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INTRODUCTION 
At Scotch & Soda, we are committed to operating with respect for human rights across our 
entire supply chain – in all the countries and regions in which we operate. This document 
identifies the Scotch & Soda sourcing countries and regions with a particular risk of human 
rights infringements, which have been identified after a rigorous due diligence process. The 
purpose of due diligence is first and foremost to avoid that we as a company are causing or 
contributing to adverse impacts on people, the environment and society as well as to seek 
to prevent negative impacts directly linked to operations, products or services through 
business relationships. 
 
While some regions are banned from Scotch & Soda’s production process, others are 
subjected to a particular human rights due diligence focus. We continuously seek to 
identify, prevent, mitigate and avoid causing or contributing to adverse impacts on human 
rights with regard to all supply chain workers within our business activities. In this document, 
we share our approach regarding sourcing regions with a particular risk of human rights 
infringements or environmental risks.  
 
This is a dynamic document, since we, at Scotch & Soda, as well as all our business partners 
- also referred to as the “employer” - along the value chain, operate in an ever-evolving 
environment, meaning we will include and address any potential human rights risks that 
might occur. Through our due diligence process and regular stakeholder consultation, we 
will do the utmost to gain knowledge and experience in the field in which we are operating, 
and will ensure to educate all our business partners on these matters.  
 
We are obligated and responsible to educate ourselves in the best way possible and to 
convert information and tools to all business partners within the Scotch & Soda value chain 
in order to protect and safeguard all supply chain workers within the supply chain. 
 
This policy has been composed through consultation of:  
 

• OECD Due Diligence Guidance for Responsible Supply Chains in the Garment and Footwear 
sector 

• OECD Due Diligence Guidance for Responsible Business Conduct 
• Multi-stakeholder consultation 
• CSR Risk check by MVO Nederland 
• Country studies available by The Ethical Trading Initiative (ETI), amfori BSCI (amfori) and Fair 

Wear Foundation  
  

https://www.oecd-ilibrary.org/governance/oecd-due-diligence-guidance-for-responsible-supply-chains-in-the-garment-and-footwear-sector_9789264290587-en;jsessionid=Qt09TbY754H7GPYA6gvE3vA8uZx3bzDM9dRV9x3F.ip-10-240-5-79
http://mneguidelines.oecd.org/OECD-Due-Diligence-Guidance-for-Responsible-Business-Conduct.pdf
https://www.mvorisicochecker.nl/en
https://www.ethicaltrade.org/
https://www.amfori.org/content/amfori-bsci
https://www.fairwear.org/programmes/countries
https://www.fairwear.org/programmes/countries
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1. BANNED COUNTRIES AND REGIONS 
 
1.1 CHINA: THE XINJIANG UYGHUR AUTONOMOUS REGION  
 
Direct and/or indirect business partners are not allowed to produce/outsource any Scotch 
& Soda garment or source fabric, yarn, raw material for the Scotch & Soda product from the 
Xinjiang region.  
 
Research has highlighted widespread human rights violations in the Xinjiang region, 
committed against Uyghurs and other ethnic minorities. It has become increasingly difficult 
to conduct credible due diligence in the region. For these reasons, Scotch & Soda does not 
work with any suppliers or factories located in the Xinjiang region and bans the use of 
suppliers and/or factories by direct and indirect business partners located in this region.  
 
Scotch & Soda is committed to working with certified sustainable materials, to be able to 
trace back its origin. We are committed to reaching our 100% transparency and traceability 
from Tier 1 until Tier 4 of the supply chain in order to continue our due diligence into the 
recruiting practices of suppliers, to make sure that Uyghurs or other ethnic minorities are 
not subjected to forced labour through labour transfer programmes or recruitment 
agencies. Scotch & Soda runs a zero-tolerance policy in case any type of production –– 
including but not limited to fabric, yarn and raw materials – is coming from the Xinjiang 
region.  
 
1.2 UZBEKISTAN, TURKMENISTAN AND SYRIA 
 
Scotch & Soda has imposed a complete ban on sourcing of cotton from Uzbekistan, 
Turkmenistan and Syria.  
 
Scotch & Soda has imposed a complete ban on sourcing of cotton from Uzbekistan, 
Turkmenistan and Syria.  
 
At Scotch & Soda, we do not – under any circumstances – accept underage supply chain 
workers and/or forced labour being used anywhere in our value chain. Due to the increased 
risk of negative environmental impacts and the risk of human rights violations –  which have 
been discovered in Uzbekistan, Turkmenistan and Syria, we do not accept raw material from 
these countries in our product.  
 
We are committed to reaching 100% supply chain transparency and traceability from Tier 1 
until Tier 4 in order to continue our due diligence into the origin of the raw material. We 
therefore aim to work with certified, traceable sustainable materials.  
 

2. COUNTRIES WITH SPECIFIC/STRINGENT GUIDELINES 
 
2.1 INDIA: TAMIL NADU 
 
Tirupur is characterised by a young female low-caste workforce, with an average age range 
from 16 to 25, with some as young as 14 years old. Supply chain workers are mostly from 
the rural areas of Tamil Nadu, although the inter-state migrant workforce is on the rise. 
Supply chain workers are largely primarily employed as contract-labour supply chain 
workers for 12-daily working hours, with four hours of compulsory overtime. Female migrant 
supply chain workers face rampant harassment and forced labour indicators are reported 
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both at the workplace and in the hostels that accommodate supply chain workers.1 
Research2 has shown a number of issues that have been discovered in the Tamil Nadu 
region which often go unrecognised and are not being picked up in social audits: 
 

• The inability of supply chain workers to exercise their rights to join trade unions 
• Low rates of pay, closer to the urban poverty line (for a family of four) than to a living wage 
• Widespread irregular employment. Supply chain workers employed on a daily or piece-rate 

basis were denied holiday, maternity and other paid leave, as well as social protections 
through national insurance contributions 

• Particularly poor conditions for home workers, the lowest paid supply chain workers in the 
supply chain. Home workers face irregular employment in informal subcontract chains, out 
of sight of auditors, and their presence is often not disclosed 
 
SUMANGALI SYSTEM 
The Sumangali Scheme is a form of illegal labour practice that persists in parts of Tamil 
Nadu, in the southern region of India. It restricts individual young women (and girls) workers’ 
freedom of mobility, to choose workplace and actively exposes workers to exploitation 
without any limit of protection.  
 
Studies3 have repeatedly found low-caste Dalit girls4 and women recruited under the 
“Sumangali Scheme”, suffering multiple rights violations in the spinning mills in India, which 
supply the global garment industry. Supply chain workers were found to work a 68-hour 
week, with no contracts or payslips, no education and no bonus. They were locked inside 
factory and dormitory compounds during working and non-working hours. At the mills 
investigated, there were violations of freedom of movement and freedom of association, 
amounting to conditions of forced labour. The supply chain workers felt that the supervisors 
were threatening and hostile, and there were reports of sexual harassment. Studies have 
also found extensive violations in home-based work in India that supplies the garment 
industry. 
 
