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Abstract 

Over the last years, Ready Made Garments (RMG) sector experienced impressive growth rates 
and specifically woven and knitwear products are in high demand by the USA and European 
markets. Adherence with national and international compliance standards has become increasingly 
important to ensure customer requirements as well as to maintain the sectors competitiveness, but 
in many cases factory stuff still lacks adequate skills and knowledge to ensure that required 
compliance standards are reached. This thesis addresses the need to increase the knowledge level 
of factory practitioners and other interested parties on major social and environmental issues in 
order to contribute to the sectors competitiveness and to play major role for job, income generation 
and national economy. 
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Figure: Social issue in textile industry 

Nowadays, retailers and brand companies take some responsibility for the labour conditions in 
their supply chains, at least on paper. Many have developed codes of conduct on labour standards 
to be implemented in their overseas workplaces. The reality in these workplaces however, is often 
still quite grim. Wages are too low to live on, 80-hour workweeks are common, and the health and 
safety of the workers, the majority of whom are women, is constantly being undermined. Workers 
have no security of employment, women are discriminated against and harassed. In many 
countries there is also evidence of bonded or child labour. Workers are often not allowed to form 
trade unions, because the right to organize or collective bargaining is not recognized in the country 
where they work. Generally, the most frequently found problems in the textile supply chain are in 
the field of working conditions and labour standards. 
 

Overtime 

Excessive overtime is a common problem in many garment-producing countries. The extent of 
overtime in Bangladesh is markedly higher than in other countries. Often, people work seven days 
a week, 14 or 15 hours a day, for months on end. In factories where overtime is so excessive, 
reducing hours to a regular 48-hour working week with occasional 12 hours overtime means a 
massive reorganization of planning and production. However this can lead to a substantial increase 
of productivity and profitability. 
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Wages 

Excessive overtime is closely linked with low pay as workers are forced to work long hours to 
earn enough to live on. Low-skill workers and poor productivity and quality management in the 
factory leads to excessive overtime because fewer pieces can be made in each hour and workers 
spend time doing rework. Long hours lead to tiredness, illness and accidents. These contribute to 
low productivity and high levels of reworking, which in turn lead to longer hours as workers 
rework rejected pieces. Piece rate workers are not paid for reworking and so high levels of rework 
significantly affects their pay. This also contributes to high worker turnover. Improving internal 
quality and productivity management systems can lead to a reduction in hours without 
reducing wages, since workers are making more pieces in standard hours. Piece-rate workers are 
not paid for re-working. This means that a significant proportion of working time is not only 
unproductive, but also unpaid. Reducing reworking is therefore an important element of boosting 
productivity as well as reducing working hours without reducing wages. 
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Bonded labor 
 
Bonded (and also forced) labor can be defined as all work done by any person under the menace 
of a penalty for which the person has not offered him/herself voluntarily or for which such work 
is demanded as a means of repayment of debt. Holding back wages or requiring deposits in order 
to keep workers in the factory, due to a shortage of workers because of high staff turnover, are 
forms of bonded labor. Improved human resources management helps to break this contra 
productive policy by enabling the company to attract and keep workers and to provide them 
appropriate training and opportunities for promotion, alongside positive incentives to persuade 
workers to stay. 
 
Freedom of association 
 
In most countries freedom of association and collective bargaining are legally recognized, with 
China and Vietnam being the notorious exceptions. Nevertheless, there are very few countries 
where trade unions are active in garment companies. The first steps that bigger companies can 
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take are: setting up communication channels between the workers and management, and 
establishing procedures for consultation and dealing with complaints. Better communication 
ensures that workers understand and support the changes made to management systems, 
production and incentives. If workers do not understand the changes there can often be a sense 
of unfair treatment and dissatisfaction, contributing to continued high worker turnover. This does 
not guarantee the right to freedom of association and collective bargaining, but the employer 
will have created the conditions for those to develop. 

Discrimination 
 
Discrimination is very common but often difficult to handle. In most cases women have very few 
opportunities for promotion to better paid positions and also pregnancy will lead in many cases to 
discharge. In China young women and migrant workers are often subject of discrimination. 
Whenever this appears, the company is better off to design a more progressive policy on hiring, 
promotion and human resource management. 
 
Child labor 
 
Child labor is common in India but less common in China. However, in some factories in China 
checks on age are inadequate. In these cases, the factories are expected to implement a registration 
and control system that meets the ILO standards. If child labor is found, it is essential that 
corrective actions do not inflict harm upon children and should consider the impact of loss of 
earnings on children. Sometimes it is better to provide them part-time, safe and light work together 
with education than discharging them. To this end, it may be appropriate for companies to 
collaborate with NGOs that are experienced in helping children. 
 
Legal labor contract 
 
In many cases labor contracts are either lacking or inadequate according to law. This can usually 
be resolved quickly. Another issue is that many workers do not enjoy obligatory social security 
provisions, often because they prefer to receive the contribution in cash rather than transferring it. 
 
Health and Safety 
 
While every factory needs to improve working conditions, those that directly endanger workers 
health and safety must take priority. Problems found in the textile industry are health risks due to: 
pesticides and chemicals; fire safety and evacuation routes; ergonomic facilities; temperature, 
noise and dust; and storage of chemicals. 
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Chapter 2: Global Standards 
 

 International Organisations, Policies 
& Standards 

 Code of Conduct of Different 
International Buyers. 
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2.1.2: Social Policies and Standards in the Textile Chain 
 

 United Nations and ILO Conventions: 
 
All of the social standards and initiatives are founded on a base code of conduct that is in turn 
based on international workplace norms outlined in the ILO conventions and the Universal 
Declaration of Human Rights and the Convention on Rights of the Child. 
Universal Declaration on Human Rights (UDHR) 
 
The Universal Declaration on Human Rights25 was adopted by the United Nations in 1948 and is 
the most universally recognised definition of human rights. It covers civil and political rights, as 
well as economic, social and cultural rights. Most CSR policies and standards are based on the 
UDHR. Together with two other Covenants from 1996, it is called the International Bill of Human 
Rights. Those covenants are: International Covenant on Civil and Political Rights (ICCPR) and 
the International Covenant on Economic, Social and Cultural Rights (ICESCR). 
 
UN Convention of the Rights of the Child (CRC) 
 
The Convention on the Rights of the Child, adopted in 1989, is a universally agreed set of non-
negotiable standards and obligations. It spells out the basic human rights that children have 
everywhere: the right to survival; to develop to the fullest; to protection from harmful influences, 
abuse and exploitation; and to participate fully in family, cultural and social life. It has been 
ratified by every country in the world, except for two countries: USA and Somalia which have 
signaled their intention to ratify. 
 
UN Convention on the Elimination of All forms of Discrimination against Women 
(CEDAW) 
 
This convention was adopted by the UN in 1979 and entered into force in 1981. The convention 
contains 30 articles, defines what constitutes discrimination against women and sets up an agenda 
for national action to end such discrimination. China is one of the 176 parties that have signed the 
convention. 
 
ILO Conventions 
 
The International Labour Organisation26 is a tripartite UN organization representing 
governments, businesses and workers and has set up a legal and policy framework for labour 
issues. The ILO has issued almost 200 conventions on working conditions. Eight of these specify 
the four fundamental labour rights: 

 Freedom of association and the right to collective bargaining; 
 A ban on forced labour; 
 A ban on child labour; 
 A ban on discrimination in the workplace and in professions. 
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The ILO conventions focus in particular on governments responsibilities with respect to labour 
rights. The Tripartite declaration of Principles Concerning Multinational Enterprises and Social 
Policy extends the ILO Conventions, listing corporate responsibility with regard to labour issues 
and also including a number of additional labour standards falling under the specific responsibility 
of corporations. Most codes of conduct and social standards are based on these conventions. 
 
