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ACRONYM

ACERU
-
Association of Concerned Employees for Responsible Unionism 

ALU

-
Associated Labor Unions

AMAPO
-
Alyansang Manggagawa at Pilipinong Organisado
APSOTEU
-
Association of Professionals, Supervisory, and 
                                     Technical Employees Union
AWOL

-
absent without official leave

BEPZ

-
Bataan Export Processing Zone

CBA

-
Collective Bargaining Agreement

CEPZ

-
Cavite Export Processing Zone

CFW

-
Confederation of Filipino Workers

DoLE

-
Department of Labor and Employment

EPZ

-
Export Processing Zone

FFW

-
Federation of Free Workers

IE

-
industrial estate

ILO

-
International Labour Organization

INK

-
Iglesia ni Kristo

ISO

-
International Standard Organization

IT

-
Information Technology

ITGLWF
-
International Textile, Garments and Leather Workers’ 
                                    Federation

ITH

-
income tax holiday

KILUSAN
-
Kilusan ng Manggagawang Pilipino

KMU

-
Kilusang Mayo Uno

LMC

-
Labor-Management Committee

NOS

-
Notice of Strike

OHSAS
-
Occupational Health and Safety Assessment Series
PCE

-
Petition for Certification Election

PEZA

-
Philippine Economic Zone Authority

PTGWO
-
Philippine Transport and General Workers’ 
                                     Organization

SA 8000
-
Social Accountability 8000

SSS

-
Social Security System

TUCP

-
Trade Union Congress of the Philippines

US

-
United States (of America)

UTI

-
urinary tract infection

WAC

-
Workers’ Alliance of Cavite
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Introduction 

Women make up the majority of the workers in the Export Processing Zones (EPZs). It  is estimated that nearly 90 percent are engaged in the EPZs.  In many of the developing countries, the number of EPZs are increasing. In order to attract investments, many concessions were given to investors like exclusion from labor legislations, curbing trade union freedom, restrictions on trade union rights. A new report prepared for the ILO Governing Body and its Committee on Employment and Social Policy suggests that very little has changed since the ILO looked into the situation in the EPZs in 1998. A range of ILO sources point to very similar issues arising today in relation to respect for ILO Declaration on Fundamental Principles and Rights at Work and the core labor standards in EPZs. In many countries, EPZs are restricted areas where trade unionists are not allowed, thus making it difficult to organize and form trade unions, and to protect the interests of these workers, freedom of association and the right to collective bargaining.

Export processing zones, sometimes called “free trade zones”, is one of the key elements of an outward-looking, export-led economy. The government treats them as special economic zones and maintains them with a package of attractive business incentives aimed at enticing foreign investments. What are usually common to investors’ motivation –  and host governments’ propensity to offer –  are cheap labor, weak regulations and law enforcement, and the protection against unionization of zone workers. Alongside, employment of young women workers are often preferred them being “naturally patient” and possessing relatively good manual dexterity compared to male workers. It is one of the main reasons why women comprise the great majority of workers in the EPZs. 

However, employment for women in the zones is not all good fortune.  Aside from express restrictions on unionization within the zone, there are reports of pervading violations of labor standards, health and safety provisions, and low wage and benefits.  The free exercise of their legal rights to seek redress for grievances and to collectively bargain for better working conditions are often curtailed. 

Experience would show that in empowering company-based EPZ women workers for better living and working conditions, there is no substitute to organizing them into trade unions. Trade unions have demonstrated its capabilities to advance workers’ interests, promote industrial peace and equity, and ensure recognition and protection of workers’ rights and dignity.  For the workers, trade union organizing itself is both a strategy and an end.  The struggle for recognition, respect, and just treatment at work is an expression of the human person in every worker and an embodiment of the aspirations of the human spirit.  While seeking affirmation of their dignity, individual workers learn to organize themselves and discover real answers in the collective. 

I. About the Philippine Export Processing Zones 

Types of Economic Zones According to Republic Act 7196 and 8748

“Industrial Estate (IE)” refers to a tract of land subdivided and developed according to a comprehensive plan under a unified continuous management and with provisions for basic infrastructure and utilities, with or without pre-built standard factory buildings and community facilities for the use of a community of industries.
“Export Processing Zone (EPZ)” refers to a specialized industrial estate located physically and/or administratively outside the customs territory and predominantly oriented to export production. Enterprises located in export processing zones are allowed to import capital equipment and raw materials free from duties, taxes and other import restrictions.

“Free Trade Zone” refers to an isolated policed area adjacent to a port of entry (such as a seaport) and/or airport where imported goods may be unloaded for immediate transshipment or stored, repacked, sorted, mixed, or otherwise manipulated. However, movement of these imported goods from the free-trade area to a non-free trade area in the country shall be subject to customs and internal revenue rules and regulations.
“Tourist/Recreational Center” refers to an area within the ECOZONE where tourist accommodation facilities such as hotels, apartelles, tourist inns, pension houses, resorts, sports and/or recreational facilities are provided to render tourism services for both local and foreign tourists, travelers and investors in accordance with the guidelines issued by the PEZA.

“Agro-Industrial Economic Zone” refers to a large and suitable tract of land subdivided and developed in accordance with a comprehensive plan, with provision for basic infrastructures and utilities designed to host primarily agricultural and or natural resource-based processing activities which are export-oriented. Accordingly, the industry mix of an agro-industrial ecozone should be influenced mainly by the agricultural and natural resources abundant in their surrounding areas.
“Information Technology (IT) Park” refers to an area developed or which has the potential to be developed into a complex capable of providing the necessary infrastructure support facilities and amenities to the IT industry in order to promote the development and export of IT software products and services and other IT related activities.
"Investments, Commercial, Banking & Financial Centers".

Investment Incentives For Ecozone Developers / Operators
· Income Tax Holiday; 

· Incentives under the Build-Operate-Transfer Law, which includes government support for accessing Official Development Assistance and other sources of financing; 

· Provision of vital off-site infrastructure facilities; 

· Option to pay a special 5% Gross Income Tax, in lieu of all national and local taxes; 

· Permanent resident status for foreign investors and immediate family members; 

· Employment of foreign nationals; 

Assistance in the promotion of economic zones to local and foreign locator enterprises;

Incentives For Ecozone And It Locators
· Income Tax Holiday (ITH) or Exemption from Corporate Income Tax for four years, extendable to a maximum of eight years; After the ITH period, the option to pay a special 5% Tax on Gross Income, in lieu of all national and local taxes; 

· Exemption from duties and taxes on imported capital equipment, spare parts, supplies, raw materials. Also breeding stocks and/or genetic materials or the equivalent tax credit on these items, when sourced locally; 

· Domestic sales allowance equivalent to 30% of total sales; 

· Exemption from wharfage dues and export taxes, imposts and fees; 

· Permanent resident status for foreign investors and imediate family members; 

· Employment of foreign nationals; 

· Simplified import and export procedures; 


Other incentives under Executive Order 226 (Omnibus Investment Code of 1987), as may be determined by the PEZA Board.





