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Factory Visit Information

The following section includes general information on the factory, on its key strengths, and on the assessment process itself.
Key Strengths and Process Integrity

Key strengths (Ref 1)

The factory provides a number of monthly allowances and bonuses for workers which go beyond the law
requirement such as a transportation allowance (VND 10,000 per working day), a diligence bonus (VND 600,000),
a productivity bonus (VND 20,000 - VND 50,000 per worker, VND 60,000 per technical worker, VND 60,000 per
team leader for each day on which the production target is met), a childcare allowance (VND 80,000/child up to 6
years old), a 13th month salary bonus, a night shift allowance (35%), a QC bonus, a bonus for good workers, etc.

Was the assessor's access to the enterprise unreasonably restricted? [public reporting issue] (Ref 2)
No

How many person days were spent on the assessment visit? (Ref 3)
4

Were documents provided in a timely manner? (Ref 4)
Yes.

Provide the titles of the management staff interviewed (Ref 5)

- Compliance officer
- HR staff

- OSH staff

How many workers/ union executive committee members/ union group leaders were interviewed? (Ref 6)

22/3/0
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Briefly describe the interviews with workers, union executive committee members, and union group leaders (Ref 7)

1. Interviewed Trade Union:

- TU chairperson: factory manager of workshop 1 (female),

- TU vice chairperson: HR officer (male),

- UEC member: OSH officer (male)

2. Workers interviewed:

- Number of workers interviewed: 22 workers (8 females / 14 males)

- Percentage of total workers: 0.7% (22 out of 2,869)

- Total number of group interviews: 2 groups of 5

- Number of individual interviews: 12

3. Interview process:

- Interview format: Group and individual interview by virtual means and telephone
- Interview location: Workplace (individual interviews), meeting room (group interviews)

- Worker selection: Workers who appeared to be young, workers from different production areas, workers who
are union members and pregnant workers

- Workers were open to talk to the assessors.
Any significant issues not addressed elsewhere in the report (Ref 8)

The factory registered 5 sewing workshops which are located on the 1st, 2nd and 3rd floor of the building A1 and
the ground floor, 2nd floor and a part of the 1st floor (cutting section) of the building A3 in Better Work program.

According to the signed MOU between BW and the factory, this assessment does not cover the weaving
workshop located on the ground floor of Al building. It is noted that there are weaving and dyeing workshops on
the same campus with the registered workshop but they are out of the assessment scope.

Learning

Has management consulted with elected worker representatives, including trade unions (if present) in determining the
training to be offered to workers and their representatives? [pre-stage 2 question] (Ref 9)

N.A

Freedom of Association and Collective Bargaining

What percentage of workers are union members? (Ref 76)

99.1%

How many registered unions are there in the factory? (Ref 77)
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For each registered union, provide

e the name of the union,

e the number of union members,

o the union's affiliation status (affiliated or non-affiliated with a federation or confederation),

* the name of the federation or confederation with which it is affiliated, if applicable. (Ref 78)

- Grass-roots Trade Union of Thanh Cong Textile Garment Investment Trading JSC;
- 2,843 members;
- The Union Executive Committee has 15 members (8 females and 7 males);

- Affiliated with Vietnam Textile Garment Trade Union.

If there has been collective bargaining since the last assessment, describe the collective bargaining process that took place
between the employer and the union. (Ref 79)

N/A

If there has been collective bargaining since the last assessment, describe the collective bargaining process that took place
between workers and the union. (Ref 80)

N/A

How many collective bargaining agreements are in effect in the factory? (Ref 81)

Provide information about each CBA (Ref 82)

- The parties of the CBA are the trade union (represented by the Union chairperson) and the factory management
(represented by the General Director);

- It covers 100% of the workforce;

- The CBA was signed on 15/5/2021, effective in 3 years.

How many strikes have there been since the last visit? (Ref 83)

Provide information about each strike (Ref 84)

N/A

How is the union financed? (Ref 85)

Each union member contributes a union fee of VND 20,000 per month. In addition, the factory contributes 2% of
the total payroll budget to the union fund, as per the current union law.
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Compensation

Does the factory have procedures to define labour norms for piece rate workers? (Ref 110)

The factory applies piece rate salary payment for direct production workers, e.g. cutting, preparing, finishing,
ironing, sewing, service and QC. The factory has a procedure to define labour norms for piece rate workers.