 
 
Convention Forced labor Freedom of 

Association 
Discrimination Child labor Minimum 

age 
Number C.29 C.105 C.87 C.98 C.100 C.111 C.138 C.182 C.138 
Rectification 
date 

1930 1957 1948 1949 1951 1958 1973 1999 1973 

Bangladesh 1972 1972 1972 1972 1998 1972  2001  
China     1990  1999 2002 16 
India 1954 2000   1958 1980    
Thailand 1969 1969   1999  2004 2001 15 
Vietnam     1997 1997 2003 2000 15 

 
 Social Accountability 8000 (SA8000) 

 
 

 
 
General data 
 
In 1997,  SAI  launched  Social  Accountability 8000 (SA8000), a voluntary standard  for 
workplaces,  based  on  ILO  and  UN conventions. SA8000 is  a  uniform,   auditable   standard  
for  a  third  party  verification  system  on  social  issues,  initiated by Social Accountability 
International (SAI). SAI is  a  non-governmental,  international, multi-stakeholder organization 
dedicated  to improving workplaces and communities by developing and implementing  socially 
responsible standards. 
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Provisions 
 

 Child Labour: No workers under the age of 15; minimum lowered to 14 for countries 
operating under the ILO Convention 138 developing-country exception; remediation of 
any child found to be working; 

 Forced Labour: No forced labour, including prison or debt bondage labour; no lodging of 
deposits or identity papers by employers or outside recruiters; 

 Health and Safety: Provide a safe and healthy work environment; take steps to prevent 
injuries; regular health and safety worker training; system to detect threats to health and 
safety; access to bathrooms and potable water; 

 Freedom of Association and Right to Collective Bargaining: Respect the right to form 
and join trade unions and bargain collectively; where law prohibits these freedoms, 
facilitate parallel means of association and bargaining; 

 Discrimination: No discrimination based on race, caste, origin, religion, disability, gender, 
sexual orientation, union or political affiliation, or age; no sexual harassment; 

 Discipline: No corporal punishment, mental or physical coercion or verbal abuse; 
 Working Hours: Comply with the applicable law but, in any event, no more than 48 hours 

per week with at least one day off for every seven day period; voluntary overtime paid at 
a premium rate and not to exceed 12 hours per week on a regular basis; overtime may be 
mandatory if part of a collective bargaining agreement; 

 Compensation: Wages paid for a standard work week must meet the legal and industry 
standards and be sufficient to meet the basic need of workers and their families; no 
disciplinary deductions; 

Social accountability 8000(SA 8000) 
Administrated by SAI/ Social Accountability International 
In operation since 1997 
Initiative Multi-stakeholder (Companies, NGOs, 

governmental organizations, unions) 
Focus Social (labour/ ILO conventions 
Sector General, including textile and clothing 
Verification/Certification Third party audits leading to certification 
Audited/certified companies App. 1038 facilities worldwide are certified 

(June 2008) across 58 industries and in 55 
countries covering around 500.000 workers 
employed. App. 25% of the total certified 
facilities operates in the textile and apparel 
industry 

Participating textile brands Charles Vogele, Cutter & Buck, Eileen 
Fisher, Gap, Otto Versand, Tex Line, 
Timberland, WE 







http://www.bsci-intl.org/our-work/monitoring
http://www.bsci-intl.org/our-work/monitoring
http://www.sa-intl.org/
http://www.bsci-intl.org/about-bsci/sites/default/files/file/Annex%204%20BSCI%20Risk%20countries%282%29.pdf
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 Efficient: Our common database of suppliers creates efficiencies and avoids duplicating 
audits at factories already in the system. 

 Knowledge-based: Our system integrates learning at the supplier level to develop their 
knowledge and skills on how to improve working conditions on the factory floor. 

 Collaborative: BSCI cultivates involvement of relevant stakeholders in Europe and 
supplier countries. 

Provisions 

In accordance with the ILO conventions, the United Nations' Universal Declaration of Human 
Rights and the UN's conventions on children's rights and the elimination of all forms of 
discrimination against women, the BSCI Code of Conduct aims to attain compliance with certain 
social and environmental standards. The following requirements are of particular importance: 

 Legal Compliance: Compliance with all applicable national laws and regulations, industry 
minimum standards, ILO and UN Conventions, and any other relevant statutory 
requirements whichever requirements are more stringent; 

 Freedom of Association and the Right to Collective Bargaining: In situations or countries 
in which the rights regarding freedom of association and collective bargaining are 
restricted by law, parallel means of independent and free organization and bargaining shall 
be facilitated. In accordance with ILO conventions 87, 98 and 135; 

 Prohibition of Discrimination: No discrimination shall be tolerated on the basis of gender, 
age, religion, race, caste, social background, disability, ethnic and national origin, 
nationality, membership in workers organizations including unions, political affiliation, 
sexual orientation, or any other personal characteristics. In accordance with ILO 
conventions 100 and 111; 

 Compensation: Wages paid for regular working hours, overtime hours and overtime 
differentials shall meet or exceed legal minimums and/or industry standards. Illegal or 
unauthorized deductions from wages shall not be made. In situations in which the legal 
minimum wage does not cover living expenses and provide some additional disposable 
income, companies shall strive to provide employees with adequate compensation to meet 
these needs. In accordance with ILO conventions 26 and 131; 

 Working Hours: Overtime hours are to be worked solely on a voluntary basis. The 
maximum allowable working hours in a week are 48 and the maximum allowable overtime 
hours in a week are 12. An employee is entitled to at least one free day following six 
consecutive days worked. In accordance with ILO conventions 1 and 14; 

 Workplace Safety: A clear set of regulations and procedures must be established and 
followed regarding occupational health and safety. Workplace practice and conditions, 
which violate basic human rights, are forbidden. In accordance with ILO convention 155 
and ILO recommendation 164; 

 Prohibition of Child Labour: Child labour is forbidden as defined by ILO and United 
Nations conventions and/or by national law. Of these various standards, the one that is the 
most stringent shall be followed. Any forms of exploitation of children are forbidden. 
Working conditions resembling slavery or harmful to children's health are forbidden. The 

http://www.bsci-intl.org/our-work/empowering
http://www.bsci-intl.org/our-work/engaging
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rights of young workers must be protected. In accordance with ILO conventions 79, 138, 
142 and 182; 

 Prohibition of Forced Labour: All forms of forced labour are forbidden, as is prisoner 
labour that violates basic human rights. In accordance with ILO Conventions 29 and 105; 

 Environment and Safety Issues: Procedures and standards for waste management, 
handling and disposure of chemicals and other dangerous materials, emissions and effluent 
treatment must meet or exceed minimum legal requirements. 

 
Implementation and verification 
 
The initiative aims at continuously improving the social performance of suppliers, leading to Best 
Practice like SA8000 certification or equivalents and thus enhancing working conditions in 
factories worldwide. 
 
BSCI itself is not a verification or certification system and therefore does not issue a certificate. 
BSCI provides a specific monitoring process with uniform management instruments for members, 
suppliers, auditors and qualifiers. This approach ensures uniform audit procedures and evaluation 
thus comparability of the results. 
 
The practical implementation is controlled through audits by independent auditing companies. 
These companies are accredited at Social Accountability International (SAI), the New York-based 
organization which issued the internationally recognised social management standard SA8000. 
Follow-up measures like implementation controls or comprehensive training measures aim at 
supporting suppliers with improving their social performance. 
BSCI is a development approach in which suppliers are enabled to work step by step towards best 
practises, like SA8000 certification. The first stage in the implementation process is mandatory 
followed by an optional part leading to best practices.  
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The outcomes of the currently re-audited companies show 
that this development approach improves the social 
performance. 
 
Audited suppliers are registered in the BSCI Database so 
that there is no need for other BSCI members to assess the 
same supplier. This decreases the costs for the supplier and 
enhances the efficiency of the improvement process. 
 

BSCI first audit 
7% good 
18% improvement needed 
75% critical 
BSCI re-audit 
45% good 
21% improvement needed 
34% critical 
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society, and other arenas. WRAP is not a membership association to which companies or licensers, 
such as universities, pay dues. Factories pay WRAP an application fee. Auditing companies pay 
WRAP an annual registration fee for each country in which they seek WRAP accreditation. Each 
factory then negotiates an inspection fee with the accredited auditor of its choice. 
 
