bargaining is conducted formally in HBFC. When any employee faces any problem they go 
to the union for it. Union precedes their mater to management. Then management conduct meeting with mutual 
consent of union and in that meeting the problems is solved and it is then communicated formally. But if any 
employee doesn’t agree with the solution and doesn’t find solution then he can apply to labor court. But there is 
problem of mutual understanding and communication between the union and management. Management is not 
actually providing incentives to the union members. There is political influence on management from union side 
it means that some external factors are present in HBFC that should not be there. The perception of union is not 
good in eye of and vice versa. So, there is need of mutual collaboration between management and union.  

4.4 Suggestive factors for effective collective bargaining 

On the basis of finding and conclusion some of the factors are suggested by the researcher for effective 
collective bargaining with the organization and trade unions. 

 

 Freedom of association 

When there is proper freedom of speech for everyone .the problem can be resolved well.Beacause 
when you associate freely then it is easy to understand each other. And this will be productive for both union 
and management in HBFC. 
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 Trade union recognition 

The union should be recognized and respected to solve every issue because when it is not recognized 
then wrong issues are created that spoil the whole organization.  

 Trust 

There should be element of trust between union and management. Management should work for the 
problems and wellbeing of union to gain the trust. 

 Agreement review 

The agreement that is made after collective bargaining should be reviews properly .there should not be 
any negligence in obeying agreed matters. It should be proper investigated and communicated to employees. 

 Proper communication 

There should be proper communication between union and management. For every new mater union 
should be informed and should take part in decision and policy making. And when any decision is made in top 
management it should be communicated to lower management.  

 Support of labor administrative authorities 

Support of labor administrative authorities is necessary for effective collective bargaining. They should provide 
conciliation services when needed and provide legal framework to operate where it is necessary. They will not 
support party in breach of any agreement. They will do secure observance of agreement. Suggest different 
methods for dispute resolution.                    

5. CONCLUSION 

Collective bargaining is an effective tool for dispute resolution in any organization. It is requirement of 
time to be effective in bargaining because human resource is the most important aspect of any organization. But 
there is need of trust between union and management. As there is attitude change toward collective bargaining 
of union and management, it is due to misconception and confusions about the system as well the negligence of 
the management. 

There are some factors; if they are implemented properly then any organization can have effective 
collective bargaining that is necessary to become an effective organization. As the study of HBFC shows that 
there is severe need of mutual trust in the organization and proper communication. In absence of these factors 
there are confusions and misunderstandings between union and organization members.  
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