Labour norms are implemented for each step of work, each operation and the entire procedure process. Labour
norms are tested by workers in a sample line over a period of time in order to have the average norms, which
ensure that the majority of workers can attain it without prolonging the regular working time. In case where
during the ordinary working time, the actual performance calculated in productivity is lower than the average
ordinary hour wage, then the labour norms are adjusted within maximum 3 days, through changes to the unit
price of each work step, each operation, manpower arrangement and entire procedure process. Labour norms
are periodically reviewed, assessed to amend, supplement, and adjusted for conformity based on the material
quality, machines, and sewing methods.

Contracts and Human Resources
How many total workers are employed by the factory? (Ref 140)

2,869

How many of the workers are men? (Ref 141)

758

How many regular workers are employed by the factory? (Ref 142)

2,843

How many of the regular workers are men? (Ref 143)

751

How many probationary workers are employed by the factory? (Ref 144)

24

How many of the probationary workers are men? (Ref 145)

How many training/apprentice workers are employed by the factory? (Ref 146)

How many training/apprentice workers are men? (Ref 147)

How many temporary workers are employed by the factory? (Ref 148)

How many of the temporary workers are men? (Ref 149)
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How many of the total workforce are migrant workers? (Ref 150)

How many of the migrant workers are men? (Ref 151)

How many supervisors are employed by the factory? (Ref 152)

109

How many of the supervisors are men? (Ref 153)

29

How many workers have indefinite labour contracts? (Ref 154)

2,237

How many male workers have indefinite labour contracts? (Ref 155)

591

How many workers with disabilities are employed by the factory? (Ref 156)

How many of the workers with disabilities are men? (Ref 157)

Does the factory use any homeworkers? If so, please provide details. (Ref 158)
No, the factory does not use any homeworkers.

Does the factory use subcontractors to complete all or part of the production process? If yes, please provide the name of
those subcontractor(s). (Ref 159)

Yes. The factory uses the following subcontractors:
- Phung Quang Trung: printing.
- Hoang Quan: embroidery

- Chien Luoc Xanh: wash

Does the factory use contractors to provide services at the factory that are not part of the production process? If yes, please
provide the name of those contractor(s). (Ref 160)

Yes. The factory uses the following contractors:
- Dussmann and Asanka: Catering;

- Long Hoang: Security.

Does the factory have a valid business license? (Ref 161)
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Yes, business license number is 0301446221 issued the 1st time on June 23rd, 2006 and most recently revised the
22th time on 10 Jun 2021 by the Planning and Investment department of Ho Chi Minh City.

Has the factory received any notices of non-compliance from the labour ministry during the last 12 months? (Ref 162)

No, the factory has not received any notices of non-compliance from the labour ministry during the last 12
months.

Is there an adequate HR policy that is signed by top management with a clear commitment to meet all legal requirements?
(Ref 163)

Yes, the factory has a written HR policy signed by top management that includes:
- mandatory minimum age requirements;

- appropriate work for young workers;

- equal treatment and non-discrimination;

- preventing sexual harassment;

- legal requirements in relation to termination;

- freedom of association;

- working hours and compensation

Does the employer have an adequate recruitment procedure? (Ref 164)

Yes, the factory has an adequate recruitment procedure that includes:

- Hiring criteria that are applied equally to all job applicants;

- Verifying the age of workers prior to hiring

- Ensuring compliance with legal requirements for workers under age 18

- Ensuring that workers retain ID documents.

Does the employer have adequate disciplinary and termination procedures? (Ref 165)

Yes, the factory has disciplinary and termination procedures that include:

- Clear specification of unacceptable behaviors or performance, including forms of sexual harassment;
- A step-by-step warning system;

- The right to defend oneself prior to termination, and to representation during disciplinary processes;
- Legal notice periods and termination payments;

- Time frames for warnings and payments.

Does the employer have adequate grievance handling and dispute resolution procedures? (Ref 166)
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Yes, the factory has grievance handling and dispute resolution procedures that include:

- Clear options for submitting grievances and disputes that ensures anonymity, confidentiality as appropriate and
non-retaliation;

- Fair review and appeal process;

- Communication of changes made and/or resolution of grievance/dispute as appropriate

Does the employer adequately assign accountability to management for following factory policies and procedures relating to
HR management and performance? (Ref 167)

Yes, the factory verifies accountability and responsibility for HR officers and the management they report to,
through the following:

- Job descriptions;
- Reporting lines/organizational charts;
- Description of job duties and authority.