Provisions 
 
The objective of the Apparel Certification Program is to independently monitor and certify 
compliance with the following standards: 

 Compliance with Laws and Workplace Regulations: Manufacturers of sewn products will 
comply with laws and regulations in all locations where they conduct business; 

 Prohibition of Forced Labour: Manufacturers of sewn products will not use involuntary 
or forced labour - indentured, bonded or otherwise; 

 Prohibition of Child Labour: Manufacturers of sewn products will not hire any employees 
under the age of 14, or under the age interfering with compulsory schooling, or under the 
minimum age established by law, whichever is greater; 

 Prohibition of Harassment or Abuse: Manufacturers of sewn products will provide a 
work environment free of harassment, abuse or corporal punishment in any form; 

 Compensation and Benefits: Manufacturers of sewn products will pay at least the 
minimum total compensation required by local law, including all mandated wages, 
allowances and benefits; 

 Hours of Work: Manufacturers of sewn products will comply with hours worked each 
day, and days worked each week, shall not exceed the legal limitations of the countries in 
which sewn product is produced. Manufacturers of sewn product will provide at least one 
day off in every seven-day period, except as required to meet urgent business needs; 

 Prohibition of Discrimination: Manufacturers of sewn products will employ, pay, 
promote, and terminate workers on the basis of their ability to do the job, rather than on 
the basis of personal characteristics or beliefs; 

 Health and Safety: Manufacturers of sewn products will provide a safe and healthy work 
environment. Where residential housing is provided for workers, apparel manufacturers 
will provide safe and healthy housing; 

 Freedom of Association & Collective Bargaining: Manufacturers of sewn products will 
recognize and respect the right of employees to exercise their lawful rights of free 
association and collective bargaining; 

 Environment: Manufacturers of sewn products will comply with environmental rules, 
regulations and standards applicable to their operations, and will observe environmentally 
conscious practices in all locations where they operate; 

 Customs Compliance: Manufacturers of sewn products will comply with applicable 
customs law and, in particular, will establish and maintain programs to comply with 
customs laws regarding illegal transshipment of apparel products; 

 Security: Manufacturers of sewn products will maintain facility security procedures to 
guard against the introduction of non-manifested cargo into outbound shipments (e.g. 
drugs, explosives, biohazards, and/or other contraband). 
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 Overtime Compensation: In addition to their compensation for regular hours of work, 
employees shall be compensated for overtime hours at such premium rate as is legally 
required in the country of manufacture or, in those countries where such laws do not exist, 
at a rate at least equal to their regular hourly compensation rate. 

 
Implementation and verification 
 
Any Company that determines to adopt the Workplace Code of Conduct have to, in addition to 
complying with all applicable laws of the country of manufacture, comply with and support the 
Workplace Code of Conduct and must apply the higher standard in cases of differences or 
conflicts. In addition, any company also have to require its licensees and contractors and, in the 
case of a retailer, its suppliers to comply with local laws and this code. 
 
The FLA accredits monitors to conduct independent external monitoring of facilities used by 
companies participating in the FLA. The FLA monitoring methodology requires monitors to 
demonstrate independence, impartiality and a high degree of rigor and thoroughness in assessing 
compliance with the FLA Code of Conduct. 
 
The Monitoring Guidance Document of the FLA provides information to participating companies 
and independent external monitors that will enable them to monitor applicable facilities in 
accordance with the Workplace Code of Conduct and the Monitoring Principles adopted by the 
Fair Labour Association. The Principles of Monitoring, a part of the Charter of the Fair Labour 
Association, provide the framework within which monitoring is to be conducted. Both companies 
and monitors have accepted certain obligations for the way those principles are to be implemented. 
 
The FLA has a public accessible on line factory disclosure database. This database will be updated 
regularly and will also have search features so that you can find out which factories are monitored, 
by which participant, and the remedial actions taken. 
 

 Ethical Trading Initiative (ETI) 
 
 
 
 
 
 
 
General data 
 
The Ethical Trading Initiative (ETI), is an UK based alliance of companies, nongovernmental 
organisations (NGOs) and trade union organisations, which want to promote and improve the 
working conditions in the supply chain. ETI wants to ensure that the working conditions of 
workers producing for the UK market meet or exceed international labour standards. 
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 Working conditions are safe and hygienic: A safe and hygienic working environment 
shall be provided, bearing in mind the prevailing knowledge of the industry and of any 
specific hazards. Adequate steps shall be taken to prevent accidents and injury to health 
arising out of, associated with, or occurring in the course of work, by minimising, so far as 
is reasonably practicable, the causes of hazards inherent in the working environment. 
Workers shall receive regular and recorded health and safety training, and such training 
shall be repeated for new or reassigned workers. Access to clean toilet facilities and to 
potable water, and, if appropriate, sanitary facilities for food storage shall be provided. 
Accommodation, where provided, shall be clean, safe, and meet the basic needs of the 
workers. The company observing the code shall assign responsibility for health and safety 
to a senior management representative. 

 Child labour shall not be used: There shall be no new recruitment of child labour. 
Companies shall develop or participate in and contribute to policies and programmes 
which provide for the transition of any child found to be performing child labour to enable 
her or him to attend and remain in quality education until no longer a child; "child" and 
"child labour" being defined in the appendices. Children and young persons under 18 shall 
not be employed at night or in hazardous conditions. These policies and procedures shall 
conform to the provisions of the relevant ILO standards. 

 Living wages are paid: Wages and benefits paid for a standard working week meet, at a 
minimum, national legal standards or industry benchmark standards, whichever is higher. 
In any event wages should always be enough to meet basic needs and to provide some 
discretionary income. All workers shall be provided with written and understandable 
Information about their employment conditions in respect to wages before they enter 
employment and about the particulars of their wages for the pay period concerned each 
time that they are paid. Deductions from wages as a disciplinary measure shall not be 
permitted nor shall any deductions from wages not provided for by national law be 
permitted without the expressed permission of the worker concerned. All disciplinary 
measures should be recorded. 

 Working hours are not excessive: Working hours comply with national laws and 
benchmark industry standards, whichever affords greater protection. In any event, workers 
shall not on a regular basis be required to work in excess of 48 hours per week and shall 
be provided with at least one day off for every 7 day period on average. Overtime shall be 
voluntary, shall not exceed 12 hours per week, shall not be demanded on a regular basis 
and shall always be compensated at a premium rate. 

 No discrimination is practised: There is no discrimination in hiring, compensation, access 
to training, promotion, termination or retirement based on race, caste, national origin, 
religion, age, disability, gender, marital status, sexual orientation, union membership or 
political affiliation. 

 Regular employment is provided: To every extent possible work performed must be on 
the basis of recognised employment relationship established through national law and 
practice. Obligations to employees under labour or social security laws and regulations 
arising from the regular employment relationship shall not be avoided through the use of 
labour-only contracting, sub- contracting, or home-working arrangements, or through 
apprenticeship schemes where there is no real intent to impart skills or provide regular 
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employment, nor shall any such obligations be avoided through the excessive use of fixed-
term contracts of employment. 

 No harsh or inhumane treatment is allowed: Physical abuse or discipline, the threat of 
physical abuse, sexual or other harassment and verbal abuse or other forms of intimidation 
shall be prohibited. 

 
Implementation and verification 
 
Unlike certification or auditing bodies the ETI doesn't pass or fail suppliers. ETI does not offer 
consultancy services, nor does it offer prizes or labels in recognition of good performance. What 
ETI does offer its members is a space where they can develop the skills and share the experience 
of trying to be a responsible company in an era of global supply chains. 
 
Member companies accept the principle that the implementation of codes will be assessed through 
monitoring and independent verification by ETI; and that performance with regard to monitoring 
practice and implementation of codes will be reported annually. Companies will engage with other 
members in the design, implementation and analysis of pilot schemes to identify good practice in 
monitoring and independent verification and share this experience with other members. 
 
Company members will draw on this experience in establishing where relevant with other ETI 
members work plans to implement programs of monitoring, independent verification, and 
reporting, and will report progress against these programs to and through the ETI in a format and 
timing to be agreed. Workers covered by the code shall be provided with a confidential means to 
report failure to observe the code and shall be otherwise protected in this respect. 
 
