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ABSTRACT 

 

The garment industry has been a true pioneer in the development of Bangladesh's industrial sector. 

One of our garment industry's major concerns is compliance. Most reputable global garment 

buyers place a high priority on RMG factory compliance. Actually, compliance ensures that all 

labor rights and facilities are provided in accordance with the buyer's code of conduct. Despite the 

fact that Bangladesh has been aware of RMG since the late 1970s, it is only recently that it has 

become aware of compliance issues. 

 

In this paper, we did our best to determine whether or not the factories in Bangladesh follow the 

buyer’s code of conduct. We attempted to gather information about compliance of two different 

factories. This paper compares among the barriers of different Audit Report of different factories. 

We discussed compliance employers, HR employers, and employees. We also investigated the 

company's policies and legal issues. We discussed from compliance about how we imposed it in 

the garment industry and recommends enhancing factory operations through compliances. 

 

We compared between the various policies including Child labor, Force labor, Over time, Leave, 

Working hour, Wages and bonus, Discrimination, Health, Safety and security, Environment and 

Workplace condition. From these policies we went on a conclusion on which factory compliance 

is better in overall section. From our analysis we found Factory “B” which is SMETA certified as 

a better compliance regulatory than Factory “A” which is BSCI certified. 
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1. INTRODUCTION 

 

 

Compliance, also known as regulatory compliance, refers to rules and policies that prohibit or 

regulate specific products, services, or processes. Compliance is more than just preventing 

problems and ensuring that everyone follows laws, rules, and regulations. It's also about how a 

strong and ethical compliance program can benefit a company or organization. It is a certifiable 

sign or judgment that the provider of item or administration needs to meet the necessities of the 

relevant specifications. Compliance is accomplished with various international & national social 

Standards. It thinks about the ethical labor practice, health, safety & environment. Compliance is 

to follow the nearby laws and the Code of Conduct (COC) of the buyers. 

  

Compliance with RMG factories is a significant consideration for the majority of reputable global 

garment buyers. Actually, compliance ensures that all labor rights and facilities are provided in 

accordance with the buyer's code of conduct. Nowadays, compliance is more important than 

product quality in obtaining a garments export order. Because of the high initial investment and 

ongoing costs, factory owners are more inclined to be dissatisfied. 

 

In this thesis, we analysed two different certification which is Business Social Compliance 

Initiative (BSCI) and Sedex Members Ethical Trade Unit (SMETA) of two different industry. 

Here is the initial overview of two factories: 

Criteria Factory “A” Factory “B” 

Year of Establishment 1997 2005 

Production Capacity 400,000 pcs/month 200,000 pcs/month 

Man Power 2113 1100 

Floor Space 83,272 sqft 53,726 sqft 
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1.2 INITIAL REVIEW 

 

 

The readymade garment (RMG) industry started around the end of the 1970s and has had a 

significant impact on export earnings, unemployment prevention, women empowerment, and 

poverty prevention in a relatively short period of time. Textiles as well as clothing account for 

roughly 85% of Bangladesh's total export earnings. 76% of which comes from the apparel sector, 

which includes knit and woven shirts, blouses, trousers, skirts, shorts, jackets, sweaters, 

sportswear, and many other casual and fashion items.  

 

Bangladesh exports RMG products to the United States of America (USA) and the European 

Union (EU) (EU). Bangladesh's garment exports have grown at a rapid pace in recent years. The 

garment export earned $17.9 billion in 2010-2011. Furthermore, it accounts for more than 78 

percent of total export earnings in the country. In the fiscal year 2017-2018, Bangladesh's garment 

exports earned more than US$30.6 billion, accounting for 83.49% of total export earnings. 

Bangladesh's economy benefited from quota-free access to European markets and desirable quotas 

for American and Canadian markets throughout the 10-year agreement. 

 

In any case, the prospects of the RMG sector in Bangladesh are dependent not only on the 

availability of cheap labor and the government's liberal strategy, but also on compliance with the 

code of conduct. Bangladesh's RMG sector must improve factory working conditions and address 

various social issues related to the industry. Before submitting any significant order, international 

buyers are extremely particular about compliance with codes of conduct. 

 

Bangladesh Garment Manufacturers and Exporters Association (BGMEA) and Bangladesh 

Knitwear Manufacturers and Exporters Association (BKMEA) set compliance standards such as 
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factories having elective stairs, essential fire hardware, sanitary sanitation facilities, and medical 

aid apparatus, as well as guaranteeing the lowest wages. There are numerous perceived compliance 

bodies, such as ILO, ISO 14001, SMETA, WRAP, and BSCI. Owners of RMG factories and the 

government can seek assistance from these bodies to improve the environmental and product 

standards of their industries. The current compliance practices of RMG factories in Bangladesh, 

particularly those in Dhaka, are examined in this paper. 

 

 

 

1.3 OBJECTIVE OF STUDY 

 

 To know overall compliance issues of Factory “A” and Factory “B”. 

 To understand the overall activities of compliance in RMG industry. 

 To understand the better compliance practice between two industry. 

 To compare the overall outcomes of compliances of two industry. 

 To know the certification process of the factories. 
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2. LITERATURE REVIEW 

  

2.1 COMPLIANCE IN THE PERSPECTIVE OF BANGLADESH 

 

In Bangladesh, compliance is a significant concern, especially given the significance of the 

country's apparel sector. While being an enormous financial driver in Bangladesh, the sector has 

been afflicted by problems with worker safety, labor rights, and environmental effect. With more 

than 4 million workers, the ready-made clothing (RMG) industry is one of the key economic 

drivers in Bangladesh. Given that it accounts for more than 80% of Bangladesh's exports over the 

past few decades and creates more than 4 million jobs nationwide, the garment industry is one of 

the country's economic drivers (BKMEA 2018). This industry significantly raised living standards 

and gave underprivileged women more influence. In addition, since the industry's inception, there 

have been several complaints regarding widespread problems with legal and ethical compliance. 

The Tazreen fire and the collapse of the Rana Plaza highlighted the country's horrible working 

conditions and breaches of employees' health rights. These mishaps prompted governmental 

regulators, trade unions, retailers, and customers from around the world to reevaluate the Integrity 

of the Bangladeshi RMG sector. Three major plans, including the Accord on Fire and Building 

Safety (Accord), the Alliance for Bangladesh Worker Safety (Alliance), and the National Tripartite 

Plan of Action (NTPA) on Fire Safety and Structural Integrity, have started implementing factory 

safety assessments and remediation across Bangladesh's RMG sector. In collaboration with the 

actual worker's guilds, the Bangladesh Garment Manufacturers and Exporters Association 

(BGMEA) has established its own implicit business norms and established a compliance section 

that inspects the working conditions at its members' industrial facilities (UNIFEM 2008). 

Following 12 years of advocacy and deliberation, the government established a new employment 

code in 2006. All labors are covered, and new provisions that are significant to the article of 

clothing industry include written contracts and personality cards, convenient wage installment 

plans, adjusted minimum wages allowed by law, paid maternity leave, and explicit laws against 

inappropriate behavior. The industry's success can be attributed in large part to the export quota 

system and the availability of cheap labor. But tragically, it is frequently seen that workers are 

being denied their rights in many RMG industrial facilities. Amin, the coordinator of the 
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Bangladesh Garment Workers Unity Council (BGWUC), stated in 2009 "Bangladeshi garment 

workers may be the most discriminated-against workforce on the planet. The majority receive the 

lowest pay on earth, between US$14 and US$16 per month. He added as well "Just a few of the 

garment industries in this country adhere to universal standards, and a large percentage of them 

don't actually implement any worker health and safety safeguards. 

 

The financial experts in the RMG region have significantly improved their profits over the last 

seven years, yet many business owners do not pay their employees on time. Casual recruitment, 

low expertise levels, wage separation, irregular instalments, and limited administrative contracts 

are all common occurrences in Bangladeshi RMG production lines. The data show that the country 

still values a relatively favorable position in garment manufacturing products that depend on 

affordable labor. 

 

Concerns with Bangladeshi garment factories include leased manufacturing space, low roofing, 

lack of separate restrooms, access to clean drinking water, and lack of basic areas for female 

workers. To maintain their position favorably in the international market, Bangladesh RMG 

companies must handle these problems. 
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2.2 VARIOUS INTERNATIONAL COMPLIANCE ORGANIZATIONS 

  

2.2.1 Business Social Compliance Initiative 

 

 
Monitored by FTA/Foreign Trade Association 

In operation since 2004 

Initiative Business initiative with 60 members in 10 countries 

Focus Social (Labor/ILO conventions) 

Sector General including textile and clothing 

Verification/Certification 

 

Third party audits, certification possible via SA 8000 

Audited companies participating >1300 company audited 

 

 
 

2.2.2 Social Accountability 8000 

 

 

 

 
Monitored by SAI/Social Accountability International 

In operation since 1997 

Initiative Multi-stakeholder 

Focus Social 

Sector General, including textile and clothing 

Verification/Certification 

 

Third party audits leading to certification 
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2.2.3 Worldwide Responsible Accredited Production  

 

 

 

Monitored by WRAP organization 

In operation since 2000 

Initiative Industrial association  initiative (Academia 

and NGOs in board 

Focus Social 

Sector Apparel 

Verification/Certification 

 

Third party audits leading to certification 

Audited/certified companies participating 

textile brands 

App.200 factories certified in Bangladesh 

 

2.2.4 Fair Labor Associations  

 

 

Monitored by FLA organization  

In operation since 1999 

Initiative Multi stake holder initiative  

Focus Social 

Sector Mainly knit garments, Third party audits, no 

certification 

Verification/Certification 

 

3.700 factories in 18 countries (2006) 

Audited/certified companies participating 

textile brands 

H&M, TOM TAYLOR, S. Oliver, ESPRIT, 

C&A 
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2.2.5 Ethical Trading Initiative 

 

 

 

Administered by  ETI organization 

In operation since  1998 

Initiative Multi stakeholder initiative 

Focus Social 

Sector General, including textile and clothing  

Verification/certification Verification of the member by ETI on 

implementation of the code 
 

 

 

2.2.6 Clean Cloth Campaign  

 

 

 

 

Administered by  CCC 

In Operation since  1989 

Initiative  Network of National standards institutes of 

157 countries 

Focus Improving working condition and support 

the empowering workers  

Sector  Global garments 

Verification/certification  Rely on partner network of more than  

Audited/certified companies 200 organization and unions in garment 

producing countries to identify local 

problems 
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2.2.7 Supplier Ethical Data Exchange 

 

 

 

Administered by  ISO 

In Operation since 1997 

Initiative Alliance of organizations of 15 European 

countries 

Focus Environmental management system 

Sector  General 

Verification/Certification  Third party audits leading to certification 
 

 

 

2.2.8 ISO 14000 

 

 

 