And the factory practices accountability through evaluation of performance

Does the employer adequately communicate and implement HR policies and procedures? (Ref 168)
Yes, the factory adequately communicates and implements HR policies and procedures through:
- Recruitment postings;
- Copies of signed worker contracts;
- Induction training for workers and staff;
- Trade union and other worker representatives and/or worker-management committees;
- Policies and internal regulations posted / easily accessible in factory;
- Staff training on how to carry out policies and procedures.

Interviewed workers showed awareness of HR policies and procedures.

Does the employer adequately investigate performance under HR policies and procedures to identify weaknesses and make
necessary adjustments? (Ref 169)
Yes, the factory adequately monitors and evaluates the performance of HR policies and procedures, e.g. KPI
training, KPI recruitment, etc. Where the factory's investigation uncovers shortcomings in HR performance, this

investigation is followed by an actual change in practice or procedure.

Did workers freely choose their representatives on the PICC, and do workers know who their representatives are? [pre-stage Z
question] (Ref 170)

N/A

Has there been any retaliation against worker representatives due to their activity on the PICC? [pre-stage 2 question] (Ref
171)

N/A

Where there is a union in the factory, does management maintain open communication channels with trade unions, and do
trade union representatives have the opportunity to join the PICC? [pre-stage 2 question] (Ref 172)
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N/A

Is the PICC used as an alternative to a trade union? [pre-stage 2 question] (Ref 173)
N/A

Was the grievance mechanism developed through social dialogue between workers/ unions and managers, and are workers
aware of the grievance mechanism in the factory? [pre-stage 2 question] (Ref 174)

N/A

Occupational Safety and Health

Is there an adequate OSH Policy that is signed by top management? (Ref 200)

No. The factory has a written OSH policy which is signed by the top management, and which includes clear
commitment to:

- Continued improvement aimed at elimination of work-related injury and illness;
- Compliance with legal requirements pertaining to OSH;

In addition, the measurable objectives and improvement targets are established in the yearly KPI table of the
factory.

However, the OSH policy was not developed in consultation with workers and their representatives (trade union).
Therefore, the factory does not have an adequate OSH Policy.

Is there an adequate emergency preparedness procedure? (Ref 201)

Yes, the factory has an emergency preparedness procedure which covers:

- Reporting fires and other emergencies (e.g fire, explosion, strike, food poisoning, chemical incidents, covid-19,
etc.);

- Alerting all employees to evacuate;
- Evacuating employees to designated assembly location;

- Accounting for all employees after an evacuation.

Is there an adequate hazard/risk management and control procedure? (Ref 202)

Yes, there is a hazard/risk management and control procedure that includes:
- A systematic approach to identifying hazards;

- A structure to prioritize risks based on potential impact and likelihood;

- A hierarchy of controls that are used to select effective controls;

- Arisk register that drives the implementation of controls.
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Is there an adequate accident investigation procedure? (Ref 203)

Yes, there is an accident investigation procedure that:
- Includes root cause analysis;
- Focuses on sustainable solutions;

- Leads to change in order to avoid reoccurrence.

Does the employer adequately assign accountability to management for carrying out OSH responsibilities? (Ref 204)

Yes, the factory verifies, in writing, accountability and responsibility for the OSH officers and the management
they report to, through the following:

- Reporting lines/organizational charts;

- Description of job duties and authority;

- Accountability through evaluation of performance;

In addition, the factory has 4 OSH officers with experience and authority to perform responsibilities and an OSH

committee with a mandate to consider OSH issues in the workplace. The members of the OSH committee have
time to do their work and time is compensated.

Does the employer adequately communicate and implement OSH policies and procedures? (Ref 205)

Yes, the factory adequately communicates and implements OSH policies and procedures through:
- worker training relevant to assigned tasks, including induction training;

- training of joint OSH committee;

- posting names of OSH committee members;

- posting of evacuation plans;

- informing visitors/contractors/service providers about relevant OSH policies and procedures;

- policies and work instructions posted and accessible in the factory.

