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|. OVERVIEW

PATAGONIA COMMITMESTATEMENT

Patagonids committed to eradicatingll forms of human traffickingnd forced laboin our

O 2 Y LJI syipblQéhain Recogniingthat the most vulnerable groups are migrant workevho
have traveled within country or from overseas to obtain employmeve have established
comprehensiveset ofstandards that we require our business partners to adhere to in c@ler
offer the greatest potection to this class of workers.

We acknowledge that reaching and maintaining these standiarddongterm and ongoing

commitment by ourSupplies. Patagonia will encourage and suppour gupply chain partners

toward continuous and sustainable impvementover time Furthermore, wewill seek
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makesystemwide changehat will have an impact beyond our supply chain.

PATAGONISUPPLIER WORKPLAOBEOF CANUCT

Further to our commitment, our existing CodéConducistatesy Theré shall be no use of forced

labor, including prison, indentured, bonded, slave or other forms of forced labor. Acts of human
trafficking are also prohibited. Suppliers are requitednonitor any third party entity which

assists them in recruiting or hiring employees to ensure that people seeking employment at their

facility are not compelled to work through force, deception, intimidation, coercion or as a
punishment for holdingorE LINB aa Ay 3 LRt AGAOIE @GASEaE OL[h [ 2y«

PURPOSEND BASIS OF STANDAR

ThisMigrant Worker Emplognent Standards antinplementation Guidance contains a series of
performance standards that provide clarity to Suppliers and their thirdydaltor brokers on
what is requiredo comply with the forced labor and human trafficking provisions of the
Patagonia Supplier Workplace Code of Conduct and Social and Environmental Compliance
Benchmarks.

These provisions ar@ culmination of internationlestandards established by widelgcognized

YR ONBRAOGES 2NHIYyATFGA2ya adzOK | a GKS theyA (SR
Institute for Human Rights and BosssesThe Fair Labor Associatiand Verie. A complete list

of references can be founat the end of Section Il before the Toolkit.
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coverelementsthat are not legislated. When this is the case, we expect thaSigplierwill

compy with the Patagonia standard. In any cases where there may be a conflict of standards, the
Suppliemwill comply with the standard that offers the most benefit and protection to the worker.

If a situation arises where this may be unclear, the Supglier 81 SR G2 02y dal Ol t I i
and Environmental Responsibility department.

SCOPE

ThisMigrant Worker Employment Standards atdplementationGuidance applies to all

Patagonia Suppliers that emplayigrantcontract workers, their sutHgontractors, ad their next

tier Suppliecd 6 S+ OK NBFSNNBR (G2 KSNBAY |a | a&a{dzLlLid ASN
goods for Patagonia or for use in Patagonia products. It also applies to serwgepsancluding

third party labor brokers.

Note: This versin, datedDecember 5, 2014 applies only to Patagonfuppliers based in Taiwan.

A subsequenand equivalen@ SNB A2y gAff 0S NBfSIaSRpdiaN G6KS N
outside of Taiwan. The staggered release date of the standards will allogydd&assufficient time

to effectively communicate and trai@uppliers in all regions of our supply chain.

EFFECTIVE DATE

The Migrant Worker Employment Standaraie effective fromDecemberl5, 2014.The
reimbursement ofecruitmentfees and expensgwovisionin A.32 belowapply to all migrant
2Nl SNE ¢2NJAy3 G {Hmel POASSNRA FFOAtAGE 2y 2NJ |

Patagonia will regularly assess the effectiveness of these Standards and reserves the right to make
revisions as necessary. Suppliers will be atibf any substantive changes and will receive
adequate time for implementation.

SUPPLIER RESPONSIBIL

Suppliers are expected to comply with thegrant Worker Employment Standaradentained

herein and to maintain appropriate documentation in orderd®monstrate compliance. Suppliers
that employ migrant workers will be audited by Patagonia for compliance with these standards.
Where the requirements listed below are restricted by law, Suppliers are expected to follow the
law while maintaining the sptrof these standards, to the extent practicabM/e understand this

is a new area of compliance for o8rppliers. Continuous improvement is needed with the goal of
sustainable implementation to ensure ongoing compliance.



In order to comply with the Myrant Worker Employment Standards, Suppliers will need to

introduce or strengthen relevartituman resourcemanagement system# management system

is aframework of interdependent policies, processes and procedures used to ensure that a
company is able tperform all tasks required to achieve a set of related business objedtives.

short, setting up a good management system is the best way to implement a new business
NEIljdzZA NBYSy i a2 GKFIG O2YLIX ALFyOS Aa YI habél AySR
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Examples of Management System Elements for Migrant Worker Employment

Policy prohibition of forced labor and human trafficking

Risk Assessmentabor broker dueliligence

Communication of Patagonia standards to stiler Suppliers and labor brokers

Training pre-departure briefing and post arrival orientation for migrant

workers

1 Operational Controlslabor broker service agreements; migrant worker
employment contacts

1 Documentation and Recordkeepingeceipts for fees paid by workers

1 Monitoring: labor broker audits, interviews with newly arrived migrant
workers; worker grievances

1 Corrective Action plans to address issues identified in audits, grievances, al
other sources of performance information

1 Management Reviewsenior management review of overall effectiveness of

theSupplieQa a&aidasSy (2 YIylFr3aS YAINI YOI
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Through the implementation or strengthening of managemsygtemswith the appropriate
operational controls in plag&uppliers can make sutteey hire migrantworkers in a manner that
is legally compliant and conforms with Patagd@niigrant Worker Employment Standards.

The PatagoniMigrant Worker Standards and Implementation Guidance provides examples of the
type ofpolicies, processes, amgerational controls that Suppliers should include in their
management systems in order ensure sustained compliance with the forced labor and human
trafficking provisionsutlined in this document anthe Patagonia Supplier Workplace Code of
Conduct and Social and Environmental Compliance Benchmarks.



PATAGONIA RESPONBIBY

As Patagoniavorksto eliminate all forms of human trafficking and foctkbor in our supply
chain, we wilencourage dialogue with our stakeholders amewill partner closelywith our
Quppliersto support monitoring, remediation and capacity buildtegmeet the stamlards
Patagonia is committed to sustainable correction of these issues and will allow a reasonable
amount of time for this process to occur.

HOW TO USE THIS DOAENT

Following the Overview section, this document is divided into mainparts.
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recruiting and employing domestic or foreign
migrant workers.

2) IMPLEMENTATION GUIDANCE & TOQAKIT:
toolkit found mostly in the appendix section that
offers guidance t&uppiers onways to

implement the standards. Where this is

applicable, you will see a specific appendix
referenced next to a standard.

PART |

Overview of

Program Scope
and

Responsibilities

\..\
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PART Il

Patagonia
Standards on
Employment of
Migrant Workers

We encourage you to review the document in its
entirety with your managrial teams in Human
Resourceg~inance/PayrollProduction, and any
other departments that are involved in the
recruitment and dayto-day management of

your migrant workforce. It is also critical that this
information is shared and discussed with your
third party labor brokes and other

intermediaries tkat employ orassist in the
recruitmentand deploymenbf migrant workers.

PART Il

Toolkit to Guide
Implementation
of Standards

DESIRE
OUTCOME
Succesful
Implementation
of Standards to
Ensure Ethical &
Fair Employment
of Migrant
Workers _




This section details the standards for the iedl and fair employment of migrant workers. The
Supplier is responsible for ensuring that these standards are met for its cojmgangontractors

Il. PATAGONIA STANDARDS

and for the companies that fiiresto recruit and employ migrant workers.

The standards are divided intorée partsreflecting the employment cycle of a worker

A.

C.
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Before Employment, standards that should be méiefore andduring the recruitment
process and before a worker arriviesthe SdzLJLJ A S NI &
During Employment, standards that should be méftiroughout the duration of the
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Each part contains the following elementghich are explained igreaterdetail in this section.

wSupplier Policy
Commitment

wForced or Involuntary
Labor

wThird Party Labor
Brokers

wkFees & Expenses
wDiscrimination
wPreDeparture Briefing

wContracts of
Employment

wATrrival Orientation

wDeposits

wldentity Documents
wBank Accounts
wVoluntary Overtime

wFreedom of
Movement

wHarassment, Abuse &
Discipline

wGrievance Procedures

wPregnancy Protections

wWorker
Accommodations

C. AFTER

wSupplier Policy
wRepatriation
wPenalties

wEarly Termination of
Contract by Migrant
Worker

wlnvoluntary
Termination of
Contract by Employer

TGS NJ



A.BEFORE EMPLOYMENT

A.1. Supplier Policy Commitment
A.1.1 Written Policy

1 Supplier must develop a written corporate policy or code of conduct for the
hiring and employment of migrant workers, which sets out specific protections
for migrant workers throughat the employment lifecycle in accordance with
applicable law, the Patagonia Supplier Workplace Code of Conduct, and the
Patagonia Migrant Worker Employment Standards and Implementation
Guidance.