SCOTCH & SODA COMMITMENTS 
Under this policy, Scotch & Soda commits to: 
 

• Undertake exhaustive effort to obtain transparency and traceability in order to check and 
control whether the employer is operating according to all principles stated in the Scotch & 
Soda Ethical Supplier Code of Conduct (referred to as the “Ethical Code of Conduct”). 

• Continue due diligence efforts to monitor in an advanced manner the supply chain to ensure 
unauthorised subcontracting is not taking place. 

• Team up with local and international stakeholders to gain more understanding and 
knowledge on appearance of this risk within our supply chain. 
 
EXPECTATIONS OF THE EMPLOYER 
Whilst doing business with (any of the) business partners located in Tamil Nadu region5, the 
employer is expected to actively and regularly conduct due diligence and, according to the 
above findings, report back on to Scotch & Soda.  

 
1 Fair Wear Country Study India  
2 ETI Tamil Nadu  
3 ETI Base Code Guidance, caste in global supply chains  
4 Dalits are often considered “impure” and “untouchable” and may face practices of segregation and restrictions in most 
aspects of life, including where they can live, who they can marry and what work they can or must undertake. 
5 Terre des hommes – India annual report  

https://api.fairwear.org/wp-content/uploads/2019/06/CS-INDIA-2019.pdf
https://www.ethicaltrade.org/blog/low-wages-discrimination-insecure-work-shining-light-labour-rights-abuses-tamil-nadu-leather
https://www.ethicaltrade.org/sites/default/files/shared_resources/ETI%20Base%20Code%20guidance%2C%20caste%20in%20global%20supply%20chains.pdf
https://www.datocms-assets.com/22233/1650502827-tdh-nl-india-annual-report-2021.pdf
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Certain findings such as the Sumangali Scheme go beyond the social auditing, we therefore 
require an active approach of investigating these findings during the onsite Scotch & Soda 
in-house audit conducted by the nominated representative of Scotch & Soda. 
 
2.2 SOUTH ASIA  
 
CASTE DISCRIMINATION  
Caste-based discrimination includes discrimination based on caste, work and descent, as 
well as similar forms of inherited status. Caste discrimination is the result of socially 
embedded caste systems that divide people into unequal and hierarchical social groups.   
 
A person’s caste may mean that he or she is forced to undertake the most dirty and 
hazardous jobs and is in effect subject to modern slavery. Due to widespread exclusion, low-
caste Dalits have limited access to resources, education, services and development, 
keeping many in severe poverty and making them particularly vulnerable to child labour, 
slavery and human trafficking. Dalits constitute the vast majority of supply chain workers 
subjected to forced labour in South Asia, and the majority of child labourers. The use of 
violence, intimidation, sexual harassment, caste-based bullying and social and economic 
restrictions is not uncommon when Dalits attempt to claim their rights to equal treatment 
and equal opportunities in private, public or work-related spheres. Caste discrimination is 
outlawed in affected countries but a lack of implementation of legislation and caste-bias 
within justice systems leaves Dalits largely unprotected. 
 
Caste is one of the greatest sources of prejudice and discrimination in the world today, 
depriving people of access to decent work and human dignity and is used to justify slavery 
and child labour for millions across the globe6. 
 
Sourcing from South Asia can be deemed a potential risk factor, based on our conducted 
due diligence, due to the country’s caste system. Therefore, an enhanced human rights due 
diligence approach is critical.  
 
Those sourcing from India, Bangladesh or other caste-affected countries need to 
understand the mechanisms of caste discrimination. As foreign entities, it is not always 
possible for us to know who is from what caste and at risk of discrimination. It is important 
to note that while this guidance focuses on caste, India’s indigenous communities, also 
known as Adivasis, suffer from similar exploitation in the labour market. 
 
Dalits are those most affected by caste-based discrimination. In India, it designates those 
who are considered to be at the lowest level of the country’s caste system. It is important 
to note that while this guidance focuses on caste, India’s indigenous communities, also 
known as Adivasis, suffer from similar exploitation in the labour market. Discrimination also 
affects tribal people, referred to as “Adivasi”, and religious minorities, for example Muslims 
in India. In India, Dalits are legally known as “Scheduled Castes” and Adivasis as “Scheduled 
Tribes”. 
 
  

 
6 ETI Base Code guidance, caste in global supply chains 

https://www.ethicaltrade.org/sites/default/files/shared_resources/ETI%20Base%20Code%20guidance%2C%20caste%20in%20global%20supply%20chains.pdf
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SCOTCH & SODA COMMITMENTS 
Under this policy, Scotch & Soda commits to: 
 

• identify the scale and scope of corporate responsibility, given the complexities associated 
with caste discrimination. This includes assessing our leverage with any business partner 
in the supply chain and supporting them to better understand caste discrimination and its 
impact on supply chain workers. 

• review our policies and procedures to enable disadvantaged groups to access their rights 
to organise and bargain collectively, as well as identify opportunities for collaborative 
action, for example with NGOs, trade unions and other companies. 

• review our progress towards eliminating caste discrimination, and report publicly on 
policies, strategies and actions to manage and mitigate caste discrimination. 
 
EXPECTATIONS OF THE EMPLOYER 
Whilst doing business with (any of the) business partners located in Tamil Nadu region7, the 
employer is expected to actively and regularly conduct due diligence and, according to the 
above findings regarding caste discrimination, report back to Scotch & Soda. These 
findings go beyond the current social auditing, and therefore we require an active approach 
of investigating these findings during the onsite Scotch & Soda in-house audit conducted 
by the nominated representative of Scotch & Soda. 
 

For further information on Caste in Global Supply Chains, we direct you to the ETI Base Code 
Guidance here. 

2.3 TURKEY 
 

SYRIAN REFUGEES 
The Syrian refugee crisis is a result of the Syrian conflict, which began in March 2011. Turkey 
hosts approximately 4 million refugees, which is the world’s largest refugee population. 3.5 
million Syrians are under temporary protection, and other refugees, mainly from 
Afghanistan, Iraq and Iran, are under international protection.8 
 
More than a million Syrian refugees are in Turkey without documents. This makes them 
vulnerable to exploitation and human trafficking. Syrian refugees (including children) are 
forced to beg on the streets and/or work in restaurants, textile factories, markets  and 
agriculture in Turkey.9 
 
We are committed to creating and increasing awareness on the potential use of labour done 
by Syrian children, especially deeper in the supply chain because these children often work 
in agriculture. A study conducted by Terre des Hommes10 revealed that 60% of the children 
interviewed indicated that they work more than 7 hours per day, and a third of the children 
work 7 days per week. In this way, they try to provide for their families, or are themselves 
breadwinners. Many are exposed to pesticides, toxic chemicals, heavy loads and 
exhausting hours.  
 