Figure 1. Economic Zone Employment, (Source: PEZA, September 2003)

II. CASE STUDIES
A. Bataan Export Processing Zone / Bataan Economic Zone
PROFILE

Location





:

Mariveles, Bataan

Distance from Manila



:

160 kms.



Travel time

By Land

:

2 ½ hours






By air


:

25 mins.






By sea


:

55 mins.

Total land area




:

1,742.4806 hectares

Developed area




:

480.747 hectares



Net industrial area



:

166.347 hectares



Roads, rights of way/open area

:

148.4 hectares



Housing/community area


:

  66.0 hectares



Other establishments



:

100.0 hectares

Undeveloped area




:

881.6060 hectares



Net industrial area



:

250.9200 hectares



Roads, rights of way/open area

:

329.4540 hectares



Housing/community area


:

157.3300 hectares



Other establishments



:

  43.9020 hectares

Employment: 
	Year
	Employment

	1992
	15,374

	1993
	15,419

	1994
	16,711

	1995
	19,426

	1996
	21,804

	1997
	23,862

	1998
	22,249

	1999
	20,805

	2000
	20,193

	2001
	19,600

	2002
	18,503

	             2003(1st half)
	20,179


Employment by Gender (2002):
	Gender
	No. of workers

	Male
	14,527

	Female
	13,579

	TOTAL:
	18,106


Salaries and wages:

	Year
	Amount (PhP)

	1992
	505,683,575.54

	1993
	725,262,519.64

	1994
	898,925,069.55

	1995
	1,074,216,828.56

	1996
	1,339,821,030.76

	1997
	1,600478.708.94

	1998
	1,700,158,650.56

	1999
	1,460,160,869.63

	2000
	1,635,784,773.19

	2001
	1,745,076,283.90

	2002
	1,777,992,695.33

	                2003(1st half)
	164,624,900.58


Exports:

	Year
	Amount (US $)

	1992
	125,549,844.91

	1993
	139,068,959.15

	1994
	181,564,446.80

	1995
	254,341,093.85

	1996
	343,613,729.87

	1997
	396,115,935.17

	1998
	396,943,579.00

	1999
	434,612,255.24

	2000
	674,630,126.02

	2001
	560,251,575.30

	2002
	522,666,217.41

	                2003(1st half)
	138,211,782.39


Ecozone Locators by Industry:

Wearing Apparels, Garments, and Textile

:
46%

Bags and Rubber Products



:
16%

Electronics





:
 2%

Other products





:
36%

Ecozone Locators by Nationality:

Korean

:
24.0%

Taiwanese

:
24.0%

Filipino

:
18.0%

Japanese

:
14.0%

American

:
10.0%

Bahrainese

:
  2.0%

British/Australian
:
  4.0%

French

:
  2.0%

Registered Firms

	Year
	No. of Registered Firms

	1994
	55

	1995
	61

	1996
	64

	1997
	76

	1998
	79

	1999
	61

	2000
	66

	2001
	54

	2002
	53


Companies with Existing Collective Bargaining Agreement
1. MITSUMI Philippines, Inc.

2. KYUNG KEE Philippines

3. Edison

4. DUNLOP Slazenger Philippines, Inc.
5. Essilor Manufacturing Philippines, Inc.

6. Filpak Industries, Inc.

7. Supreme Packaging, Inc.

8. Bahrain Fiberglass Int’l. Philippines, Inc.
9. Universal Weaver Corporation

Companies with Independent Union
1. Needles Corporation

2. NEDTEX Corporation

3. MIKUNI International

4. Dong – In Entech K1, Inc.
5. Le’ Christine

6. MICO

7. Diversified Plastic

Companies with Labor-Management Council (LMC)

1. Paramount

2. Chua Chiang

3. SS Ventures

4. Phil.-Korea

1. Universal Weavers Corporation Worker’s Association – CFW

Company Profile: Universal Weavers Corporation
Workforce

: 
Total:
380
Male: 120
Female: 260
Established

: 
December 1995
Business activity
: 
Textile manufacturing
Product line

:  
Flat sheets and blankets, pillow cases, isolation 




gowns, bed sheets 
Product Market
: 
Local (Manila), Export (U.S.A.)
Major client/buyer
: 
Medline, Baltic, Medtecs
Adopts own corporate Code of Conduct

Union profile:


Nature


: 
Rank-and-file union

Members

:
Total:
271


Affiliation

: 
CFW



Officers by gender
: 
Male:
9
Female: 2
CBA duration

: 
2000 - 2005
Universal Weavers Corporation is a textile manufacturing company established on December 1995.  It produces blankets, isolation gowns, bed sheets, pillow cases, and flat sheets for local and export markets.  Its product labels include Medline, Medtecs and Baltic.  It employs 380 workers, 260 of which are women.  In the wave of radical union organizing at the Bataan Export Processing Zone in the early 80’s, an independent rank-and-file union was organized under shady circumstances and amidst growing workers’ clamor for improvement in pay and working conditions.  It was common knowledge among the workers that the management was behind the formation of the union purposely to bar the entry of radical labor groups in the company.  

One of the major problems of the workers was the management’s decision to change the output quota that led to the elimination of their productivity incentives.  Rules on output were very stringent - an employee is given a warning the first time he or she fails to reach the quota.  Second offense would mean suspension.

Workers also complain of poor toilet facilities.  Male and female workers use common restrooms.  Urinary track infection is a common illness among workers.  There is no infirmary for ill workers and the medical clinic personnel only shares space with the administration office.  

In one occasion, some 80 women workers staged a mass work stoppage for one work shift to protest the undue delays in the payment of their salaries.  The mass action effectively compelled management to address the problem immediately.  

There was also one controversial issue involving sexual harassment complaint by a female contractual worker against a male regular employee.  Workers were very disappointed to learn that the management did not act on the complaint but simply dismissed the complainant-worker when her job contract expired.

Unhappy with the kind of unionism they have had, active women unionists spearheaded a move to affiliate their union with the Confederation of Free Workers – an affiliate of the International Textile Garments and Leather Workers Federation (ITGLWF).  It has to be noted that while all union officials were men, women workers were most active in person to person campaign for affiliation.  Some made house to house visits to solicit endorsement for affiliation from co-workers.  Others were more daring and openly campaigned for support signatures near the main gate of the company.  In less than one week, the group successfully obtained the majority support of the workers.

This development caught management by surprise and placed them in quandary about how to tackle the situation.  Faced with uncertainty, management discreetly disseminated threat of company closure to dissuade workers from affiliating with CFW.  The union, with the help of their federation, responded by educating their members on their legal rights and by giving legal assistance to one illegally terminated member and one charged with absence without official leave (AWOL).  The union also questioned in court the validity of management adjustment of the production quota.  The delivery of these basic union programs and services effectively improved workers’ confidence in the union and strengthened workers unity and support.

Curiously, while women workers represent the majority in the workforce and are active in the undertakings of the union – they would seem to prefer an informal and supportive role in union affairs.  During the elections of local union officers, none of the active women unionists ran for any elective position in union leadership.  Conversely, many union shop stewards are women.