914 F YAYAYdzZYS GKS { dzLJLX A SheEtar exciged theO &
standards included in this document.

A.1.2 Communication
¢ KS { dzLJLdf sh&l N&»ammunieated to and included in legally binding
service contracts with all third party labor brokers involved in the recruitment and
employment of migrant workers.

A.1.3 Monitoring Compliance to Policy
The Supplier has a comprehensive pracesplace to monitor its own and third
LI NIé 02N oNB{SNRa O2YLX Al yOS gAi0K

A.2. Forced or Involuntary Labor

A.2.1 Workers shall not be subject to any form of forced, compulsory, bonded, or
indentured labor. All work must be voluntary and workerast be free to
terminate their employment at any time, without penalty. Prison labor shall not be
used.

A.2.2 Migrant workers (or their family members) shall not be threatened with
denunciation to authorities to coerce them into taking up employment or
preventing them from voluntarily terminating their employment, at any time,
without penalty.

2 NJ

idKS



A.3. Third Party Labor Brokers

A3.1 Policy
Where practicable the Supplier will directly recruit and hire migrant workers. If
third party labor brokers are utilizedhé Supplier will ensure that they operate
ethically at all stages of the recruitment and selection process in accordance with
both sending and receiving country laws, the Patagonia Supplier Workplace Code of
Conduct and Migrant Worker Employment Standacdstained herein, and do not
engage in deceptive, fraudulent, corrupt, or collusive conduct.

A.3.2 PreSelection Due Diligence
1 Supplier shall conduct preelection due diligence of third parties involved in
the recruitment ofmigrantworkers to ensure thir capacity and willingness to
comply with relevantsendingandreceivingcountrylaws and regulations, the
Patagonia Supplier Workplace Code of Conduct, and the Patagariant
Worker Employment Standards afrdplementaion Guidance

1 To achieve and niatain this standardSupplies should ensure thatthird
parties are fully licensed, havehsstory of ethical and lawful operation, have a
demonstrated commitment to uphold social responsibility standards, and
contractually commit to abide byjhe Patagona Supplier Workplace Code of
Conduct, and the PatagonMigrant Worker Employment Standards and
Implemertation Guidance

A.3.3 Service Agreements
1 Suppliershallexecute written legally binding service contracts wtird party
labor lrokersacting on is behalf, directly or indirectly, that comply with
applicable law in botlneceivingand sendingcountries.

1 To achieve and maintain this standard, serdoatracts shouldncorporate

provisions of the PatagonMigrant Worker Employment Standardslatingto:
o Nondiscrimination in hiring

Fees and expenses

Predeparture briefing

Cortracts of employment

Arrival orientation, if applicable

Onsite management ahigrantworkers, if applicable

Supplier right to audit, record keeping, and ethical conduct.

O O O O O ©



A.3.4 Labor BrokerAudits
1 Supplier shall ensure thaegular audits o#ll third parties involved in the
recruitmentand/or managemenbf migrantworkers on its behalare
conductedto verify ongoing compliance with relevant law and regulations, the
PatagonieSupplier Workplace Code of Conduct, and the Patagdigaant
Worker Employment Standards atrdplemertation Guidance

1 The Supplier shall have a documented procedure in place to manage violations,
including a corrective action process.

1 Ata minimumthe Supgkr must terminate its relationship with any third party
unwillingto be audited or unwillingr unable to remedy a violation.

A.3.5 Record Keeping
Supplier shall retain documené#d records relating tonigrantworker interviews
andthird party labor brokerauditsfor a period of five years and make them
availableon requestto Patagonia or its appointeeRecords must be accurate and
transparent.

At a minimum, documents and reds that are tabe retained shall includéhose
referenced in Appendices 3 and 4

A.3.6 EthicalConduct
1 At all times, Supplier shall conduct business whihd party labor brokers and
manage relationships with government officials in an ethical fashion.

f To achieve and maintain this standa8ljpplies (or their employeesghould
not solicit or accept improper payments from third parties involved in the
recruitment ofmigrantworkers allowthird parties acting ontheir behalfto do
so, and shall ensurthat any employee or third party interacting with
government officials in order to facilitate the recruitmentrafgrantworkers
complies withapplicable antcorruption laws and regulations, including the
Foreign Corrupt Practices Act (FCPA) and appticatdrnational anti
corruption conventions



A.4. Fees and Expenses
A.4.1 Policy

1 Supplier shall ensure thatigrantworkers do not pay any fees, expenses, or
deposits in connection with their employmettiis includes monthly service
fees charged by thirdarty labor brokers tanigrantworkers over the course of
their employment. Exceptions to this policy may include costrahsportation
FTNRY G(KS 42 NJ SdiEdecritthentSenRAoN&nDaikatidn
point and passport fees directly chargeablewmrkersin accordance with local
law.

1 The fees and expenses provision shall be clearly communicated to foreign
workers in a language they understand at the beginning of the recruitment
process prior to departure from their country.

1 To achieve and maiain this standardSuppliers should pay fees or expenses
related to the recruitment omigrantworkers directlywheneverpossible.
Wherethis is not possible amigrantworkers are legally required to pay the fee
directly, then Supplier shall reimburse thrkerswithin 30 days of the start of
0KS 62NJ] SNRa SYLX 2eYSyid ¢6A0GK { dzLJLJX A SNX

Fees and Expenses Payable by Supplier

Application, recommendationgcruitment, reservation commitment,or
placementfeesin sending andreceivingcountriesincluding commigsns,referral
fees or expenses paid to salgents.

Labor broker service fees, both otime and recurring

Airfare orcosts ofother mode of international transportation, terminal fees, and
travel taxesassociated with travel from sending country to rageg country and
the return journey at the end of the contract

Preemployment medical examinations or vaccinations in the sending country
Visas including exit clearances or certificates

Pre-departure skills testingraining, or orientation

Documenation fees including notarization, translation, and legal fees
Sendingand receivingountry Government mandated fees, leviesd insurance
Security deposits and bonds

Receiving country medical examinations

Transportation from the airport or disembaton point todormitories or facility
Work permits, residence certificates, and security clearances (including renewe

Fees and Expenses PayableNigrant Workers

Passport fees (including renewals)

Transportation costs in the sending country (irtthg meals and accommodation)
RdzZNAYy 3 GNIyaad FNRY (GKS g2N)] SNRa K2
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to the first departure airport, train/bus station, labor brokprocessing center or
transitional site. This shall not include the actual cost of airfare, train/bus ticket
other transportation/accommodation costs associated with sending the worker
their final destination.

A4.2 Reimbursement

ELIGIBILITY

The reimbursementof recruitment feesand expenses provisions of the Patagonia
Migrant Worker Employment Standardpplies tomigrant workersworking at

{ dzLJLX A SN A T Buded, 2015 Workery'wheasaldomtriicis 8riddoefore
June 1, 2015 will not beligible for reimbursement of fees and expenses.

REIMBURSEMENT
If the worker meets the eligibility condition above then the reimbursement level is
basedonthe® NJ SNN& RIFIGS 2F KANBO®

Migrant Workers Hired on or After June 1, 2015

Where a migrant workerhired on or afterJunel, 2015, has paid recruitment fees

and expenses payable by the Supplier under this paBapplier shaleimburse

adzOK ¥8Sa FyR SELSy&asSa G2 (KSatedthid] SNI 64

Migrant Workers Hired Before Jari, 2015

Where amigrantworkeg 2 NJ Ay 3 |0 (GKS { dzLJLJX ASMNDRA FI OA
washired beforeJunel, 2015andpaid recruitment fees and expenses payable by

the Supplier under this policy, Supplier shall reimburse such fees and expenses

excess of theapplicablelegallimits to the workerbefore December 31, 201d

the end of the worke® contract, whicheveis sooner. Reimbursemenf fees in

excess of the legal limmay be made in installmentgp to Decenber 31, 2015 or

the end of te g 2 NJs SNact, whichever is sooner

If there are no legal limits applicable then, Supplier shall reimburse such fees and
SELSyasSa Ay SEOSaa 2F GKS g2N]lSNRa 2yS v
includes regular working hours included in the contraicemployment up to a

maximum of 48 total working hours per week. Allowances and bonuses can only be
included in the calculation where they are contractually guaranteed as a fixed

' Y2dzy 0 LISNJ LI & LISNA2R® I NAI 0f Stivés2 ydza Sa =
tied to production volumes or other performance measures may not be included in

the calculation.
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A.4.3 Non-Retaliation
Supplier shall implement a nenetaliation policy that prohibits reprisakgainst
workers for information provided on reciiment fees or expenses paid by them
during the recruitment, selection, hiring, or employment processes.