Furthermore, interviewed workers showed awareness of OSH policies and procedures

Does the employer adequately investigate, monitor and measure OSH issues to identify root causes and make necessary
adjustments to prevent recurrence? (Ref 206)

Yes, the factory adequately investigates, monitors and measures OSH issues through:

- Regular tests, surveys and inspections (drinking water test, environmental condition inspection, electrical
resistance inspection);

- Logging and analysis of violations of procedures;

- Regular management review of effectiveness of management system including performance on measurable
objectives and targets.

Furthermore, accident investigations are followed by an actual change in procedure or practice where required.

How many work-related accidents have there been in the factory in the last 12 months? (Ref 207)

2. They were minor accidents caused by needle and knife.
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Overview of Non-Compliance

The following is an overview of the areas of non-compliance found in the factory during the assessment visit. It is based on the
compliance assessment tool, which consists of 226 questions.

Working Conditions

Occupational Safety and Health

Chemicals and Hazardous Inventory of hazardous substances used in the workplace
Substances
Emergency Preparedness Fire detection and alarm system [public reporting issue]

Marking or posting of emergency exits and/or escape routes in the workplace

Working Time
Leave Time off for annual leave
Overtime Monthly overtime limit

Yearly overtime limit

Monthly rest days
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Detailed Non-Compliance Findings

The following section presents the non-compliance findings recorded by the Enterprise Advisors during the assessment visit.

Working Conditions

Occupational Safety and Health

Chemicals and Hazardous Substances

Issue Inventory of hazardous substances used in the workplace

Does the employer keep an inventory of hazardous chemicals used in the
workplace? (ref 216)

Question

The factory keeps the inventory list of chemicals used, however, the inventory does not include the

location of chemicals and the amount in storage, except for acetone which the factory has the tracking

i data. The factory shared that they have all chemical amount data on the system, however, it was not
provided on the assessment dates.

Documents checked: chemical inventory list.

Source
Consulted

Legal
Reference

Documentation, Management, Worker,

Law on Chemicals, Art. 53

Emergency Preparedness

Issue Fire detection and alarm system [public reporting issue] [Public Reporting Issue No.22732]

Does the workplace have a functioning fire detection and alarm system? (Ref
261)

Question

Through a random check on the first date of assessment, two smoke detectors at the finishing area
(needle detection area) of workshop 5 were removed. The factory representatives explained that these
detectors were damaged that triggered the alarm system so that the in-charge staff removed them and
sent to the supplier for fixing (from 27/11/2021)

Finding

It is noted that 8 smoke/beam detectors random tested on the assessment dates worked well and the
factory inspects the automatic fire alarm system regularly.

Documents checked: fire-fighting records.

Source
Consulted

Legal Law on Fire Prevention and Fire Fighting (2001), Art. 20; TCVN 3890:2009, Art. 6(1)(3), 6(2); TCVN
S 5738:2000, Art. 4(2, 5), 5(2), 9(1)

Observation, Documentation, Management, Worker,
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Issue Marking or posting of emergency exits and/or escape routes in the workplace

I Il Are emergency exits and escape routes clearly marked? (ref 264)

As observation on the assessment dates, the escape routes of the cutting area of cutting workshop
(building A3) were not clearly marked. The factory representative explained that as the cutting section
misunderstood the requirements of marking the cutting working place causing the escape routes were
not specified.

Finding

Source
Consulted

Reﬁf::]ce Circular 149/2020/TT-BCA, Arts. 5(2, 5); TCVN 3890:2009, Art. 10(1)(4, 5, 6); TCVN 4879:1989, Art. 1(2)

Observation, Management, Worker,

Working Time

Overtime

Issue Monthly overtime limit

Does the employer comply with monthly limits on overtime hours worked?
(Ref 278)

Question

The factory does not with the monthly overtime limit of 30 hours in 2020 and 40 hours in 2021. On
average, workers have worked around 19 hours of overtime per month during the last 12 months. The
R highest monthly overtime was 64 hours in finishing section of sewing workshop 6 in Apr 2021.
Documents checked: working time records from Dec 2020 to Nov 2021, overtime statistic record providec
by the factory

Source
Consulted

Legal
ega Labour Code, Art. 107; Decree 145/2020/ND-CP, Art. 60, Art 80(3)
Reference

Documentation, Management, Worker,

Issue Yearly overtime limit

Does the employer comply with yearly limits on overtime hours worked? (ref
279)

Question

The factory does not comply with the yearly overtime limit of 300 hours. On average, workers have
worked around 286 hours of overtime in 2020 and 192 hours of overtime from Jan to Nov 2021. The
highest yearly overtime was 478 hours in the QC section of sewing workshop 6 in 2020 and 420 hours
Finding from Jan to Nov 2021 in the finishing section of sewing workshop 6.

