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ABSTRACT 

Ineffective communication is a dominant source of instability and significant worker dissatisfaction in 

the manufacturing industry, including the readymade clothing sector. Workers’ dissatisfaction at the 

workplace creates labor unrest. Consequently, productivity may be significantly affected by labor unrest, 

which is an inevitable component of any industrial operation. A harmonious work environment, free 

from conflicts among employees, should be a focus for every successful organization. This research 

suggests that the communication climate be implemented as a resolution technique for workplace 

disputes. Data was collected through structured questionnaire surveys and random sampling in this 

quantitative research. Data was obtained from the readymade garment factories in Bangladesh. One 

hundred twenty employees participated in the survey. Statistical Package for the Social Sciences (SPSS) 

was used to analyze the data. According to the research, the primary cause of poor business performance 

at the workplace in the sector is due to inadequate communication. Additionally, the investigation 

assessed the industry's employees' perspectives regarding the advantages of communication climate in 

dispute resolution. This study finds a positive correlation between dispute resolution techniques and the 

communication climate. Pluralist theory served as the theoretical foundation for the investigation in order 

to substantiate the notion that it provides resources such as knowledge, constructive criticism, and 

opportunities for growth of the sector. 
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Introduction 

The garment export manufacturing industry significantly contributes to global GDP (Mostafiz 

et al., 2021), and the readymade clothing sector of Bangladesh constitutes around 85% of 

Bangladesh's overall export revenues (Farhana et al., 2022). Unfortunately, this industry in 

Bangladesh has substantial challenges due to violence (Farhana et al., 2022; Mirdha, 2024). 

Massive labor unrest in Bangladesh's RMG industry was caused by a number of problems, 

including a lack of trust and effective communication between owners and workers, a lack of 

open dialogue, arrogance, and a hazardous work environment (Alam et al., 2020). The primary 

issue facing this sector is workplace unrest due to a lack of communication between the owners 

and employees, which results in dissatisfaction (Mirdha, 2024; Winter & Lasch, 2016). 

However, the unrest has become violent, resulting in several companies experiencing property 

damage, vandalism, and fire. The level of resentment against industrial security has increased 

as a result. The disruption has significantly increased the already challenging burden for 

manufacturers as they attempt to meet the strict deadlines for winter orders from customers all 

around the world. Regarding the possible source of the disruption, there is much dispute. The 

main complaints of textile workers are that they are underpaid and do not get proper benefits, 

that there is a lack of regard for women in the workforce, and that their burden is increasing 

while their duties are diminishing. Moreover, workers' dissatisfaction stems from a variety of 

other factors, such as issues with unionization, market dominance, the blacklisting of claims 

filed by sacked employees, and wage payment delays (Tuhin, 2024). In order to increase 

business performance, academics must investigate the motivations behind and challenges 

encountered by clothing suppliers as they attempt to create a conflict-free workplace. The 

numbers are derived from Bangladesh's ready-made clothing sector. The results, which will 

guide future decisions, are beneficial to the knowledge domains of academics and managers 

alike in terms of strategy and planning. The presentation of the materials, methods, and 

findings, the study's limitations, implications, conclusions, and recommendations for more 

research, are covered in the next section. Additional research is necessary to show a causal 

association between communication environment and conflict resolution since the findings are 

contradictory (Rahman, 2023a). 

This study assesses the relationship between the communication environment and dispute 

resolution procedures with the goal of accelerating organizational performance. This study 

constructs a research paradigm grounded on pluralist philosophy. 

 

Research question 

The following RQ is developed based on the above-mentioned background discussion: 

RQ1: To what extent does communication climate play a role in the success of dispute 

resolution strategies in the readymade clothing sector? 
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Research objective 

The objective of the study is as follows: 

(i) To examine how communication climate impacts dispute resolution techniques in 

Bangladesh's readymade garment sector. 

 

Communication climate 

Communication is the process of transferring thoughts and information from one person to 

another while also establishing a common understanding (Keyton, 2011). The steps in the 

communication process include conceptualization, encoding, transmission, receiving, 

decoding, comprehension, and feedback (Khan & Taher, 2014; Heinz & Koontz, 1994). When 

employees feel like they belong to the organization, they are more inclined to welcome change. 