A.5. Discrimination

A5.1 Policy
1 Migrant workers shall not be subject to any discrimination in any aspect of the
employment relationship including recruaient, hiring, compensation, benefits,
work assignments, access to training, advancement, discipline or termination.

1  All workers irrespective of their nationality or employment status shall be
treated fairly and equally in the workplace.

1 Migrant workersshall be provided terms and conditions of employment that
are no less favorable than those available to receiving country nationals.

A.6. Pre-Departure Briefing

A.6.1 Policy
1 Supplier shall implementprocesso ensure that everynigrantworker attends
an indepth briefing in a language they understand prior to signing a contract of
employment and dparture from thesendingcountry.

1 If Supplier is unable to conduct the pdeparture briefinga third party labor
broker should conduct the briefing using Suppprovided content.

A6.2 Content
To achieve and maintain this standatlde predeparture briefing sbuld cover:
w Information about the Supplidr Y R (1 KS { dzLJLJX A SNR& ¢ 2 NJ LJX |
w Supplier policies regarding:

o Forced or involuntary labor

Recruitment fees andxpenses

Identity document retention and safekeeping

Freedom of movement

Freedom of association

Workplace equality

Harassment, abuse and discipline

Grievance procedures

O O O o o oo
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Travel and repatriation arrangements

Terms and conditions of employment

Photos or a vido of the workplacend surroundingsaccommodation
arrangementsandlivingconditions andransportationdetails

Receivingountry legal protections, social conventions and cultural practices
Visa, work permit, and medical examination requirements

Sendingor home)country Embassy or Consulate information

A.7. Contracts of Employment
A.7.1 Policy

A7.2

T

Supplier shall ensure tharior to deployment from theisendingcountry,
migrantworkersare provided with a written contract of employment in a
language hey undestand, andhat they voluntarily sigithe contract Contract
terms and conditions shall be explained to illiterate workers in their native
languagePrior to deploymentmigrantworkers should be provided with a copy
of the executed contract of employment

Migrant workers shall have valid visas and work permits before commencing
work.

The use of supplemental agreements or the practice of substituting the original
contract of employment or any of its provisions with those that are less
favorable to migrahworkers are strictly prohibited.

Supplier shall ensure that the written contract of employment signed by
migrantworkers prior to their departure from thesendingcountry complies
with applicable laws and regulations in teendingandreceivingcountries, the
Patagonia Workplace Supplier Code of Concaradithe PatagoniaMigrant
Worker Employment Standards afrdplementation Guidance.

Supplier shall ensure that the written contract of employment incorporates its
policy commitments thaexpresslhyprohibit forced labor and human trafficking,
and protections fomigrantworkers

Content
To achieve and maintain this standatide signed contract of employment should
include the following terms

T
T

Migrantw2 NJ S NI &, datelzff Mirth,\ahdérfsing countryaddress
Passport omber or equivalent govement issued identificatiomumber

12



=4 4 4 2

=

Emergency contact Information
Suppliemame and address
Name, address, and other contact detaifghe labor broker signing the
contract of enployment on behalf of &plier
Nature of work and address where it will be performed
Supplier policies regarding:

o Forced or involuntary labor

0 Recruitment fees and expenses

o Identity document retention and safekeeping

o Depositsor security paymentmandated byreceivingcountry law
Contract start and end dates
Provisions focontract renewal, if applicable
Provisions for repatriation
Provisions for voluntargarlytermination of contractoy workerwith and
without reasonable notice
Grounds for involatary termination by supplier
Detailed summary of living conditions, including costs (if any) for meals and
accommodation
Expected regulaworking hours, overtime hourgtequency of rest days and
holidaysthat comply with the requirements of applicable laws and regulations,
the PatagonidVorkplace Supplier Code of Conduct, and the Patagdigeant
Worker Employment Standards afrdplementation Guidance.
Clearly defined regular vertime, and holiday wage ratesicluding maximum
allowable overtime hourghat comply with the requirementsf applicable laws
and regulations, the Patagonia Workplace Supplier Code of Conduct, and the
PatagoniaMligrant Worker Employment Standards arddhplementation
Guidance
Any applicable bonuseallowancesor other cash compensation
Pay practices includirfgequency, methods, and pay slips
Descriptions of workelated benefits, including medical and social insurance
benefits, and sk, emergency, and annual leave
Quantitative estimates and line item description§ eachanticipatedwage
deduction
Estimatesf the minimum and maximum net pay tmeigrantworker can
expect to receive each month. Maximuwet pay shall be based on an upper
limit of 60 hours per week.

13



A.8. Arrival Orientation

A8.1 Policy

Supplier shall implement jprocesgo ensure that everynigrant worker attendsa
comprehensiverientation in a language they understand after arrival in the
receivingcountryand before they commence work. The orientatishallbe
conducted by the Supplier at the workplace.

A8.2

Content
To achieve and maintaifnis standardthe arrival orientationshould include

w

€ e ¢€¢g

€ e ¢€¢

€ e ¢€¢

Supplier policies regarding:
o Forced or involuntary labor
Recruiters, employment agents, labor brokers
Recruitment fees and expenses
Identity document retention and safekeeping
Deposits or security paymés mandated byeceivingcountry law
0 Freedom of movement
Working hours
Wages and benefitsicludingpiecework regula, overtime, and holidayates
Pay practices
Descriptions of workelated benefits, including medical and social insurance
benefits, and £k, emergency, and annual leave
Accommodations, meals, and transportation
Arrangements for medical carencluding procedures in the event of pregnancy
Health and safety rules and procedures
Policies and procedures related: to
o Discrimination
Freedom of asociation
Communication channels
Resignation, termination, repatriation
Harassment, abuse, and discipline
o Grievance procedures
Receivingountry legal protections, social conventions and cultural practices
Visa, work permit, and medical examination requients
Sendingor home)country Embassy or Consulate information
Provisions for contract renewal, if applicable

O O O O

o O O
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A.8.3 Monitoring of Labor Broker Practices
1 As part of the arrival orientation, Supplier shall conduct interviews with a
representative sample of migrant workers from each sending country recruited
through, or provided by, third party labor brokers.

1 To achieve and maintain this standard, these interviews should seek to verify
that:

o Migrant workers did not pay recruitment fees or expenses
prohibited by the Patagonia Migrant Worker Employment Standards
and Implementation Guidance

o Prior to deployment from their sending country, migrant workers
were furnished with and voluntarily signed a written contract of
employment in a language they undeyed that accurately
identified the employer of record, work location, start and end date
of the employment contract, wages, working hours, and other
relevant terms and conditions of employment.

A.8.4 OngoingCommunication
Supplier shoulgberiodicallycheckin with a representative sample afigrant
workers of each nationality to monitor understanding and application of
information provided as part of the arrival orieatton.

B.DURING EMPLOYMENT

B.1. Deposits

B.1.1 Except where expressly required k®ceivingcountry law,Suppliershall not deduct
or require workers to lodge deposits or security payments. If a deposit is required
by receivingcountry law, Supplier shalisue a receipt for any deposit deducted
from the wages of, or otherwise lodged by, workers. Supplier shall ensure such
deposits are reimbursed to workers sgon as possibleut no later than one
month following employment termination or the expiry of tipeirpose of the
deposit, whichever is earlier.

15



B.2.

Identity Documents
B2.1 Control

B2.2

T

Workers shall retain possession and control of their personal identity

documents, such as passports, identity papers, travel documents, and other

personal legal documents all dmes.The only permitted exception is after

G2N]I SNEQ I NNAGLFE Ay (GKS NBOSAGAY3A O2dzyi
make original identify documents available to government agencies for the

processing of visas, work permits or other legally maedgpurposes.

Supplier shall not require surrender of original identity documents, withhold
ARSY(dA(Ge R20dzySydasz 2NJ NBAGNROG 62NJ] SN
under any circumstances.
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Third partyrecruiters, employment agents, and labor brokers are expressly
prohibited from holding workers personal identity documents.

Storage

T

Supplier shall provide eachigrantworker with individual secure storage for
identity documents, such as passports, identity papers, travel documents, and
other personal legal documents.

Storage shall be freely and immediately accessiblaigrantworkers at all
times.

Storage shall be accessiblenigrantworkers without assistancand there
shall be no barriers to access.

Storage shall be lockable, firesistant, watesresistant, and secured against
unauthorized access.