  

 
7 Terre des hommes – India annual report  
8 Fair Wear Guidance on risks related to Turkish garment factories employing Syrian refugees  
9 MVO Nederland CSR Risk Check Turkey 2022 
10 Terre des Hommes is an international children’s rights charitable humanitarian organization that promotes the convention on 
the Rights of a Child. Terre des Hommes advocates for children's rights, defending them, and spreading information to the aid 
of children considers a priority. 

https://www.ethicaltrade.org/resources/base-code-guidance-caste-global-supply-chains
https://www.datocms-assets.com/22233/1650502827-tdh-nl-india-annual-report-2021.pdf
https://api.fairwear.org/wp-content/uploads/2020/09/Risks-related-to-Turkish-garment-factories-employing-Syrian-refugees-2019.pdf
https://www.mvorisicochecker.nl/en
https://www.terredeshommes.nl/nl?gclid=CjwKCAjw6raYBhB7EiwABge5Kk2MmyE-mmGI07PY9KebAgRe-Tqqmz3RcM7Tfm7OWm8KI8aVsaq9vhoCDzwQAvD_BwE
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Most severe risks of Syrian refugees in the garment supply chain:11 
• Undocumented Syrian refugee supply chain workers have few protections and little 

recourse against mistreatment. The widespread failure to pay legal minimum wages 
(payment of as little as 50% of legal minimum has been reported), social security and 
other legally mandated benefits remain a major concern. 

• The presence of hundreds of thousands of child refugees living in families with no 
regular source of income presents significant child labour risks. A sharp increase in child 
labour in Turkey has been reported by stakeholders since the arrival of Syrian refugees. 

• The highly vulnerable status of women refugees raises the risks of gender-based 
violence and sexual exploitation at work. Such risks are often difficult to detect via 
audits, and women are often reluctant to report mistreatment. All employers should be 
aware that hidden risks may exist in their supply chains. 

• Reports indicate that a large majority of undocumented Syrian refugees do not work in 
the first-tier suppliers that brands contract with directly, but rather at (mostly 
unauthorised) subcontractors hired by first-tier suppliers. Authorized subcontractors 
may be used either to cope with production peaks, for specialised production 
processes (for example embroidery or screen printing) or simply to lower costs. Risks 
to Syrian refugees are potentially the highest when Syrian supply chain workers are 
employed by subcontractors, due to the potential dangerous and unhealthy working 
conditions, exploitative management and lack of government oversight mostly 
occurring deeper down the supply chain 

 
We as Scotch & Soda do not ban the employment of Syrian supply chain workers in the 
supply chain, but we do expect all our business partners to operate according to the 
principles stated in the Scotch & Soda Ethical Code of Conduct and our commitments and 
expectations of the employer as indicated below. 
 
SCOTCH & SODA COMMITMENTS 
Under this policy, Scotch & Soda commits to: 
 
• Undertake exhaustive effort to obtain transparency and traceability of all locations of 

the Scotch & Soda supply chain, to verify whether the employer is operating according 
to all principles stated in the Ethical Code of Conduct and to obtain visibility on the entire 
chain and the potential human rights risks. 

• Conduct social audits beyond Tier 1. We shall not only audit and require social audits at 
our direct business partners but also the indirect partners to monitor their social 
conditions;  

• Provide the Scotch & Soda Labour Principles sheet in Arabic to ensure all 
documentation is understood, in case Syrian supply chain workers are present. 

• Visit Tier 1 production locations to inspect on this matter – through, for example, (offsite) 
supply chain worker interviews and documentation verification – as well as visit and 
monitor the production locations further down the supply chain from Tier 1. 

• Visit Turkish suppliers and their known subcontractors on annual basis.  
 
  

 
11 Fair Wear Guidance on risks related to Turkish garment factories employing Syrian refugees   
2. Risk assessment  

https://api.fairwear.org/wp-content/uploads/2020/09/Risks-related-to-Turkish-garment-factories-employing-Syrian-refugees-2019.pdf
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EXPECTATIONS OF THE EMPLOYER 
We require all business partners active in Turkey to be aware of these human rights risks 
and take steps to mitigate them, whether working with existing suppliers or seeking new 
ones.  
 
We require all employers to have a policy in place for registering Syrian refugee supply chain 
workers, and that all Syrian supply chain workers are enrolled in this process. In addition to 
lowering the risks listed above, this policy should also prevent automatic dismissal, which 
could drive supply chain workers further underground. Under current regulations, the 
following points apply to the registration process12: 
 
• Applicants for work permits must first register for temporary protection identification 

cards. 
• Work permits are only valid for the same city (or in some cases province) where the 

identification card was issued. 
• There is a six-month waiting period between receipt of the temporary protection 

identification card and eligibility to apply for a work permit. 
• Employers must file for the permit on behalf of the supply chain worker via 

www.turkiye.gov.tr or www.calismaizni.gov.tr. 
• An annual fee of 558 Turkish Lira/€135 per supply chain worker must be paid for 

registration. 
• In general, the number of Syrian supply chain workers should not exceed ten percent of 

the number of Turkish supply chain workers in a factory. 
 
Besides the above-stated requirements for the registration process of hiring Syrian supply 
chain workers, the employer shall:  
 
• Allow access to Scotch & Soda at all active and used subcontractors within the supply 

chain. 
• Be transparent about Syrian supply chain workers in the supply chain towards Scotch & 

Soda and shall share any necessary requirements from the company perspective on 
this topic.  

  

 
12 Fair Wear risks related to Turkish garment factories employing Syrian Refugees  
Chapter 4. Prevention and due diligence steps 

https://api.fairwear.org/wp-content/uploads/2020/09/Risks-related-to-Turkish-garment-factories-employing-Syrian-refugees-2019.pdf
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INTRODUCTION 
This policy expands on Principle 7 No Child Labour of the Ethical Code of Conduct version 
2022 and is based on the ILO Conventions 10, 79, 138, 142 and 182 and Recommendation 
146. 
 
Definition of a child 
The employer shall acknowledge that according to the UN Convention on the Rights of the 
Child, a person is considered a child until the age of 18. The employer shall recognise the 
rights of every child to be protected from economic exploitation and from performing any 
work that is likely to be hazardous or to interfere with the child’s education, or to be harmful 
to the child’s health or physical, mental, spiritual, moral or social development. 
 