Documents checked: working time records from Dec 2020 to Nov 2021, overtime statistic record providec
by the factory

Source
Consulted

= Labour Code, Art. 107; Decree 145/2020/ND-CP, Art. 60, Art 80(3)
Reference

Documentation, Management, Worker,
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Issue Monthly rest days

Does the employer ensure that workers have on average at least 4 rest days
per month when weekly rest is not possible? (ref 281

Question

The employer does not ensure that workers have at least 4 rest days per month when weekly rest is not
possible, as required by law. In the last 12 months, some workers worked 1 to 2 Sundays in July, August,
i September, October 2021, without days off in compensation. It is noted that July to September 2021 are

"3 onsite" period.

Documents checked: Sunday working time records.

Source
Consulted

= Labour Code, Art. 111
Reference

Documentation, Management, Worker,

Leave

Issue Time off for annual leave

Bl Does the employer provide required annual leave to workers? (Ref 282)

The factory has a practice of allowing workers to register for annual leave in each month of the calendar
year. In case workers do not take leave on the registered day, the factory automatically pays for the
annual leave day not taken in the monthly salary. According to the Labor Code 2019, the factory can only
Finding pay for unused annual leave once the worker resigns or the worker can request to use it in accumulated 3
years.

Documents checked: annual leave records, salary records of Dec 2020 - Nov 2021

Source
Consulted

Legal
cga Labour Code, Arts.113, 114; Decree 145/2020/ND-CP, Arts. 65, 66.
Reference

Documentation, Management, Worker,
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Additional Information

This section of the report contains additional information provided by the Enterprise Advisors on areas NOT found to be in non-
compliance, including on certain issues that require findings in all assessments regardless of their compliance status.

Child Labour

Child Labourers

Finding

Source
Consulted

Legal
Reference

Finding

Source
Consulted

Legal
Reference

The assessors did not see any workers who appeared to be under the age of 15 during the factory
observation. A review of factory records and workers' profiles confirmed that all workers are over the age
of 15.

Documents checked: List of workers; 15 workers' profiles and contracts; recruitment procedure

ILO Convention 138; Labour Code, Arts. 3, 8, 145;
Circular 09/2020/TT-BLDTBXH

Does the employer have a reliable system in place to verify the age of
workers prior to hiring? (Ref 14)

The factory has a reliable recruitment system to verify the age of workers by first checking their ID cards
(original), together with certified CV's and a copy of their family books. The factory also re-checks and
confirms this documentation when workers report to work.

Documents checked: List of workers; 15 workers' profiles and contracts; recruitment policy.

Freedom of Association and Collective Bargaining

Interference and Discrimination
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Has the employer been involved in or tried to interfere with, manipulate, or
control the union(s)? (rRef91)

It is noted that before 3/6/2021, the Trade Union chairperson who is the HR Director directly linked to the
CEO and Board of directors. To improve this issue, the HR director withdrew from the UEC.

The new TU chairperson (from 3/6/2021) is the Factory Manager of workshop 1. As the roles of the
Factory Manager of workshop 1, she is authorized to sign the labour contract for the workers of
workshop 1, the "3 onsite" of work agreement with workers (on the time of Covid-19 outbreak) and
participated in the discipline meeting (for workers at workshop 1) as the member at the employer
representatives. It is noted that she has just been assigned as the Factory Manager of workshop 1 since
2021 and the workshop 1 has about 500 workers.

The factory representatives explained that the HR Director and some senior managers representing
management interests withdrew from the UEC. The Factory Manager of workshop 1 could not have
influence (in the role of management) to workers of other sections (there are more than 2500 workers of
sewing sections and 7000 workers of Thanh Cong factory). In addition, although she is authorized to sign
the labour contract for workers of workshop 1, the top management has the final decision of
hiring/termination of workers.