Administered by  ISO 

In Operation since 1997 

Initiative Alliance of organization of 15 European 

countries 

Focus  Environmental management system 

Sector General 

Verification/Certification Third party audits leading to certification  

Audited/Certified Companies 127.000 organizations in 112 countries have 

been certified 
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2.3 CODE OF CONDUCT 

2.3.1 General Code of Conduct 

 

 

• Child Labor

• Force Labor

• Freedom of Assosiation

• Discrimination

ILO Standards

• Harassment & Abuse

• Wages

• Working Hour

• Leave & Holiday

Employment Conditions

• Health

• Workplace Condition

• Welfare

• Safety

Occupational Health & Safety

• Environment

• Women's  Right

• Management

• Employmet Reletionship

• Others

Other Aspects
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2.3.2. UN Global Principles 

 

 

• Principle 1: Business should support and respect the protection of
internationally proclaimed human rights

• Principle 2: Make sure that they are not complicit in human rights abuses

Human Rights

• Principle 3: Businesses should uphold the freedom of association and the
effective recognition of the right to collective bargaining

• Principle 4: Should eliminate all forms of forced and compulsory labor

• Principle 5: Ensure effective abolition of child labor

• Principle 6: Eliminate discrimination in respect of employment and 
occupation 

Labor Standards

• Principle 7: Businesses should support a precautionary approach to
environmental challenges

• Principle 8: Undertake initiatives to promote greater environmental
responsibility

• Principle 9: Encourage development and diffusion of environmentally
friendly technologies

Environment

• Principle 10: Business should work against all forms of corruption including
extortion and bribery

Anti-Corruption
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2.3.3 BSCI CODE OF CONDUCT 

 

 

The Rights of Freedom of Association and Collective Bargaining 

 

Fair Remuneration 

 

Occupational Health and Safety 

 

Special Protection for Young Workers 

 

No Bonded Labor 

 

Ethical Business Behavior 

 

No Discrimination 

 

Decent Working Hours 

 

No Child Labor 
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No Precarious Employment 

 

Protection of the Environment 
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2.3.4 WRAP’S 12 PRINCIPLES 

 

 

• Facilities will comply with laws and regulations in all locations where they
conduct business.

Compliance with Laws and Workplace 
Regulations

• Facilities will not use involuntary, forced or trafficked labor.

Prohibition of Forced Labor

• Facilities will not hire any employee under the age of 14 or under the minimum
age established by law for employment, whichever is greater, or any employee
whose employment would interfere with compulsory schooling.

Prohibition of Child Labor

• Facilities will provide a work environment free of supervisory or co-worker
harassment or abuse, and free of corporal punishment in any form.

Prohibition of Harassment or Abuse
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• Facilities will pay at least the minimum total compensation required by local
law, including all mandated wages, allowances & benefits.

Compensation and Benefits

• Hours worked each day, and days worked each week, shall not exceed the
limitations of the country’s law. Facilities will provide at least one day off in
every seven-day period, except as required to meet urgent business needs.

Hours of Work

• Facilities will employ, pay, promote, and terminate workers on the basis of
their ability to do the job, rather than on the basis of personal characteristics or
beliefs.

Prohibition of Discrimination

• Facilities will provide a safe and healthy work environment. Where residential
housing is provided for workers, facilities will provide safe and healthy
housing.

Health and Safety
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• Facilities will recognize and respect the right of employees to exercise their
lawful rights of free association and collective bargaining.

Freedom of Association and Collective 
Bargaining

• Facilities will comply with environmental rules, regulations and standards
applicable to their operations, and will observe environmentally conscious
practices in all locations where they operate.

Environment

• Facilities will comply with applicable customs laws, and in particular, will
establish and maintain programs to comply with customs laws regarding illegal
transshipment of finished products.

Customs Compliance

• Facilities will maintain facility security procedures to guard against the
introduction of non-manifested cargo into outbound shipments (i.e. drugs,
explosives, biohazards and other contraband).

Security
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2.3.4 SMETA AUDIT CODE OF CONDUCT 

 

SMETA uses the Ethical Trading Initiative Base Code and the local law as its monitoring 

standards. SMETA can be tailored to use with other codes based on conventions of the 

International Labor Organization. 

In shortly, SMETA audit follows ETI Base Code and this is its Code of Conduct or COC. 

 

ETI Base Code 01: Employment Is Freely Chosen 

 

1.1 There is no forced, bonded or involuntary prison labor. 

1.2 Workers are not required to lodge “deposits” or their identity papers with their employer and 

are free to leave their employer after reasonable notice. 

 

 
 

ETI Base Code 02: Freedom of Association and the Right to Collective Bargaining are 

Respected 

 

2.1 Workers, without distinction, have the right to join or form trade unions of their own choosing 

and to bargain collectively. 

2.2 The employer adopts an open attitude towards the activities of trade unions and their 

organizational activities. 
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2.3 Workers representatives are not discriminated against and have access to carry out their 

representative functions in the workplace. 

2.4 Where the right to freedom of association and collective bargaining is restricted under law, the 

employer facilitates, and does not hinder, the development of parallel means for independent and 

free association and bargaining. 

 

 

 

ETI Base Code 03: Working Conditions are Safe and Hygienic 

 

3.1 A safe and hygienic working environment shall be provided, bearing in mind the prevailing 

knowledge of the industry and of any specific hazards. Adequate steps shall be taken to prevent 

accidents and injury to health arising out of, associated with, or occurring in the course of work, 

by minimizing, so far as is reasonably practicable, the causes of hazards inherent in the working 

environment. 

3.2 Workers shall receive regular and recorded health and safety training, and such training shall 

be repeated for new or reassigned workers. 

3.3 Access to clean toilet facilities and to potable water, and, if appropriate, sanitary facilities for 

food storage shall be provided. 

3.4 Accommodation, where provided, shall be clean, safe, and meet the basic needs of the workers. 

3.5 The company observing the code shall assign responsibility for health and safety to a senior 

management representative. 
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ETI Base Code 04: Child Labor shall not be Used 

 

4.1 There shall be no new recruitment of child labor. 

4.2 Companies shall develop or participate in and contribute to policies and programs which 

provide for the transition of any child found to be performing child labor to enable her or him to 

attend and remain in quality education until no longer a child; “child” and “child labor” being 

defined in the appendices. 

4.3 Children and young persons under 18 shall not be employed at night or in hazardous conditions. 

4.4 These policies and procedures shall conform to the provisions of the relevant ILO standards. 

 

 

 

ETI Base Code 05: Living Wages are Paid 

 

5.1 Wages and benefits paid for a standard working week meet, at a minimum, national legal 

standards or industry benchmark standards, whichever is higher. In any event wages should always 

be enough to meet basic needs and to provide some discretionary income. 

5.2 All workers shall be provided with written and understandable Information about their 

employment conditions in respect to wages before they enter employment and about the particulars 

of their wages for the pay period concerned each time that they are paid. 

5.3 Deductions from wages as a disciplinary measure shall not be permitted nor shall any 

deductions from wages not provided for by national law be permitted without the expressed 

permission of the worker concerned. All disciplinary measures should be recorded. 
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ETI Base Code 06: Working Hours are not Excessive 

 

6.1 Working hours must comply with national laws, collective agreements, and the provisions 

of 6.2 to 6.6 below, whichever affords the greater protection for workers. 6.2 to 6.6 are based on 

international labor standards. 

6.2 Working hours, excluding overtime, shall be defined by contract, and shall not exceed 48 hours 

per week. 

6.3 All overtime shall be voluntary. Overtime shall be used responsibly, taking into account all the 

following: the extent, frequency and hours worked by individual workers and the workforce as a 

whole. It shall not be used to replace regular employment. Overtime shall always be compensated 

at a premium rate, which is recommended to be not less than 125% of the regular rate of pay. 

6.4 The total hours worked in any 7 day period shall not exceed 60 hours, except where covered 

by clause 6.5 below. 

6.5 Working hours may exceed 60 hours in any 7 day period only in exceptional circumstances 

where all of the following are met: 

 This is allowed by national law; 

 This is allowed by a collective agreement freely negotiated with a workers’ organization 

representing a significant portion of the workforce; 

 Appropriate safeguards are taken to protect the workers’ health and safety; and 

 The employer can demonstrate that exceptional circumstances apply such as unexpected 

production peaks, accidents or emergencies. 

6.6 Workers shall be provided with at least one day off in every 7 day period or, where allowed by 

national law, 2 days off in every 14 day period. 
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ETI Base Code 07: No Discrimination is Practiced 

 

 

7.1 There is no discrimination in hiring, compensation, access to training, promotion, termination 

or retirement based on race, caste, national origin, religion, age, disability, gender, marital status, 

sexual orientation, union membership or political affiliation. 

 

 

 

ETI Base Code 08: Regular Employment is Provided 

 

8.1 To every extent possible work performed must be on the basis of recognized employment 

relationship established through national law and practice. 

8.2 Obligations to employees under labor or social security laws and regulations arising from the 

regular employment relationship shall not be avoided through the use of labor-only contracting, 

sub- contracting, or home-working arrangements, or through apprenticeship schemes where there 

is no real intent to impart skills or provide regular employment, nor shall any such obligations be 

avoided through the excessive use of fixed-term contracts of employment. 

 

 

ETI Base Code 09: No Harsh or Inhumane Treatment is Allowed 

 

9.1 Physical abuse or discipline, the threat of physical abuse, sexual or other harassment and verbal 

abuse or other forms of intimidation shall be prohibited. 

The provisions of this code constitute minimum and not maximum standards, and these codes 

should not be used to prevent companies from exceeding these standards. Companies applying this 

code are expected to comply with national and other applicable law and, where the provisions of 

law and this base code address the same subject, to apply the provisions which affords the greater 

protection. 
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3. COMPARISON OF INTERNATIONAL CODE OF CONDUCTS 

Complete name BSCI 

(Basic Social Compliance 

Initiative) 

SMETA 

 

Website www.amfori.com www.sedex.com 

Year of foundation  2003 2003 

Members and stakeholders   Over 2,400 retailers, importers, 

brands and associations from 46 

countries. 

74,000 members from across the 

world, 93,000 supplier sites on the 

SMETA platform, 28million workers 

impacted by SMETA members and 

170 countries covered by SMETA 

membership. 

Regional distribution of 

members 

Mainly Europe (89%), other retailer 

from North America, South 

America, Asia and Oceania  

Mainly Europe and Asia , other 

retailer from Africa , Oceania , South 

America , North America 

Reach  The application and enforcement of 

the BSCI code of conduct are based 

on the level of development of each 

individual supplier and the nations in 

which they conduct 

business.  Suppliers are responsible 

for ensuring that the code of conduct 

is followed by all subcontractors 

working on behalf of BSCI members 

in the production processes of the 

final manufacturing stages, such as 

confection and assembly operations. 

