	
	
	



Case scenarios from FSC certified companies – Discrimination
Below is a compilation of cases and instances where organization’s practices may be discriminatory. These were identified during various audits at FSC certified organizations. 

	Case 1: Discrimination in Company Policy

During an audit, it was confirmed that the contractor has a policy not to hire employees younger than 18 years old. During interviews with HR and management, it was mentioned that this policy was to avoid the administrative complications when hiring employees younger than 18 years old. 

The minimum working age in the country where the CH is situated is 15 years.
 




	Case 2: Discrimination in Recruitment

During an audit, some job announcements were reviewed and the following was found: 
· Job postings for the ‘Office work’, ‘Sales’, ‘Quality check’, ‘Operator’, specified the required age range of the applicants as 25 – 40 years;
· Job posting for ‘Abrasive handling’ specified the required age range of the applicants as 30-50 years and required gender as male. 





	Case 3: Age Discrimination

The CH posts recruitment announcements on the local human resources webpage. These announcements indicate the age ranges for each of the recruitment positions. For example, 18-50 years, 18-45 years and even 18-36 years (for sales department staff). 

The CH management representatives confirmed that according to their internal recruitment policy, the age of the new employees is normally limited to 50 years old. They also believe that persons younger than 50 are more skillful and motivated to work.








	Case 4: Discrimination & Strike Action

At the time of the audit, the CH’s workers had just returned from 3 months of strike action. The strike action was initiated based on many issues regarding working conditions, as documented in the strike memo.

For example:

a) Discriminatory, racist and xenophobic attitude from foreign workers towards local workers;
b) Non-payment of about 140 hours of overtime to workers, corresponding to 28 Saturdays that were worked and unpaid;
c) Unequal treatment of staff (Discrimination); 
d) Non-provision of PPEs when needed; 
e) CH has not been paying all due Social Security Payments (e.g. Pension) contributions to the state, as required by law.






	Case 5: Discrimination & Forced and Compulsory Labour
During interviews with workers, the following aspects were identified. 
a) Workers do mandatory overtime, from 4pm – 6pm every day and if anyone leaves to go home, they are sanctioned, through e.g. lower salary. The auditor saw many sanctions at the HR office for persons who did not want to work till 6pm. Therefore, workers are forced to do overtime

b) Workers indicated that there is quite some discrimination and ill-treatment of local workers by foreign workers. Local workers are often not allowed to freely move around the factory or take toilet breaks, and are being threatened by foreign supervisors. 

c) Workers also confirmed that sometimes foreign supervisors sexually harass female workers through actions such as “touching them in inappropriate places” and calling them inappropriate names.







	Case 6: Discrimination & Training

During an audit in a sawmill, the following aspects were identified:
 
· All “qualified/skilled” jobs (work at machines) were done by male workers and all female workers (excluding office staff) were considered as “unqualified/unskilled” with lower wages. 
· This was confirmed by female workers during worker interviews, with all “skilled” workers found to be male and lack of promotion opportunities for women, although the required “skill” level can only be achieved through on-the-job training.

· It was confirmed that the workers consultation committee (WCC), which is to represent the workers’ interests, is male-focused and does not represent female worker interests.
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