Finding

The factory also shared that the new vote for UEC election will be organized in 2022 and the senior
management will not serve in the UEC that conflict with their management roles.

The factory and the Trade Union should review and discuss about the dual roles of the current Trade
union chairperson to ensure that the Trade union is independent in union decision making and union
activities. The BW advisor will continue following up the issue.

Document checked: UEC decisions, Job description of factory manager, labour contracts, discipline
records, TU meeting records.

Source
Consulted

Legal ILO Convention 98; Labour Code, Arts. 8, 174(1), 175, 177(1), 190
Reference  Trade Union Law, Art.9
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Compensation

Minimum Wages/Piece Rate Wages

Finding

Source
Consulted

Legal
Reference

Finding

Source
Consulted

Legal
Reference

Does the employer pay at least the legal minimum wage for ordinary hours of
work to regular full time workers who perform the simple work under
normal conditions? (Ref111)

Since Jan 1st, 2020, the lowest salary applied in the factory has been VND 4,966,000 per month, which is
higher than the legal regional minimum wage of VND 4,420,000.

Direct production workers, e.g. cutting, preparing, finishing, ironing, sewing, service and QC workers are
paid by piece rate. The factory provides an additional compensation for piece rate workers to ensure that
workers earn at least the legal minimum wage, if their monthly piece rate wage is lower than the legal
minimum wage in any particular month.

Documents checked: Wage scale and table in 2020; Working time and payroll records from Dec 2020 to
Nov 2021

Does the factory incorporate all required allowances and additional
payments into the calculation of wage-based benefits (e.g. social insurance
payments, overtime, paid leave, etc.)? (Ref 121)

The factory has the productivity bonus, diligence allowance, bonus for good workers, sewing allowance,
QC bonus, etc. depend on workers' performance that are paid monthly but it is not incorporated into the
calculation of overtime. It is recommended the factory to incorporate these bonuses into the overtime
calculation. BW advisor will follow up with the factory on this practice.

Documents checked: Payroll records from Dec 2020 to Nov 2021, salary policy, insurance documents.

Wage Information, Use and Deduction
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The factory keeps only one accurate payroll record for its regular workers. The payroll record includes
headings such as section/department, employee codes, each worker's name, basic salary, number of
working days, piece rate salary, compensated salary (if any), overtime hours and pay, annual leave days
and pay, productivity bonus, meal allowance, gasoline allowance, diligence bonus, payment for break
time, holidays, menstruation periods, paid leave, childcare, other incomes (bonus for good workers,

Finding sewing allowance, QC bonus, etc.), total payment, deductions (insurances, income tax and union fees),
actual salary received and the worker's signature.

Workers sign the payroll records and receive a copy of their pay slips.

Documents checked: payroll records from Dec 2020 to Nov 2021, salary policy, insurance records

source Documentation, Management, Worker,
Consulted
tegal | w on Accounting, Arts. 4(1), 6(3), 14(1), 27(3)
Reference & : ! ’ !
Paid Leave
Question Does the employer pay workers during work stoppages as required by law?

(Ref 135)

For workers who did not participate in 3 onsite work-mode, they signed an agreement with the factory
for unpaid leave from 16/8/2021 to 1/10/2021. They received work stoppage wage in the first 14 working
Finding days and VND 1,000,000 of support per month from the factory.

Documents checked: unpaid leave agreement, payroll records from Dec 2020 to Nov 2021

Source .
Documentation, Management, Worker,
Consulted
Legal
Labour Code, Art. 99
Reference

Contracts and Human Resources

Employment Contracts

Do all persons who perform work for the factory, both on the premises and

Question )
offsite, have a contract? (Ref 178)
All workers have contracts. Cleaning workers and porters receive a 6-day probationary contract while all
other workers receive a 30-day probationary/apprentice contract. After their probationary period,
Finding workers are given 1 or 2 consecutive 12-month fixed term contracts, and followed by an indefinite term
employment contract.
Documents checked: list of workers, 15 workers' profiles and employment contracts
Source .
Documentation, Management, Worker,
Consulted
Legal
esa Labour Code, Arts. 13, 14(2)
Reference

Dialogue, Discipline and Disputes
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In this factory, the process to discipline workers who were absent from work for 5 accumulated days in a
month is as follows:

- The factory organizes the discipline meeting with the required participants.