This feeling is strengthened when there is a culture that encourages transparency and 

engagement via communication (Neill et al., 2020). The term "communication climate" 

describes the general agreement among employees about the company's mental health, the 

quality of internal communication, and the strength of interpersonal connections (Smidts et al., 

2001). The communication climate inside an organization also reflects the members' common 

beliefs about engagement, openness, and voice. Because an environment that values open 

communication promotes everyone in the team to have access to pertinent information and to 

feel free to raise their hands and provide comments (Neill et al., 2020; Smidts et al., 2001). 

 

Dispute resolution 

In their 2019 study, Cronin and Bezrukova (2019) found that disputes may be emotionally 

draining and reveal individuals' inconsistent behaviour. Dispute resolution techniques have an 

impact on team dynamics and output (Rahman, 2023b; Todorova et al., 2022). Dispute 

resolution styles are approaches and procedures for settling disputes or conflicts to lessen the 

possibility of such circumstances (Rahim, 2023; Sibajene, 2022). Although there are many 

different methods for resolving conflicts, there is often a favoured tactic that produces superior 

results (Rahim & Katz, 2019). Various techniques for resolving disputes exist, such as 

problem-solving, forcing, surrendering, avoiding, and compromising. These strategies indicate 

varying degrees of care for the welfare of oneself and others (Blake & Mouton, 1964; Deutsch, 

2002; van de Vliert & Euwema, 1994).  

 

Hypothesis development 

Past study indicates that stress affects intercultural communication and job satisfaction 

(Fairbrother & Warn, 2003). Another research found that the communication environment is 

strongly associated with job happiness (Doleman et al., 2021). Baidoun et al. (2018) contend 

that the challenges in RMG are profoundly affected by communication and cultural contexts. 

Inadequate communication and the lack of a quality control system are significantly associated 

with workplace disputes (Cho & Linderman, 2019). Studies have found a link between the 

communication environment and dispute resolution (Dohrman, 2021). Different 

communication situations give rise to different activities, and those acts all play a major role 

in the process of resolving conflicts.  

In view of the above, this research proposes the following hypothesis: 

Hypothesis 1: The communication climate has a significant influence on dispute resolution in 

the readymade clothing sector of Bangladesh. 
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Research Methodology 

A descriptive research technique was used in this study. This study used a quantitative research 

technique using a questionnaire as the research instrument. The study was completed by 120 

workers from 10 distinct ready-made clothing manufacturing industries in Bangladesh. 

According to G-Power's calculation, the inquiry requires 118 individuals and the effect sizes 

of the three (3) predictor variables were.15 (f 2 =.15),.05 (=.05), and.85 (power (1 -)). This 

study recruited participants using simple random selection, which is in line with other studies. 

An online survey questionnaire was used to gather data from the chosen individuals in 

compliance with many ethical guidelines, one of which was getting their informed consent. A 

Likert scale with the following response options—strongly disagree (1), disagree (2), disagree 

(3), unsure (4), agree (4), and strongly agree (5)—was used to evaluate the dependent and 

independent variables. 

 

Data analysis and findings 

After the data had been painstakingly coded, SPSS was used for analysis. The findings, shown 

in the form of tables and graphs, were analysed in light of the essential components. The 

presentation of the demographic characteristics, profile and statistics, correlation test, 

hypothesis testing, regression model summary, linear association, coefficients, discussion and 

findings, the study's limitations, implications, conclusions, and recommendations for future 

research are covered in this section. 

 

Demographic characteristics  

The study's target population was workers in Bangladesh's RGM sector. As shown in Figure 1 

shows that 41.5% of the 120 RMG industries respondents were male and 58.5% were female. 

 

Figure 1.  

Gender (male and female) ratio of the respondents (Source: Survey, 2023) 

 
 

According to Figure 2, the group with the highest percentage of respondents was those 

between the ages of 21 and 30 (42.5%), followed by those between the ages of less than 40 and 

more than 31 (40%). 
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Figure 2.  

Age distribution of the respondents (Source: Survey, 2023) 

 
 

Figure 3 shows that of those, about half (47.3%) had worked for the companies for 1-3 

years, 20.2% had done so for more than 10 years, 22.7% for 4-5 years, and 9.8% had done so 

for between 6 and 10 years.  