Recently, the union has formed a women’s committee and is planning to step up the implementation of its program on gender equality and equity in trade union organization with the assistance of its federation and the ITGLWF.

2. CFW - Supreme Packaging, Inc. Chapter
Company Profile:
Supreme Packaging, Inc.
Workforce

: 
Total:
133
Male: 15
Female: 118
Established

: 
1979
Business activity
: 
Carton manufacturing
Product Market
: 
domestic
Union profile:


Nature


: 
Supervisory union
Date established
: 
1983

Members

:
Total:
22
Male:
7
Female: 15

Affiliation

: 
CFW

Officers by gender
: 
Male:
6
Female: 5
CBA duration

: 
1998 – 2003
The Labor Code of the Philippines providing for the basic framework promotes the establishment of Labor-Management Council (LMC) at shop-floor level. The noble intention of the law supposedly allows participation by the workers in policy and decision-making within the Company, in most cases up to the middle management level of decision-making.

The LMC may exist outside of the context of trade unionism. It is this independent framework of the law that the implementation of the LMC is used to curb the organization of unions.

In the experience of CFW – Supreme Packaging, Inc. Chapter, the Company organized the LMC ironically to curb the organization of union. The management has the influence on the workers representatives to the LMC. They justify the non-organization of union with the supposed opportunity to participate in the governance of the Company. 

Despite the LMC, however, the workers are receiving low wages. It has not been effective, lacking the guarantee to enter into a binding collective bargaining agreement, in uplifting the economic conditions of the workers. The supervisory and monthly paid employees complain of the lack of substantial distinction or gap between the salary rates of monthly and daily-paid employees. They are not assured of separation or retirement benefits regardless of the length of service in the Company. 

The LMC existed for two years. Only after then, did the supervisory employees start organizing the union.

The Company manufactures corrugated cartons. It was established in 1979 and is currently employing 133 workers. 118 of which are women. The Supervisory Union under the ITGLWF-affiliated federation, the Confederation of Free Workers, is composed of 22 supervisors, 15 of which are women.

While no specific women issues have been advocated in the organization of the Union, the role of the women leaders were vital in ensuring constant communications and support from the existing rank-and-file workers’ union.  They provided the necessary specific details in planning and in the preparation of documents in the process of organizing and registering the union.

The women leaders boasted the union organizing strategy of projecting itself as a responsible union in contrast with the militant radical unions predominant in the economic zone then. They also prominently figured in most of the small group meetings.

The organization of the Union was not welcomed by management. They threatened the workers of company closure should the supervisory workers become successful in their organizing. 

The law does not allow the organization of union jointly composed of supervisory and rank-and-file workers. Employers fear of sabotage should the two groups of workers join together. For the same reason, the management of the Supreme Packaging, Inc. was vehemently against the organization of the supervisory union.

Despite management threats, the supervisory employees were able to successfully organize the union.  

The organization of the supervisory union allowed clarification of job descriptions as well as established the salary structure of the Company. Despite the previous threats of closure, the company remains operational and labor –management relations fairly harmonious.

The partners even collaborated in the clean and green project in the company and within the zone. Wages and benefits have improved.

The LMC remains functional but this time, the union automatically represents the workers in its meetings and activities. 

Employment-related issues continue to threaten the seemingly fragile relations though. The work-process requires a lot more from the workers. Consolidation of job tends to result to work overload and increases stress. Positions previously occupied by regular employees are farmed out to contractual workers. Currently pending before arbitration is the issue of whether or not the employees may be entitled to length of service bonus. 

3. CFW – Filpak Industries, Inc. Chapter
Company Profile: 
Filpak Industries, Inc.
Workforce

: 
Total:
72
Male:
39
Female: 33
Date established
: 
1978
Business activity
: 
 Manufacture of plastic bags
Product Market
: 
New York, Chicago (USA)
Union profile:


Nature


: 
Rank-and-file union
Date established
: 
1980

Members

:
Total:
62
Male: 37
Female: 25

Affiliation

: 
CFW



Officers by gender
: 
Male:
9
Female: 3
CBA duration

: 
June 1, 2001 – May 30, 2006
Working beyond eight hours could have been reason for the workers to be happy anticipating higher income for additional overtime and premium pay. Yet, for the workers of Filpak Industries, Inc., the implementation of long work hours was one of the dominant factors that led to the unionization of the Company. They felt that the Company is already imposing “forced” overtime depriving them of productive hours that could be spent for the family and for themselves.

The long work hours is further aggravated by the fact that the Company then imposes very strict rules and regulations particularly in the areas of attendance, punctuality, work performance and employee discipline. 

Composed mainly of women workers at 118 and only 15 male employees, Filpak manufactures plastic bags exported to the US and distributed locally. It was established in 1978. 

In the course of the organization of the Union, the management suspended and even terminated its leaders. The strict company rules and regulations were imposed and taken against the officers of the union to dissuade other employees from supporting the initiative.

The union officers, with the support of the organizers and leaders of the Federation brought the issues before the management through grievance conferences. The successful handling of these issues contributed to increasing the morale of the workers. It further boosted worker support for the organization of the Union.

Currently, the management recognizes the Union as the sole and exclusive bargaining representative of all regular rank and file employees of the Company. It has concluded Collective Bargaining Agreement with the Union which includes among other things the following benefits:

· Perfect attendance award

· Uniform

· Annual excursion

· Dormitory allowance

· Rice allowance

· Sports activities

· Paid leaves in cases of accidents, emergency, wedding and birthday over and above the 16 days vacation leave and 16 days sick leave per year.

The jointly monitors and enforces a more relaxed Company Rules and Regulations. With regular communication and coordination between the Union and the management, they are able to maintain a balance between the requirement of the business manifested in the setting of quota and the implementation of work hours and the requirements of the workers for rest and leisure.

4. CFW- Essilor Manufacturing Philippines, Inc. Chapter 
Company Profile:

Workforce

: 
Total:
 829 
Male: 166
Female:663

Established

: 
1975

Business activity
: 
manufacture of protective corrective lenses 

Product label

:  
Essilor

Product Market
: 
export to USA (Essilor of America), 

France, Thailand

Certification

: 
ISO 9002 (certified 1999), working towards 

ISO 14001 and OHSAS (pre-assessment stage) certification

With International Framework Agreement 

Adopts supplier’s Code of Conduct

Union profile:


Nature


: 
Rank-and-file union

Organized

: 
1979


Registered

: 
1980


Members

:
 Total: 789
Male:
39
Female: 33


Affiliation

: 
CFW



Officers by gender
: 
Male: 9
Female: 3


First President was a woman; women leaders were a majority

President is a member of LUPA

At a time when there is relatively high unionization in the Bataan Export Pocessing Zone, in 1979, the workers of the Essilor Manufacturing Philippines started organizing themselves. The demands for job security, higher wages and benefits and better working conditions were advocated by workers and were usually the factors contributing to the organization of the Union in BEPZ.