Member companies commit themselves, on the basis of knowledge gained from monitoring to; 
negotiate and implement agreed schedules for corrective actions with suppliers and where serious 
violations of the code persist, to terminate any business relationship with the supplier concerned. 
 

 Clean Clothes Campaign (CCC) 
 
General data 
 
The Clean Clothes Campaign (CCC) is an international campaign, focused on improving working 
conditions in the global garment and sportswear industries. The CCC believes that retailers and 
brand companies are responsible for the working conditions in which their products are made. 
 
The CCC is made up of autonomous coalitions with NGOs (consumer, research, women's, fair 
trade and youth organisations, solidarity groups, churches, etc) and trade unions as members in 
European countries, each with a secretariat, and each sending a representative to the European 
Coordination Meeting. There is a Clean Clothes Campaign in: Austria, Belgium, France, 
Germany, the Netherlands, Spain, Sweden, Switzerland and the United Kingdom. 
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In addition to this the CCC is in close cooperation with organisations or coalitions that run similar 
campaigns in other consumer countries, such as US groups, Fair Wear in Australia, and Ethical 
Trade Action Group in Canada. 
 
The campaigns work autonomously at the national level, and come together to work jointly at the 
European level. This European campaign network is backed up by a broader, international network 
that includes trade unions, NGOs, and individuals in countries where garments are produced, i.e. 
Asia, Africa, Eastern Europe, and Central America. The international secretariat of the campaign 
is based in Amsterdam. Over 200 different organisations participate in the campaign. 
 
 

 
 

Clean Clothes Campaign (CCC) 
Administered by Country secretariats and International 

secretariat 
In operation since Late nineties (no specific data available) 
Initiative 
Focus 

NGO/Trade Union initiative 
Social (Labour/ILO conventions) 

Sector Garment and sportswear industry 
Verification/certification Unannounced inspection visits by CCC 

accredited monitors, no certification 
Audited/certified companies 
 
Participating textile brands 

No clear data 
 
200 different NGOs/Trade Unions, No 
companies 

 

The Clean Clothes Campaign aims to improve working conditions and support the empowerment 
of workers in the global garment and sports shoe industries. 
 
The CCC is founded upon ILO principles that all workers - regardless of sex, age, country of 
origin, legal status, employment status or location - have a right to good and safe working 
conditions, where they can exercise their fundamental rights to associate freely and bargain 
collectively, and earn a living wage, which allows them to live in dignity. The CCC approaches 
working conditions from the perspective of the workers themselves and the consumers buying 
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clothes and shoes. Workers have a right to know about their rights. And the public has a right to 
know where and how their garments and sports shoes are produced. 
 
For that reason the CCC organises awareness and lobby campaigns in order to stimulate: 
 

 The workers and their (labour) associations to assess their needs; 
 The public and consumers to take action to see that workers rights are respected. However, 

the CCC does not generally endorse or promote boycotts as a tool for action; 
 The national governments and international authorities to implement legislation that meets 

the standards set out in ILO conventions and to implement ethical procurement policies; 
 The garment and sports shoe industries to ensure that good labour practices are the norm 

at all levels of the industry and to adopt the CCC model code including their suppliers; 
 The Brand name garment companies and retailers to actively pursue social dialogue with 

trade union organizations, and sign international framework agreements to facilitate such 
dialogue; 

 Trade unions and NGOs to cooperate nationally, regionally and globally to improve 
conditions in the garment and sports shoe industries and facilitate worker empowerment, 
without resorting to protectionism and constructive criticism. 

 
Provisions 
 
The CCC uses a model code with similar provisions as the previous codes and standards: 
 

 Employment is freely chosen: no use of forced, including bonded or prison, labour. Nor 
shall workers be required to lodge "deposits" or their identity papers with their employer; 

 No discrimination in employment: equality of opportunity and treatment regardless of 
race, colour, sex, religion, political opinion, nationality, social origin or other 
distinguishing characteristic shall be provided (ILO conventions 100 and 111); 

 No child labour: there shall be no use of child labour. Only workers above the age of 15 
years or above the compulsory school-leaving age shall be engaged (ILO Convention 138). 
Adequate transitional economic assistance and appropriate educational opportunities shall 
be provided to any replaced child workers; 

 Freedom of association and the right to collective bargaining are respected: (ILO 
Conventions 87 and 98) and workers representatives shall not be the subject of 
discrimination and shall have access to all workplaces necessary to enable them to carry 
out their representation functions (ILO Convention 135 and Recommendation 143); 

 Living wages are paid: for a standard working week, which will meet at least legal or 
industry minimum standards and always be sufficient to meet basic needs of workers and 
their families and to provide some discretionary income. Deductions from wages for 
disciplinary measures shall not be permitted; 

 Hours of work are not excessive: and shall comply with applicable laws and industry 
standards. In any event, workers shall not on a regular basis be required to work in excess 
of 48 hours per week and shall be provided with at least one day off for every 7 day period. 
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Overtime shall be voluntary, shall not exceed 12 hours per week, shall not be demanded 
on a regular basis and shall always be compensated at a premium rate; 

 Working conditions are decent: a safe and hygienic working environment shall be 
provided, and best occupational health and safety practice shall be promoted, bearing in 
mind the prevailing knowledge of the industry and of any specific hazards. Physical abuse, 
threats of physical abuse, unusual punishments or discipline, sexual and other harassment, 
and intimidation by the employer are strictly prohibited; 

 The employment relationship is established: obligations to employees under labour or 
social security laws and regulations arising from the regular employment relationship shall 
not be avoided through the use of labour-only contracting arrangements, or through 
apprenticeship schemes where there is no real intent to impart skills or provide regular 
employment. Younger workers shall be given the opportunity to participate in education 
and training programmes. 

 Contractors, subcontractors, suppliers and licensees shall support: and co-operate in the 
implementation and monitoring of this code by providing relevant information concerning 
their operations and by permitting inspection at any time of their workplaces and 
operations by approved inspectors. 

 
Implementation and verification 
 
Monitoring and verification is taken place by actual observance of working conditions through 
unannounced inspection visits ("spot checks") to all workplaces covered by the code; the 
frequency of inspections must be established; accredited monitors must be permitted to interview 
workers on a confidential basis; in addition to regular or routine inspections, inspections shall be 
undertaken at specific locations following substantiated complaints, where there is sufficient 
reason to believe that the code is not being observed; inspections shall be conducted in a way 
which does not cause undue disruption to the performance of work in the premises being 
inspected; written reports shall be provided by accredited monitors to all parties and to the 
participating company concerned following each visit. 
 
If violations of the code are found, the company receives a recommendation of the CCC. This 
recommendation shall in the first instance be aimed at improving the existing situation. Where 
such improvement is not possible or satisfactory, then the CCC may release any relevant 
information to the public. The independent monitoring process shall form the basis for any public 
claims by the CCC or by participating companies as to the operation of the code or concerning the 
actual labour practices covered by the code. 
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 Fair Wear Foundation (FWF) 
 

 
 
General data 
 
The Fair Wear Foundation (FWF) aims to promote humane labour conditions in the supply chain 
of the garment industry. According to FWF, cheap garments are too often produced under 
unacceptable labour conditions. Fair Wear Foundation is an initiative of Dutch business 
associations in the garment sector (Modint and Mitex), trade unions (FNV), and NGOs (Clean 
Clothes Campaign, Oxfam Novib, Max Havelaar Founation). FWF was founded in The 
Netherlands, but is currently working hard to join similar initiatives in a European initiative. To 
that aim, FWF is consulting with stakeholders at a European level and in neighbouring countries: 
companies, unions, and NGOs. The Fair Wear Foundation works with the Code of Labour 
Practices for the Garment Industry. Member companies endorse this code. In doing so, they 
commit themselves to auditing labour conditions in their factories against the provisions of the 
code and to implementing improvements, where necessary. FWF is member of the Joint Initiative 
on Corporate Accountability & Workers Rights. 
 