 

Figure 3.  

Working experience of the respondents (Source: Survey, 2023) 

 

 

Descriptive statistics 

Table 1 displays the demographic data on the respondents. The data was produced using the 

statistical software SPSS 23.0. The majority of the respondents (58.5%) were female, while 

41.5% were male. The age range of the responders was 21–30 for 42.5%. The 31–40 age 

accounts for over 40% of the total population. A total of 0.0% of the respondents had no 

schooling whatsoever, while 3.9% were postgraduates (M. Phil/PhD), 10.0% were 

undergraduates/graduate, 19.8% were higher secondary, and 0.5% were primary school 

students. There were 23.5% of operators, 49.8% of others, 14.8% of supervisors, 6.0% of 

inspectors, 2.7% of sample men, and 3.2% of technicians of the respondents. Of those who 

took the survey, 70% had less than five years of experience, 20.2% had six to ten years, and 

9.8% had eleven years or more. 
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Table 1. 

Demographic profile of respondents 

Category %  Category % 

Gender  Education  

Male 41.5 Primary .5 

Female 58.5 Secondary 65.8 

Marital Status  Higher Secondary 19.8 

Married 74.2 Degree/ Graduate 10.0 

Unmarried 20.0 Post Graduate (M. Phil/PhD) 3.9 

Single 5.8 Position  

Age  Operator 23.5 

21 - 30 42.5 Supervisor 14.8 

31- 40 40.0 Technician 3.2 

41- 50 13.3  Inspector 6.0 

51- 60 3.3  Sample man 2.7 

More than 60 .8  Others 49.8 

Total Work Experience   

1 -3 yrs 47.3  

4 - 5 yrs 22.7  

6 - 10 yrs 20.2  

More than 10 yrs 9.8  

 

Correlation Test 

According to Table 2, communication climate and dispute resolution have a strong positive 

correlation (r=0.496, p=0.000). Every variable in the table is significant, as evidenced by the P 

values of less than 0.05. 

 

Hypothesis testing 

H1- There is a significant relationship between communication climate and dispute resolution. 

Table 2 has two useful indicators. One is the Pearson Relationship, sometimes referred to as 

the R-value. The type and quality of the link are reflected in the R-value. There is a strong 

positive correlation between communication environment and conflict resolution, with a R-

value of 0.496. 

 

Table 2. 

Pearson correlation test 

Correlations 

Variable Communication_Climate Dispute_Resolution  

Communication_Climate 
Correlation 1 .496**  

Sig. (2-tailed)  .000  

Dispute_Resolution 
Correlation .508** 1  

Sig. (2-tailed) .000 .000  

**. Correlation is significant at the 0.01 level (2-tailed). 

       The second helpful indication is the significance value or P-value. For the relationship to 

be significant, the P-value has to be 0.05 or below. The P-value of 0.000 is shown in the table. 
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It follows that there is a clear connection between dispute resolution and the communication 

climate. Put otherwise, there is evidence to support Hypothesis 1, which claims that 

communication environment and conflict resolution are significantly correlated. 

 

Multiple regressions 

Multiple regressions examine several independent variables with the dependent variable to 

determine the possible linear relationship. Table 3 shows the results of model summry.  

 

Table 3.  

Regression model summary 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 .591a .349 .338 .25588 1.684 

a. Predictor: (Constant), Communication_Climate     b. Dependent Variable: Dispute_Resolution 

 

A substantial positive significant correlation exists between the independent variable 

(communication climate) and the dependent variable (conflict resolution), as shown by Table 

3's r-square of 0.349. The variables' linear connection is shown in Table 4 below. 

 

Table 4. 

The result of ANOVA 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 4.114 2 2.057 31.421 .000b 

Residual 7.660 117 .065   

Total 11.775 119    

a. Dependent Variable: Dispute_Resolution    b. Predictor: (Constant), Communication_Climate 

 

Table 4 demonstrates the existence of an independent variable with a strong linear 

relationship to dispute settlement. The exact relationship between the two variables is shown 

in Table 5, which follows. 

Table 5. 