The Company is a manufacturer of protective corrective lenses. Established in 1975, its product Essilor is exported to the US (Essilor of America), France and Thailand. It has been ISO 9002 certified in 1999 and is working for 14001 and OHSAS (pre-assessment stage) certification. Essilor also adopts the suppliers’ Code of Conduct and is committed to an International Framework Agreement (unverified claim by management personnel).

Of the 829 employees, 663 are female. When the Union first organized, the challenge has been taken by a woman president. She excelled above the union’s very first core group which was composed of even a higher number of males at 35 compared to only 20 female. She led the union with its initial membership of 70 females and 50 males, winning the recognition of the Company as exclusive bargaining representative of all rank and file employees.

The women union leaders have been very effective particularly in the house to house campaigns and in targeting employee-couples. They were also prominently effective in labor education and providing para-legal assistance with the support of the Federation. 

With the more than 20 years of trade union experience, the women leaders have proven themselves to be highly effective in handling grievances, in negotiating with management and in facilitating membership recruitment. 

Though women issues were not specifically bannered in the organization of the union, recent conscientization initiatives allowed them to advocate for a company program on reproductive health, defining programs and policies on gender equality, equity and protection. They were also able to pursue a sexual harassment case against a superior of the Company though it was barely won with resulting penalty of only demotion in rank for the aggressor.

The challenges for the union continue.  They have gained better wages and benefits through the CBA, but will still have to work for the improvement of occupational safety and health conditions as workers continue to be exposed in what can be considered a hazardous workplace. Jointly with the management, they will have to address the causes of high absenteeism rate – this could very well be related with the OSH conditions or the work monotony or stress.

5. CFW- Dunlop Slazenger Philippines, Inc. Chapter
Company Profile:

Workforce

: 
Total = 492
Male: 350 +
Female: + 150 

Established

: 
June 1978

Business activity
: 
manufacture of tennis balls 

Product label

: 
Dunlop Slazenger

Product Market
: 
local and export 

Certification

: 
ISO 

With International Framework Agreement 

Adopts voluntary Corporate Code of Conduct, Buyer’s Code of Conduct and        Supplier’s Code of Conduct

Union profile:


Nature



: 
Rank-and-file union


Affiliation


: 
CFW



Members by gender

: 
Total: 301
Male: 187
Female: 114

Union leadership by gender
:
Male: 9
Female: 2

CBA duration


: 
2000 -2004

President is current chair of LUPA

The subject company is a famous manufacturer of tennis balls established in 1978 and marketing both locally and abroad. Dunlop Slazenger Philippines employs 492 employees about 150 of whom are women. It is certified by the ISO and conforms to International Framework Agreement, adopts voluntary Code of Conduct, Buyers’ and Suppliers’ Codes of Conduct.

Over the years, the number of women workers is constantly decreasing. There is seemingly Company preference in hiring and promotion of male over female workers due to the inherent likelihood of work disruption due to pregnancy.

In the context, the Union, with the support of the ITGLWF conducted a series of gender sensitivity trainings and study circle sessions on women issues that resulted in the organization of women’s committee within the union structure.

The union and the women’s committee still have to contend with various issues and challenges. Women and men workers have to be sensitized on the issues of women. Strategies for improving attendance to seminars and other union and women activities will have to be defined and implemented. Financing union and women committee programs has to be addressed.

6. Accessories Specialist, Incorporated 

Company Profile:

Workforce


: 
Total:  67
Male: 2
Female: 65 

Business activity

: 
assembly of textile and beaded glass 







handbags

Product label and market
: 
Lumy (Japan) and Proud Mary (Manila)

Adopts voluntary Corporate Code of Conduct

Profile of workers organization:


Nature



: 
Workers’ Enterprise (Partnership)

Date established

: 
1978

One (1) work shift per day operation

Accessories Specialist, Inc is a small workers’ enterprise with 67 workers, 65 of whom are women. It was established in 1978 operating only for one shift a day engaged in the assembly of textile and beaded glass handbags for Lumy (Japan) and Proud Mary (Manila).  It adopts own voluntary Code of Conduct.
The workers’ enterprise is currently losing to stiffer competition with the entry of cheaper imported product accessories particularly coming from China. Despite the business difficulties it is has been facing, it was still able to grant free personal life insurance, seniority pay, 15 days sick leave and 19 days vacation leave benefits to its workers.

B. CAVITE EXPORT PROCESSING ZONE 

CAVITE ECONOMIC ZONE PROFILE

	Location
	Rosario, Cavite

	Total Area
	278.51 hectares

	Developer/operator
	Philippine Economic Zone Authority (PEZA)

	Registered firms
	235 (August 2003)

	Estimated Employment
	+250,000,  70% female

	Organized firms
	39

	Employment
	68,000 (2/3 females)


	INVESTMENTS BY PRODUCT SECTOR

	64.3%
	Electronic parts and products

	13.8%
	Electrical machinery

	 7.4%
	Transport/car parts

	2.2%
	Precision and optical instruments

	 2.2%
	Rubber and plastic products

	1.3%
	Garments and textiles

	1.0%
	IT Services

	0.8%
	Chemical products

	6.8%
	Other manufactures


	INVESTMENTS BY NATIONALITY

	39.6%
	Japanese

	17.3%
	Filipino

	 13.0%
	American

	 8.4%
	Dutch

	 6.2%
	British

	5.4%
	Singaporean

	3.6%
	Korean

	2.2%
	German

	0.9%
	Taiwanese

	0.6%
	Malaysian

	2.3%
	Others


(Source: PEZA as cited in Trade Union World Briefing, August 2003)
1. JRA Philippines, Incorporated Employee’s Association – ALU
Company Profile:

Workforce

: 
Total:  632 
Male: 287
Female: 346

Established

: 
February 1991

Business activity
: 
garments manufacturing 

Product label

:  
Jordache, Gasoline U.S. Polo

Product Market
: 
Walmart

Major client/buyer
: 
Jordache (NY)

Adopts own corporate Code of Conduct

Union profile:


Nature


: 
Rank-and-file union

Registered

: 
October 16, 2001, Reg. Cert. No. 137 - LAO


Members

: 
Total: 789
Male:
39
Female: 33


Affiliation

: 
ALU



Officers by gender
: 
Male: 5
Female: 3

CBA duration: 2002 -2006
JRA Philippines, Incorporated is a garment producer employing 632 workers. 346 of which are female.  It has been in operation since February 1991.  It produces and exports pants bearing the labels of Jordache, Gasoline and US Polo supplying primarily to Walmart in the US.  Sources say the company has its own Code of Conduct. 

Workers were complaining of low wage which was below the legally prescribed daily minimum rate and of poor workplace health and safety conditions.  Urinary track infection is common.  Next is diarrhea which the workers believe is caused by unsafe drinking water inside the company.  Toilet facilities were not properly maintained.  Furthermore, canteen space are too cramped for present number of workers at a given work shift. 

During the early years of the company operations, casual employment were unduly extended.  In many cases, workers temporary employment extend for three before they are recognized as regular employee.   

The union was first organized as an independent union but was actually assisted by ALU.  Its representation was recognized by management and both parties have concluded their first collective agreement.  When the “freedom period” came, the union changed its registration from independent into a local of ALU.  The company refused to recognize the union fearing that the group may has been infiltrated by radical elements.  