- After the disciplinary meeting, the meeting records and dismissal decision of the Discipline Committee
are forwarded to the Factory Director for approval. The in-charge staff collects and submits the meeting
records of dismissal cases suggested by the Discipline Committee for the Factory Director one or two
times per month.

- The Factory Director then signs one disciplinary decision of dismissal for all disciplined workers in the list
attached. In the decision of the Factory Director, the dismissal date for disciplined worker is the date of
the disciplinary meeting which is before the decision signing date. In addition, following the decision of
the Factory Director, the HR Director signs one more discipline decision for each worker which decides
that the dismissal measure is applied from the discipline meeting date.

It is noted that according to the internal work rules, the person authorized to issue the decision of all
disciplinary measures (including dismissal) is the Factory Director. The HR Director is authorized to sign
Finding the labour contract (for manager level and employees of back office ) and the termination decisions for
employees.
For example, the factory organized a disciplinary meeting on 16/6/2021 to discipline a worker who was
absent from work for 5 accumulated days in a month. The discipline committee suggested applying the
dismissal measure for this worker and forwarded the meeting records for the Factory Director final
decision (along with other disciplined workers). The discipline decision of the Director issued on 6/7/2021
specifies the dismissal date of this worker was 16/6/2021. Following that, on 14/7/2021, the HR Director
signed one more discipline decision deciding to apply the dismissal disciplinary measure for this worker
from 16/6/2021.

The factory explained that the HR Director signed one more disciplinary decision following the decision of
the Factory Director in order to send to disciplined workers and handle the termination process. Due to
the confidential requirement, the factory could not send workers the decision of the Factory Director
which includes the list of disciplined workers.

The factory should ensure the time and the person authorized to issue disciplinary decision in accordance
with its internal work rules. The BW advisor will follow up the issue.

Documents checked: disciplinary records, internal work rules.

Source
Consulted

Legal
Reference

Occupational Safety and Health

OSH Management Systems
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Finding

Source
Consulted

Legal
Reference

Finding

Source
Consulted

Legal
Reference

Finding

Source
Consulted

Legal
Reference

Has the employer set up a properly functioning Unit in charge of OSH and/or
OSH Council? (Ref213)

The factory sets up a properly functioning unit in charge of OSH. There are 4 full-time OSH officers that
meet the legal requirements for the factory of this size. Two OSH officer has technical education
(chemistry and mechanism major) with more than 20 years of working experience and the two rest ones
have more than 25 years of working experience as OSH officers for the factory. They are all provided with
the Group 2 training.

The OSH committee, established in Oct 2017 and updated in Oct 2019, is composed of 12 members
(including 2 females and 10 males) and 2 of them are Trade Union representatives. All members have
meeting every 6 months to consider and discuss OSH issues in the workplace

Documents checked: OSH officer decision, profiles and training records; OSH Council establishment
decision and meeting minutes.

OSH Law, Arts. 14(1), 72, 75; Decree 39/2016/ND-CP, Arts. 36, 38; Decree 44/2016/ND-CP, Arts. 17(2),
18(2), 21(1), 24(1), 25

Does the employer provide workers with all necessary personal protective
clothing and equipment? (ref 224)

PPE is provided, free of charge, for all workers who are exposed to occupational safety and health
hazards, including metal gloves for cutting workers; dust masks and slippers for all workers; safety belts,
helmets, boots, goggles, earplugs, insulated gloves and shoes for electricians; gloves, goggles, earplugs,
shoes and welding masks for maintenance and welding workers; helmets and shoes for forklift operators;
gloves, respirators, goggles and boots for workers working in the chemical storage; goggles, gloves and
carbon masks for spot cleaning workers; gloves, boots and hats for cleaning workers.

Documents checked: PPE regulation and distribution.

The factory provides health checks for all workers (exposed to work-related hazards) and gynecological
health checks for female workers every 6 months. The two most recent health checks were organized Dec
2020 and Apr 2021 and the gynecological health checks were organized in Sep 2020 and Apr 2021. Due to
affection of Covid-19 pandemic, the second health check of 2021 has not been organized.