Services and tools from SMETA the 

UN Sustainable Development Goals 

(SDGs) and the United Nations 

Guiding Principles for Business and 

Human Rights (UNGPs) 

In accordance with the International 

Labor Organization's rules and the 

Ethical Trading Initiative Base Code, 

our solutions are based on their 

principles. 

SMETA bases its monitoring 

requirements on the Ethical Trading 

Initiative Base Code and local law. 

The International Labor 

Organization's conventions can be 
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used to modify SMETA for usage with 

other codes. 

Internal structure Governed by a board of directors 

made up of all regular and affiliated 

members, a representing committee, 

an advisory council, and a secretariat 

provided by an international trade 

association. 

 

  SMETA's management is under the 

control of the Board of Directors. The 

Board is in charge of establishing 

SMETA's strategic goals, providing 

the direction necessary to carry them 

out, overseeing the operation's 

administration, and reporting the 

Board's stewardship to SMETA's 

members. SMETA's management and 

leadership are the responsibility of the 

Executive Team, who collaborate to 

carry out our vision and fulfill member 

commitments. 

Certification  BSCI offers a method that enables 

businesses to gradually improve 

working conditions throughout their 

supply chain; it is not a certification 

program. 

No certification. There is nothing like 

SMETA certification.  SMETA 

simply conducts SMETA SMETA 

audits, the audit reports of which are 

submitted to the SMETA platform. 

SMETA does not issue any SMETA 

certificates.   

Monitoring  It is the responsibility of the trading 

business or agent to oversee the 

subcontracted factories. Factories 

must keep an eye on their 

subcontractors. Prior to an audit, 

factories are advised to self-assess 

their own units as well as their 

subcontractors. For noncompliance 

subjects, audit shall be conducted 

using the BSCI Audit Questionnaire 

by accredited SAI auditors. Time 

Monitoring includes internal or third 

party audits and setting and measuring 

progress on key performance 

indicators.   

Regular employee surveys to gauge 

how well they comprehend the 

potential business ethics consequences 

of their work and to solicit comments 

on any compliance issues with 

business ethics that have not yet been 

found. 
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will be given to AP for rectification. 

If the audit is successfully 

completed, the factory will be 

qualified for three years.  

Disclosure of Audit findings  The audit results will be stored in the 

BSCI Data Bank, to which only 

BSCI member companies have 

access. The appropriate factories and 

retailers are given the audit results. 

The Corrective Action Plan Report 

(CAPR) and SMETA audit report are 

typically completed using Word 

templates, which Audit Companies 

and Suppliers typically obtain from 

the SMETA Advance platform. Each 

report that an auditor completes is 

converted into a PDF and uploaded to 

SMETA Advance. After being 

evaluated off-platform, these will be 

given to a supplier who will publish 

the audit for the benefit of their clients. 

 

 

Complaints procedure  BSCI members will begin talks with 

the impacted suppliers as soon as a 

violation of the code of conduct is 

found. They will work together to 

find solutions, and the BSCI 

members will help them do so. The 

employees' best interests must 

constantly be taken into account in 

the solutions. If an appropriate 

solution cannot be developed, 

accepted, and put into practice in a 

fair amount of time, this may result 

in the end of further business 

connections. 

A professional member of the SMETA 

staff will handle the complaint fairly 

and in good faith. All grievances, 

appeals, and accusations regarding 

SMETA audits that are brought to 

SMETA's notice by Members or 

AACs will be examined.  

Within two days of receiving a 

complaint or inquiry, we will make 

every effort to let the complainant 

know why SMETA will not pursue the 

matter further if it is vexatious in 

nature, invalid, or outside the purview 

of the grievance process. 

SMETA reserves the authority to 

investigate a complaint (or an appeal) 
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either independently or in 

collaboration with the complainant, a 

member, or the AAC, depending on 

the severity of the problem. SMETA 

may investigate a complaint as part of 

its inquiry. 

Funding/costs A company's membership fee and 

money provided by the government 

or the European Union. 

 

  

Child labor Prohibition of child labor. 

Minimum Age: Unless the local 

minimum age for employment is 15 

years old, the higher of that age or 

the requirement to attend school 

must be met. 

Prohibition of child labor.  

Outside of school hours, children 

between the ages of 14 and 15 are 

permitted to work for limited hours, 

but only in non-manufacturing, non-

hazardous positions.  

If the employment is not classified as 

hazardous by the Secretary of Labor, 

children between the ages of 16 and 17 

may be employed for an unlimited 

amount of hours. 

The youngest worker is 20 years old. 

 

 

Freedom of association and 

collective bargaining  

Freedom of association and 

collective bargaining are restricted 

by law, parallel means of 

independent and free organization 

and bargaining shall be facilitated. 

Freedom of association and the right to 

collective bargaining are respected. 

All workers can form or join trade 

unions of their choice. 

Harassment and abuse  N/A Not a single harsh or unkind treatment. 

Physical, verbal, or other types of 

intimidation are not used against 

anyone. 
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Work place safety Required: a safe and healthy 

working environment. If available, 

the standard also applies to the 

canteen and dorms. 

Safe and hygienic working conditions 

are provided. Employers are required 

to take precautions to avoid workplace 

accidents or other incidents that could 

result in harm to employees. 

Discrimination  No discrimination on basis of 

gender, age, religion, race, casts, 

birth, social background, disability, 

national origin, nationality, 

membership in unions, sexual 

orientation, marital status, diseases 

or any other conditions. 

There is no discrimination, e.g., no 

discrimination based on gender or race 

in hiring, receiving promotions, or 

terminating employment. 

Working hours  The maximum weekly schedule for 

a factory worker is 48 hours, plus 12 

hours of overtime, if there are laxer 

national legal requirements. 1day of 

in every 7days.  

Working hours are not excessive. All 

overtime is optional and paid at a 

higher rate. 

Forced Labor Prohibition of forced labor. No forced labor is used. 

Environment  The methods and regulations for 

waste management, handling and 

disposal of chemicals and other 

dangerous items, emissions, and 

wastewater treatment must meet or 

exceed the minimum legal 

requirements. 

The procedures and rules for risk 

controls, sustainability, water stress, 

water pollution, atmospheric 

pollution, noise pollution, light 

pollution, land use change including 

deforestation , soil contamination, bio-

diversity loss, energy use, waste and 

recycling. 

 

 

Management system  N/A Companies that complete a Self-

Assessment Questionnaire will 

receive a Management Controls 

Report from SMETA. Based on your 

answers to the SAQ questions about 
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how you run your company's labor, 

health and safety, environmental, and 

supplier management practices, a 

score is calculated. 

Remarks  A new code has been developed and 

is in its final phase before disclosure. 

BSCI joined the Global Reporting 

Initiatives as an organizational 

stakeholder in 2006. 

SMETA is revising their collaborating 

guidelines. New information is not 

available yet. 
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3.1. METHODOLOGY 

 

 

Both descriptive and inferential research were conducted to identify different dimensions of 

compliance of garment industry such as housekeeping storage, working environment, production 

layout and controlling system and management policies and practices in Bangladesh. The focus of 

the research is the lower level male and female workers of the garment industries located in Dhaka. 

Both primary and secondary sources were used in this study. Primary data was collected through 

a structured questionnaire (with a 5 point scale) from factories. Those factories are classified as 

Factory “A” and Factory “B” according to their manpower. For primary data, Audit Report was 

taken from the Officials of the factories to go through and evaluate the overall overview of the 

factories. Also we conducted evaluation of technical compliance performance of factories. 

Secondary data was collected by consulting official documents of factory profiles, garment 

industries, internet, industry manuals, annual reports, articles etc. Original name of any factory 

hasn’t used due to some privacy issues. That’s why these factories have been named as “Factory 

“B” “A” and Factory “B”. 
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3.2 COMPLIANCE IN A BSCI CERTIFIED COMPANY 

 

3.2.1 FACTORY “A” 

 

3.2.2 FORCED LABOR 

 

Forced labor is typically defined as the use of physical force against the will of a worker, 

intimidation, or acts that result in financial loss. 

Factory “A” is a reputable firm that manufactures only garments for export. This organization 

manages in compliance with the ILO Convention No. 29 (1930), the Bangladesh Penal Code 374 

(1860), and Sections 105 and 108 of the Bangladesh Labor Act 2006. It respects the fundamental 

rights of all workers and forbids all forms of forced/forced labor. 

The management of Factory “A” is of the opinion that "Labor shall be spontaneous" and that it 

will depend on the willingness and reluctance of the employees. Therefore, coerced or mandatory 

labor is absolutely forbidden in the factory. The authorities must follow the factory's established 

grievance procedure if any factory employee experiences such an issue. It is always suggested that 

they file a complaint. The accuser faces disciplinary consequences from the authorities if the 

complaint is found to be accurate. 

  

The following describes our policy on forced labor: 

Acceptance of security or interest: In every recruitment, the applicant must apply voluntarily; 

intimidation or compulsion are not permitted. Additionally, no original identity card, original 

certificate, or post-employment money may be placed with the involved worker. If necessary, a 

photocopy of the original certificate should be retained. For purposes of advancement, training, or 

other improper pacification upon termination of employment, no financial help or the similar shall 

be accepted from the employee. 
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Contract or Bonded Labor: 

A worker may not be required to post a bond when hired, any such restrictions won’t go, destroying 

his freedom in the process. For instance: The recruiter should receive 5% of the pay each month, 

or at least for five years. 

If you are unable to work for a predetermined period of time, 20% of your compensation will be 

withheld until you have worked for the company for one year, or chooses not to go. The 

aforementioned circumstances constitute compelled labor. A specific quantity of work for each 

employee cannot be established, and no employee may be disciplined financially or physically as 

a result. 

Voluntary Overtime: 

 Employees must be told in advance if overtime is necessary. Only when the employees willingly 

consent can overtime be performed. No one shall be forced or coerced into working overtime. A 

worker is only permitted to work a maximum of 60 hours per week and is entitled to one day off 

each week. 

Giving people personal freedom: 

 In the industry, all sorts of unjustifiable restrictions on workers' ability to move about, get water, 

eat, and drink are avoided. 

Freedom to leave a job:  

An employee has the option to leave a job voluntarily by giving two months' notice to the employer 

or by forgoing two months' pay in lieu of notice. Applications for resignation cannot be withheld 

or paid with a late fee. 

 

Establishing Business Relationships: 

Factory “A” will not work with any companies that use bonded or indentured labor or other types 

of forced or involuntary labor. Upon evidence, the business partnership with said entity is 

terminated. 
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Policy Post:  

Arrangements should be taken to post the policy or guiding principles relating to forced labor in a 

location that the factory's employees can see. 

 

 

FIGURE 1: FORCED LABOR POLICY 
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3.2.3 CHILD LABOR POLICY 

 

National and international legislation both forbid child labor. The management authority of our 

factory has enacted a comprehensive ban on the hiring of child labor while adhering to the law 

because they firmly believe that today's children are the future of the community and of the entire 

nation. Adults, adolescents, and children are the subjects of manpower law. 

a) Adults who are at least 18 years old. 

b) A juvenile who is between the ages of 14 and 18; a child under the age of 14. 