Fair Wear Foundation (FWF) 
Administered by FWF organization 
In operation since 1999 
Initiative 
 
Focus 
 
Sector 

Multi stakeholder initiative (NGOs, Trade 
Unions and Business associations) 
Social (Labour/ILO conventions) 
 
Garment industry 

Verification/certification 
 
 

Verification of the members by FWF on 
implementation of the code, no certification 
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objectives, such as satisfying the customer's quality requirements, complying to regulations, or 
meeting environmental objectives. The ISO 14000 series helps companies to set up an 
environmental management system and how to control this. It covers areas as: 
 

 Environmental management system: guidelines for a staged implementation of an 
environmental management system, including the use of environmental performance 
evaluation (14001 & 14004); 

 Life cycle assessment: description of environmental performance of products and 
prioritizing environmental aspects (14040); 

 Environmental design: integrating environmental aspects into product design and 
improvement of environmental performance of products (14062); 

 Environmental communication: communicating environmental performance, 
information about environmental labels, declarations and the environmental aspects of 
products (14020); 

 Environmental performance evaluation: monitoring of the environmental performance 
and evaluation (14030); 

 Monitoring system performance: information about the performance of the environmental 
management system (14010). 

 
 
 
Implementation and verification 
 
The ISO systems follow the Plan-Do-Check-Review cycle, with an emphasis on continual 
improvement. This model fits in neatly with the structure of other management system documents 
such as ISO 9000. This alignment of the management system documents helps in the facilitation 
of Integrated Management Systems. 
 
When an organization have successfully implemented such a management system, then the 
process will be independently audited and confirmed as being in conformity with ISO 14001:2004, 
for which the organization will receive a certificate. 
 

 The European Eco-label 
 
 
 
 
 
 
 
 
 
 
General data 
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The application must include all required certification and necessary documents. The Competent 
Body is obliged to verify that the product complies with the criteria. The Competent Body will 
also verify if the application conforms to the assessment and verification requirements and consult 
the EUEB if necessary. Generally, getting the Eco-label logo for each product group will be based 
on its own environmental criteria (published in the Official Journal of the European 
Communities). 
 

 Oeko- tex standard 100/1000 
 

 

General data 
 
The Oeko-tex 100 and Oeko-tex 1000 standard for textile products was developed by the 
International Association for Research and Testing in the Field of Textile Ecology. Oeko-tex is 
an Austrian initiative, but increasingly on other EU markets available. 
The standard contains analytical tests for specified harmful substances and gives limiting values 
based on scientific considerations. A manufacturer whose product meets the requirements set by 
the standard is licensed to use the registered mark or label "Tested for Harmful Substances 
according to Oeko-Tex Standard 100" on his product. 
 
At the beginning of 1993, further renowned textile institutes joined the International Association 
as members. All members tested textile products to the same Oeko-Tex standard 100 methods 
and accordingly used the registered label to certify these products. 
 
Provisions 
 
Textiles with the Oeko-tex 100 mark are: 
 

 Textiles that do not contain allergenic dye-stuffs and carcinogenic dye stuffs; 
 Textiles, that had been tested for pesticides and chlorinated phenols; 
 Textiles that have been tested for the release of heavy metals under artificial perspiration 

conditions; 
 Textiles free from formaldehyde or containing amounts significantly lower than required 

legal limits; 
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 Textiles with a skin friendly pH; 
 Textiles free from chloro-organic carriers; 
 Textiles for garments free from biologically active finishes. 

 
Implementation and verification 
 
Companies can apply for certification when they comply with the requirements. The standard 
requires regular performing control tests on the licence holders. Furthermore the International 
Association also  performs market controls on its own costs. Every year for 10% of all certificates 
samples are collected from the market and verified. 
 
For Oeko-tex 1000, the company is monitored by an independent auditor from one of the member 
institutes of the "Oeko-Tex International - Association for the Assessment of Environmentally 
Friendly Textiles". The certificate is valid for three years. 
 
 
 
 
 
 
 
 
 
 
 
 
 

2.2: Code of Conduct of Different Apparel Buyers 

2.2.1: C&A 

 
 
General 
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The C&A Code of Conduct for the Supply of Merchandise (referred to in the text below as "The 
Code " ) which was introduced in 1996, and updated in 1998, provides the basic contractual terms 
under which C&A conducts its' business. The Code has been accepted by all supply partners of 
C&A products, and has been implemented into all C&A buying and sourcing activities. 
 
In combination with the auditing activities of SOCAM (Service Organisation for Compliance 
Audit Management), the Code offers C&A the opportunity to support the development of ethical 
and social standards throughout the C&A supply chain. 
 
We recognize the importance of a continuing review of our Code, given practical experience and 
changing circumstances. These include increased globalization in recent years, and the associated 
growth of sourcing in the "less developed" countries, together with a proliferation of new codes 
and auditing options available in the market. 
 
We believe that the Code, together with the monitoring activities of SOCAM , continue to provide 
C&A with a pragmatic and successful approach in ensuring that the important issues addressed in 
the Code can be matched by practical application in the supply chain. 
 
Nevertheless, we think it timely to clarify the meaning of some of the terms used in the Code, 
given the increasing external stakeholder interest shown in recent years in our own, as well as the 
many alternative codes available. 
 
The following comments should be regarded as our binding interpretation of the C&A Code of 
Conduct for the Supply of Merchandise. 
 
 
 
 
Supplier Relationships 
 
The understanding of our supply partners concerning the way that C&A expects business on its' 
behalf to be handled in all parts of the supply chain, is at the heart of the Code. 
 
Recognizing the many different environments, cultures, social and business models which are 
inherent in conducting business on a global basis, the Code is based on a set of principles which 
we believe to be universally acceptable, understandable and achievable. 
 
It is not practical to name or refer to all of the international treaties and basic agreements pertinent 
to human rights and social standards which have been developed and implemented over many 
years. However, the most important amongst them could include the Universal Declaration of 
Human Rights, OECD Guidelines for International Enterprises, as well as a number of ILO 
conventions. Such treaties and agreements provide a framework within which business should be 
conducted, many of them having been ratified and transferred into the national laws in those 
countries where C&A merchandise is produced. 



 

© Daffodil International University 

 

 51 

 
Fair and Honest Dealings 
 
This phrase remains a fundamental contractual principle of the Code. It forms the general, abstract 
and basic principle for all business relationships within the C&A supply chain. It includes every 
party involved, from the component sourcing through to the final garment production process, and 
forms the general clause of the Code. 
 
Practices, even if not specifically referred to in the Code, would be regarded as not being "fair and 
honest" if they were not in line with internationally accepted norms, and / or national legislation, 
as laid down in the conventions already mentioned. If national law neglects those principles, then 
those principles of compliance which come nearest to global standards should be the ones adhered 
to. 
 
Our understanding of "fair and honest dealings" also includes behavior linked to the treatment of 
animals, as well as the environment as a whole, at least for those resources which are necessary 
for production. C&A regards animals as needing to be treated in a decent and humane way, 
without resort to cruelty, and with regard to any existing animal protection laws. This also includes 
the protection of endangered species and adherence to treaties such as CITES. 
 
The principle of "fair and honest dealings" also includes that gifts and favors of whatever content 
should not be offered, promised, demanded or accepted in any circumstances which, due to their 
value or significance could compromise the independence of individuals in their decision-making 
process. 
 
This is especially so if it were to imply an undue advantage, or sought to obtain or retain business, 
or any other improper advantage. Neither C&A nor a supply partner shall be approached for, or 
expected to pass on, a bribe. 
 
We refer in this regard specifically to section VI of the OECD Guidelines for International 
Enterprises. 
 
Legal Aspects and Intellectual Property Rights  
 
The adherence to intellectual property rights of third parties is of utmost importance for our 
buying / sourcing policy. We will not accept any infringement or negligence in regard to third 
party intellectual property rights. 
 
Both suppliers and Product Managers must ensure that such third party intellectual property rights 
are respected, and that unlawful copies should neither be offered, or produced. Suppliers must be 
aware of the sources of each design (whether fabric, garment or print) offered, by being aware of 
the origin of such designs, or copyrights. 
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C&A will hold their supply partners liable for any damages and costs which may result from 
unlawful copying, whether this be the result of poor due diligence or willful negligence. Criminal 
charges could also result from such eventualities. 
 