Migrantworkers maychooseto store theiridentity documents in such storage
but Supplier shall not require wkers to do so.

16



B.3.

B.4.

B.5.

Bank Accounts

B.3.1 Neither Supplier nor any third party shall have access to, or contratigfant
g 2N] SNEQ 0 Ixygept torditeCllg dizyositivagesSor compensation
payments in accordance with the written contract of employment

B.3.2 Mandatory or forced savings schemes are expressly prohibited.

Overtime

B4.1 Voluntary Participation
1 All overtime shall be voluntary.

1 Supplier shall ensure that all workers have the right to refuse to work overtime
hours. Under no circumstancebkall a Supplier impose punitive measures such
as salary deductions, apptpercion of any kind, derfyuture opportunities for
overtime, threaten deportation or take disciplinary action againsorkersfor
refusing overtime.

B4.2 Production Quotas
Suppier shall not set production quotas or piecework rates at such a level that
workers need to work beyond regular working hours to earn the legal minimum
wage or prevailing industry wagexcluding overtime)

Freedom of Movement

B5.1 Drinking water
SupplENJ AaKFEf y20 NBalGNRKOUG sshidthePNRES |
production orSupplierprovided facilitiesand accommodation.

O
O«
w
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B5.2 Toilets
Supplier shall not restrict worker access to toilets in any manner, including limiting
toilet breaks @ non-payment of toilet breaks.

B5.3 Physical movement
{ dzLILIX ASNJ akKlItf y20 NBaAaGNROG 62NJ] SNDa FNB
production or Supplieprovided facilities, including the wd]] SNR& | 002 YY 2RI
except wlere necessary for worker safety

17



B.6.

B5.4

B5.5

B5.6

Curfew

Supplier shall not impose curfewss geographical limits on worker movement
beyond Supplieprovided accommodationExcept where necessary for worker
privacy orsafetySupplier shall notestrict or limit visitorsi 2 ¢ 2 NJ SN &
accommodation.

Personal leave

Migrantworkers shall be free to return to their home country during periods of
annual or personal leave without having to pay any form of deposit, and free for
the threat of termination or other penalty.

Supplier shalhot prevent anymigrantworker from contacting his or hexending
(or home)country Embassy or Consulate.

Harassment, Abuse, and Discipline

B6.1

B6.2

B.6.3

Respectful Environment

Supplier shall ensure the workplace is free of any form of harsh, abusive, or
inhumanetreatment. The use or threat of physical or sexual violence, harassment
and intimidation against a worker, his or her family, orveorkers is strictly
prohibited. Frontline supervisors and managers shall receive ongoing training on
positive management &hniques.

Policy

Supplier shall develop and implement clearly definéstiplinarypolicies and
procedureghat are effectively communicated to all workers, frontline supervisors,
managers, and thirgharties involved in the onsite supervisionroigrant workers.

Content

To achieve and maintain this standardsaplinary procedures shild:

1 Be equally applied to botmigrantworkers and local workerand supervisory
or management staff

1 Beappliedprogressivey (for example: verbal warning; witen warning;
suspension; termination)

1 Qearly outline the implementation procedures including notificatiortrod
nature of the complaintthe opportunity formigrantworkers tostate their case
andhave a translatoandrepresentative present

1 Soecify thegrounds for summary or imnakate termination of employment

1 Not includeabusive oinhumane disciplinary measwssuch asorporal
punishment, mental or physical coercion, or verbal abuse of workers; nor shall
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B.7.

B.8.

they include sanctions that result in wage detions, reductionsn benefits, or
compulsory labor
1 Provide for an impartial and objective appeal process.

B.6.4 Recordkeeping
Supplier shall implement jprocessor documenting and tracking disciplinary
procedures.

Grievance Procedures

B.7.1 Supplie shall providemigrantworkers with easy access to a system which allows
them to confidentially submit grievances in a language they understand, including
anonymously, without fear of intimidation or retaliation.

B.7.2 There is a written grievance pratere that includes nosmetaliation policy and a
designated responsible individual to whamgrantworkers can submit grievances.

B.7.3 To achieve and maintain this standaBlpplies should use notice or bulletin
boards that are readily accessiblertogrant workers to communicate important
information of interest such as how to submit grievances. Information posted
shouldbe in a language understood by tmeigrantworkers.

Where a hotline or helpline is employed, the number shoulddsalily availabled
migrantworkersand theserviceda K2 dzft R | OOSLJi OF tfa Ay

B.7.4 Grievances should bavestigated promptly in a nediscriminatory manneand,
savein the case of anonymous complaingsatus updategjiven to the worker
throughto final resolution Updates including the final resolution should be
recorded in writing and a copy should be given to the worker in their langaade
explained to illiterate workers in a language they understand

B.7.5 Supplier shall implementprocessfor documenting and tracking grievances
reports, resolutions, and appeals.

Pregnancy Protections

B8.1 Supplier shall take affirmative steps to protect the rightsnarantworkers who
become pregnant during the term of their employment contrat aminimum,
migrantworkers should be provided witthe same leghand occupational
protectionsand benefits aseceivingcountry workers.
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B.9.

B.8.2 In situations whergeceivingcountry law requires that pregnamhigrantworkers
return to their sendingcountry to give birth,Supplier shall providgansportation

to the sendingcountry andsuch protections to pregnant workers provided for by

receivingcountry laws and regulations.

Worker Accommodation

B9.1 Dormitories
Supplier otthird party provided dormitoresshall be clean, safe, and provide
reasonable living space.

B9.2 DiningFacilities

1 Food provided to workers shall be prepared, stored, and served in a safe and

saniary manner and at a minimum, meggceivingcountry laws and
regulations.

1 Sanitary or healtlicenses, permits, and inspection records shall be maintai
and posted in accordance witkceivingcountry laws and regulations.

1 Migrantworkers shall not beestricted to particulassitting areas of dining
facilities.

B.9.3 DrinkingWater

ned

1 Supplier shall ensunmigrantworkers have access to potable watar sufficient

quantities at all times within a reasonable distance of the2 NJ S NI &
and dormitory sleeping rooms.

1 Potable water must be tested regularly to ensure it is safe to drink, and
inspection reports maintained and posted in accordance watteivirg country
laws and regulations.
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B9.4 Toilet andShower Facilities
1 Supplier shall ensure workers have access to hygienic toilet and shower facilities
with hot wateravailable There shall not be any restrictions on the use of toilets
in the workplace.

C.AFTER EMPLOYMENT

C.1 Supplier Policy
C.1.1 There is a writterpolicy commitment to the protection ahigrantcontract workers
Ay it LKIFaASa 27F { dziésinatiSnxhinatdridSdNd G A 2 y &4 X
repatriation ofmigrantworkers.

C.2 Repatriation
C.2.1 Supplier shall arrange and pay for the repatriatiomafirant workers at tre
conclusion of their contract or in the event that the Supplier terminates the
contractfor any reasonexcept due tadocumentedgross misconduct or illegality,
before the contract end date

C.2.2 To achieve and maintain this standa&lpplier repatriationshould include ground
transfers, airfare, accommodation, and reasonable meal expenses untiitirant
worker arrives back at theriginal embarkation point.

C.3 Penalties
C.3.1 Supplier shall not penalizaigrantworkers for voluntary terminating their
employment contractst any time Examples of penalties include, but are not
limited to, withholding of wages, bonuses, or allowances already earned, early
terminationfines ordeductions, or the forfeiture of lawful deposits or savings
accounts.

C.4 Early Termination of Contract by Migrant Worker with Reasonable Notice

C.4.1 If the migrantworker voluntarily terminates the contract of employment prior to
the contract end datdy providing reasonable notic&upplier shall not be
responsibé for paying for repatriation, unless timigrantworkerwasterminated

21



C5

C.6

RdzS (2 KIFEN}&aavYSyidz odzasS 2NJ 20KSNJ aSNR 2d
employer.

C.4.2 Reasonable notice is defined as the lesser of that provided for in the contract of
employment or minimum notice provided for by receiving countmy laut in no
case shall it exceed 30 days.

Early Termination of Contract by Migrant Worker without Reasonable Notice

C.5.1 If the migrantworker voluntarily terminates the contract of employmt prior to
the contract end datevithout providing reasonable noti¢&upplier shall not be
responsible for paying for repatriation, unless timégrantworker terminated due
G2 KFENIaavYSyds |0dzaS 2N 2GKSNJ aSNA2dza DA
employer.

C.5.2 If the migrantworker voluntarily terminates the contract of employment prior to
the contract end date due to extenuating circumstances such as the death or
serious illness of a family member or other family emergency, Supplier shall pay for
the cost of repatriation.