(c) Children: 

* For age verification at the time of hiring new employees. 

* Birth record. 

It is desired to obtain a certificate of age and, if applicable, educational qualification. 

* Voter ID card (National Identity Card). 

The organization has designated a Registered Medical Practitioner (MBBS) to conduct the age 

verification of employment candidates. The legal age ranges for senior, adolescent, and child 

workers are explained to and covered in training for employers. Production Manager, Compliance 

Officer and Manager (Human Resource & Compliance) work together to follow policy. 
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FIGURE 2: CHILD LABOR POLICY 
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3.2.4 OVER TIME POLICY 

 

Factory “A” is a reputable company that manufactures only garments for export. Additional Work 

by Mars Stitch Limited. 

Section 108 of the Bangladesh Labor Act of 2006 and Rule 99 of the Labor Rules of 2015 govern 

employment policy. The management of Factory “A” has 8 hours per day of production planned. 

However, in response to unfavorable occurrences, the government frequently goes above and 

above what is required of them. The authorities firmly believe that "under no circumstances is 

overtime compulsory for workers but optional." This is because the decision to work overtime is 

entirely a personal one for each employee. A rule has been created for the proper conduct of 

additional work in this regard). 

The following describes the overtime police: 

01. The authorities ask the employees to work a maximum of 2 (two) hours of overtime each day 

in addition to their regular 8 (eight) hours of work. However, no employee may work more than 

(fifty-six) hours per week in a calendar year or more than a half-hour per week. The daily 

maximum working duration, including overtime, shall be 10 hours (which shall be included in 

local labor legislation), or 8 am to 5 pm, including a 1-hour break, plus an additional 2 hours during 

the standard working hours of 5 pm to 7 pm. 

02. Calculation of Overtime Wages A worker receives overtime pay that is multiplied by his base 

pay for overtime labor. 

 (Value Wages 2 x Total Overtime Hours)/208 (26 days x 8 hours) 

 

The same day that salaries are paid for each month, "Overtime Wages" are paid. 

3. Establishing the Overtime Schedule: 

a) Ahead of their overtime labor, line chiefs/supervisors of each production unit Ascertain whether 

it is required. 
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 b) If overtime work is necessary, the line chiefs or supervisors must choose the type of overtime 

and the number of employees needed, and the related Head of Department must approve the 

decision. 

c) Subject to the approval of the concerned Head of Department, Line Chiefs/Supervisors shall 

explain to the employees the need for overtime, and the required employees shall voluntarily work 

overtime. 

d) With the workers' permission and after consulting with me, the Line Chief/Supervisor will create 

a list. Send it over for review to the personnel department. 

 

FIGURE 3: OVER TIME POLICY 
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3.2.4 LEAVE POLICY 

 

Factory “A” is a reputable firm that manufactures only garments for export. The factory vacation 

policy has been implemented in accordance with the Bangladesh Labor Act of 2006 and the Labor 

Rules of 2015. The management of the factory believes that I have a right to leave and that it is a 

fundamental right. As of right now, all employees of Factory “A” are eligible to take time off in 

accordance with the following policy. 

Variety of leave: 

1. Weekend  

2. Unscheduled leave. 

3. An unhappy couple. 

 4. A holiday or festival 

5. Earned leave 

6. Maternity leave 

 

Authorizing Leave: 

1. The General Manager must authorize any leave requests from Department Heads. 

 2. All other people's leaves must be approved by the head of the administration department. 

Method of taking leave: 

1. The person requesting leave must submit their request in the company's official form. 

 2. Before submitting it to the head of the relevant department, the leave application form must be 

completed. 
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3. The department head will recommend the leave and submit it for final approval to the 

administration department. 4. All actions will be taken by the administration department for final 

approval. 

Weekends: 

Every employee who works is entitled to a weekly holiday of 1 (one) day. A weekly holiday is 

owed to every employee. 

If not, it must be given to the employee within the following 03 (three) working days. No employee 

may be required to work for more than ten (10) days without receiving weekly leave. However, 

subject to discussion with the Participating Committee in accordance with Section 104 of the 

Bangladesh Labor Act 2006, the employee may, if he so chooses, take weekend leave in addition 

to festival leave. In this case, no additional compensation will be paid for work performed on 

weekends. 

Casual leave: 

A worker is entitled to 10 (ten) days of paid casual time off every year. Any annual leave cannot 

be taken the next year if casual leave was not taken, and neither will it be credited. 

Pain leave: 

A worker is entitled to 14 (fourteen) days of paid sick time every year. enough to give hardship 

leaves. 

The doctor must confirm that the employee in question is unwell and needs time off. The left will 

collect if it is not used. 

No, and no yearly leave of any kind may be used the next year. 

An employee may combine weekly or holiday leave before or after sick leave, which is not 

considered casual leave, if he so chooses. With the caveat that the aforementioned two fundamental 

holidays must be included if any weekend or festival holiday comes between casual leave or sick 

leave. Additionally, it is stated that the employee may take the specified leave at no cost if they 

begin working at any time during the year. 
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Festival holiday: 

Every employee is entitled to 14 days of paid holiday time off every year. The authorities and 

involved committees deliberate and agree on the festival holidays and dates. 

According to Section 118 of the Bangladesh Labor Act of 2006, one day of alternate time off and 

two days of compensating pay are offered in the event when working on a festival holiday is 

urgently necessary. 

Earned leave: 

After one year of service, an employee is entitled to one day of earned leave for every 18 days of 

work. 

The worker's days worked during the previous 12 (multiplied by 3) months must be taken into 

account for calculating accrued leave. For periods longer than 40 days, earned leave is not credited. 

At the conclusion of the year, half of the accrued leave is redeemed, while the other half is carried 

over to the following year. 

The grant of leave must be absorbed by the employee's nominee or legal heir in the event that they 

pass away while in leave arrears. 

Maternity leave: 

The length of maternity leave is 16 weeks (112 days). Maternity benefits are provided to female 

employees for a period of eight weeks prior to and eight weeks following the anticipated due date. 

But only if the aforementioned female employee works for the business for six months before 

giving birth. 

Note that she will not be eligible for maternity leave if she has two or more children who are still 

living at the time of childbirth; but, under Section 46 of the Bangladesh Labor Act of 2006, in this 

situation, she is eligible for earned and hardship leave. 
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FIGURE 4: LEAVE POLICY 

Extension of Leave: 

If a worker is already on leave and wishes to prolong it, he should notify the appropriate authority 

well in advance of the end of the leave period if leave is still required for the extended duration. 

The Administration and HR Departments will be in charge of monitoring, maintaining, and 

controlling all leave documentation. 
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3.2.5 WORKING HOUR POLICY 

 

Factory “A” is a reputable firm that manufactures only garments for export. According to the 

country's then-current labor law from 2006, which is regularly observed, we have established the 

daily working hours for all adult employees participating in production in our plant as per the 

written schedule below. 

Normal working hours: 

Typically, a day's work cannot exceed eight (38) hours. As long as it adheres to section 108's rules. 

The premise for this is the right to work, which allows an adult worker to put in up to ten (10) 

hours every day. 

Your allowance will be paid to you at a wage rate of two. 

Break for food or rest: one hour. 

Weekly Work Schedule: 

Normally, no adult worker should put in more than forty-eight (48) hours a week. An adult worker 

may work more than forty-eight (48) hours per week, subject to the rules of Section 108, provided 

that their total weekly working hours do not exceed sixty (60) hours, and their average weekly 

hours do not exceed in any given year. 

Weekend Off: One Day  

Female Workers' Hours of Work: 

All adult ladies will work Monday through Friday from 8:00 AM to 10:00 AM. But no female 

employee can be forced to work from 10 p.m. to 6 a.m. without her consent. 
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3.2.6 WAGES POLICY 

 

According to the provisions of the country's current laws, Factory “A” is entitled to minimum 

salaries, allowances, perks, and other benefits for the workers. 

Any remuneration due under the terms of employment or pursuant to any statute, executive order, 

or judicial ruling is regarded as a factory sanction. House rent, provided lighting, supplied water, 

medical assistance, and any other perks that are not often listed are excluded items. 

Wage payout schedule: 

Every month, wages are paid to employees within 7 working days. 

 

Wages and bonus: 

As of 2019, Factory “A” pays the legal minimum wage (SRO No. 360-

Act/2010/Procom/Adhishakha-6/Construction-9). As per government regulations, we offer 

salaries, overtime pay, raises, promotions, attendance bonuses, and other benefits. The factory 

determines monthly wages in accordance with the Bangladesh Labor Act of 2006. 

We provide wages and fringe benefits to the workers as follows. Gross Wages = Basic Wages 

House Rent + Medical Allowance Travel Allowance + Food Allowance + extra work 

Within seven working days, wages and overtime are paid in this factory.  

3T = (Basic wages /208) x 2. 

(208 hour pain: Usually 26 days worked in 1 month, 1 day worked =8 hours therefore 268 = 208 

hours). Each employee receives a pay stub detailing their salary and other benefits. 

Payroll information: 

The following items are listed on the pay sheet or register. The following information is required: 

Worker's Name, Card Number, Basic Salary, Housing Rent, Medical Allowance, Other 
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Allowance, Total Amount, Total Working Days, Leave, Province Allowance, Deduction, Its 

Hours, Its Rate, Total 6 Payments, Total Payable, and Signature. 

Revenue Ticket: 

According to local stamp law, payments of more than 1000 taka must be made with 10 (ten) taka 

revenue tickets. The cost of revenue tickets is paid by the workers. 

Benefits: 

The factory's regular employees will receive a bonus for two festivals and two Eids. 

Deduction: 

According to Bangladesh Labor Act 2006 Section 125 Subsection 2(b)(c)(d)(3)(5)(g), all 

deductions are allowed. The following justifications allow for deductions of allowance: 

1) Absence without sanction of leave 

2) Financial penalties for carelessness 

 3) Willful exploitation of factory assets 

4) Advance salary 

Penalty:  

The appointee shall not be subject to punishment for any other cause than for any conduct or flaws 

reported by the owner with the authority's prior consent and by the notice required by this 

subsection. 