Anticipating some resistance from the company, the union again registered as a workers’ association with the hope of allaying the unfounded fear of the management.  The union has the reasons to take this tack.  It was trying to project itself as an alternative workers’ organization and partner in industrial peace.  That’s why the union is now locked in horns in an intra-union dispute with the militant group belonging to the Workers’ Alliance of Cavite (WAC) which is also organizing another workers group in the company.

Nonetheless, the company resorted to legal maneuverings and dilatory tactics in order to delay the conduct of certification election.  The management also mobilized its personnel to engage in spreading warning of company closure in the event of union victory in the election.  There were also reports of management offering money and special favors to workers in exchange for their vote against the union.  The union countered this move by intensifying briefing with workers and distributing leaflets to quash probable demoralization among the ranks of union supporters.

Workers and labor organizers employed a combination of different tactics during organizing. They personally talked to each individual colleague, distributed leaflets, made house visits, facilitated legal assistance to workers with grievances and complaints, conducted labor education, offered medical service for workers and their families, and “imbedded” an organizer inside the firm as employee.

Compared to men workers, women are more active and effective in union recruitment drive.  They are good at identifying potential recruits and diligent in doing follow up operations. One of the most respected among unionists was Lorna, the union secretary.  Workers would naturally go to her whenever they have problems at work.  She would assist them in their grievances and attend hearings of their cases.  However, she quit her post in then union when she got married.

Despite the various challenges they encountered in organizing their union, workers cite concrete gains from their efforts. Workers say they feel they are now more secure in their job than before.  Management practice of prolonged extension of services of casuals/ contractuals ceased and deserving employees are now regularized. 

Moreover,  the company provided the union seed capital for the workers’ cooperative. The union and the management signed a collective bargaining agreement last July 2003 with retroactive effectivity to June 2003.

2. SD Philippines Workers’ Union – KILUSAN – TUCP
Company Profile:

Workforce


: 
Total: 523 
Male: 80
Female: 443

Established


: 
February 1993

Business activity

: 
garments (men’s apparel)

Product label


:  
Bro Heni, MODA International

Product Market

:
U.S.A., Canada

Major client/buyer

: 
JC Penny, Walmart

Union profile:


Nature



: 
Rank-and-file union

Registered


: 
May 2, 2001


Members


: 
Total: 357
Male:
25
Female: 332


Affiliation/linkages

: 
KILUSAN - TUCP


Officers by gender

: 
Male: 1
Female: 9


Pending certification election

Except for the inadequate rest room facilities at the workplace, workers generally do not complain much about their present wages and benefit which according to them are in substantial compliance with the requirement of law.  What they often criticize is the selective enforcement of personnel policies, rules, and regulations which they feel are  always tainted with favoritism.  

What actually driven the workers to unionize was the termination of one of their colleagues and the suspension of another which they think were unjustified.  This created an impression that this can also happen to anybody, anytime thus, the need to protect themselves through the union.  The union, with the help of the federation and the TUCP, extended legal services to the two employees whose cases are now pending with the labor court. 

The company is obviously opposed to unionization.  They did all what they can to delay the scheduling of election.  The petition is still pending since its filing two years ago.  While the election is being stalled, management is relentless in their effort to discourage workers from supporting the union by sowing the news of probable closure of the company in case the union wins in the election. 

In one instance, management tested the water by conducting a quick survey on the workers’ sentiment towards the union.  The survey showed that the overwhelming majority of the workers are supportive to the union.  A few days later, management personnel wore black armbands symbolic of their mourning over the result of the survey.  In response, all union members wore white armbands to signify the nobility of their purpose and intent.  Pending election, management is notably exercising self-restraint and no hostility has been observed recently.

3. Cavite Apparel Corporation Workers’ Union – PTGWO
Company Profile:

Workforce

: 
Total:
563
Male: 150
Female: 413

Established

: 
1993

Business activity
: 
garments manufacturing

Product label

:  
coats, pants (many labels)

Product Market
: 
export

Union profile:


Nature


: 
rank-and-file union, 

Registered

: 
August 2000


Members

: 
Total: +450
+Male: 150
Female: +300


Affiliation

: 
PTGWO and ITGLWF


Officers by gender
: 
Male: 5
Female: 4; Union president is female

Basic issues relating to working conditions and social protection convinced the workers of Cavite Apparel Corporation to organize themselves and seek recognition as exclusive bargaining agent for regular rank and file employees of the Company. The process though was not simple and the experiences provided conflicting realizations.

The Company manufactures coats and pants apparel for many different labels but primarily for a single buyer in the US. Of the total 563 workforce, majority at 413 are women. The Company was established in 1993.

The first union organizing attempt started in the early 2000. Potential core leaders and members of the Union were trained by the militant perceived to be left-leaning federation. But for still unknown reasons, the leaders of the union one by one resigned or were separated from their employment while the workers’ organization was in the process of organizing. Union organization did not push through.

One woman leader, a member of the core of the previous organizing attempt, stood up and led the new initiative to organize the Union. She sought the assistance of the Philippine Transport and General Workers Organization (PTGWO), an affiliate of the ITGLWF. House to house and person to person campaigns were undertaken. Basic trade union seminars were conducted. The management, probably realizing the inevitability of trade union organizing in the Company voluntarily recognized the union and certified it as the exclusive bargaining agent of the Company in 2002.

Under the leadership of the woman leader, with the assistance of the new Federation (PTGWO) the union was able to conclude its first collective bargaining agreement. Consistently, the union is trying to tackle the following problems, which were among the factors that led to the unionization of the Company:

· non-remittance or delayed payment of SSS premium; workers can’t avail loan

· forced leave

· forced overtime up to 7 hrs. daily

· canteen facilities/foods not available during night shift

· delayed payment of salaries

· other workers receiving wage below legal minimum rate

· no regular annual physical and medical examination

· company accredited hospital refusing to give free medical services to workers due to the failure of the company to update payment

Particularly during the first organizing attempt, the workers experienced management resistance. Dismissals/mass lay-offs allegedly due to lack of job orders though perceived to be untrue as management continued to hire contractual workers were implemented. In some instances, supervisory personnel upon orders of the management would confiscate union documents from unionists during the organizing campaign.

The organizing itself was made difficult as union officers assigned in different work shifts were having problems setting union meetings. They had staged work slowdowns on three different occasions on the issue of non-remittance of SSS premium.

Particular women issues were not primarily advocated in the organizing process. As it manages the affairs of the Union, the officers in a resolution convened the women committee. Programs such as pap smear and maternity check-up were implemented.

There remain a lot of problems with non-compliance and/or non-implementation of many of the CBA provisions, the increasing demand for productivity, the seemingly high production quota and the increasing rate of absenteeism and tardiness are top on the priority. With the perceived improvement in labor-management relations, the parties are optimistic that these issues would be resolved.