THE POLICY 
Scotch & Soda and their business partners across the supply chain operate in countries 
where the risk of child labour is heightened. In line with the Scotch & Soda Ethical Supplier 
Code of Conduct, this policy stresses that any form of child labour is not accepted.  
The Ethical Code of Conduct and the Scotch & Soda policy on No Child Labour serve to 
clearly outline the expectations Scotch & Soda has on its business partner if child labour is 
suspected or detected, as well as what measures are required of the business partner in 
such case.  
 
SCOTCH & SODA COMMITMENTS 
Under this policy, Scotch & Soda commits to: 
 
• Ensure that this policy is communicated throughout the company, including all relevant 

internal departments as well as the Scotch & Soda production offices located in the 
production countries. 

• Assess and – if required – follow up on the child labour prevention procedures of our 
business partners across the supply chain. 

• Engage and collaborate with international and local stakeholders to address the 
challenges related to child labour in apparel supply chains and in local communities. 

• Ensure that any intervention will be carried out in the best interest of the child. 
 
EXPECTATIONS OF THE EMPLOYER 
• The age of admission to employment shall not be less than the age of completion of 

compulsory schooling and, in any case, not less than 15 years. 
• The employer is required to adopt a hiring policy that includes a minimum age of 15 

years to ensure child labour is not employed directly by the business partner or by any 
partner/sub-contractor. 

• The employer shall have an efficient management system in place, which ensures that 
age verification procedures are followed and implemented effectively. Records of age 
verification must be kept in supply chain worker records. 

• The employer must ensure that only persons over the age of 15 are present in the 
workplace, including during school holidays when risk of children being present in the 
factories may be higher. In factories where childcare facilities are provided, children 
must be restricted to these areas only and are prohibited from the work area. 

• In case child labour is confirmed at the direct and/or indirect employer’s operations, it is 
expected from the employer to:  

  

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C010
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C079
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C138
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C142
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C182
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:R146:NO
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- Be transparent about all direct and indirect findings on child labour and keep 
Scotch & Soda informed about the remediation of the finding. 

- Remove the child from the workplace and give them a viable alternative. Ensure 
that measures are taken in the best interest of the child.  
In cooperation with the child’s family, employer and other relevant parties, seek 
a satisfactory solution, taking into consideration the child’s age, social situation, 
education etc. The solution should always aim to improve, not worsen, the 
child’s situation and shall be maintained for the child until the child reaches legal 
age of working. 

- Consult local stakeholders to stay connected with any independent third parties 
that can support on this principle. 

- Continue to pay wages to the child from when the child has been removed from 
the workplace until they reach the age that they are no longer in compulsory 
education. 
 

• Scotch & Soda reserves the right to seize cooperation with the employer – business 
partners – that violate this policy. 

 
• There shall be special protection for young supply chain worker13: 
 

- The employer shall not employ children and young person’s – under the age of 
18 – at night or in hazardous conditions and shall not perform work that is by 
nature, or the circumstances in which it is carried out, likely to harm their health, 
safety or morals.   

- Procedures shall conform to the provisions of the relevant ILO standards where 
young supply chain workers are employed; the employer must ensure that:  
o The kind of work is not likely to be harmful to their health or development. 
o The working hours shall not affect their attendance at school, their 

participation in vocational orientation approved by the competent authority 
or their capacity to benefit from training or instruction programmes.  

o The employer shall set the necessary mechanisms to prevent, identify and 
mitigate harm to young supply chain workers; with special attention to the 
access young workers shall have to effective grievance mechanisms and to 
Occupational Health and Safety trainings schemes and programmes.  

  

 
13 ILO  

https://www.ilo.org/global/topics/youth-employment/standards/lang--en/index.htm
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INTRODUCTION 
This policy expands on Principle 3 No Discrimination is Practiced & Equal rights Are Given 
to All of the Ethical Code of Conduct version 2022 and is based on the ILO Conventions 100, 
111, 143, 158, 159, 169, 183 and 190. 
 
Our mission is to bring more unity in the world and to create a harmonious, balanced and 
fair working environment for each and every individual to thrive within. We recognise that 
not everyone has the same opportunities, which is why we support gender equality in our 
supply chain. We ask our business partners to focus on fairness and work towards treating 
everyone equally to support inclusivity across our whole supply chain.  
 
Definition of gender equality  
Gender equality, refers to the equal rights, responsibilities and opportunities of any gender 
identity. Gender equality implies that the interests, needs and priorities of all genders are 
taken into consideration, recognising the diversity of different groups. Equality between 
genders is seen both as a human rights issue and as a precondition for, and indicator of, 
sustainable people-centred development14. 
 
THE POLICY 
This policy has been created because about ¾ of the garment industry consists of women 
– about 45-56 million – generally young, migrant women mostly positioned at lower paid and 
lower positions, which causes limited and unequal opportunities. Even though the majority 
of the labour force are women, female representation decreases with the move into 
leadership ranks. Therefore, we require our business partners to share our values on 
inclusivity and equality and to work towards a gender-equal supply chain.  
 
The employer is required to align with the Ethical Code of Conduct and this policy on gender 
equality. 
 
Zero tolerance 
This is a zero-tolerance policy on gender-based discrimination, violence and harassment 
which we require from our business partners to adopt as well.  
 
Gender committee  
We encourage all supply chain workers to ensure women are involved in various 
committees at the workplace, for example health and safety and sexual harassment 
prevention committees. We encourage the employer on gender committees to be present 
at the production site to ensure women have a voice in workplace committees.  
 
Gender data 
Data is essential to assess risks and adverse impacts on supply chain workers affected by 
our operations, justify action and drive approaches that positively improve the lives of all 
workers and to make informed decisions about future gender work and workforce 
management.  
  

 
14 United Nations Entity for gender equality and the empowerment of women  

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C100:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C111:NO
 https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C143:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C158:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C159:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C169:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C183:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C190:NO
https://www.un.org/womenwatch/osagi/conceptsandefinitions.htm
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However, supply chain data fails to consider gender, which limits possibilities for us to 
understand certain risks and inequalities that may be gender sensitive and hinders our 
ability to assess whether programmes and initiatives are having equal outcomes for all.  
Gender-disaggregated supply chain data helps to identify a wide range of gendered 
challenges and risks in the workplace, for example: 
 
• It can reveal situations where women might be found in more vulnerable contract types, 

such as fixed term, temporary or seasonal, and in general more informal working 
conditions, compared to men. 

• It can explain why women are not currently in leadership positions, which may be due to 
them not having the same access to training or networking opportunities, or they may 
be time constrained due to unpaid care responsibilities. 

• It can help identify health and safety procedures or infrastructure not fit for women given 
biological differences or types of activities done in the workplace. 

• It can help uncover root causes of complex workplace issues such as gender-based 
violence and harassment, which predominantly affect female supply chain workers.  