Storage of data: 

Up to the conclusion of the company's tax audit, keeping all payment data, including pay stubs, 

for a year. 
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3.2.7 DISCRIMINATION 

 

The factory does not discriminate against any employees, as required by labor law, but they favor 

women over men when hiring since they can complete garment-related tasks more quickly and 

effectively than men. However, nobody is biased when they are working. This factory prioritizes 

effectiveness and quality, and all employees have equal access to training resources to advance 

their abilities. There is no discrimination against workers while paying salaries at this factory 

because wages are determined by worker productivity and governmental regulations. To help 

workers develop their working skills and raise awareness among them, this factory offers a variety 

of training opportunities. The factory offers trainings in work management, safety equipment use, 

fire drills, and operation skills. Without any exceptions, all employees are given the same chance 

to take part in the training program. The pregnant employees must adhere to a clear and detailed 

rule. This factory makes an effort to abide by the regulation, but they are unable to do so due to 

certain restrictions. Pregnant ladies are not under any work-related strain. While the law mandates 

that pregnant workers receive 6 months of paid leave following delivery, this plant permits them 

to take 8 weeks of leave before and 8 weeks of leave after giving birth. According to a medical 

certificate, this factory offers pregnant employees a total of 16 weeks, or 4 months, of leave. The 

good news is that this plant offers a nursery for baby care during working hours, and employees 

are permitted to take brief breaks to feed their children so they can do their jobs without 

interference. 

 

3.2.8 HEALTH, SECURITY AND SAFETY 

 

A factory should have a medical team or unit that can act as needed to ensure the workers' safety 

in order to be a good business. There is a doctor in charge of the medical section of this factory 

who is concerned about the wellbeing of the employees. She has medical training in case of an 

emergency. Direct reports of every injury are made to her. Every floor has a first aid box in case a 

worker sustains an injury. There is enough medicine in all the boxes. Additionally, there are first 
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aid signs to make the box easily visible and accessible as needed. A note with instructions on how 

to utilize the first aid kit was also there. The employees are also certified paramedics for any 

injuries. For the purpose of recording any workplace injuries, there is an injury register. If a worker 

is hurt while on the job, the factory will cover all of his or her medical expenses. Additionally, he 

or she is given paid time off to rest. A water purifier is located on each floor to provide clean 

drinking water. The factory has received certification for safe drinking water from the International 

Centre for Diarrheal Disease Research, Bangladesh (icddrb). The factory employs a submersible 

pump to reserve water on the roof of the structure. When a worker is thirsty, they all have equal 

access to drinking water. Each of them has a personal bottle that they use to store water. There are 

20 fire extinguishers in total on each floor of this facility, with 70% ABC and 30% CO2 

extinguishers. This factory has one extinguisher for every 550 square feet. Additionally, this 

factory has a 12,000 liter reservoir of water for fighting fires on the roof, which is supplied through 

two different hose cabinets, one on each story and one on each stair side. Additionally, each floor 

has adequate firefighting supplies on the stair side. Each and every fire extinguisher has a clear 

message next to it instructing users how to use it correctly when necessary. During fire drills, 

employees receive training on how to utilize fire extinguishers. In this plant, there is a fire fighting 

crew for any emergency rescue efforts. All of the electrical apparatus is accompanied by warning 

signs, and everyone but the electricians is not permitted to touch the control panel. All electrical 

issues are maintained by the electrician team. An ID card is supplied to each permanent employee. 

Two exits are available for workers' convenience at this factory. The employees typically use one 

of these, but in an emergency, they are told to use both exits to leave the facility quickly and safely. 

The factory is constantly and round-the-clock being watched by security. Guards work in two 

shifts as a two-man squad. The factory's main gate has a guardroom next to it where fired guards 

can rest. In the guard registration book, every in and out detail is recorded. 
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3.2.9 ENVIRONMENT 

 

In Bangladesh, the Environmental Conservation Act and Rules have been in effect for a while. 

Several Acts and Laws have been introduced to safeguard the environment. The laws and 

regulations that are in place, meanwhile, are not as thorough and complete as they are in the 

western world. 

The Environmental Pollution Control Ordinance of 1977 (Ordinance XIII of 1977) was the country 

of Bangladesh's first official legislative framework for the regulation, prevention, and control of 

environmental pollution. On March 31, 1977, the Water Pollution Control Ordinance, 1970 (E. P. 

Ordinance V of 190) was repealed by the new ordinance. The Environmental Pollution Control 

Ordinance of 1977 was updated by the Government of Bangladesh when it became aware of the 

environment's deterioration over time. After the "Environmental Conservation Act 1995" was 

passed in June 1995, the Environmental Pollution Control Ordinance of 1977 was repealed. The 

government later drafted regulations to enforce the Act, and they became effective in 1997. The 

"Environmental Conservation Rules" are focused on the obligations of industries and the 

Department of the Environment's responsibility. The Department of Environment (DOE), which 

is housed inside the Ministry of Environment and Forest and is led by a Director General, was 

established by the government to carry out the Act's enforcement. 
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FIGURE 5: ENVIRONMENT POLICY 
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3.2.10 WORKPLACE CONDITION 

 

There should be enough lighting for visibility and good airflow for a pleasant workplace where 

workers can focus on their work in order to create a better working environment and increase 

productivity. For clear viewing, there is enough tube lighting installed on the ground here. For 

simple air flow across the floor, there are five exhaust fans on each floor. A clean work 

environment is necessary to generate a high-quality product, and it not only aids in clean product 

production but also increases worker productivity by reviving their spirits. In this factory, a cleaner 

regularly maintains the floor. Additionally, a basket is available when it is needed to gather extra 

clothing pieces and keep the floor much cleaner. Temperature plays a significant role in comfort, 

which has a significant impact on workers' productivity. Workers' productivity can increase with 

thermal comfort, which can boost both the amount and quality of their output. Windows, exhaust 

fans, and a cooling fan maintain a reasonable temperature on the floor. However, on a hot day, the 

temperature is a little higher than what is comfortable at midday. There are a total of twelve 

restrooms, divided into two separate restrooms. Both male and female employees have their own 

bathrooms. There is sufficient soap and water supply for bathroom use. Cleaners appropriately 

maintain restroom cleanliness. Additionally, the employees are highly concerned about hygienic 

restroom usage. Even though wearing protective gear while working is required by law, some 

employees refuse to do so. The medical team keeps a close eye on it to ensure the workers' safety. 

All employees are required to wear masks while performing their duties, but the majority of them 

don't want to since it makes them uncomfortable. Workers have occasionally been caught using a 

fabric cutter with their bare hands. 
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3.3 COMPLIANCE IN A SMETA CERTIFIED COMPANY 

 

3.3.1 FACTORY “B” 

 

 
 3.3.2 FORCED LABOR POLICY 

 

 
The management of Factory “B” is of the opinion that "Labor shall be voluntary and shall depend 

upon the will or unwillingness of the worker. Forced or mandatory labor is categorically forbidden 

at medium factories. Any type of work or service that a person performs against his or her will and 

under threat of penalty is referred to as "forced or compulsory labor." Everyone who works in our 

factory does so of their own free will never been one to improve. Employees are not coerced, 

forced, or intimidated. The following laws prohibit coerced or forced labor:  

1. There is no sort of favoritism or prejudice of any type in the hiring of new employees.  

 2. Overtime work is not mandated for employees to perform. Instead, employees choose to put in 

extra time on a voluntary basis.  

3. If necessary, a worker may resign from their position by sending a letter of resignation to the 

appropriate authority. The worker in this instance is not restrained, threatened, or compelled to 

work.  

4. The imposition of coercive or mandatory labor by the proper authorities for the benefit of regular 

employees or when the company is unable to grant permission. 

5. Items for stated workers, businesses, or organizations among the unique benefits provided to 

regular employees. The entire process of making manufactured items must not involve any coerced 

or required labor. 

6. Administration officials are forbidden from pressuring the public or its members to work on 

behalf of the common employees or businesses, even if it is their responsibility to urge the workers 

who report to them to engage in any type of labor. The highest authority of the relevant company 

shall have the final say about any use of force or forced labor. 

7. Before deciding to charge for labor, the Authority must first decide not to charge for overtime. 
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FIGURE 6: FORCED LABOR POLICY 

 

(a) The task at hand or the service to be provided is necessary for the immediate good of the general 

populace, for which the task or service is to be harmful. 

(b) There is a current need for the work or service.  

(c) it is impossible to create a voluntary labor association notwithstanding promises to offer pay 

and conditions, and for the performance of said work or the rendering of services, wages and 

conditions of labor that are not less favorable than those that are common in the area for similar 

work or services. 



50 
 

                                                             ©Daffodil International University 
 

d) The burden will not be carried by the current population due to the worker's capacity to execute 

the aforementioned activity or service. 

 

 

 

3.3.3 CHILD LABOR POLICY 

 

Background: Tomorrow's future is today's children. The appropriate and regular growth of the 

child is one of the prerequisites for creating a happy and prosperous country. Additionally, the 

correct growth of the child depends on meeting all of their requirements. However, child labor is 

a complicated issue that affects many nations, including Bangladesh. And the complexity of the 

issue keeps growing. To prevent child labor, it is crucial that parents, employers, the government, 

the corporate sector, and international organizations all work together. To establish a workplace 

free of child labor, close Factory “B”. Factory “B” created the Child Remediation Police with this 

admirable goal in mind. 

Child: 

The Bangladesh Labor Law defines a person as a child if they have not reached the age of fourteen.  

Child Labor Remediation: 

If there is any ambiguity regarding the age of any employee at work, he is under 14 years old, then 

he is prohibited from acting. If it is determined, after reviewing the entirety of the trial in 

accordance with the rules that he is less than 14 years old, all benefits are given in accordance with 

the Bangladesh Labor Act. And it goes by the name "Child Remediation." 
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FIGURE 7: CHILD LABOR REMEDIATION POLICY 
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Objectives: 

1. Providing a workplace free from child labor. 

2. Promoting children's healthy and normal growth in order to create a prosperous and happy 

society.  

3. Protecting the fundamental rights of marginalized and underprivileged children. 

4. Maintaining Bangladesh's good name abroad by fostering an environment devoid of child labor.  

Policy: Factory “B” abstains fully from using child labor at its facilities. If a child worker enters 

the workplace unintentionally, Seaview Dresses Limited adheres to the documented policy on 

child remediation that is below: 

1. If it is believed that a worker is less than 14 years of age, the following actions must be 

performed to confirm his age: 

(A) Personal records that attest to the employee's age are checked again.  

(b) A registered MBBS doctor for the employer confirms the employee's age.  

(c) The worker's parents or legal guardians are contacted via phone or in-person to verify the 

worker's age.  

02. If it is determined through the aforementioned measures that the employee is under the legal 

age of 14, he is immediately suspended from work and placed in the company's safe custody.  

03. The full situation is kindly conveyed to the worker in order to allay any nervousness or dread 

in him.  

4. The issue is taken up to the higher authorities and other officials, ensuring that everyone is aware 

of it.  

05. The company will provide all essential services, such as food, clothing, medical care, and 

housing for the aforementioned employee at its own expense as long as it is not practicable to bring 

the worker under Child Remediation to verify the worker's age. The employee will be barred from 
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working throughout this time. However, he won't lose out on the money he would have made if he 

had been working at that time.  

06. If the overall verification indicates that the worker is a child laborer, the child remediation 

procedure and any connected issues must be addressed to the worker and his parents or legal 

guardians, and their written approval must be sought.  