Involuntary Termination of Contract by Employer
C.6.1 Whereamigrantworker is summarily dismissed for gross miscongillegality or

20KSNBAAS Ay@2ftdzyGFr NAE&@ GSNXYAYIFIGSR F2N O
disciplinary proedures,Supplier shall not be responsible for paying for

repatriation.
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Ill. TOOLKIT

Appendix 1¢ Glossary

A Forced laborForced labor is any work or services which people are forced to do against
their will under the threat of some forraf punishment. It contairs three main elements:
first, some formof work or service must be providday the individual concerned to a third
party; secondthe work is performed under the threat of a penaltyhich can take various
forms, whether physical, psychological, finanoiabther; and third, thewvork is
undertaken involuntarilymeaning that the person either became engaged in the activity
against their free will or, once engaged, finds that he ordmnot leave the job with a
reasonable period of notice, and withoutrfiping payment or other entitlements

A Humantrafficking: Human trafficking is theecruitment and transportatiorof people from
one place to another, or one country to another ising deception, threat or forcier the
purpose of exploitation, includinfprced labor The United Nations expands this definition
even further but we will use this to describe how the act is most often portrayed in the
supply chain.

A Labor brokersAlso known as private employment agencies, labor recruiters, manpower
agenciesincluding sukagents, are third party service providers involved in the
recruitment, selection, hiring, transportation, and, in some cases, management of migrant
workers Labor brokers operate in both the sending and receiving countries. Receiving
countrybrokers typically work with sending country brokers in the country of origin or
residence of migrant workers to identify and recruit potential job candidates.

A Migrant workers Workers who migrate from their country of origin or permanent
residencetoodt Ay SYLX 2@ YSyd |  ThisAnSlud¢sdimmeditidiaBdNDa F I O
overseas migration.

A Sending/Receiving entitiesThesendingcountry a sendingabor broker refers to the
country or thelabor broker where the worker is a citizen permanent legalesident The
receivingcountry orreceivingabor broker refers to the country or labor broker where the
QpplieQad 2LISNI GA2y GF1Sa LIXIFOS YR gKSNB GKS

Anexample:

A supplier in Taiwa(receiving countryhiresa Taiwanese laborrbker (receiving labor
broker) because he needs workers and cannot find enough local candidates.

To locate workers overseas, ti@iwanese labor broker contacts a labor broker in Vietnam
(sending labor broker) to help him recruit workers in Vietnam (sspdountry)willing to

work in Taiwan.

24



Appendix2c{ I YLIX S / 2RS 2F [/ 2y Rdz00 F2!

This appendix sygorts implementation of standard:
A.l Supplier Policy Commitment > A.1.1 Written Policy

Company ABC
Commitment to Ethical and Fair Employmeaof Migrant Workers
CODE OF CONDUCT

Forced or Involuntary Labor

Workers shall not be subject to any form of forced, compulsory, bonded, or indentured labor.
Prison labor shall not be used. All work must be voluntary and workers must be free to terminate
their employment at any time, without penalty. Migrant workers (or their family members) shall
not be threatened with denunciation to authorities to coerce them into taking up employment or
preventing them from voluntarily terminating their employment,aty time, without penalty.

Recruitment Fees and Expenses
Workers shall not be charged any fees or expenses directly or indirectly, in order to secure or
retain employment

Third party labor brokers, in both sending and receiving countries, involvde iretruitment,
selection, hiring, and management of migrant workers will be contractually bound to comply with
this policy.

The fees and expenses provision shall be clearly communicated to foreign workers in a language
they understand at the beginning the recruitment process prior to departure from their
country.

Third Party Labor Brokers

Where practicablenigrant workerswill be directly recruied and hired. If third party labor brokers

are utilized they mustoperate ethically at all stages of tmecruitment and selection process in
accordance with both sending and receiving country laws, the Patagonia Supplier Workplace Code
of Conduct and Migrant Worker Employment Standards ,taegl must not engage in deceptive,
fraudulent, corrupt, or collusie conduct.

Contracts of Employment
Migrant workers shall have valid visas and work permits.
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Prior to deployment from their sending country, migrant workers shall be provided with and
voluntarily sign a written contract of employment in a language thegaustand. Contract terms
and conditions will be explained to illiterate workers in their native language before signing.

¢tKS O2y (NI OGO 2F SYLX 28YSyid aKrftt Of SFINI & AYRAO
identity of the employer of record, @rk location, start and end date of the contract of
employment, wages, working hours, and other relevant terms and conditions of employment.

The use of supplemental agreements or the practice of substituting the original contract of
employment or any oits provisions with those that are less favorable to migrant workers are
strictly prohibited.

Identity Document Retention
¢KS O2yFAaO0lFIGA2Y 2N gAUGKK2f RAY3 2F g2NJ] SNRa 2N
passports, visas, work permits, or poldearances is strictly prohibited.

Deposits
Except where expressly required by receiving country law, workers shall not be required to lodge
deposits or security payments.

Discrimination and Workplace Equality

Migrant workers shall not be subject toyadiscrimination in any aspect of the employment
relationship including recruitment, hiring, compensation, benefits, work assignments, access to
training, advancement, discipline or termination.

All workers irrespective of their nationality or employmestatus shall be treated fairly and
equally in the workplace.

Migrant workers shall be provided terms and conditions of employment that are no less favorable
than those available to receiving country nationals.

Wages and Benefits

All workers shall be pdino less than the minimum wage required by applicable lamwadustry
or local wage standards where there is no legal minimum wagel shall be provided all legally
mandated benefits. Wage payments shall be made at regular intervals and directlykergan
accordance with receiving country law, and shall not be delayed, deferred, or withheld.
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Only deductions authorized by receiving country law are permitted and, if made or provided, shall
only occur with the fully informed written consent of worrlse

Clear and transparent information in writing shall be provided to workers about hours worked,
rates of pay, and the calculation of legal deductions in a language they understand for every pay
cycle. All workers must retain complete and independenttadrover their earnings.

Wage deductions must not be used as a disciplinary measure, or to keep workers tied to the
employer or to their jobs. Mandatory savings schemes are expressly prohibited. Workers shall not
be held in debt bondage or forced to woin order to pay off a debt.

Deception in wage commitments and payment arrangements is prohibited.

Working Hours

Workers shall not be forced to work in excess of the number of hours permitted by receiving
country law. Where the law is silent, normal Wworg hours shall not exceed eight per day and
forty-eight per week, and total working hours, including overtime, shall not exceed sixty.

All overtime shall be voluntary, unlestherwise requiredn a legally recognized collective
bargaining agreement.

No worker shall be made to work overtime under the threat of penalty (including denying the
opportunity for future overtime work), dismissal, or denunciation to authorities. No worker shall
be made to work overtime as a disciplinary measure, or for faturaeet production quotas.

Freedom of Movement

22Nl SNEQ FTNBSR2Y 2F Y20SYSyid akKlrtft y2d 6S NBad
safety. Workers shall not be physically confined to the workplace or related premises, such as
employer or broker-operated residences; nor shall any other coercive means be used to restrict

2Nl SNEQ FTNBESR2Y 2F Y20SYSyid 2N LISNER2Ylf FTNBSR

Harassment, Abuse, and Discipline
The workplace shall be free of any form of harsh, abusive, or inhumane treatment.

The ug or threat of physical or sexual violence, harassment and intimidation against a worker, his
or her family, or cewvorkers is strictly prohibited.
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Disciplinary policies and procedures shall be clearly defined and communicated to all workers in a
languagehey understand.

Grievance Procedures

An effective confidential grievance procedure shall be established to ensure that any migrant
worker, acting individually or with other workers, can submit a grievance or complaint, including
anonymously, without femof retaliation of any kind. All grievances must be fully investigated.
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Appendix 3¢ Sample Labor Brokehudit Checklist

This appendix supports implementation of standard:
A.3. Third Party Labor Brokers > A.3.2s$alection Due Diligence, and
A.3. Third Party Labor Brokers > A.3.4 Labor Broker Audits

General Profile of the Labor Broker and its Operations
/A What is the name and address of the labor broker?

0 The names of itewners and their nationalities?
o0 The names and addresses of other labor agencies operated by the owners?

/A Do the owners of the labor brokerage have any other businesses?
O What are the names, locations and nature of those businesses?
/A How many years has thabor broker been in the business of supplying manpower?
A What are the main services that the labor broker provides?
A What types of migrant workers does the labor broker provide?
0 Do these include professional, skilled, seskilled or lowskilled migranivorkers?
o Inwhat industries does the labor broker place migrant workers?
o0 What countries does the labor broker supply labor to?
/A Does the labor broker work with local partners in each country where it provides labor
0 Who are the local partners the labbroker works with for the facility in question?
What are their names addresses and complete contact information?
Alla GKS fF02N oNR{SNI SOSNJI LI AR YzySe i
/A For how many years has the labor broker providadrant workers to this particular
facility?
/AE Does the contract signed between the labor broker and the facility contain clauses on
compliance, such as measures to prevent forced labor and human trafficking?