 
Collecting data on the workforce profile is not an end itself, but rather a starting point for 
understanding the situation better. As part of our due diligence process, we at Scotch & 
Soda expect our business partners – and their suppliers and subcontractors – to obtain this 
data and share it back with us:15 
 
• Workforce composition disaggregated by gender. This information needs to be 

uploaded in PLM by our supporting production offices. All requirements are stated in the  
Transparency commitment.  

 
SCOTCH & SODA COMMITMENTS 
Under this policy, Scotch & Soda commits to: 
 
• Adopt and operate according to this zero-tolerance policy on sexual and gender-

violence and strict measures against sexual harassment in its own operations. 
• Make a grievance mechanism available to provide a “reprisal-free” complaints 

mechanism (operational-level grievance mechanism, for example) and to maintain the 
confidentiality of supply chain workers who raise complaints. 

 
EXPECTATIONS OF THE EMPLOYER  
We expect from the employer to apply the gender lens meaning that the employer shall:  
 
• Adopt a zero-tolerance policy on sexual and gender-based violence – any act of gender-

based violence that results in, or is likely to result in, physical, sexual or psychological 
harm or suffering to women and girls, including threats of such acts, coercion or 
arbitrary deprivation of liberty, whether occurring in public or in private life – and strict 
measures against sexual harassment in its own operations (as appropriate). 

• Consider how women may be disproportionately affected by the impact of sexual and 
gender-based violence (for example migrant supply chain workers, minorities, young 
women, etc.). For example, sexual harassment and sexual and gender-based violence 
predominantly affect women in the sector. 

• Consider whether a programme or policy could have unintended negative 
consequences for women. 

• Include women in the design of monitoring and evaluation measures. 

 
15 ETI Gender Data Initiative   

https://www.ethicaltrade.org/issues/gender-equity/gender-data-initiative
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• Assess whether grievance mechanisms are equally accessible to all affected parties (for 
example women, men, migrant supply chain workers, etc.). 

• Ensure that the individual serving as the access point for a grievance mechanism is 
approachable regardless of the complainant’s gender, religion, etc. Special attention 
should be paid to women from vulnerable groups. 

 
In addition, Scotch & Soda: 
• Is permitted to gain access and insights in meeting notes of any (committee) meeting 

taking place at the production site. 
• May themselves or through an independent third party conduct anonymous and 

independent offsite supply chain worker interviews.  
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4: 
POLICY ON  

HOME WORKERS 
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INTRODUCTION 
This principle expands on Principle 8.8 Special Protection for Home workers of the Ethical 
Code of Conduct version 2022 and is based on the ILO Convention 177 
 
Definition of home work 
The ILO Convention 177 defines home working as work that is being carried out by a person, 
to be referred to as a home worker: 

 
• In their home or on other premises of their choice, other than the workplace of the 

employer 
• For remuneration 
• Home work results in a product or service as specified by the employer, irrespective of 

who provides the equipment, materials or other inputs used, unless this person has the 
degree of autonomy and of economic independence necessary to be considered an 
independent supply chain worker under national laws, regulations or court decisions. 

 
Persons with employee status do not become home workers within the meaning of the ILO 
Convention 177 simply by occasionally performing their work as supply chain workers at 
home, rather than at their usual workplaces. 
 
The term employer means a person, natural or legal, who, either directly or through an 
intermediary, whether or not intermediaries are provided for in national legislation, gives out 
home work in pursuance of his or her business activity. 
 
FINDINGS 
In many cases, specifically female, home workers would be unable to take up other 
employment due to household and parental responsibilities. For these reasons, Scotch & 
Soda has decided to accept home work in some situations, guided by a clear policy that 
defines which tasks and under which circumstances home work can or cannot be used. 
Any operation that is part of the industrial process and can be performed in a factory 
should be performed there. Home work is only accepted when special workmanship is 
required and the work can be considered a handicraft, such as beading or embroidery.  
 
THE POLICY 

• The national policy on home work shall be implemented by means of laws and 
regulations, collective agreements, arbitration awards or in any other appropriate 
manner consistent with national practice. 

• National laws and regulations on safety and health at work shall apply to home work, 
taking account of its special characteristics, and conditions shall be established 
under which certain types of work and the use of certain substances may be 
prohibited in home work for reasons of safety and health. 

• Where the use of intermediaries in home work is permitted, the respective 
responsibilities of employers and intermediaries shall be determined by laws and 
regulations or by court decisions, in accordance with national practice. 

• There shall be a system of inspection consistent with national law and practice shall 
ensure compliance with the laws and regulations applicable to home work. 

• Adequate remedies, including penalties where appropriate, in case of violation of 
these laws and regulations shall be provided for and effectively applied. 

• This convention does not affect more favourable provisions applicable to home 
workers under other International Labour Conventions.  

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C177:NO
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SCOTCH & SODA COMMITMENTS 
Under this policy, Scotch & Soda commits to: 
 
• Ensure that identification of home workers in production will not lead to the relocation 

of work, or cancellation or reduction of orders. 
• Work with suppliers to address the needs and rights of home workers and address our 

internal buying practices where necessary. 
• Promote home working locations and organisations that have developed robust 

mechanisms to address and improve labour rights and home workers’ conditions to 
suppliers. 

• Engage and collaborate with wider stakeholders to address challenges faced by home 
workers at the community level. 

 
EXPECTATIONS OF THE EMPLOYER 
• There shall be no discrimination and the employer shall promote equality, in particular, 

in relation to: 
 

- The home workers' right to establish or join organisations of their own choosing 
and to participate in the activities of such organisations 

- Protection against discrimination in employment and occupation 
- Protection in the field of occupational safety and health 
- Remuneration 
- Statutory social security protection 
- Access to training 
- Minimum age for admission to employment or work maternity protection 

 
• The employer shall promote, as far as possible, equal treatment of home workers and 

other wage earners, considering the special characteristics of home work and, where 
appropriate, conditions applicable to the same or a similar type of work carried out in an 
enterprise. 

• The employer shall adopt, implement and periodically review a national policy on home 
work aimed at improving the situation of home workers, in consultation with the most 
representative organisations of employers and supply chain workers and, where they 
exist, with organisations concerned with home workers and those of employers of home 
workers. 

• The employer is required to do the utmost – according to the above-stated principles – 
to ensure the protection of home workers. 

• Home working often takes place in villages situated some distance from suppliers’ 
factories, which makes it more challenging to monitor whether supply chain workers’ 
rights are being upheld. The employer shall regularly monitor the working conditions in 
order to uphold the protection of home workers and report back to Scotch & Soda. 

• The employer – any business partner within the Scotch & Soda supply chain – shall 
inform Scotch & Soda about the use of home working, including the type of process 
and/or activity. 