4. Keon Yang Philippines Workers’ Union – ALU – TUCP
Union profile:


Nature



: 
Rank and file

Registered


: 
October 23, 2001


Members


: 
Total: 62
Male: 17
Female: 45


Affiliation/linkages

: 
ALU, TUCP


Officers by gender

: 
Male:
7
Female: 6

Union President 

:
female

The Company is threatened by stiff global competition and it adopted anti-union stance in the midst of the organization of the union.

In the course of trade union organizing, the union woman-president and other officers were terminated from employment. The case of illegal dismissal is still pending before the labor court but surely it did not prevent the workers from organizing themselves and supporting the union. The Union even went on strike but the issues were resolved upon the mediation of the CEPZ administration and DOLE representative.

The company with a total workforce of 62, 45 of which are female was established in November 1994. It is engaged in the manufacture of telephone handset cords, line cords, car phone cords, KBD cables and other communication wires and cables. Product label and market includes Sprint (US), Royal Line (Taiwan), Motorola (US). Major client/buyers include Nu-Ricom (Korea), Motorola. Major supplier is Daeesan Telnet.

The lack of sufficient income and benefits prompted the organization of the Union. The situation is aggravated by low productivity and the lack of materials. In fact, the Company has campaigned against the organization of the union citing precisely the problem in global competition and the threat of closure with the prevailing competition with China.

Relationship with the management is improving and the parties are currently negotiating the Collective Bargaining Agreement. The economic situation of the company however has not improved. It retrenched workers. The Company has reduced capacity operation and implemented temporary shutdown. In many instances, where the company has operations, it is implementing 3 days work rotation. 

5. SH International Workers’ Union – KILUSAN – TUCP
Company Profile

: 
SH International Corporation

Workforce

: 
Total:  
330 
Male:
40
Female: 290

Established

: 
March 25, 2000

Business activity
: 
garments manufacturing 

Products and labels
:  
women’s underwear, blouse and skirt (DKNY and 






La Senza)

Product Market
: 
US and Korea

Major client/buyer
: 
DKNY USA

Union profile:


Nature


: 
Rank and file

Registered

: 
April 26, 2003 Certificate number 2002-04-01-204


Members

: 
Total: 130
Male:
25
Female: 105


Affiliation/linkages
: 
KILUSAN – TUCP , Cavite Area Coalition


Officers by gender: Male: 1
Female: 8

Three (3) courageous women under two different circumstances led the organization of the union in the Company.

The first woman, a woman organizer of Kilusan-TUCP, despite the strict policies against non-EPZ workers to get in the Zone has the guts and the energy to meet contacts even outside or near the gates of the Zone. Under this circumstance, she met the second woman.

The second woman was an employee of SH International illegally terminated from employment in the Company, who, instead of keeping quiet and timid had the courage to file a case against the Company.  She met the first woman at the gate of the EPZ. The first woman offered her legal assistance and instead of simply awaiting for the results of her case, the second woman referred other workers of the Company to the first woman and they started organizing the union. These workers became the core group of what eventually was formalized as the union.

One of the members of the core group is a unionist in her previous employment. The third woman became the union president who led the group in the organization of the workers. In the process, she herself was terminated by the Company. Her case is still pending with the labor court. 

These women were not only concerned about themselves. They dedicated their time and energy, even sacrificing their employment in the general interest of the workers. The workers are facing difficult and hazardous situation in the workplace:

· overtime for work done to make up for quota shortfall are not paid

· use of comfort room is timed by supervisors

· delay/non-remittance of SSS premium resulting to non-availment of SSS benefits by the workers

· too small or negative balance in tax refund

· many workers were found to be suffering from hepatitis and tuberculosis. The workers argued that they were examined prior to their employment and were given a clean bill of health and that they might have contracted the illnesses at work. 

· they eat in unsanitary and poorly maintained small Canteen

· casual employees, many of them have worked for more than six months, were separated from their job only to be replaced by new ones.

The union offered workers and their immediate family free medical examination services at the TUCP branch office in Cavite as one of the strategies to attract workers to join the union. They also employed the following organizing approaches:

· Person to person

· House to house

· Legal aid to unlawfully dismissed workers

· Campaign leaflets distribution

The organizing process was not easy. Management interfered and campaigned against the organization of the union. They threatened the workers that the company will instead effect closure and relocate to other countries. The Union had to counter management action through education and training and legal assistance.

The organization of the union created awareness on employment issues. The union is able to formalize and set-up the grievance machinery to allow them the opportunity to seek redress on employee grievances. The Union has developed policy on gender equity and equality. Concretely, one of the concrete gains of the organization of the union is to require the Company to comply with laws on payment of holiday pay on Independence Day resolved with the help of the CEPZ administration

6. Philippine Bobbin Workers’ Union - PTGWO

Company Profile

: 
Philippine BobbinCorporation
Workforce

: 
Total: 
596
Male: 28
Female: 568

Established

: 
May 1991

Business activity
: 
manufacturing of tobacco wrapper

Product label

:  
Havanicos, Altadis

Product Market
: 
export

Major client/buyer
: 
France (Havanicos and Altadis), Sri Lanka

Union profile:


Nature


: 
Rank and file

Date registered
: 
February 6, 2003


Members

: 
Total
: 237
Male: 5
Female: 232


Affiliation/linkages
: 
PTGWO -TUCP


Officers by gender
: 
Male: 1


Female: 14

She is an employee candidate for supervisory position. Despite the opportunity, seeing the conditions of her co-workers, she initiated the organization of the union.

The workers have been working for the company for even as long as more than ten (10) years. Their length of service is not a factor for the company, they are receiving simply the minimum wage, not even enough to sustain the economic requirements of their families. The company is not implementing any increase in the workers’ wage except for complying with the wage adjustments provided by law. Many supervisors have been rudely treating their subordinates. Favoritism is prevalent. Employees are dismissed for AWOL and unsatisfactory work quality.

The union was organized in October 2002 and registered February 6, 2003. Of the 17 union officers (including shopstewards), there are 16 females & 1 male

When the management learned about the organization of the union and the participation of the woman organizer-candidate for supervisory position, the promotion was withheld. She now works only as a reliever to supervisors who are absent from work.

The union employed the following organizing strategies:

· small group meetings (around 10 participants)

· Turning birthday gatherings into “brief union organizational meeting”

· Discreet recruitment during break time at work

· Group of workers in one shift were more closely bonded and were more convenient targets of recruitment in a row

· Banner issue: legal rights and protection through union

· Recruitment tactics include person to person, house to house, group meetings

· Officers and members voluntarily contribute money for campaign expenses

· Women to women recruitment campaign more effective

· Observation: union president is male, while the rest of the officers are females

The Company resisted the organization of the Union. The management countered the organizing activities. They distributed anti-union leaflets and conducted meetings with workers to hear their grievance and allay dissent. They even offered voluntary retirement program schemes, twenty (20) workers availed the benefit.

The counter-campaigns by the management opposing the union divided the workers. They were able to gain substantial support against the union, particularly utilizing the supervisors to win the support of the workers. The certification election, the process consistent with law for determining support of the workers to the formation of the union, resulted with about 40% of the workers against the formation of the union. The workers believed the threat of closure by the Company. They also blamed the organization of the union in the planned reduction of workforce by the Company.