7. Until the child worker turns 14 years old, the employing organization is the child's parent. 

Scholarships for education are offered to legal guardians as financial aid for their children's 

education.  

08. This stipend will have a value that is equivalent to or greater than the employee's in-service 

pays or the government's minimum salary, whichever is higher.  

09. The employee's parent or legal representative within the first seven working days of the month 

that follows the month in which the employee's education scholarship expires. 

10. Personal documents of every employee are routinely checked to ensure that there are no errors 

in age verification.  

11. If a child worker is discovered at the workplace, an investigation is conducted to determine 

whether a hiring error led to the hiring of the child worker. The responsible parties are then given 

the required instructions to ensure that this situation doesn't happen again.  

 

 

3.3.4 LEAVE POLICY 

 

Purpose: Factory “B” management has developed regulations that outline specific leave guidelines 

for all officers, employees, and workers employed by this firm. All individuals who are employed by 

the company for justifiable and practical reasons shall, going forward, be entitled to leave in accordance 

with the following policy. The Bangladesh Labor Act of 2006 and the 2015 Labor Rules served as a 

guide in developing these regulations. 
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Types of holidays: 

 

1) Weekends 

2) Casual leave. 

3) Sick leave. 

4) Seasonal leave. 

5) Earned leave. 

6) Maternity leave. 

 

Method of taking leave: 

The person requesting leave must submit their request in the company's predetermined form. Filling 

out the leave application form and submitting it to the head of the relevant department must come first. 

The department head will recommend leave and submit it for final approval to the administrative 

department. 

Organization & additionally, the department will make every effort to get the go-ahead. 

 

Weekend: 

Every employee is entitled to one (1) day of paid vacation per week, typically on Friday. If work must 

be done over the weekend due to an emergency, compensatory leave must be given within the next 

three (three) days on any day. 

 

Casual leave: 

The following requirements must be met by every employee in order to take advantage of their 10 (ten) 

days of paid casual time off per year:  

 

1) The time off cannot be carried over to the following year even if it is not used. This means that the 

holiday will be discontinued after December 31. 

2) Weekend or periodic leave that overlaps the leave period or falls on a weekend or holiday does not 

count against the number of days off. However, in this instance, it cannot be merged either forward 

or backward, hence the holiday will be included in the main holiday if any weekly or festive holiday 

comes inside this holiday. 
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FIGURE 8: LEAVE POLICY 
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3) Starting on the day of appointment, employees will be allowed to take this leave as much or as little 

as they like. 

 

Sick leave: 

Based on the following criteria, every employee is entitled to 14 days of paid sick time per year. 1) 

Every employee is entitled to 14 days of paid sick time each year.  

2) There is no carryover of this leave to the following year.  

3. Holidays do not count if a weekend or regular holiday precedes or follows the holiday period. 

The holiday will be included in the main holiday if any weekly or festive holiday comes within this 

holiday and cannot be merged forward or backward in this situation. 

4. From the date of appointment, employees will be allowed to take use of this leave pro rata. 

5) To be eligible for sick leave, you must present a current doctor's note. 

 

Multiplied holiday: 

Every employee is entitled to at least 11 days of paid leave every year. The decision-maker for periodic 

holidays and their dates is If he has to work on a holiday due to an emergency, he will receive two days 

of paid compensatory leave in addition to an alternative leave. 

 

Earned leave: 

Any employee who has worked for one (one) year straight is eligible for this paid leave under the 

following conditions.  

1) All employees whose service length has reached one year are eligible for one day of earned leave 

for every 18 working days the following year. 

2) This leave will be added to his accrued leave the next year if it is not used in full or in part. 

3) Once an adult employee has accrued 40 days of leave, he or she is no longer able to do so. 

4) Any other holiday that falls within the timeframe of a holiday that has been granted must also be 

mentioned. 

 

Maternity leave: 

 

The following conditions must be met for the employer to grant female employees maternity leave. 
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1) A female employee must work for this organization for a minimum of 6 months consistently in 

order to be eligible for this leave with pay have to remain. 

2) The child is eligible for this leave for a total of sixteen weeks, including the eight weeks prior 

to and eight weeks following delivery. 

3) A woman will not be eligible for this benefit if she is the mother of two or more living children. 

4) Eight weeks previous to the expected delivery date, submit a leave application together with a 

medical certification. There must be a doctor's certificate filed. 

5) Maternity Benefit Policy will govern how the maternity allowance is provided. 

 

Extension leave: 

If a worker is on leave and wishes to prolong it, he must notify the appropriate authority well in 

advance of the end of the leave period if the absence is required for a lengthy period of time. 

Administration and HR will monitor, manage, and exercise control over all leave documentation 

(including that for compensatory leave) according to category. 

This policy may be updated at any moment by the Authority by making changes, additions, 

amendments, and additions. 

 

 

 

3.3.5 WAGES AND BONUS POLICY 

 

Salary allowances and wages are determined by the management authority of Factory “B” and are in 

accordance with national and international labor regulations. 

 

Overtime:  

In case of working beyond the normal working hours, overtime wages are paid to the workers as per 

the following calculation. Overtime calculation method is twice the basic pay rate: 

 

Formula for determining over time: (basic salary X 2) / 208 = Overtime rate per hour. 
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FIGURE 9: WAGES POLICY 
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Tiffin Allowance: 

 If you work past sunset (10 p.m.), you will receive a tiffin allowance.  

Between the fifth and seventh day of the month, all employees will receive their pay slips, along with 

their salaries and allowances, payment of wages and benefits 

In the past, the government would keep a thorough record of each employee's income and issue 'pay-

sheep' in Bengali. 

 

Eid Bonus: 

Bonus for Eid Everybody should be able to experience happiness, according to Factory “B”. No 

employee in this situation is denied their Eid bonus due to considerations of humanity. First, those with 

one (one) year of service or more receive a bonus for Eid equal to 50% of their gross salary. 

 

Others Facilities: 

Eligible employees receive annual wage increases and promotions. If present on time on each working 

day of the month, you'll receive 300 Taka (three hundred). 500 (Five Hundred) rupees will be awarded 

as a balance attendance bonus to all assistant designations. But not in relation to holidays. In order to 

maintain this policy current, the Authority may at any moment make changes, additions, amendments, 

and additions. 

 

 

 

3.3.6 WORKING HOUR POLICY 

 

 

Purpose: The goal of Factory “B” is to safeguard the general wellbeing of its workforce. The 

management of Factory “B”, firmly thinks that daily working hours play a significant part in 

establishing a lovely and healthy work environment. Each person's everyday life primarily consists 

of work, eating, sleeping, and entertainment. Each of these steps requires a specific amount of 

time. 
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FIGURE 10: WORKING HOUR POLICY 
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A wonderful life ends if one of them is too much or too little because it disrupts the other. 

According to the authorities, working longer hours decreases employee productivity, and the extra 

overtime that results is bad for both the employee and the company. The government therefore 

places a high value on working hours and takes the following actions: 

In a day        : 8hours 

In a week     : 48hours 

 

Overtime: 

Annual maximum weekly average                                : 60 hours 

Including maximum overtime week with overtime      : Not more than 56 hours 

 

1. A solid production plan is created after receiving the work order, requiring daily work of 8 to 

10 hours. 

2. If the hourly production target level is met, overtime is not necessary. Therefore, everyone works 

hard to reach the production goal level.  

3. If an urgent cargo necessitates overtime on any given day, the participation committee (PC) 

members and employees are consulted before the decision is made. Nobody is compelled to work 

overtime against their desire.  

4. Any employee who works longer than 8 hours in a day is regarded to have produced overtime. 

Basic earnings are paid at a 200% rate for overtime.  

In order to maintain this policy current, the Authority may at any moment make changes, additions, 

amendments, and additions. 

 

3.3.7 OVERTIME POLICY 

 

Purpose: According to domestic and international labor rules, the Management Authority of 

Factory “B” pays overtime and offers overtime benefits. The government is always concerned with 

production scheduling. Overtime for employees is never required but always optional. 
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FIGURE 11: OVER TIME POLICY 
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The following is the overtime policy: 

 

1. Employees may choose not to work overtime. 

2. We shall try to keep overtime within the following parameters: 

A) Weekly working hours, including overtime, must not exceed 60 hours; 

b) Daily working hours, including overtime, must not exceed 10. 

3. Before performing overtime duties, we will make sure that every employee is self-motivated to 

sign the sheet. 

4. In the event of any unforeseen circumstance that necessitates working more than 60 hours a 

week, including overtime. 

Employees' attitudes of cooperation with the authorities will be positively assessed. 

5. If overtime labor is necessary, the supervisors will decide what kind of extra work will be 

performed, how many workers will be needed, and get the respective department head's approval. 

6. Supervisors may allow employees to work overtime with the concerned department head's 

permission. 

Describe the specifications. Before beginning overtime work, the employees are told at least two 

hours in advance, and the HR department is promptly supplied a record of their approval. 

7. The 'overtime' for each laborer is accurately recorded. Paid overtime but not monthly wages 

work wages are paid concurrently, and each employee's pay slip includes information about 

overtime pay and overtime payment rates. 

8. The basic rate will be doubled for all overtime payments. 

Method of determining overtime: Combination of basic pay rates.  

Over time determination: 

(Basic salary X 2)/208 = Overtime rate per hour  

Example: If a person's gross salary is Rs.8000.00, his overtime rate per hour will be as follows: 

Basic Salary Calculation Rule: 8000.00 (Total Salary) - 1850.00 (Total Allowance) + 1.5 = Tk 4100.00. 
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3.4 COMPARATIVE REVIEW ON COMPLIANCE OF THE 

SELECTED FACTORIES ON DIFFERENT ISSUES 

 

Both factory reports (BSCI & SMETA) have been rated for different issue out of 5. Here 

 5 = Very Much Above Average 

 4 = Above Average 

 3= Average 

 2 = Below Average 

 1 = Very Much Below Average 

Some legal questions about 

compliance criteria 

BSCI 

(Factory “A”) 

SMETA 

(Factory “B”) 

Comment 

 

 

CHILD LABOR 

 

 

   

Does the audit highlight current 

use of children below the legal 

minimum age? 

Audit didn’t 

highlight. 

Yes, Currently 

this factory 

doesn’t have 

any worker 

under 18 and 

also they don’t 

have such 

previous 

record. 

SMETA report shows much 

descriptive and was more 

transparent than BSCI 

regarding minimum wage 

policy. 

 

 

Is an employment policy 

implemented to prevent child 

labor? 

Yes, Minimum 

Age 

Convention, 

1973, No. 138, 

Yes, Minimum 

Age 

Convention, 

1973, No. 138, 

Both report worked really well 

on this regard. 
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which is 

hanged in the 

entry gate. 

which is 

hanged in the 

entry gate. 

Is the age of young workers 

checked? How? 

Child worker is 

not allowed 

Child worker is 

not allowed 

Both report worked really well 

on this regard. 