 
Furthermore, we expect the employer to commit to the following: 
• Terms and conditions around the employment of home workers are legally compliant, 

clearly defined and communicated to the home workers. 
• Sufficient measures – including assistance, training, monitoring and follow-up – are 

taken to ensure health and safety, decent working conditions and the wellbeing of home 
workers and their households. 
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• Children working within their families to learn family crafts or skills are supported in this 
form of vocational training, provided that it does not deprive them of their opportunity 
to attend mandatory school, clash with the best interest of the child and offers them 
sufficient time to play. 

• Transparent methods to establish accurate time estimates and calculate working hours 
and wages for home working tasks are applied. 

• Information about wages should be provided to home workers in an understandable 
form. Wage and production records should be maintained by the supplier. 

• Home workers must receive a salary or piece rate that allow them to earn the equivalent 
of at least minimum wage per hour. Home workers should also receive regular work as 
far as is reasonably possible and be notified about gaps in production in advance. 

 
MANDATORY DATA COLLECTION 
As described above, the employer is required to collect home worker data to ensure 
visibility and monitoring of home  workers. 
 
REQUIRED DATA: 
 
PRODUCTION AT HOME WORKER UNITS: 
1. Which parts or specific tasks of the whole production cycle are done at the home worker 

units? 
2. What share of total production takes place at the home worker units? 
3. Are the home workers individuals, families or do they work in collective groups? 
 
RELATION BETWEEN SUPPLIER / CONTRACTOR / SUBCONTRACTORS (IF 
APPLICABLE) AND HOME WORKERS: 
4. Are home workers registered supply chain workers to the supplier / contractor / 

subcontractor (if applicable)? If not, on what basis are agreements made and controlled? 
5. Is the relation regulated in a contract? If yes, in what terms? 
6. What are the terms of payment (for example, per piece, period of payments)? If 

applicable, describe the terms of loans or pre-funding. In case the production takes 
place at a factory and at home, do supply chain workers at the factory receive the same 
pay as those working from home? 

7. What is the system of placing orders to home workers? 
- Lead times? 
- Timeframe of delivery? 
- Can home workers influence the amount of production they need to do? 
- Frequency of order placement (number of orders in one year, period of order)? 

8. What is provided to the home workers? 
- Machinery (specify ownership and whether loans are given to home worker. If so, 

under what terms)? 
- Fabric? 
- Other supplies? 

 
Scotch & Soda requires any business partner who uses home workers to manage and 
monitor the required information (points 1-8) in an information system and keep a register 
containing information about the supply chain workers as outlined in the following. 
 
Scotch & Soda is entitled to check the information system as well as the register when 
visiting the employer. 
 
  



  

  22 

REGISTER OF INDIVIDUAL HOME WORKERS: 
1. Name of the person in contact with home workers (for example, contractor, head of 

home worker group etc.)  
2. Name of worker / household (if the household consists of several home workers, please 

register all individuals) 
3. Sex of the worker 
4. Age of the worker 
5. Surname 
6. Home address 
7. Phone number 
8. Supplier code / worker ID (if applicable) 
9. Village, district, state name 
10. Documentation of payments 
11. Other details, if any 
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5: 
POLICY ON  

MIGRANT SUPPLY CHAIN WORKERS 
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INTRODUCTION 
This policy expands on Principle 1 Employment is Freely Chosen of the Ethical Code of 
Conduct version 2022 and is based on the ILO Conventions 29, 105 and Recommendation 
151. 
 
Scotch & Soda has a zero-tolerance policy on the presence of illegal supply chain workers 
within the supply chain and it’s required from all workers to operate conform this policy on 
migrant- and illegal workers. 
 
Definition of an ‘undocumented’ or ‘irregular’ worker 
The term ‘undocumented worker’ or so called ‘irregular worker’ is defined as people working 
without the required permission to work. These workers are foreign workers that do not 
have a valid work permit in the country where they stay. The responsibility for ensuring 
workers have the required permission to work, lies with the employer. Without permission 
to work, undocumented or irregular supply chain workers are not secured by legally binding 
labour contracts and fundamental labour rights. They are vulnerable and may suffer 
exploitation and poor working conditions.  
 
Definition of a migrant worker 
The term “migrant worker” refers to a person who is to be engaged, is engaged or has been 
engaged in a remunerated activity in a State of which they are not a national16. 
 
Definition of a seasonal worker 
The term “seasonal worker” refers to a migrant worker whose work by its character is 
dependent on seasonal conditions and is performed only during part of the year17. 
 
THE POLICY 
 
No discrimination and equal rights to all 
As stated in the Ethical Code of Conduct – Principle 1.1 and Principle 3.1 – the employer 
shall act with special diligence when engaging and recruiting migrant supply chain workers 
both directly and indirectly.  
 
• The employer shall not discriminate, exclude or have a certain preference for persons 

in hiring, compensation, access to training, promotion, termination or retirement based 
on gender, age, religion, race, caste, birth, social background, disability, ethnic and 
national origin, nationality, membership in unions or any other legitimated organisations, 
political affiliation or opinions, sexual orientation, family responsibilities, marital status, 
diseases or any other condition that could give rise to discrimination. The employer shall 
also respect and ensure all migrant supply chain workers and members of their families 
within their territory or subject to their jurisdiction have access to the rights provided for 
in the ILO Convention 29 and 105 without distinction. 

• The employer shall allow any migrant supply chain worker and members of their families 
to leave and enter any State, including their State of origin, i.e. to move freely.  

• This right shall not be subject to any restrictions except those that are provided by law, 
are necessary to protect national security, public order, public health or morals or the 
rights and freedoms of others and are consistent with the other rights recognised in the 
ILO Convention 29 and 105. 

 

 
16 United Nations International Convention  
17 United Nations International Convention 

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C029:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C105:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312489:NO
https://www.ohchr.org/en/instruments-mechanisms/instruments/international-convention-protection-rights-all-migrant-workers
https://www.ohchr.org/en/instruments-mechanisms/instruments/international-convention-protection-rights-all-migrant-workers
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SCOTCH & SODA COMMITMENTS 
While high rates of migrant labour in any workforce flags an increased risk for violation of 
certain human rights and labour abuses, Scotch & Soda does not disengage from 
suppliers because migrant supply chain workers are employed. We do emphasise that we 
as Scotch & Soda conduct and tailor our due diligence process to support our business 
partners on the employment of migrant supply chain workers. 
 