General Profile of the Migrant WorkerBlaced by the Broker

/A How many migrant workers has the labor broker placed with the facility?
/E What are the countries of origin of the migrant workers placed with the facility?
o How many workers are from each country?
0 What is the duration of contracts?
/& Does the labor broker have a complete list of migrant workers placed with the facility,
including the following information:
o Names;
o Workstation, department, or shift;
o Date of hire;
o Home country address of workers and phone numbers; and
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o Emergency contact farmation. |

Legal History and Social Compliance

£

Is the labor broker legally registered and licensed to operate in each country from whi
sends or receives workers?

/e

2 Kl G0 aLsSota 2F GUKS 102N oNRP]SNDa endza
authorities?
0 How often does this audit or inspection occur?

What system does the labor broker have in place to ensure that it stays-dpte on new
legal and regulatory developments concerning migrant workers in the country or coun
where it phces workers?

Does the labor broker have an implementing structure, an accountable officer, and cle
procedures to guarantee that its policies are compliant with relevant laws and regulati

Has the labor broker ever been cited or penalized by loc&dreign authorities for any
reason relating to its practices within the last five years?

o If yes, have these conditions been corrected to the satisfaction of the
inspecting/citing authority?

Are there any civil or criminal legal actions against the enfs) pending?
o If yes, what are the details of this action?

Does the labor broker have a code of conduct that explicitly prohibits forced labor and
human trafficking, and sets out protective measures for migrant workers?

Recruitment and Hiring Process

e

What is the stegby-step process used by the labor broker for recruiting migrant workers
including:

o information about recruitment and applicant selection;

0 documents processing;

o the contracting process and signature of employment contracts;

0 recruitmentfees;

0 pre-departure briefing

e

Does the labor broker have measures in place to ensure that its representatives and s
agents working on its behalf provide migrant workers with true and accurate details ab
working, employment and living conditions &tettime of recruitment?

£

Does the labor broker provide pieparture briefings and training to migrant workers in
order to review:

0 contractual obligations;

o employee and employer rights and obligations;

o terms and conditions of work;

o living conditions;
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0 compay policies;
0 grievancemechanisms in place for workers

Recruitment Fees and Expenses

A52 YAINIyYylG 62NISNEQ LI & | FSS Ay (GKSAN.
broker services?
/A How much do they have to pay, and what do these fees ¢over
0 Reservation or Commitment Fee
A s this amount returned or refunded to the worker if he or she is not selec
for employment?
o Service, Placement or Recruitment Fee
A s this fee paid uffront and directly to the labor broker, or is it deducted
fromtheworlS N & al € F NB G GKS FIFOAf A
o Processing of TravBbcuments, Visas and Work Permits
A Is a separate fee charged for this or is this included in the recruitment feg
o Registration for Skills Testing or Certification
A Is this charge included in the recruitme® 8 2 NJ R2 @2 NJ SN
directly to the government labor broker providing the service?
o Mandatory Physical, Health or Medical Tests Required by Sending and Receivi
Country
o Language Training or Pdeparture Briefing or Seminar
o0 Air Travel or Otherransportation Costs
A Are such costs included in the recruitment fee, paid by the workefromt,
or paid by the facility?
0 Security Deposit
o Other Fees
/E Does the labor broker provide workers with a written itemized breakdown of the fees a
expenses they p&y
A Upon arrival at the place of employment, are workers chargeditionalfeesby the labor
broker or its local partners, for example a labor brokerage fee or security deposit that i
paid onsite?
/A Does the labor broker or facility deduct a portion oétrecruitment fee from migrant
2Nl SNEQ alftl NASaK
o If yes, how much is deducted per month, and for how many months?
A Are migrant workers required to pay a deposit to sign an employment contract?
o How much is the deposit, and is it paid to the labor brokaility or both?
o Under what circumstances and how do workers get their deposit back?
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Employment Contracts

Who are migrant workers under contract to: the labor broker, the facility, or both?

Are employment contracts with migrant workers signed in ¢o@ntry of origin, upon
arrival at the location of employment, or both?

How does the labor broker guarantee that migrant workers understand the contents of

employment contract before they sign it?

Is the contract written in a language that migranbrkers understand?

Are migrant workers given a copy of their signed contract?

What measures does the labor broker have in place to ensure that its representatives

sub-agents do not misrepresent the nature of the job offered at the time of recruitnoent

hiring?

Does the labor broker have measures in place to ensure that the original contracts sig

by migrant workers are not amended in any way by the facility, representatives of the

broker itself, or its local partner in the receiving countumless to improve upon the

YAINF yi ¢2N] SNR& 2NAIAyLffte yaAOALNl GS
o Are such changes made only with the full knowledge and consent of the migran

worker concerned?

MMM W AW

M

Document Retention
/E Does the labor broker, its local partnerocda f A 1& S@SNJ K2f R YA 3
other valuable items (e.g. bank books or ATM cards)? If yes, is this legally required?
/E If the labor broker, its local partner or facility holds passports for legal reasons or by re
of the worker:
o Do worlers have unrestricted access to them at any time?
o0 Are workers provided with an exact copy of the documentation when it is not in
their possession?
o Has the labor broker, local partner or facility nominated a responsible person to
ensure that workers havede access to their documents upon demand?

o Does the labor broker notify workers of these conditions and procedures in
advance?

Deposits
A Are migrant workers ever required to pay a security deposit or bond of any kind to the
broker, its local partneor the facility during the recruitment process or at any other time
during employment?
/A How much is this deposit or bond?
o When and how is this money returned to workers?

Wages and Wage Deductions

A Does the labor broker, its local partner or faciligypmigrant workers?
/E If the labor broker or its partner pays workers, when and at what frequency are they p¢
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/A Are wage payments ever delayed or withheld?
O If yes, under what circumstances has this occurred?
A Are migrant workers given a pay slip or wag@ement on payday?
o Does this pay slip clearly indicate wage calculations and any deductions made
their salary?
/A How does the labor broker ensure that migrant workers are paid at the same basic rat
local workers?
/E Does the labor broker make anpdR dzOG A2y a 2NJ gAIKK2f RAyY 3
o If yes, how much is deducted, and what do these deductions cover?
o ! NB (KS&S RSRdzOGA2ya adALldz I 6SR Ay
O ! NB (KSe& YIRS gA0GK g2N]ISNERQ (y26f SR
/E Does the labor broker or its locaartner deduct for meals or housing?
o If yes, do migrant workers have the option to withdraw from food and housing
provisions?
/& Does the labor broker ever provide loans to migrant workers for recruitment fees?
o0 What amount is provided?
0 What is the interesrate on the loan and the financing period?

o Are loan agreements or advances concluded with the full knowledge and conse
workers?

A If migrant workers borrow money from the labor broker, how do they pay the loan back
o Isit paid in cash to the labdwroker or facility, deducted from paychecks, or anoth
method?
0126 YdzOK R2 @¢g2NJSNBRQ LI & Y2ydKftez |
the loan?
A528a GKS 102N oNRP]TSNE f20Ff LI NIYySNI 2
part of asavings program?
o How much is deducted? Is this deduction voluntary?
Are savings kept at a bank account in the country of origin or the receiving cour
Do workers have full control and access to their savings at all times?
Does anyoneelsehaveadécé (2 62NJ SNBEQ al gay3a 2
When do workers get their savings back?

Compulsory or Involuntary Overtime \

A Are workers ever required by the labor broker, its local partner or the facility to work
overtime than allowed by natnal law?
o What are the circumstances of such requirements?
/E When overtime is necessary, are workers free to refuse it?
o Does the labor broker or facility ever punish workers for refusing to work overti

O O O O
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Freedom of Movement and Personal Freedom

A Doesi KS f 102N ONRP{SNI 2NJ AdGa 20t LI NIGyS
freedom of movement in the workplace?
o What are these restrictions and the reasons for them?
/& Does the labor broker provide accommodation to migrant workers as part ofrige@
o0 What is the name and address of the dormitory or hostel?
A Are migrant workers required to live in such facilities or are they free to reside elsewhe
A52 YAINIYyOG ¢2NISNEQ LI & F2NJGKAa | O02Y
0o How much do they pay per month?
o Is the amounthey pay equal to or lower than market rates?
o126 R2 $2NJSNEQ LI& F2NJ GKAa | 002YY
/E Are there any restrictions on movement for migrant workers within such accommodatic
outside working hours?
o Does the accommodation have a curfew?
0 Are workersallowed to receive guests or visitors?