When the union won the elections and was certified as the exclusive bargaining representative, the treatment by the supervisors to the workers improved. Workers’ grievances are now given better chance to be heard though enforcement of rules and regulations became more stringent particularly with respect to work performance based on output rate, quality, and yield (efficiency).

C. SUBIC BAY FREEPORT ZONE

The zone has been established by the Philippine Government with the aim of developing the area into a self-sustaining industrial, commercial, financial and investment centre in the Philippines.

Subic Bay is located 80 km northwest of Manila, in the province of Zambales, and a short distance north of the entrance to Manila Bay. It is strategically located near major international shipping lanes in the South China Sea. It offers a natural harbour that is protected on 3 sides by mountains and is only a three-hour drive from Manila. The site has a land area of 16,200 hectares and an estimated English-speaking work force of 66,000.

Labour


The labour force is engaged mostly in the following industries :
- shipbuilding and repair services
- electrical works
- metal working
- engineering services
- electronics equipment
- marine equipment
- utilities
- air-conditioning and refrigeration
- construction
- recreation

Prevalent skills are in shipbuilding and repairs, electrical and machine works, construction, machine maintenance, marine machinery repair, and power plant repair. 

Power


Total Power Generating Capacity: 147.5 MW

Water Treatment


Filtering Capacity: 11.5 m gallons per day
Airport


Subic Bay International Airport is not only a multi-purpose airport but is also the Asian hub of Federal Express. Air Philippines has been authorised to operate scheduled flights between Subic, Manila, Iloilo, Bacolod and Tacloban.
Seaport


Subic General Cargo Port


The depot covers 41 ha and has one movable pier, one fixed pier and two berths, a cold storage facility, 22 warehouses, two open storage areas, and a container stacking yard.
Subic Bay Taiwanese Industrial Park


The Subic Bay Development and Management Corporation (SBDMC) is a joint venture between the SBMA and Taiwanese developers China Development Corporation and Century Development Corporation. The first 12 ha are being developed as Phase I. 46 companies have approval to locate at the Industrial Park. The Industrial Park is open to any light to medium, non-polluting businesses engaged in exports. Electronics manufacturing and assembly, vehicle assembly, pharmaceutical manufacturing, software development and data processing, jewellery, garments, footwear, industrial and electrical equipment and toys manufacturing are some of the categories of industrial activities found there.
Subic Ship Repair Facility


The Facility occupies an area of 30 ha, with the capability of berthing 12 ships at a time. It also has facilities to accommodate three floating dry docks, four portal cranes, five floating cranes, and 36 service crafts. Permanent structures including welding, mechanical and electrical shops, foundry and more than 2,000 pieces of plant equipment, all enable it to service 20 different types of ships.

Note !


One-Stop Export Shop : Exporters, especially in Central Luzon, may document their export papers in Subic. This procedure has helped shorten the time exporters need to ship their goods to all destinations since documentation is done at the point of shipment.
Roads


A Memorandum of Understanding concerning the Subic-Clark Expressway Project linking Subic, Clark and Metro Manila, was signed in Feb 1994.
Petroleum Storage


One important reason why Coastal Petroleum chose Subic Bay as its Asian hub, is the strategic location of Subic Bay and also the deep harbour that it possesses.
Telecommunications


Subic Telecommunications Co., Inc. (Subic Telecom). Plans to provide 100,000 lines.

Opportunities For Investors 

The SBMA offers various incentives to local and foreign investors locating within Industrial Estates in the Subic Bay Freeport (see Incentives offered to an SBF Enterprise). The investors must export at least 70% of their production.


- A proposed Multi-use Zone (148 ha) will be a convention centre to attract business from neighbouring Asian countries. There are also plans for effective conversion and/or urban renewal of Olongapo City into commercial or trade areas.


- Investment opportunities are also offered in any of the planned tourist areas within the 

Subic Bay Area. 
Areas include the Peninsula Area, Grande Island, Pegueña/Mayanga Island and Subic Bay Olongapo.


The following areas of infrastructure development are also opportunities for investors:
- Upgrading of existing airport to handle both domestic and international 
   flights
- Bullet and sky trains, and railways within and outside the Subic Bay Area
- Construction of suspension bridge - Subic Bay/Olongapo to the Peninsula
- Construction and maintenance of cable cars
- Various highways: East-West Expressway; highway linking airport to city;   Manila to Subic Bay
- Port terminal for passengers or for commerce use
- Ferry service to and from Manila, Subic Bay and other areas in the SBF
- Power plants
- Water supply
- Construction of condominiums, villas near recreational areas, executive housing    and low-cost housing near industrial areas.

SBF Enterprises

A business enterprise may register as an SBF Enterprise, and a natural person as an SBF Resident with the SBMA.

An SBF Enterprise is any business entity or concern within the SBF, duly registered with and/or licensed by the SBMA to operate any lawful economic activity within the SBF. Registration as an SBF Enterprise is open to any business enterprise in any area of economic activity, subject only to limitations in the Philippine Constitution.

Incentives offered to an SBF Enterprise

- Right to freely engage in any business, trade, manufacturing, financial or service activity and to import and export freely all types of goods into and out of SBF, subject to certain laws and regulations;


- Right to employ foreign nationals subject to evidence of unavailability of comparably-skilled Filipinos within the Philippines;


- Exemption from all national and local taxes, in lieu of which a final tax of 5% of gross income must be paid.

An SBF Enterprise which operates facilities or services within the SBF (SBF Facilities Operator) is entitled to the following additional incentives :

- Right to manage the facilities on the real property it owns, has acquired or has leased within the SBF;


- Right to lease out real property it owns or has leased within the SBF, and to acquire and lease land and sell or lease out facilities to SBF Enterprises, subject to certain guidelines;


- Right to make improvements on buildings and other facilities, and develop infrastructure necessary to enhance the SBF's efficient operation, or grants contracts or concessions to other private or public parties for the construction or provision of any of the said facilities, subject to certain guidelines.

Top 20 Investors in Subic Bay Freeport & Special Economic Zones (as of Sep 15, 1996) 

	Company Name
	Project
	Country
	Project Cost
(in million $)

	Mabuhav Philippines Satellite Corp.
	Tracking & telemetry center for satellite
	Philippines/China/ Indonesia
	205.7

	Biwater International Limited
	Water Privatisation
	Philippines/Britain
	120.0

	Enron Subic Power Corp.
	Electric power
	USA
	115.4

	Coastal Subic Bay Terminal
	Petroleum products
	USA
	105.8

	Federal Express Corp.
	Air/land freight services
	USA
	100.0

	SBDMC
	Taiwan industrial park development
	Philippines/Taiwan
	100.0

	Subic Bay Resort & Casino Inc.
	Casino/hotel & restaurant
	Malaysia
	96.2

	Subic Bay Waterfront Devt Corporation Inc.
	Marina development
	Philippines/Australia
	80.0