EXPECTATIONS OF THE EMPLOYER  
In case of hiring migrant supply chain workers, the employer shall ensure: 
 
• Migrant supply chain workers enjoy effective equality of opportunity and treatment in 

respect of18: 
 
- Access to vocational guidance and placement services 
- Access to remedy 
- Access to vocational training and employment of their own choice on the basis of 

individual suitability for such training or employment, account being taken of 
qualifications acquired outside the territory and in the country of employment 

- Advancement in accordance with their individual character, experience, ability and 
diligence 

- Security of employment, the provision of alternative employment, relief work and 
retraining 

- Remuneration for work of equal value 
- Conditions of work, including hours of work, rest periods, annual holidays with pay, 

occupational safety and occupational health measures, as well as social security 
measures and welfare facilities and benefits provided in connection with 
employment 

- Membership of trade unions, exercise of trade union rights and eligibility for office in 
trade unions and labour-management relations bodies, including bodies 
representing supply chain workers in undertakings 

- Rights of full membership in any form of a co-operative 
- Conditions of life, including housing and the benefits of social services and 

educational and health facilities 
 

• To adopt and integrate the principles outlined in the bullet point above in all its activities 
under the control of the public authority.  

• Migrant supply chain workers and their families are able to take full advantage of their 
rights and opportunities in employment and occupation. Necessary measures should 
be taken, in consultation with the representative organisations of employers and supply 
chain workers, to: 
 
- Inform them, as far as possible in their mother tongue or, if that is not possible, in a 

language with which they are familiar, of their rights under national law and practice 
as regards the matters dealt with in ILO recommendation 151. 

- To advance their knowledge of the language or languages of the country of 
employment, as far as possible during paid time. 

  

 
18 ILO – R151 Migrant Workers Recommendation  

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:R151
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• Generally, to promote their adaptation to the society of the country of employment and 
to assist and encourage the efforts of migrant supply chain workers and their families 
to preserve their national and ethnic identity and their cultural ties with their country of 
origin, including the possibility for children to be given some knowledge of their mother 
tongue. The presence of migrant supply chain workers employed are registered at the 
direct and indirect production locations and regularly report to Scotch & Soda about 
any developments.  

• In addition, the employer shall consider how women may be disproportionately 
affected by impact of sexual and gender-based violence (for example migrant supply 
chain workers, minorities, young women, etc.). For example, sexual harassment and 
sexual and gender-based violence predominantly affect women in the sector. 

• The employer shall also assess whether grievance mechanisms are equally accessible 
to all affected parties (for instance women, men, migrant supply chain workers, etc.). 
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6: 
PRINCIPLE  

ON ACCESS TO REMEDY 
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Definition 
Access to effective remedy is a core component of the UN Guiding Principles on the 
Business and Human Rights (UNGPs) and requires to take "appropriate steps to prevent, 
investigate, punish and redress" business-related human rights abuses within their territory 
and/or jurisdiction. 
 
Operational workplace grievance mechanism 
Effective grievance mechanisms help prevent human rights violations, but they also 
constitute an important source of information on human rights risks. Monitoring the 
complaints being raised enables businesses to identify new, emerging or endemic issues 
early on, as well as to assess the effectiveness of existing mitigation actions and take 
additional steps if necessary, thus directly feeding into broader human rights due diligence 
processes.  
 
Grievance mechanisms at workplace level may take one or more of a number of forms, 
these can include: 
 

• Structured mechanisms where supply chain workers lodge grievances and these are dealt 
with through defined procedures by management 

• Complaints to joint committees constituted between supply chain workers and 
management 

• Complaint boxes or external hotlines set up by the respective brand/business producing at 
the production location 

 
Scotch & Soda Labour Principles Sheet 
To ensure the ethical principles from the Ethical Code of Conduct are adopted, respected 
and practiced by all production locations, we require all Tier 1 locations to hang the Scotch 
& Soda Labour Principles sheet at their sites, at a visible spot accessible to all supply chain 
workers.  
 
The Labour Principles sheet includes all social principles from the Ethical Code of Conduct. 
In case of a violation of the Ethical Code of Conduct, Scotch & Soda gives supply chain 
workers the opportunity to speak up, voice their concerns and access to remedy. The 
Labour Principles sheet allows workers in the factory to contact us directly and 
confidentially by email.  
 
FILING A COMPLAINT: THE PROCEDURE  
 
1. Submission 

• The complaint can be submitted in the complainant’s own language. 
• Complaints can be lodged via the email address mentioned on the Scotch & Soda 

Labour Principles sheet: letstalk@scotch-soda.com  
• Complainants shall include the name of the entity/workplace concerned in the email. 
• The complainant is encouraged to include their name and position. Scotch & Soda 

protects the identity of the complainant at all times and will never disclose the 
identity of the complainant. Anonymity will be protected at all times. 

 
2. Investigation 

• The time necessary to handle and resolve complaints may differ depending on the 
scale, complexity, and geographical origin of the complaint. Scotch & Soda is 
obliged to provide a personal confirmation of receipt of the complaint within three 
working days. 

https://www.ohchr.org/sites/default/files/documents/publications/guidingprinciplesbusinesshr_en.pdf
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• Scotch & Soda does not define a fixed timetable for the handling of complaints, but 
we are committed to do so in “the quickest possible time frame” depending on its 
urgency, within at least five working days. Investigation of the complaint may include 
stakeholder consultation, involvement of a third party to ensure that “the process 
produces information that enables a fully-informed discussion of the complaint”, as 
well as striving for “the process and information-gathering methodology to be 
transparent and credible. 

• Scotch & Soda will consult factory management to assure fair hearing. 
 

3. Remediation 
• A plan of remediation of the complaint will be created with involvement of the – if 

present – worker committee, worker representative(s), factory management, the 
Scotch & Soda supporting production office(s) and the nominated Scotch & Soda 
Social Sustainability Specialist. 

• The timeframe of implementation will be agreed between the above-mentioned 
parties and desired and possible outcomes will be identified: 

- Remedial actions: aimed at fixing, alleviating or reversing a negative impact 
suffered by individual supply chain workers, such as, for example, financial 
compensation, back-payment or reinstatement. 

- Systematic actions: aimed at improving overall conditions and preventing the 
same or similar impacts from reoccurring, such as training for managers and 
supervisors or enhanced management systems. 

 
4. Communication 

• Scotch & Soda is obliged to update the complainant about the investigation, 
remediation and outcomes of a follow-up.  

 
5. Follow-up 

• After a period of three months – after remediation of the complaint – Scotch & Soda 
(either the nominated Social Responsibility Specialist or the nominated Scotch & 
Soda supporting production office) will consult the complainant in order to measure 
if the circumstances have been improved and if the complaint has been resolved 

• If the complaint hasn’t been resolved, Scotch & Soda will engage with factory 
management to understand where improvement is required 

• In case remediation can’t be executed between factory management and Scotch & 
Soda, a third party will be consulted 

• If all steps of action still result into failure, the specific production location can expect 
concrete measures against its business 

• Scotch & Soda intends to consult all relevant stakeholders: supervisors, supply 
chain worker representatives, factory managements, NGOs, Trade Unions and so on, 
in a timely manner.  



  

  30 

SCOTCH & SODA COMMITMENT 
• Scotch & Soda is committed to follow and execute the above disciplinary procedure. 
• Scotch & Soda will support the employer – business partner – in any way possible, after 

mutual understanding and consultation. 
 