Are documents indicating the age 

kept on record? Which one? 

Yes, NID, Birth 

certificate 

Yes. ID card, 

birth 

certificate. 

Both report shows that factories 

do collect each one’s NID card. 

Are the working conditions for 

young workers in compliance 

with government law? 

Yes Yes.  Both report shows the working 

conditions are good. 

Are the apprentices working 

conditions compliant with local 

regulations? 

No apprentices 

in the factory  

No apprentices 

in the factory. 

No apprentices practices. 

Overall rating 3.5 4  

    

    

FORCED LABOR    

Does the audit highlight forced 

labor? 

No forced labor 

in the factory 

No forced labor 

in factory 

Both report highlighted enough 

on this regard. 

All the workers employed with 

applicable authorizations? 

Yes Yes. Both report highlighted enough 

on this regard. 

No deposit is required or the 

amount is justified + reasonable? 

Audit didn’t 

highlight 

Yes SMETA did better in this 

regard. 

All employees free to leave at 

the end of working shift? 

Yes Yes Both report worked really well 

on this regard. 

Can workers resign from the 

company at their option? 

Yes Yes Both report worked really well 

on this regard. 

Overall rating 3.5 4  
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DISCRIMINATION    

Does the audit highlight 

systematic discrimination 

beyond local culture described 

above? 

No, audit didn’t 

highlight  

No, audit 

didn’t highlight  

No information was found on 

both Audit reports. 

Are employees hired without 

any discrimination?  

Yes Yes Both report highlighted enough 

on this regard. 

Are women paid equally as men 

for same work? 

Yes Yes Both report highlighted enough 

on this regard. 

Do all employees have equal 

access to training? 

Yes Yes Both report highlighted enough 

on this regard. 

Do all employees have equal 

opportunities to work legal 

overtime? 

Yes Yes Both report highlighted enough 

on this regard. 

Are unionized employees treated 

equally to non-unionized? 

There is no 

union 

There is no 

union 

No trace of union on both of 

this report. 

Overall rating 4 4  
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HARASSMENT AND 

ABUSE 

 

   

Does the audit highlight use of 

corporal punishment, mental or 

physical coercion? 

Yes Yes Both report highlighted enough 

on this regard. 

Access to toilets is never 

restricted as disciplinary 

measures? 

Yes  Yes, every 

employee has 

the equal 

access to 

toilets. 

Both report highlighted enough 

on this regard. 

Do the disciplinary measures 

applied in the factory respect 

local regulations or if none, are 

they reasonable defined and 

communicated to the employees 

in explicit manner? 

Yes Yes   Both report highlighted enough 

on this regard. 

Do employees have access are 

familiar to file complaints on 

disciplinary issues? 

Audit didn’t 

highlight 

Yes No report was found on this 

regard on BSCI reports. 

Overall rating 3.5 4  
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FREEDOM OF 

ASSOCIATION 

   

Is there any evidence that these 

rights are systematically 

suppressed? 

No  No   Both report highlighted enough 

on this regard. 

Are employees free to form /join 

independent trade unions? 

Yes  Yes   Both report highlighted enough 

on this regard. 

Can employees address 

grievances to management 

representatives above their 

direct superior? 

Yes  Yes   Both report highlighted enough 

on this regard. 

Are similar means available in 

the factory? 

Yes Yes. Both report highlighted enough 

on this regard. 

Are worker representatives 

within the factory freely elected? 

Yes. Yes, there were 

workers 

representatives 

in the factory. 

SMETA describes more on this 

regard. 

Are employees aware of their 

rights regarding relevant 

working conditions? 

Yes Yes. Both report highlighted enough 

on this regard. 

Have the employees the right for 

collective bargaining of 

remuneration work conditions? 

Yes Yes. Both report highlighted enough 

on this regard. 

Overall rating 4 4  
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WORKING HOURS 

AND OVERTIME 

    

Are the working hours 

systematically recorded? 

Yes Yes Both report highlighted enough 

on this regard. 

Are the breaks compliant to local 

regulations? 

Yes Yes Both report highlighted enough 

on this regard. 

Is the max overtime per 

day/week/month according to 

local law respected? 

No No Both report highlighted enough 

on this regard. 

Can employees refuse overtime 

without consequences? 

Yes Yes Both report highlighted enough 

on this regard. 

Have employees 1 day off within 

7days period or other 

combinations as per local law? 

Yes Yes Both report highlighted enough 

on this regard. 

Are the max regular working 

hours per day/week/month 

according to local law 

respected? 

Yes Yes Both report highlighted enough 

on this regard. 

Are working hours records 

available indicate separately 

overtime? 

Yes Yes Both report highlighted enough 

on this regard. 

Is the international 

recommendation of max? 48h 

regular working week and max. 

12h/ week overtime respected? 

No No Both report highlighted enough 

on this regard. 

Overall rating 4 4  
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REMUNERATION / 

BENEFITS 

    

Is there any evidence that the 

legal minimum wage is not paid 

for regular working hours? 

No No  Both report highlighted enough 

on this regard. 

Is there any evidence that 

overtime hours are not paid at 

all? 

No No  Both report highlighted enough 

on this regard. 

Are employment conditions on 

remuneration + working hours 

covered by individual contracts? 

Yes Yes  Both report highlighted enough 

on this regard. 

Is overtime paid with legal 

premium? 

Yes Yes  Both report highlighted enough 

on this regard. 

Are all mandatory benefits / 

social insurances paid according 

to legal regulations to all 

employees? 

Yes Yes. Both report highlighted enough 

on this regard. 

Are holidays paid as per 

regulations? 

Yes Yes. Both report highlighted enough 

on this regard. 

Is maternity leave paid as per 

regulations? 

Yes Yes  Both report highlighted enough 

on this regard. 

Are seniority bonuses paid to 

longstanding employees? 

Yes Yes. Both report highlighted enough 

on this regard. 

Are trainees / apprentices + new 

employees during the probation 

period paid at least the legal 

minimum wage? 

Yes Yes  Both report highlighted enough 

on this regard. 

Are wages paid on regular basis 

in compliance with the local 

law? 

Yes Yes  Both report highlighted enough 

on this regard. 
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Are deductions in compliance 

with local regulations? 

Yes Yes  Both report highlighted enough 

on this regard. 

Is the amount of deposit required 

at the beginning of employment 

justified? Specify amounts + 

justification: 

Null Null  No information was found on 

both of the report on this regard. 

Overall rating 3.5 3.5  

 

 

 

 

HEALTH AND 

SAFETY 

 

 

   

Is there evidence of critical 

safety hazards on the 

manufacturing site? 

No No Both report highlighted enough 

on this regard. 

Are required safety + health 

certificates available?  

Yes Yes Both report highlighted enough 

on this regard. 

Are the overall working 

conditions acceptable for local 

conditions? 

Yes Yes Both report highlighted enough 

on this regard. 

Is a management member 

nominated + active for 

occupational health + safety 

issues? 

Yes Yes Both report highlighted enough 

on this regard. 

Are safety instructions 

communicated to all employees 

Yes Yes Both report highlighted enough 

on this regard. 
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through posters + other 

individual instructions? 

Are safety trainings conducted? Yes Yes Both report highlighted enough 

on this regard. 

Are training records available? Yes Yes Both report highlighted enough 

on this regard. 

Does an accident / injury / 

sickness register exist? 

Yes Yes Both report highlighted enough 

on this regard. 

Has the supplier official 

documents confirming 

compliance with legal Building 

standards for his activity? 

Yes Yes Both report highlighted enough 

on this regard. 

Are adequate emergency exits 

re? 

Yes Yes Both report highlighted enough 

on this regard. 

Are these exits easily accessible 

+ unblocked? 

Yes Yes Both report highlighted enough 

on this regard. 

Is the way to the emergency exits 

clearly marked? 

Yes Yes Both report highlighted enough 

on this regard. 

Are emergency evacuation 

exercises conducted for all 

employees? 

Yes Yes Both report highlighted enough 

on this regard. 

Is adequate fire-fighting 

equipment available? 

Yes Yes Both report highlighted enough 

on this regard. 

Is this equipment properly 

maintained? 

Yes Yes Both report highlighted enough 

on this regard. 

Is this equipment easily 

accessible? 

Yes Yes Both report highlighted enough 

on this regard. 

Does the factory conduct fire 

drills for the use of the fire- 

Yes Yes Both report highlighted enough 

on this regard. 
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fighting equipment to a 

sufficient number of employees? 

Are the electrical installations 

adequately protected? 

Yes Yes Both report highlighted enough 

on this regard. 

Does competent electrician 

periodically check the electrical 

installations? 

Yes Audit didn’t 

highlight 

BSCI showed more 

information on this regard. 

Does the building equipment 

such as elevators, boilers, 

pressure vessels etc. appear to be 

safe? 

Yes Yes Both report highlighted enough 

on this regard. 

Is this equipment regularly 

inspected as per local 

regulations? 

Audit didn’t 

highlight 

Audit didn’t 

highlight 

Both report didn’t have any 

information on this regard. 

Are the production machines 

fitted with adequate safety 

guards? 

Yes, but not all 

machines  

 Yes, but not all 

machines 

Both report highlighted enough 

on this regard. 

Are the machines fitted with 

emergency switch off buttons? 

Yes Audit didn’t 

highlight 

BSCI showed more 

information on this regard. 

Are workers specifically trained 

regarding the risk of accidents at 

their work place? 

Yes Yes Both report highlighted enough 

on this regard. 

Are hazardous materials / 

chemicals properly stored? 

Yes Yes Both report highlighted enough 

on this regard. 

Are the designated employees 

properly trained for the handling 

of these hazardous materials? 

Audit didn’t 

highlight 

Yes SMETA showed more 

information on this regard. 

Is adequate personal protective 

equipment provided to exposed 

workers? 

Yes Yes Both report highlighted enough 

on this regard 
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Is this equipment at disposal of 

the workers free of charge? 

Yes Yes Both report highlighted enough 

on this regard 

Is the use of this equipment 

actively promoted / enforced by 

the management? 

Yes Yes Both report highlighted enough 

on this regard 

Is a sufficient number of toilets 

available? 

Yes Yes Both report highlighted enough 

on this regard 

Is drinking water in free access 

for all employees? 

Yes Yes Both report highlighted enough 

on this regard 

Are the eating facilities clean + 

in compliance with the food 

hygiene requirements? 

Yes Audit didn’t 

highlight 

BSCI showed more 

information on this regard. 

Is a first aid / sickroom available 

with adequate first aid supply? 

Yes Yes Both report highlighted enough 

on this regard 

Is trained medical staff available 

on site? 

Yes Yes Both report highlighted enough 

on this regard 

             3.5           3        

 

Environment 

 

Does the factory have 

Environmental Clearance 

Certificate? 

Yes Yes Both report highlighted enough 

on this regard 

Which category does the 

factory belong to? 