Coefficients of regression analysis 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

 

(Constant) 1.935 .337  5.734 .000   

Communication_ 

climate 
.223 .055 .339 4.088 .000 .816 1.341 

a. Dependent Variable: Dispute_Resolution 

 

Table 5 indicates that the P value is less than 0.05. The independent variable seems to be 

substantially correlated with dispute settlement in a linear way. The variable's portion of the 

overall connection is shown by the B value.  
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Discussions 

The objective of this study was to examine how the communication climate (CC) affects 

dispute resolution (DR). This study made an effort to examine the relationship between the 

outcome variable, in this instance DR, and the predictor components (CC). Consequently, we 

used SPSS analysis to quantify the impact of CC on DR. The conducted investigation 

demonstrated that CC significantly impacted DR. Furthermore, a substantial connection was 

discovered between CC and DR. However, RMG businesses need to continue offering a 

pleasant workplace if they want to keep their staff free from disputes. This example's findings 

align with those of previous research (Rahman et al., 2023; Yuan et al., 2022). Long-term 

performance in the ready-made garment industry is significantly hampered by disputes, albeit 

they may be lessened with improved owner-employee communication. However, happier 

employees are more adept at handling disagreements when they come up. Previous research 

has shown a substantial correlation between DR and CC. The "communication climate" is 

shown to be the most critical element influencing the effectiveness of dispute resolution 

strategies in the RMG manufacturing industry. The results of this research on the connections 

between ongoing communication and workplace conflict resolution have direct effects on 

productivity.  

 

Implications and contributions of the study 

This research provides novel insights about management and theoretical consequences for 

managers and policymakers, including communication environment and dispute settlement. 

The industrial sectors need a satisfied workforce and a supportive work environment via 

effective communication to achieve sustainable growth in the global supply chain. This study 

identifies the pertinent factors that the RMG sector in Bangladesh should use to actualize the 

results of this research and capitalize on the advantages of dispute resolution. The study's 

results indicate that key policymakers advocate for the government to formulate a unified and 

effective RMG business strategy, establish a law commission, and implement an aid system 

that acknowledges industrial activities. Consequently, the study's methodology and integrated 

research framework maintained its significance in the theoretical contribution.  

The results suggest the development and implementation of programs aimed at enhancing 

the quality of the working environment via the introduction of improved communication, 

eventually leading to increased job satisfaction, performance, and productivity.  

 

Limitations of the study 

This research had certain limitations that must be acknowledged when assessing the results. 

These deficiencies pertain either to the sample and its size or to methodological or theoretical 

decisions. Data was gathered from just three of the 64 districts in Bangladesh: Dhaka, Gazipur, 

and Narayanganj. This research did not use a probabilistic method with sampling error, which 

may influence the results of any inquiry. The sample size must be taken into account. The 

research used just 120 responses from a total of 20,000 individuals on the personnel rosters of 

10 firms. Future studies may explore potential internal or external influences beyond the current 

model. 

 

Conclusion  
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Despite several limitations, this research will provide valuable insights to managers about the 

enhancement of good communication among all stakeholders within Bangladesh's readymade 

clothing sector. Researchers found a significant positive correlation between communication 

and dispute. This study's results indicate that professionals or managers are more predisposed 

to invest more effort in enhancing employee work satisfaction through continuous and effective 

communication. Moreover, we found that an enhanced communication atmosphere may 

elevate work satisfaction. This research found that one primary factor that most satisfies 

employees in a corporation is an effective communication environment. The coefficient table 

indicated that communication climate and dispute resolution have a strong positive correlation 

(r=0.496, p=0.000), while the relationship between the variables in the study is significant, as 

evidenced by the P values of less than 0.05. Consequently, we can ascertain that the 

communication atmosphere is a critical elements of job satisfaction that facilitate employee 

motivation and mitigate disputes in the workplace. This research concluded that satisfied 

workers exhibit more commitment to the organization than their dissatisfied counterparts.  
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Recommendations for future research 

Additional research is necessary to investigate the mediating and moderating influence of other 

factors, including organizational climate, on variables of work ethics, social compliance, and 

conflict management strategies, etc. Consequently, more inquiry is necessary to evaluate the 

factors and enhance the probability of readymade garments and textiles achieving sustainable 

development. Future research may extensively study the potential influence of other internal 

or external issues beyond the present model. 
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