Employment Conditions 
 
We regard the basic principles related to employment conditions, and which are listed in the Code, 
as being applicable on a global basis. C&A would therefore expect that our supply partners would 
include these as part of their own corporate governance model, and in turn applicable to whomever 
are their own suppliers, and not only in relation to production for C&A. We want to do business 
with those who share our philosophy. This does not preclude that any supplier cannot exceed such 
basic norms, in all situations where that is possible. 
 
Specifically, we would like to comment on some basic requirements related to two paragraphs in 
the Code under the umbrella of "Employment Conditions". 
 
Child Labour 
 
C&A refers via this clause to the legal minimum age for young workers, related to production 
activities as laid out by the ILO Minimum Age Convention (No. 138), and Worst Forms of Child 
Labour Convention (No. 182) which are today fully transferred into national laws. 
 
In those countries where the convention no.182 has been ratified, our suppliers must adhere to 
national law regulations which are in accordance with these principles. This means that specific 
work in textile industries is regarded by national law as being hazardous in terms of the health, 
safety and morals of a child. In these cases, the minimum age for production workers is 18 years 
of age. 
 
In regard to the Minimum Age Convention, the age of completion of compulsory schooling (not 
below 15 years) would be applicable. In certain "less developed countries", a minimum age of 14 
years may apply, if allowed in those countries national laws, or, if work is performed according to 
those exceptions as set out in Article 6 and 7 of the Convention relating to schooling and 
education. 
 
In the event that the Conventions are not ratified into national law, the absolute minimum age for 
working in the textile industry supply chain is considered to be 14 years. 
 
C&A has asked SOCAM as part of its monitoring activities to check compliance with these 
various national norms. 
 
Wages and Benefits 
 
The underlying principle applicable here would be once more that of "fair and honest dealings". 
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The payment of salaries, wages, overtime payments as well as other benefits must at least be in 
line with the national legal or industrial minimum level as defined for such work. 
 
Taking the local environment into account, if it is clear that such payments are not sufficient to 
meet the basic needs of life, it is expected that adjustments may be necessary in order to meet 
such basic needs. 
 
As part of their employment contract, all workers should be aware of their payment conditions 
before they commence their employment. Any deductions from salaries/wages should be in 
accordance with national law, and should still allow that the basic needs of life can still be met. 
 
As far as working hours are concerned, the framework is provided by both national laws and 
industry norms. In any case, we do not accept that workers are required to work on a regular basis 
for more than 48 hours per week and maximum 12 hours of overtime, whilst also recognizing 
their entitlement to one day of rest for each 7 day period. 
 
Any one working day must not exceed 12 hours, whilst overtime work must be a balance between 
the individual capacity of a worker on the one hand, and business requirements on the other. 
Overtime working should be considered to be an exception, and not something to be requested on 
a regular basis throughout a given term of employment. 
 
Salary payments should generally be paid latest by monthly installments. Any withholding of 
salaries for a later payment which are already due to employees are not allowed without the prior 
written consent of the employee(s) concerned. 
 
Environmental Aspects 
 
Our supply partners are responsible for preventing chemical substances and other production 
waste from reaching the environment without being filtered or treated in an appropriate way. 
Sustainable production is an underlying requirement of the Code. All national standards and laws 
which set restrictions must be fully respected. 
 
Production ecology is regarded as being as important as human ecology. No substance shall be 
used in a concentration which can cause harm either to the health or the well-being of any person 
working in the total supply chain, or indeed to the final consumer. 
 
C&A has decided, and has stipulated in our General Delivery Instructions that we regard the EU 
General Product Safety Directive of 2001 as setting the requirement for the protection of the health 
and safety of consumers. C&A will not accept any unsafe product, and has implemented rigorous 
quality assurance systems in order to ensure we meet this objective. 
 
C&A will offer support, information and know-how to our suppliers in helping them to meet the 
required standards to protect both the safety of humans and the environment. This applies as far 
as C&A is aware of specific knowledge in this area. 
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Freedom of Association 
 
C&A recognizes and respects the rights of workers to join groups of their own choosing, and who 
can represent their interests, whether unions or other organizations, as long as such bodies are 
regarded as being legally in accordance with the relevant national laws. 
 
We specifically acknowledge and act in accordance with ILO Conventions 87, 98 and 135. The 
right for collective bargaining is also acknowledged insofar as the national law of each respective 
country sets a legal framework for such rights. If, within any given national framework, those 
rights cannot be exercised, then C&A respects the right of such workers to build alternative 
structures to safeguard their legal rights. 
 
C&A will take an active interest if we consider that the basic collective legal rights of 
workers are neglected, or when we consider that possible alternative structures are actively 
suppressed. 
 
However, C&A will not get involved in conflicts which may arise within any of our supply 
partners, assuming proper execution of those rights. 
 
Such issues should be resolved in a democratic way, respecting the rights of all parties involved. 
 
Disclosure and Inspection 
 
The monitoring of the Code is essential in terms of ensuring compliance with the Code. C&A has 
chosen the company SOCAM to perform this task. 
 
Unannounced visits to production units are an important part of this process, and SOCAM auditors 
are expected to have full access to whichever production sites they choose to visit, taken from the 
addresses provided by our registered suppliers. This will enable SOCAM to be able to monitor 
compliance with our code. 
 
C&A respects the confidentiality requested by our supply partners in terms of such information. 
Therefore, disclosure related to suppliers production facility addresses are provided by our supply 
base directly to SOCAM via a Supplier Statement. 
 
The information provided and the audit results will be used for monitoring and auditing purposes 
by SOCAM, and will be treated as strictly confidential and not divulged to any third party 
including C&A Buying. Only in case of breach of the C&A Code of Conduct for the Supply of 
Merchandise SOCAM will present its audit report including the name and address of the relevant 
factory / production unit to C&A Sourcing Department for further action. In such cases, the C&A 
Sourcing Department will then write to the supplier to inform them of the nature of the 
infringement detected by SOCAM, and to invite an explanation of the circumstances, and where 
necessary, an action plan which will help to avoid a repeat of such infringements. 
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workplace that produces, finishes packs or otherwise handles goods or performs services for 
H&M. 
 
We base our requirements mainly on internationally agreed standards such as the Universal 
Declaration of Human Rights, The UN Convention on the Rights of the Child and applicable ILO 
Conventions, as well as national legislation. 
 
1. Legal Requirements 
 
Our general rule is that all our suppliers and other business partners must, in all their activities, 
follow the national laws in the countries in which they operate. Should any requirement in this 
Code conflict with the national law in any country or territory, the law must always be followed. 
In such cases the supplier must notify H&M immediately, before signing this Code. 
 
However, H&M's requirements may go beyond the requirements set out in national law. 
 
2. Child Labour is not accepted 
 
(Refer to ILO Conventions 138 and 182 and to the UN Convention on the Rights of the Child) 
 

 Child Labour 
H&M does not accept child labour. No person shall be employed at an age younger than 15 (or 14 
where the national law so allows) or younger than the legal age for employment if this age is 
higher than 15. 
 
The company must take the necessary preventive measures to ensure that it does not employ 
anyone below the legal age of employment. 

 Young Workers 
All legal limitations on the employment of persons below the age of 18 years must be followed. 
 
We acknowledge that according to the UN Convention on the Rights of the Child, a person is a 
child until the age of 18. We recognise the rights of every child to be protected from economic 
exploitation and from performing any work that is likely to be hazardous or to interfere with the 
child's education, or to be harmful to the child's health or physical, mental, spiritual, moral or 
social development. 
 
3. Health and Safety 
 

 Building Safety 
We require our suppliers and other business partners to make employees' safety a priority at all 
times. No hazardous equipment or unsafe buildings are accepted. 
 
 

 Fire Safety 
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solutions that will benefit the individuals who make our products and will improve the quality of 
life in the communities in which they live.  

The Levi Strauss & Co. Sourcing & Operating Guidelines include two parts:  

I. The Business Partner Terms of Engagement, which deal with issues that are substantially 
controllable by Levi Strauss & Co.'s individual business partners.  