COMMITMENT OF THE EMPLOYER  
• The employer is required to implement an operational workplace grievance mechanism 

based on above description 
• The employer shall ensure the grievance procedure is available in the respective 

language(s) 
• The employer is obliged to hang the Scotch & Soda Labour Principles sheet inside the 

workplace at an accessible position: at the entrance of all its sites, accessible to all 
supply chain workers entering the sites but out of view of management 

• The employer shall actively support, create awareness and understanding on the 
existing and available grievance mechanism(s) through trainings 

• The employer shall ensure a safe and protected environment to all supply chain workers 
where access to remedy is guaranteed 

• The employer shall consult Scotch & Soda in case of questions or concerns on any of 
the items stated in this policy and complaint procedure. 
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INTRODUCTION 
The employer shall not assign and outsource any Scotch & Soda production to any third 
party – or so-called subcontractor – without prior written authorisation of the nominated 
support Scotch & Soda production offices. The use of subcontractors without the 
knowledge or permission of Scotch & Soda are so called unauthorised subcontractors. 
Unauthorised subcontractors are not allowed because of the potential risk regarding lack 
of documentation, the risk of labour principles and human rights violations. 
 
The employer – business partners, suppliers, factories and subcontractors – shall always be 
transparent and share with Scotch & Soda all production location information, including all 
subcontractors, prior to production taking place [Tier 1 until Tier 4].  
 
COMMITMENT OF THE EMPLOYER 
We request all employers – business partners, suppliers, factories and subcontractors – to 
be transparent and share all relevant and required information*: 
• Factory name  
• Factory address  
• Factory manager name and contact details  
• Type of facility  
• Type of product  
• Number of production lines 
• Production capacity per month  
• Certification membership 19 
• Number of workers (female-male) 
• Number of administrative staff (female-male) 
• Number of migrant workers (female-male) 
• Number of permanent workers (female-male) 
• Number of supervisor(s) (female–male) 
• Contact supervisor(s) (name, email, phone) 
• Number of worker representatives (female-male) 
• Contact worker representatives (name, email, phone) 
• Number of worker committee members (female-male) 
• Contact worker committee members (name, email, phone) 
• Other committee type20 
• Number of other committee members (female-male)  
• Contact other committee members (name, email, phone) 
• Number of workers trade union membership (female-male) 
• Contact workers trade union membership (name, email, phone) 
 
  

 
19 Social certification and audit standards that are approved by Scotch & Soda which are amfori BSCI, SMETA-Sedex, GOTS, 
GRS, SA8000 and SLCP. 
20 Other committees such as Health & Safety, Gender, e.g. 
*These requirements are under continuous review and can be expanded at any time 
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Additional data 
The employer is encouraged to not only collect the above data but also widen the scope on 
collecting more in-depth knowledge on specific gender-related issues. The below data 
categories are not mandatory but recommended to obtain: 
 
Supply Chain worker perceptions and behaviours 
• Number of supply chain workers who are aware of the existence of worker committees 

and trade unions (female-male) 
• Number of supply chain workers who say they are comfortable raising 

grievances/complaints (female-male) 
• Number of supply chain workers who consider their voices heard and feel their 

opinions/concerns are taken into account by management (female-male) 
• Number of supply chain workers who consider that they have the right abilities and skills 

to progress within the factory (female-male) 
• Number of supply chain workers who consider that women in the factory are able to 

occupy leadership roles (female-male) 
 

Supply Chain worker outcomes 
• Number of promoted supply chain workers per calendar year (female-male) 
• Number of supply chain workers enrolled in professional training and development 

(female-male) 
 
Social norms 
• Number of supply chain workers who consider that they should have an equal role to 

play in community decisions making (female-male) 
 
Terms & Conditions: 
• By providing the transparency information, the business partner declares this 

information will be publicly available on the Scotch & Soda website and Open Apparel 
Registry 

• Through the Ethical Code of Conduct, the business partner gives consent to Scotch & 
Soda to publicly share production location name including addresses. The Scotch & 
Soda supporting production offices: Hong Kong, EU and India are responsible for 
gathering and collecting all transparency data and register the transparency data in PLM 
prior to production start dates 

  

https://www.scotch-soda.com/nl/en/discover-sustainable-ethical-supply-chains.html
https://openapparel.org/?contributors=3273
https://openapparel.org/?contributors=3273
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INTRODUCTION 
According to ILO Convention 135, the term ‘supply chain workers' representatives’ means 
persons who are recognised as such under national law or practice, whether they are: 
 
• trade union representatives, namely, representatives designated or elected by trade 

unions or by members of such unions 
• elected representatives, namely, representatives who are freely elected by the supply 

chain workers of the undertaking in accordance with provisions of national laws or 
regulations or of collective agreements and whose functions do not include activities 
which are recognised as the exclusive prerogative of trade unions in the country 
concerned21 

 
REQUIREMENTS OF THE EMPLOYER 
• There is at minimum one supply chain worker representative for every 50 supply chain 

workers at each production location. For example, at a production location of 120  
workers, there shall be at least 3 worker representatives. 

• If the production location is smaller than 50 supply chain workers, there shall be at least 
one worker representative. 

• The number of worker representatives and gender composition should reflect the 
facility’s workforce, both in terms of size and gender ratio, to ensure gender 
representation and equality. For example, at a production location of 120 supply chain 
workers – where the workforce is made up of 3/4 female workers – there shall be at least 
2 female worker representatives. 

• The worker representative(s) cannot be a supervisor, manager or board member within 
the employer. 

• The worker representative(s) shall be registered with name and email address, which 
shall be shared with Scotch & Soda. 

• Supply chain workers shall have the right to form and join representative organisations 
of their own choosing in the workplace to demand their rights.  

• Supply chain workers shall have the right to join trade unions without fear of 
discrimination. 

• The employer shall recognise the union as the representative of its employees, and to 
have this union negotiate the terms and conditions of the employment of supply chain 
workers on their behalf. 

• The worker representative(s) should be democratically elected – every three years – by 
the supply chain workers, unless the nominated worker representative(s) ends his/her 
working contract before this date, then the election shall take place sooner. 

• The worker representative(s) shall be present and participate in the closure meeting of 
any type of social audit. 

• Worker representatives must hold a meeting every 3 months, together with factory 
management, in order to strengthen and support the social dialogue. Meeting notes 
must be available upon request and shared with Scotch & Soda. 

• The employer shall support early dispute resolution, grievance mechanisms and 
remediation action plans agreed with freely elected worker representative(s). 

 
The above requirements are basic requirements, and we ask the employer to consult 
Scotch & Soda in regard to any requirements that are not covered in this principle, so we 
can discuss and agree on them. 
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