Documents checked: health check records 2020, 2021.
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Does the employer adequately protect pregnant or nursing workers against
safety and health risks? (ref 246)

Since Jan 2021, the law requires that a nursing worker who performs hazardous work is entitled to be
transferred to lighter and safer work by the employer or to have her daily working time reduced by 01
hour per day without any reduction in her wages, rights and interests until the child reaches 12 months
old; in addition to a 60-minute rest per day with full pay when breast-feeding their child.

The factory has kept their practice of providing nursing workers with a 60-min rest per day with full pay;
however, they have not updated the policy of reducing 1 working hour or transferring to lighter work if

Finding the nursing workers perform hazardous work (e.g. sewing workers). The factory understands this
requirement and will follow up with the BW advisor in the coming time.

It is noted that pregnant workers receive 1 working hour off with full pay when they inform the factory
about their pregnancy.

Documents checked: list of pregnant and nursing workers, payroll and working time records Dec 2020 -

Nov 2021
Source .
Documentation, Management, Worker,
Consulted
Legal .
Labour Code, Arts. 137, 142; Circular 26/2013/TT-BLDTBXH
Reference

The employer conducts at least one emergency drills (fire-fighting & evacuation) per year. The latest drill
was organized in Dec 2020 with fire police. All were with all workers participated. The factory
representative explained that due to the Covid-19 pandemic, the fire drill of 2021 may delay as the

Findin
& suggestion of the Fire Police. The BW advisor will continue following the issue.
Documents checked: fire drill records 2020.
source Documentation, Management, Worker,
Consulted
Legal
céa Decree 46/2012/ND-CP, Art. 1(6)(7); Circular 149/2020/TT-BCA, Art.10(1)
Reference
Working Time

Regular Hours

© Better Work 2021 23



Finding

Source
Consulted

Legal
Reference

Finding

Source
Consulted

Legal
Reference

The factory's regular working hours do not exceed 10 hours per day and 48 hours per week. It operates
from Monday to Saturday and its standard working hours are from 7:30 am to 4:30 pm for all workers,
with 1-hour lunch breaks from 10:30 am, 10:50 am, 11:10 am, 11:30 am, or 11:45 am depending on each
sewing workshop. Since the factory operates 6 days per week, with 8 hours per day for its regular
working hours, there are 48 hours in a regular week.

Documents checked: internal work rules, working time records from Dec 2020 to Nov 2021

The factory complies with the daily overtime limit of 4 hours. Workers have worked 1 hour to 4 hours
overtime per day during the period from Dec 2020 to Nov 2021. The highest weekly overtime hours were
16 hours in the finishing section of sewing workshop 6 in Apr 2021. On average, workers have worked
4.75 overtime hours per week during the last 12 months.

Documents checked: working time records from Dec 2020 to Nov 2021, overtime statistic record providec
by the factory
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Better Work Clusters and Compliance Points

Better Work carries out factory assessments to monitor compliance with international core
labour standards and national labour law, and where national law either fails to address or lacks
clarity around a relevant issue regarding conditions at work, according to benchmarks
established by Better Work based on international labour standards and good practices. Better
Work organizes reporting into eight areas of labour standards, also known as clusters. Four of
the clusters are international core labour standards, based on fundamental rights at work and
four are based on national labour law relating to working conditions. As such, factory
assessments aim to monitor compliance with these areas.

Core labour standards: Adopted in 1998, the ILO Declaration on Fundamental Principles and
Rights at Work commits Member States to respect and promote principles and rights in four
categories, whether or not they have ratified the relevant Conventions. These categories are:
freedom of association and the effective recognition of the right to collective bargaining, the
elimination of forced labour, the abolition of child labour, and the elimination of discrimination
in respect of employment and occupation. The relevant ILO Conventions from which the 1998
Declaration derives—29, 87, 98, 105, 100, 111, 138, and 182—provide the framework for
assessing non-compliance in the core labour standards clusters across all Better Work country
programmes.

National labour law: The four other clusters monitor compliance with standards primarily set by
national law, so they vary from country to country. This set consists of compensation, contracts
and human resources, occupational safety and health, and working time.

Each of the eight clusters is divided into its key components, known as “compliance points”.
Each of these compliance points contains specific questions that may vary from country to
country. The detailed list of compliance points can be found at the following link:
http://links.betterwork.org/compliance
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