Workplace Discipline

A Who is responsible for workplace discipline in the facility?
0 Are there any parties aside from the facility involved in disciplining workers, for
example the labor broker or its local partner,a dormitory representative?
A What steps are taken for disciplining a worker?
o Are monetary fines ever levied for misconduct?
o If so, under what circumstances, for what types of offense, how much is charge
and how are these payments made?
/& Do discipliary sanctions ever involve compulsory work?
o If they do, under what circumstances does this occur?
A What types of misconduct carry the penalty of dismissal and repatriation?
o Does the labor broker have a clear process that includes credible investigation
before workers are terminated and repatriated?
/A Are there any penalties for migrant workers who quit before their contract expires?
o0 In such cases, who pays for their return airfare or transportation?
/& Are there any penalties for migrant workers who arem@rated before their contract
expires?
o0 In such cases, who pays for their return airfare or transportation?

Threat of Violence and Intimidation

/A Does the labor broker have a clear policy that strictly prohibits the following:
o Verbal abuse, harassment imtimidation?
o Physical abuse, corporal punishment?
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o Sexual harassment or abuse?
/A Have there been any instances of such abuse involving a labor broker representative
partner?

Grievance Procedure

/A Has the labor broker nominated a representativaégeive and process complaints from
migrant workers?
o Does this representative speak the language(s) of migrant workers?
A Does the labor broker have an a,ssigned unit or staff represenEativg to receive and pro
g2NJ] SNREQ NBLIR2NUa 2F KINIFaavYSyu 2NJ I 0dza
AWKFG FNB GKS 102N NP1 SNR& LINE OSRdAzZNEB &
o Do these include reporting, investigation, follayp and sanctions?

Resignation and’ermination of Employment
A2KIG Aa GKS fFr02NJ oNRB{SNRa LRftAoe |yR
o Are migrant workers free to resign at any time?

/E Are there any penalties for migrant workers who terminate their contract before its end
date?
o0 What are those penalties?

/& Does the labor broker or its local partner use any deceptive or coercive meansriotre
G2N] SNEQ FNBSR2Y (2 GSNXAYyIGS SYLX 28YS
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Appendix4 ¢ Newly ArrivedMigrant Worker Interview Checklist

This appendix supports implementation of standard:
A.7. Arrival Orientation > A.7.3 Monitoring of Labor Broker Practices

Recruitment and Hiring

/e

| 26 Ylye f1 02N ONR]ISNAR 6SNB Ay@2f OSR
of origin?

/e

What is the mme and address of each labor broker or agency involved in the couni
origin?

At the time of recruitment, was the worker given accurate details about the job
location, contract duration, anticipated earnings, working and employment conditic
on the pb, and living conditions?

Did the worker participate in a préeparture briefing?

M | M

If yes, what did that briefingnclude?
o Recruitment fees and expenses
Contractual obligations;
Terms and conditions of work;
Rights and responsibilities on the job, andslke of the employer;
Living conditions;
Company policies; and/or
o Grievance mechanisms that are in place for the worker on the job?

O O O OO

Upon arrival in the receiving country, did the worker:
0 Receive accommodation;
0 Undergo a medical examination; and/or
o Open a lank account?

5AR (KS 62NJ] SNI NBOSAGS Iy | NNAGIt 2NJ
policies? If yes, what was addressed during the orientation?
o0 Regular wages and hours;
Vacations, sick and personal leave;
Overtime hours and rates;
Grievance proedures;
Health and safety policies;
Benefits and deductions;
Discipline and termination;
o0 Harassment and abuse.

O O OO0 O0Oo

/E Was the worker given a copy of the Supplier human resources policies or employe

handbook?
0 If yes, was this handbook written in a language tthat worker understands?

A Are the Supplier policies, procedures and work instructions communicated to work

in alanguage they understand?
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Fees and Expenses

/A Did the worker pay a service, placement, or recruitment fee to the labor broker in tf
sendirg country?
o If yes, how much was this fee?
o Did the worker pay a fee to an individual or sadpent of the broker?
o If yes, how much was this fee?
/& Did the worker pay a reservation or commitment fee?
o If yes, how much was this fee?
o0 Is the amount refundabland, if yes, when is it refunded?
o If no, is the amount deducted from the total cost of the recruitment fees char
to the worker?
/A Did the labor broker provide the worker with a written itemized breakdown of the fe
and expenses paid?
o If yes, what didhe fees and expenses cover?
o How much was each fee or expense?
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work permit, visa, and passport?
o Was a fee charged for this service?
0 If so, how much was this fee?
/& Did the worker pay fees for any of the following:
o To register for skills test or certification
o For languagéraining
o For medical or physical examination; and/or
O For a predeparture briefing?
/£ How much did the worker pay for travel costs (airfare or anothedenof travel)?
0 Was this cost included in service or recruitment fees charged by the labor
broker, or paid directly to a travel agency?
O Will return travel be paid by the employer or worker?
A2l a GKS ¢2NJ] SNJ NBEIj dzA NER { 2 vinglkoantry? f | 6 2
0 If yes, how much was this fee?
0 WasitpadupgF NPy 2NJ A4 A0 RSRdzOGSR TN
/& Did the worker pay a security deposit of any kind, such as a bond?
o If yes, how much did the worker pay?
o What was this deposit or bond for?
0 Towhom was it paid?
/E Was the worker required to pay any sort of levy or tax to obtain the job?
0 If yes, how much and to whom?
/E Were any fees, expenses, levies, deposits or bonds charged to the worker gamhyp
or are these deducted from his or her pay?
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/A Did the worker have to borrow any money to pay for recruitment fees and expense
o If yes, how much was borrowed?

From whom did the money come?

Is there an associated interest rate and, if yes, how much is this?

How does the worker repay the loan?

What is the repayment schedule?

Contracts of Employment

/& Did the worker sign an employment contract for the job?
o If yes, with whom was the contract signed: the facility or the labor broker?
A Were the terms of the employment contract explained to the wafke
o If yes, who explained these terms to the worker?
o Does the worker fully understand the terms and conditions of the contract?
o If no, what parts are not understood?
When and where was the contract signed (e.g. prior to departure or upon arrival at
facility)?
In what language is the contract written and does the worker understand that
language?
Was the worker given a copy of the contract to review prior to signing?
o Once signed, was he or she given a copy of the signed contract?
Did the worker hag to sign two sets of employment contracts?
o If yes, were both sets the same in content and, if no, how were they differen
o Were these differences explained to the worker, and what was the reason g
A NS KS RSGFAfa O2yill Atgdhtract BoyisistierC \Gith the2 NJ|
details that were provided at the time of recruitment?
o If not, what has changed?
/& Are the actual terms and conditions on the job consistent with those that are descr
in the employment contract?
A2l a (KS g2 NdprEackamendeNd any waly following signature?
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conditions?
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informed, written consent?
A Was the worker pressured onteatened in any way into accepting the job or any of t
terms included in the employment contract?
A Under what conditions can the contract be renewed?

O O o0 o
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Document Retention

/A Did the worker submit any original copies of governmissued identification, pgsports
or work permits to the facility or receiving country labor broker?
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o If yes, what was submitted (e.g., passport, residency permit, work authorizat
identity documents, ATM or bank card, or other travel documents, for examp
the return portion oftravel tickets)?

o What was the reason for this?

/& Are personal documents withheld due to legal requirements or did the worker reque
that the facility or labor broker hold them?

o Do workers have free and unhindered access to their documents?

o0 What is the pocedure for getting the documents back?

o0 Are workers given an exact copy of the document when it is not in their
possession?

o Does the facility or labor broker nominate a responsible person to ensure the
workers have free access to their documents upon ded?

o0 Were workers given advanced notice of these requirements and procedures

o Have workers ever encountered lengthy or otherwise burdensome prerequis
when accessing their passport or other personal documentation?

/A Do workers have free access to a latksecure storage space for their personal
documents and valuables?

/& Did the worker pay a security deposit or bond of any kind during the recruitment
process?
/E Has a fee or bond been paid by workers at any other time during the employment
relationship?
£ If yes, is answered to either of these questions:
o How much was the fee paid?
o To whom was it paid?
o0 When does the worker expect to get the deposit back?
o What are the conditions under which the amount is returned?
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Appendix5 ¢ Worker Accommodé#on

This appendix supports implementatioh standard:
B.10 Worker Accommodation > B.10.1; B.10.2; B.10.3; and B.10.4

U The quality of accommodatigmiining and washroom facilitiggovided to migrant workers
shall be the same for all nationalities.