II. The Country Assessment Guidelines, which address larger, external issues beyond the control 
of individual business partners (e.g., health and safety issues and political, economic, and social 
conditions). These help us assess the risk of doing business in a particular country.  

These standards are an integral part of our business. Company employees have the authority and 
the responsibility to take any steps necessary to ensure compliance with all standards and policies. 
Our employees and our business partners understand that our guidelines are no less important than 
meeting our quality standards or delivery times.  

Terms of Engagement  

1. Ethical Standards  

We will seek to identify and utilize business partners who aspire as individuals and in the conduct 
of all their businesses to a set of ethical standards not incompatible with our own.  

2. Legal Requirements  

We expect our business partners to be law abiding as individuals and to comply with legal 
requirements relevant to the conduct of all their businesses.  

3. Environmental Requirements  

We will only do business with partners who share our commitment to the environment and who 
conduct their business in a way that is consistent with Levi Strauss & Co.'s Environmental 
Philosophy and Guiding Principles.  

4. Community Involvement  

We will favor business partners who share our commitment to contribute to improving community 
conditions.  

5. Employment Standards  
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We will only do business with partners whose workers are in all cases present voluntarily, not put 
at risk of physical harm, fairly compensated, allowed the right of free association and not exploited 
in any way. In addition, the following specific guidelines will be followed:  

Wages and Benefits: We will only do business with partners who provide wages and benefits that 
comply with any applicable law and match the prevailing local manufacturing or finishing industry 
practices.  

Working Hours: While permitting flexibility in scheduling, we will identify prevailing local work 
hours and seek business partners who do not exceed them except for appropriately compensated 
overtime. While we favor partners who utilize less than sixty-hour work weeks, we will not use 
contractors who, on a regular basis, require in excess of a sixty-hour week. Employees should be 
allowed at least one day off in seven.  

Child Labor: Use of child labor is not permissible. Workers can be no less than 14 years of age 
and not younger than the compulsory age to be in school. We will not utilize partners who use 
child labor in any of their facilities. We support the development of legitimate workplace 
apprenticeship programs for the educational benefit of younger people.  

Prison Labor/Forced Labor: We will not utilize prison or forced labor in contracting relationships 
in the manufacture and finishing of our products. We will not utilize or purchase materials from a 
business partner utilizing prison or forced labor.  

Health & Safety: We will only utilize business partners who provide workers with a safe and 
healthy work environment. Business partners who provide residential facilities for their workers 
must provide safe and healthy facilities.  

Discrimination: While we recognize and respect cultural differences, we believe that workers 
should be employed on the basis of their ability to do the job, rather than on the basis of personal 
characteristics or beliefs. We will favor business partners who share this value.  

Disciplinary Practices: We will not utilize business partners who use corporal punishment or other 
forms of mental or physical coercion.  

Evaluation & Compliance  

All new and existing factories involved in the cutting, sewing, or finishing of products for Levi 
Strauss & Co. must comply with our Terms of Engagement. These facilities are continuously 
evaluated to ensure compliance. We work on-site with our contractors to develop strong alliances 
dedicated to responsible business practices and continuous improvement.  

If Levi Strauss & Co. determines that a business partner is in violation of our Terms of 
Engagement, the company may withdraw production from that factory or require that a contractor 
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implement a corrective action plan within a specified time period. If a contractor fails to meet the 
corrective action plan commitment, Levi Strauss & Co. will terminate the business relationship.  

Our Commitment  

Levi Strauss & Co. is committed to continuous improvement in the implementation of our Global 
Sourcing & Operating Guidelines. As these standards are applied throughout the world, we will 
continue to take into consideration all pertinent information that helps us better address issues of 
concern, meet new challenges, and, improve our guidelines. 

2.2.5: Tchibo  
 

 

 

 

 
 
 
 
As a standard requirement for doing business with Tchibo, we require our business partners 
(vendors, their producers and subcontractors) to observe and protect at least the following 
fundamental rights for employees, regardless whether employed directly by our business partners 
and regardless of the contractual basis of this employment, whether in the formal or the informal 
sector. Furthermore, Tchibo business partners are obliged to observe the below-mentioned 
environmental requirements. 
 
1. Forced Labour 
 
Employment is freely chosen. Business partners shall not employ any form of forced, bonded, 
slave or otherwise involuntary labour. Employees shall not be subject to any regulation which 
limits their personal freedom of movement. Employers shall not require their workers to lodge 
deposits or their identity papers with them. Workers are free to leave their employer after 
reasonable notice as mandated by law. The production of goods with the use of prison labour is 
strictly prohibited. ILO Conventions 29 and 105 apply. 
 
2. Child Labour and Young Workers 
 
There shall be no use of child labour. The age of admission to employment shall not be less than 
the age of completion of compulsory schooling, and, in any case, not less than 15 years (or 14 
where national law permits in accordance with ILO convention 138).In the event that children are 
found to be working in situations which fit the definition of child labour above, policies and 
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use of personal protective equipment, access to clean toilet facilities, access to potable water and 
if appropriate, sanitary facilities for food storage shall be provided. The same principles apply to 
all social facilities and employee accommodation facilities if provided by the employer. All 
personnel shall have the right to remove themselves from imminent serious danger without 
seeking permission from the company. The company observing the Code shall assign 
responsibility for health and safety to a senior management representative and involve workers in 
the analysis of health risks and hazards. ILO convention 155 and ILO recommendation 164 apply. 
 
10. Environment 
 
For every business partner of Tchibo, the protection of the environment is the basis to ensure their 
business sustainability. Tchibo requires all business partners (vendors, their producers and 
subcontractors) to act in accordance with the applicable statutory and international standards 
regarding environmental protection. The business partners are expected to increase energy 
efficiency, minimize environmental pollution, minimize the use of natural resources (including 
water, energy and gas) and make continuous improvements in environmental protection. In order 
to achieve these targets they are obliged to set up or use a feasible environmental management 
system. 
 
11. Management Practice 
 
Ethical standards as defined in this Code shall be acknowledged by the management of any 
business partner and shall be incorporated in company policies. Employees shall be informed 
about the contents of the Code and applicable national/international laws in a way that is accessible 
for them, including their local language and in case of illiteracy through verbal briefing and 
training. In order to meet all requirements as set forth in this Code and in national/international 
laws, employers shall establish a management system. Responsible personnel for issues such as 
human resources/employment, legal requirements, occupational health and safety, production 
planning and other crucial issues at production level shall be appointed. Business partners shall 
maintain appropriate records to demonstrate compliance with this Code and national/international 
laws. 
 
12. Employment Relationship 
 
Obligations of this Code and/or of national/international laws shall not be avoided through the use 
of labour-only contracting arrangements, sub-contracting, false apprenticeship schemes or 
homework in industries which are not traditionally conducted in home-working arrangements. 
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2.3: Comparison of Standards 

2.3.1: Overview of the standards 
 
This overview describes a total of 19 standards. Nine of them are focused on social accountability, 
five of them aims at environmental improvement and five on combined social and environmental 
performance. All standards and codes are released around 1998 and 2004, except the OECD 
guidelines, which were released already in 1976 but revised in 2000. 
 
In the next box, the standards are compared on: 

 Their main focus (social and/or environmentally); 
 Whether it leads to certification; 
 The way of verification (independent third party audits, audits by the standard organization 

itself or just voluntary guidelines); 
 Whether it is a multi stakeholder or a single stakeholder initiative; 
 Whether the standard is specific for the textile sector or in general for all sectors. 

 
Standard Social focus Environm.focus Certification Verification Initiative/sector 
Social standards 
SA 8000 Labour/ILO 

convent. 
- Certificate Third party 

audit 
Multi/general 

BSCI Labour/ILO 
convent. 

* - Third party 
audit 

Business/general 

WRAP Labour/ILO 
convent. 

* Certificate Third party 
audit 

Multi/textile 

Fair Labour 
Association 

Labour/ILO 
convent. 

- - Third party 
audit 

Multi/textile 
(sports) 
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Ethical 
Trading 
Initiative 

Labour/ILO 
convent. 

- - ETI audit Multi/general 

Clean 
Clothes 
campaign 

Labour/ILO 
convent. 