Green Green Both report highlighted enough 

on this regard 

Do they run the ETP unit on 

daily basis? 

Yes Yes Both report highlighted enough 

on this regard 

Overall rating 4 4  
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4. RESULTS AND DISCUSSION 

 

This study was about measuring the extent to which Compliance Organization is working better 

in the garment industries also how garments industries are following their compliance obligations 

or not. Collected data were analyzed and interpreted in line with the objective of this study. From 

the analysis, the mean and standard deviation of all variables have been calculated separately. 

Means are indicative of the variables acceptability, on the basis of compliance standard, whereas 

standard deviations are indicative of deviation among the respondents response. 

 

All the data have been compared with each and every other factory's corresponding data and later 

have been rated individually. At first each section has been rated and then the average value has 

been used to rate the whole issue. Later each industry has been rated on overall findings about their 

existing compliance. 
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4.1 FINAL AVERAGE RATING OF THE FACTORIES 

 

Summary of the Issues of different Factories: 

Those two factories were evaluated in total 09 issues. Each Issue has a total of 5 rating 

Here, 

 5-Very Much Above Satisfactory 

 4-Above Satisfactory  

 3-Satisfactory 

 2-Below Satisfactory 

 1-Very Much Below Satisfactory 

 

The summary of those issues are given below: 

 

 4.2 POINTS EARNED BY FACTORIES 

 

Criteria Factory “A” Factory “B” 

Child Labor                     3.5                       4 

Forced Labor                     3.5                       4 

Discrimination                    4                       4 

Harassment and Abuse                    3.5                       4 

Freedom of Association                    4                       4 

Working Hours and Overtime                    4                       4 

Remuneration / benefits                    3.5                       3.5 

Health and Safety                     3.5                       3 

Environment                    4                       4 
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4.3 FINAL RESULTS FOR THE FACTORIES 

 

 Factory “A” Factory “B” 

Total Rating Point Available 45 45 

Total Rating Points Earned                       33.5                       34.5 

Avg. Rating Point                       3.72                       3.82 

 

 

4.4 OVERALL FACTORY RATING 

 

4.4.1 Factory A 

 

 

 

 

               B 

 

      

               

                A 

           Very good 

      Range A: 

        4 to 5 

                B 

             Good 

       Range B: 

    Less than 4 to 3 

                 C 

            Acceptable 

       Range C: 

    Less than 3 to 2 

                 D 

           Insufficient 

       Range D: 

    1 to less than 2 

                 E 

          Unacceptable 

       Range E: 

             1           

 

 

4.4.2 Factory B 

 

 

 

 

                  B 

                A 

           Very good 

      Range A: 

        4 to 5 

                B 

             Good 

       Range B: 

    Less than 4 to 3 

                 C 

            Acceptable 

       Range C: 

    Less than 3 to 2 

                 D 

           Insufficient 

       Range D: 

    1 to less than 2 

                 E 

          Unacceptable 

       Range E: 

             1           
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4.5. DISCUSSUION 

 

4.5.1 RECOMMENDATION FOR BSCI CERTIFIED FACTORY “A” 

 

Factory “A” manages to score the average score. It has moderate resource support and manpower. 

There are many thing which can be improved. 

 

1. Child Labor: Though according to the laws of Bangladesh, person above the age of 14 can 

work in the factory due the socio-economic condition, it is not the age for them to work in the 

industry. They can make this happen by not taking labor below 18. 

2. Forced Labor: In this issue the factory has performed very well. No worker is forced to work 

here and they are free to leave after their working shift. 

3. Discrimination: In several factories, it is seen that female workers are preferred than male 

workers for various reasons. This type of discrimination should not be allowed and every person 

should get equal chance to get hired. Factory should create level working ground for each worker. 

Pregnant women do not get anyhow discriminated as what should be. But still there are lots of 

thing that can be done. They can practically implement every steps to ensure safety and comfort 

ability of any pregnant women, such as permitting them to work in ground floor or 1" floor rather 

than going up in the building or give them the permission to use the lift 

4. Freedom of Association: Though it may get tough, but with precise planning they can give 

labors the opportunity to form a labor organization. 

5. Working Hours and Overtime: Though no extra overtime work was observed presently but 

there is a record of extra overtime. Factory should not take too much order and do extra overtime. 

6. Wages and Bonus: SMETA principles played a great role in this issue. They follow a fixed 

salary structure for every worker and also pay exact overtime payment properly. 
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7. Health and Safety: The Factory has performed satisfactory. But still there are always chances 

for improvement to prevent any type of accident.  

8. Workplace Condition: The factory has also performed very well in this issue also. It is 

providing almost everything to the workplace more comfortable but there are chances for 

improvement, such as using less heating bulb in QC, monitoring floor temperature, take necessary 

steps to keep floor warm during winter, changing the fatigue matt every once in a while, keeping 

the washrooms germ free etc. 

9. Environment: The factory has performed satisfactory in this issue. It has been categorized in 

green category. But there are always chances to make environment safer. 

 

 

4.5.2 RECOMMENDATION FOR SMETA CERTIFIED FACTORY “B” 

 

 

From the result, it is clear that Factory “B” which is SMETA Certified, is way more ahead than 

other factory because of their huge resources and the proper obligations of SMETA Principles. 

They have scored above satisfactory in almost every issue and are ahead of implementing 

necessary steps to ensure compliance with a few barriers. Those barriers are practically very hard 

to overcome in Bangladesh in present satiations with the lacking in several sectors like IT. 

Infrastructure and some other. All the issues have been restated below with recommendations if 

required for Factory “B” according to the issues:  

1. Child Labor:  Regarding this issue the factory seemed quite strict and according to the 

authority. They don't support child labor. It is expected to execute this speech in real life every 

time from the factory. 

2. Forced Labor: In this issue the factory has performed very well. No worker is forced to work 

here and they are free to leave after their working shift. 
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3. Discrimination: Factory “B” has also performed in this issue very well. During offering job, 

they do not discriminate between man and women like other type of factories and also maintain a 

level working ground for both men women worker. Pregnant women do not get anyhow 

discriminated as what should be. But still there are lots of thing that can be done. They can 

practically implement every steps to ensure safety and comfort ability of any pregnant women, 

such as permitting them to work in ground floor or 1st floor rather than going up in the building or 

give them the permission to use the lift. 

4. Freedom of Association: Practically, there is no factory with proper labor organization in 

Bangladesh. Just like other factories they have WPC (Workers Participatory Committee) Factory 

“B” should implement this thing as they have huge resource. They may have to face some hassle 

due to the huge number of manpower. As they are the Factory “B” so they should initiate the 

process so that other type of factory also follow them and let their worker or the opportunity to 

create labor organization of their own. 

5. Working Hours and Overtime: In these issue, Factory “B” has done unbelievably well. The 

factory strictly follows the working duration limit as well as overtime limit. Factory also allows 

its workers their genuine earned leave on proper causes. One most important thing is they allows 

woman worker four month of full paid maternity leave with 52 hrs/month overtime payment. 

6. Wages and Bonus: As usual, Factory “B” has also performed well in this issue too. They follow 

a fixed salary structure for every worker and also pay exact overtime payment properly. 

7. Health and Safety: The Factory has performed comparatively well than other type of factories. 

Though all of them are providing almost every facility but due to huge resource of Factory “B” it 

can execute everything perfectly and can ensure all the safety and securities better than other 

factories. But still there are always chances for improvement to prevent any type of accident. 

8. Environment: The factory has performed well in this issue as they follow ZDHC rules and 

belong to green category. But there are always chances to make environment safer. 
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4.5.3 OVERALL RECOMMENDATIONS OF COMPLIANCES FOR 

RMG INDUSTRIES OF BANGLADESH. 

 

1. RMG factories should assure good production and official layout with perfect location, 

resources, and tools. Organizations should tape up idle machines and properly store them away 

from the manufacturing plant. 

2. To avoid a conflict of interest, all personnel associated with this future industry should be 

excited. This means that employees and employers should not put themselves in situations where 

they must choose between their own, business or financial interests and the interests of the 

readymade garment companies. 

3. Employees must be correctly seated for the waist and footrest. Any organization's workforce is 

its beating heart. RMG manufacturers should ensure the workforce's proper rest for the fixed 

duration, which can readily enhance this industry's productivity. 

4. Chairs with backrests should be provided by industries. Fatigue will undoubtedly occur while 

work in a place; to alleviate this form of tiredness, garment manufacturers should provide a place 

with a proper chair, which can assure the backrest of the labor at the appropriate moment. 

5. RMG industries should have adequate leg space to allow easy leg movement of the workers. 

That means the manufacturing plant's layout should be more spacious. 

6. To be competitive, industries should comply with international standard code, such as ISO or 

recommended standards of buyers 

7. Factories should have effective fire distinguisher and separate and adequate space for entrance 

and exit of the workers. Every display and control system must be understandable to all employees 

and workers. 

8. RMG industries must provide a healthy, safe, and standard working environment for their 

employees. In this circumstance, organizations should give adequate ventilation, light, and air. 

Owners of such facilities should adhere to legal regulations as much as possible, minimize the use 

and discharge of hazardous substances, and promote resource recycling. 
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5. CONCLUSION 

 

The international textile business is tremendously competitive. In the context of growing 

competition among RMG exporting countries and consumer preference for products that meet 

internationally recognized standards, it is essential for Bangladesh's RMG suppliers to improve 

compliance in their factories. RMG authorities in Bangladesh should implement effective policies 

on housekeeping, material storage and handling, workstation design, fair wage, fair disciplinary 

action, and workplace violence. RMG is, however, the most flourishing sector in Bangladesh and 

it would be imperative that each and every issue related to improvement of productivity as well as 

quality is strictly followed to survive in the global market. On the other hand, to achieve the buyer 

requirement it is necessary to implement compliant factors. The RMG industries of Bangladesh 

are aware of the importance of social and environmental code of conduct. The government, private 

sector and development partners are pushing for full compliance with mandatory requirements as 

specified in the law. The Bangladesh labor law 2006 is a strong piece of legislation and covers 

most international standards. By complying with this law, manufactures are only a few steps away 

from meeting international standards, a point they should capitalize on. In the quota free apparels 

market, Bangladesh must compete with all major players to sustain its existing share as well as 

expand into new territories Compliance is a key requirement for all global buyers, hence 

Bangladeshi manufacturers must equip themselves with these tools in order to maintain the 

dynamism of their industry. Owners of RMG factories must emphasize on employment conditions, 

working conditions and occupational safety and health management to be more competitive in the 

international trade of textile and clothing business era. Moreover, regular practice of compliance 

codes of conduct can bring higher price of products, lower labor unrest, less worker turnover rate, 

highest worker morality, highest productivity and product quality, smooth industrial relation as 

well as global image and reputation. So, Bangladesh RMG firms need to deal with above 

mentioned compliance issues strictly in order to remain competitive in the global market. 
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