U Worker dormitories provided by Supplier or a thipdrty shall be clean and safe and
provide reasonable living spac

U Suppier shall provide workers with reasonably accessiatable waterand clean toilet
facilities.

U Supplier provided dining, food preparation, and storage facilities shall be sanitary.

LivingAccommodatiors

1. Dormitory cannot beset up within thesame building that houses large volumes of
flammable gas or materials, boilers, kilns, or machines that create strong vibrations or
noise.

2. Separate sleeping accommodations shall be provided for each gender. If sleeping
accommodations for men and womeneain the same building, separate rooms shall be
provided for each gender.

3. Comfortable beds, cots, or bunk bed#h paddingshall be provided for each dormitory
resident. Dormitory sleeping rooms shall use douleck bunk beds or single beds only.
Triple-deck bunk beds are prohibited. Sharing beds is prohibited except within individual
family accommodations.

4. Minimum clearance between upper and lower bunks of doud#dek beds should be no
less than 0.7 meters.

5. Dormitory sleeping rooms shall offer resk than 3 square meters of individual living space
per occupant. Individual living space is a place that include the provisions for private
storage of personal effects for each individual inside the room, but should exclude the
inside washing room area drbalcony area.

6. The minimum space between bunk beds should l#emeters. The width of thpassage
between two bunk beds parallel to each other shall be no less than 0.7 meters.

7. No more than 8 individuals shall occupy one dormitory sleeping room.
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8. Dormitory sleeping rooms shall have adequate and private arrangements such as personal
closets or bins for storing clothing and toiletries. Dormitory rooms shall be equipped with
secure storage for storing valuable personal effects and documents.

9. Dormitory skeping rooms shall have adequate heat and ventilation.

10. Dormitory sleeping rooms (not including partitioned areas) shall have at least one window
or skylight opening directly to the outdoors.

11.Durable,insectproof, rodentproof, clean containers in gooawdition shall be provided
adjacent to each housing unit for the storage of garbage and other refuse.

12.Dormitory sleeping rooms, common use rooms, hallways, stairways, and yard shall have
adequate lighting.

Toilet and Shower Facilities

1. Supplier shall nioplace any undue restrictions on the use of toilets.

2. Toilets or privy seats for each gender shall number not less than one per 15 residents, with
a minimum of one such unit for each gender in comruse toilet facilities.

3. Except within individual fanyilaccommodatios, separate toilet facilitieof men and
women shall be provided.

4. If toilet facilities for men and women are in the same building, at least one solid wall from
floor to ceiling shall separate them.

5. Toilet facilities shallbe visually m&iR A GK aYSyé¢é | yR Go2YSyé Ay
the persons expected to access the toilet facilities.

6. Commonuse toilet facilities shall be well lighted, well ventilated, clean, and sanitary. These
toilet facilities shall be located within 200 feet)(énheters) of each dormitory sleeping
room inside the dormitory building.

7. Supplier shall provide both hot and cold pressurized water showers for the use of all
occupants. These shower facilities shall be clean and sanitary and located within 200 feet
(60 neters) of each dormitory building.

8. There shall be a minimum of one showerhead per 15 persons. Showerheads shall be
separated by at least one meter

9. Separate shower facilities shall be provided for each gender, and must be designated
GYSyé 2N the miwsSlghguade W the persons expected to use the facilities.
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10.1f shower facilities for both gendeese in the same building, at least one solid wall from
the floor to ceiling shall separate them.

Dining and Food Preparation

1. All food made availablto workers shall be prepared, stored, and served in a safe and
sanitary manner in accordance with all applicable laws and regulations.

2. Food options should respect workers dietary restrictions and cultural or religious taboos.

3. All areas of food preparain shall meet the hygiene and sanitary standards specified in
applicable laws and regulations.

4. Sanitary licenses and permits and inspection records shall be maintained and posted in
areas of food preparation and serving as per applicable laws and remdat

5. The canteenkitchenand each floor of the dormitorghould havea sufficient number of
emergency exits (2 or more) in order to provide evacuation needs in emergency cases.

Drinking Water

1. Supplier shall provide access to potable water, in acamocd with applicable law, in
sufficient quantity for all dormitory residents and available within 200 feet (60 meters) of
each dormitory sleeping room.

2. Potable water must be tested at least annually and must be safe to drink. Potable water
test reports mst be maintainedr posted as required by applicable law and regulations.

3.¢KS RNAY{AY3 gl GSNI akKlFfft 0SS YFENJSR Ay 62NJS

4. Itis not allowedor workers to share a common cup. All workers should be provided with
their personacup to drink from.

5. Nondrinking water ¢uch as industrial water or the water used in case of fire) should be
YENLI SR AY YAINIYy(ld 62N]ISNRQ I y3adza 3Sa F2N AR
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Appendix6 ¢ Migrant Worker Employment Standards
Implementation Checklist

This appendix provides an overview of the general steps towards implement
t FdF32yAlFQa aAaNIyld 22N] SN 9

. STEP 1: DEVELOP & COMMUNICATE CORPORATE POLICY COMMI

. STEP 2: SELECT ETHICAL LABOR BROKERS |

= |

. STEP 3: APPLY "NO FEES" POLICY & REIMBURSEMENTS |

. STEP 4: IMPLEMENT CRITICAL RECRUITMENT & SELECTIO!\'
. STEP 5: ENSURE FREEDOM OF MOVEMENT |
. STEP 6: ENSURE ALL OTHER WORKER PROTECTIONS ARE MET |

STEP 1Develop & Communicate CorporateolicyCommitment

/A Corporate policy manual shoulddlude prohibitions and protectiordescribedn Al
Supplier Polic¢ommitment Appendix 2 contains a sample Policy.
/A Communicate thé?olicy Commitment to third partiabor brokers involved in the
recruitment and employment of migrant workers.
A Get a signed acknowledgment from labor brokers to confirm receipt and
understanding of policy.

STEP 2: SeleEthical Labor Brokers
/A Develop a labor broker due diligence pess in accordance with.3.2 PreSelection
Due Diligence
A Use labor broker due diligence process to find ethical labor brokers that meet
Supplier standards
/A Review and revise service agreements with existing labor brokers in accordance
SandardA.23.
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A Conduct regulaauditsof labor brokers in accordance with34 Labor Broker Audits
Rekr to the sample Labor Broké&udit Checklist in Appendix 3

oY !LJJ & ab2 CSSaé¢ t2fA0e
For Suppliers Who Will Hire Migrant Workers Afterniil, 2015
/A Meet with existing labor brokers to communicate the new policy and negotiate a
labor broker fee structure, inclusive of legally required fees (medical exams, visa

work permits etc.) for migrant workers hired after June 1, 2015.

A Where exsting brokers are unable or unwilling to comply with the requirement
that the Supplier pays fees and expenses in accordanceAutirees and
ExpensesSupplier shoulgeek out alternative brokers.

For Suppliers Who Hired Migrant Workers Before June 112That Continue To Be
Employed On or After June 1, 2015
A Assemble a list of the recruitment fees and expenses legal limits in order to prep
to reimburseexistingmigrant workers with a date of hire before June 1, 2015 work

Fd GKS { dzLimbriaffeNIDe 1, 201owhé gaid fees and expenses in e

of the applicable legal limits. These listings are available on the web sites of rele

government agencies in most sending and receiving countries.

STEP 4: Implement Critical Reitment and Selection Process
/A Planfor Supplier staffo be more directly involved in recruitment activity in the
sending countries such as
o0 selecting and supervising sending country labor brokers in accordancéwith
Third Party Labor Brokers
o0 attending the predeparture briefing of migrant workers in accordance wA!%
PreDeparture Briefing
0 ensuring that the contract of employment is explained to migrant workers and
signed in accordance with.6 Contracts of Employment
/& Design and implement an arrival ori@tibn process, in accordance wigh6 Arrival
Orientation that is managed by Supplier staff.

STEP 5: EnsuFgeedom of Movement |

A Provide migrant workers with individual secure storage for identity, travel, and ott
legal documents.

/& Return any originabentity, travel, or legal documents to workers immediately afte
legally required visa or work permit processing by government agencies.

/A At all other times, asure migrant workers retain possession and control of their

/e

personal identity documents at dlme.
Ensure no policies, such as deposits, monetary disciplinary deductions or early
contract termination penalties, arin place that would lead to debt bondage.
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STEP @&nsure AllOther Migrant Worker Protectiongre Met

/A Review existing Corporateolicy Manual, Code of Conduct, and facility practices fc
consistency with the protections containedBn Before Employment and C. After
Employment.

/A ldentify gaps and develomaactionplan to remediate.
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