- - CCC audit NGO/textile 

Fair Wear 
Foundation 

Labour/ILO 
convent. 

- - FWF audit Multi/general 

Workers 
right consort 

Labour/ILO 
convent. 

- - WRC audit University/textile 

OHSAS 
18000 

Occup. 
Health & 
safety 

* Certificate Third party 
audit 

Multi/general 

Environmental standards 
Control 
Unison/Skal 

* Organic cotton Certificate Skal audit Business/textile 

Cleaner 
Production 

- Eco efficiency - - Multi/general 

ISO 14000 - Env. 
Management 

Certificate Third party 
audit 

Multi/general 

EU Eco label Product 
health & 
safety  

Eco production Certificate Third party 
audit 

Multi/general/textile 

Oeko-tex 
100/1000 

Product 
health & 
safety 

Eco production Certificate Third party 
audit 

Sector/textile 

Integrated CSR standards 
Global 
Compact 

Labour/ILO 
convent. 

Env. 
Management 

- Guidelines Multi/general 

OECD 
guidelines 

Labour/ILO 
convent. 

Env. 
Management 

- Guidelines Gov/general 

WBCSD Labour/ILO 
convent. 

Eco efficiency - Guidelines Business/general 

GRI Soc. 
Reporting 

Env.reporting - Guidelines Multi/general 

ISO 
26000(2008) 

Labour/ILO 
convent. 

Eco efficiency - Guidelines Multi/general 

 
* = Some basic environmental or social provisions included 
Third party audit = Verification by third party (independent) auditors 
Multi = Multi-stakeholder initiative (different parties involved, including companies) 
Business = Business initiative 
NGO = NGO/trade union initiative 
Gov = (international) governmental initiative 
General = all sectors 
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Local Factory Law; the Factories Act, 1965 
 
This act has several chapters and each contains many sections which are given below: 
 
Chapter I- Preliminary 
 

1. Short titles, extent and commencement. 
2. Definitions. 
3. Power to apply the provisions of this Act to certain places. 
4. Power to declare departments to be separate factories. 
5. Power to exempt. 
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6. Notice to Inspector before commencement of work. 
7. Seasonal factory and 
8. Approval of plans and fees for licensing and registration. 

 
Chapter II- Chief Inspector, Inspectors and certifying Surgeons 
 

9. Chief Inspector and Inspectors. 
10. Power of Inspector and 
11. Certifying Surgeons 

 
Chapter III- Health and Hygiene 
 

12. Cleanliness. 
13. Disposal of wastes and effluents. 
14. Ventilation and temperature. 
15. Dust and fume. 
16. Artificial humidification. 
17. Overcrowding. 
18. Lighting. 
19. Drinking water. 
20. Latrines and urinals and 
21. Spittoon. 

 
Chapter IV- Safety 
 

22. Precautions in case of fire. 
23. Fencing of machinery. 
24. Work on or near machinery in motion. 
25. Employment of young persons on dangerous machines. 
26. Striking gear and devices for cutting off power. 
27. Self acting machines. 
28. Casing of new machinery. 
29. Prohibition of employment of women and children near cotton openers. 
30. Cranes and other lifting machinery. 
31. Hoists and lifts. 
32. Revolving machinery. 
33. Pressure plant. 
34. Floors, stairs and means of access. 
35. Pits, sumps, opening of floors etc. 
36. Excessive weights. 
37. Protection of eyes. 
38. Powers to require specification of defective parts or tests or stability. 
39. Safety of building and machinery. 
40. Power to make rules to supplement this chapter. 
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41. Precautions against dangerous fumes and 
42. Explosive or inflammable dust, gas etc. 

 
Chapter V- Welfare 
 

43. Washing facilities. 
44. First aid appliances. 
45. Canteens. 
46. Shelters, etc 
47. Rooms for children. 
48. Welfare officers and  
49. Power to make rules to supplement this chapter. 

 
Chapter VI- Working Hours of Adults 
 

50. Weekly hours. 
51. Weekly holiday. 
52. Compensatory weekly holiday. 
53. Daily hours. 
54. Intervals for rest or meal. 
55. Spread over. 
56. Night shift. 
57. Prohibition of overlapping shifts. 
58. Extra-allowances for overtime. 
59. Restriction on double employment. 
60. Notice of periods of work for adults and preparation thereof. 
61. Register of adult workers and supply of ticket and cards. 
62. Hours of work to correspond with notice under section 60 and register under section 61. 
63. Power to make rules exempting from restrictions. 
64. Power to make exemption order and 
65. Further restrictions on the employment of women. 

 
Chapter VII- Employment of Young Persons 
 

66. Prohibition of employment of children. 
67. Non-adult workers to carry tokens. 
68. Certificates of fitness. 
69. Effect of certificates of fitness granted to adolescents. 
70. Working hours for children. 
71. Notice of periods of work for children. 
72. Register of children workers. 
73. Hours of work to correspond with notice under section 71 and register under section 72. 
74. Power to require medical examination. 
75. Power to make rules and  
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76. Provisions of this chapter not in derogation of Act XXVI of 1938. 
 
Chapter VIII- Leave and Holidays with Wages 
 

77. Application of the chapter. 
78. Annual leave with wages. 
79. Festival holidays. 
80. Casual leave and sick leave. 
81. Wage during leave or holiday periods. 
82. Payment in advance in certain case. 
83. Power of inspector to act for workers. 
84. Power to make rules and 
85. Power to exempt factories. 

 
Chapter IX- Special Provision 
 

86. Power to exempt public institution. 
87. Dangerous operations. 
88. Notice of certain accidents. 
89. Notice of dangerous occurrences. 
90. Notice of certain disease. 
91. Power to direct enquiry into cases of accident or disease and 
92. Power to take samples. 

 
Chapter X- Penalties and Procedure 
 

93. General penalties for offences. 
94. Liability of owner of premises in certain circumstance. 
95. Enhanced penalty after previous convictions. 
96. Penalty for obstructing Inspector. 
97. Penalty for wrongful disclosure of information. 
98. Restriction on disclosure of information. 
99. Offences by workers. 
100. Penalty for using false certificates of fitness.  
101. Penalty for double employment of a child.  
102. Offences by a firm, company etc.  
103. Exemption of occupier or manager from liability in certain cases. 
104. Power of the court to make orders. 
105. Presumption as to employment. 
106. Onus as to age and 
107. Cognizance of offences. 

Chapter XI- Supplement 
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108. Appeals. 
109. Display of notices. 
110. Service of notices and returns. 
111. Obligation of workers. 
112. General power to make rules. 
113. No charge for facilities and convenience. 
114. Publication of rules. 
115. Protection to persons acting under this Act and 
116. Repealed by East Pakistan ordinance XII of 1966. 
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Chapter 4: Bangladesh Labour Law, 2006 
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protective kits, safety 
measures 

Workplace Environment Cleanliness, noise, 
temperature, ventilation, 
lighting, fumes, working 
space, drinking water, and 
segregated toilet/washroom. 

Welfare and Social Protection General Welfare Provisions First-aid appliances, health 
care and information, canteen, 
restrooms, accommodation, 
maternity benefits etc. 

Social Security Provisions Pension, provident fund, 
gratuity, welfare fund, 
insurance, compensation etc. 

Labour Relations and Social 
Dialogue 

Freedom of Association Right to form & join unions, 
union formation rules, 
freedom to 
elect union representatives, 
protection vs. anti-union acts 

Collective Bargaining and 
Industrial Relations  

Rights & scope of bargaining, 
procedures in bargaining, 
rights to strike, conciliation, 
arbitration, protection vs. 
interference, grievance 
procedures, protection vs. 
lock-outs & lay-offs during 
strikes, etc. 

Tripartite Consultation  Tripartite process (formation , 
composition and scope), 
participation in dialogue & 
consultation in policy 
formulation 

Enforcement Administrative Capacity Personnel and budget for 
inspection, inspection process 

Inspection and Punishment Scope of inspections, 
penalties for violations of 
laws (payment 
of wage, failure to give notice 
of the accidents, unfair labour 
practice, illegal strike or lock-
out) 

Access to Judiciary  




















