	Thomson Audio (Phils) Inc.
	Audio & communication products
	France
	72.8

	Acer, Inc.
	Motherboards & add-on cards
	Taiwan
	50.0

	Universal International Group
	Golf course privatisation
	Taiwan
	48.0

	Air Philippines Corporation
	Air passage cargo/freight transport service with maintenance & handling operations
	Philippines
	42.3

	Acer, Inc.
	Personal computers & other related peripherals
	Taiwan
	34.0

	TECO Electric & Machinery co. Ltd.
	Motors
	Taiwan
	24.3

	Subic Technopark Corporation
	Japan techno park management
	Philippines/Japan
	22.0


	EliteGroup Computer System Co.
	PC board/computer
	Taiwan
	20.6

	GVC Corporation
	Motherboards
	Taiwan
	20.0

	Subic Telecommunications Company, Inc. (AT&T, PLDT, SBMA)
	Telecommunications
	U.S.A/Philippines
	20.0

	Dialer & Business Ele Co, Ltd.
	Telephone sets
	Taiwan
	18.6

	BICC Brands Rex
	Data cables & accessories
	Britain
	16.0


(Source: PEZA, 2003)
Registered Firms
	Total Registered Firms
	573

	Non-Operational 
	95

	Operational
	463

	Temporarily In-operational
	15


Unionization
	Unionized Firms
	27

	Union(s) with CBA
	1


(Source: AMAPO-TUCP)
1. Subic Bay Apparel Employees Union – AMAPO – TUCP
Company Profile

: 
Subic Bay Apparel Corporation
Workforce

: 
Total:  
450
Male:
352
Female: 100

Established

: 
October 1993

Business activity
: 
Garments manufacturing

Product line and labels: 
Coats (JC Penny), pants (Sears), vest (Robuck)

Product Market
: 
Export

Major client/buyer
: 
Neema Clothing

Union profile: 


Nature


: 
Rank and file

Registered

: 
September 3, 2003


Members

: 
Total:
450
Male: 100
Female: 341


Affiliation/linkages
: 
AMAPO, TUCP


Officers by gender
: 
Male: 7
Female: 4

The workers of the company have to exist in an environment plagued with human resource, employment, safety and health problems and issues: 

· The right to security of tenure is threatened. In many instances, workers are unceremoniously dismissed or terminated from employment.

· There are no defined retirement or separation benefits for retiring or resigning employees.

· There is no distinction in salary rates between senior and new employees.

· Very stringent personnel policies and harsh disciplinary actions

· Refusal to do Sunday overtime is penalized with suspension

· Absence from work even the reported ones are automatically declared AWOL

· No regular annual physical/medical examination benefits

· Company physician reporting at the clinic only once a week

· No maternity protection for women workers

· Forced overtime/ leave

· Employees have to leave ID and secure CR PASS in going to the toilet; strictly one CR pass per section 

· Urinary track infection (UTI) is common 

· One employee died inside while at work due to over-fatigue leading to hypertension 

· Have to get COOLER PASS in going to the drinking faucet

· Reduced work days to put pressure on the workers ascribing it as management’s response to unionization 

The above issues where reasons for core leaders-organizers who have experienced the same conditions to take the initiative for uplifting their conditions. Fred and Juanita are former employees of Cavite Apparel and Mariveles Apparel, respectively. They inquired at the TUCP branch office and sought assistance in organizing.

The management discovered the organizing activities while union is still in the process of registration on September 2003. Reports revealed that the management pressured Fred to disband the union. They even used its influence with local politicians.  Some active unionists were summoned by either their town mayor or barangay captain where they were asked to reconsider their decision of unionizing or to quit from the union 

While the union is still in the process of being certified as the bargaining representative of the workers in the company, the initiative to organize the union already achieved certain gains:

· The managed have become more cautious in ensuring that due process is observed in enforcing disciplinary actions. Instead of the usual 2 hour period requiring explanation and answer show-cause memorandum from the supposed erring employee, now its 24 hrs.

· Improved treatment from personnel manager

· Christmas party benefits abolished two years ago will be restored this year

The continuing organization initiative is being undertaken employing the following strategies:

· Legal assistance to dismissed employees

· Conduct of basic trade union seminars

· Conduct of regular weekly meetings

· house to house campaign

The Union countered the management resistance to unionism by filing the notice of strike (NOS) to protest management interference and union busting acts.

The management in countering the organization of the union employs the following strategies:
· management is hostile to the union and started counter-organizing workers against the union

· intimidating workers into signing the petition for cancellation of union registration with the DOLE

· coercing workers to sign an affidavit of retraction or withdrawal of support from the union

· discrediting the persons of active unionists

· Making use of an Iglesia Ni Kristo (INK) manager, known to be principally responsible of anti-union campaign using their religious belief in convincing INK employees not to join the union

· Offering promotion to active unionists viewed by the workers as designed to weaken the union

· Threats of “blacklisting” or lose of job to discourage membership to the union

The initiative is continuing. It finds loyalty and determination of the workers to unionize as the major strengths of the Union. It learned to be more careful next time in the preparation of registration document so as to protect itself from any legal or technical question of the employer

2. Association of Concerned Employees for Responsible Unionism (ACERU)

Company Profile

: 
Wistron Infocom (Phils.), Inc. 

Workforce

: 
Total :
2500  
Male: 700
Female: 1800

Established

: 
1994

Business activity
: 
Computer assembly (desktop, laptop)

Product label

:  
Acer, IBM

Product Market
: 
Export

Major client/buyer
: 
Acer, IBM

Union profile:


Nature


: 
Rank and file


Members

: 
Total: 600
Male: 200
Female: 400


Affiliation/linkages
: 
AMAPO - TUCP


Officers by gender
: 
Male: 7
Female: 1

The worker-organizers of the Union feels that through the organization of the union, they will be able to actively take part in improving their economic conditions and finding balance between work and leisure as the company implements a minimum of 3 hours regular overtime almost everyday. 

However, the organizing process is not easy. They have to continuously talk with their co-employees person to person or undertake house to house campaigns. They are also conducting regular trade union education and support their co-employees with para-legal services.

Countering the moves of the management against the unionization of the Company is one of the biggest challenges of trade union organizers:

· Employer filed a petition for cancellation of union registration and harassed union officers and active unionists by filing criminal charges against them. The case is still pending under appeal

· Management employed dilatory tactics in the conduct of certification election to buy time for its anti-union campaign

In response, supporting the para-legal initiatives, the union hired the services of a defense lawyer. 

Despite the express interference by the employer in the certification election process, union members stay firm on their resolve to sustain their campaign for unionization.

Owing to the formation of the union, substantial improvements in the employment conditions have been realized.  One of these is the implementation of raise in wages higher than the mandated minimum standard.

3. Coastal Subic Bay Terminal, Inc. Rank-and-File Union – ALU -  TUCP
Company Profile:

Workforce


: 
Total =  137
Male:
105     Female:  32 

Established


: 
1993

Business activity

:  
Gasoline Terminal 

Product label


: 
PTT

Product Market

: 
local and foreign (US, Singapore and 






Thailand)

Union profile: 
Coastal Subic Bay Terminal, Inc. Rank-and-File Union-ALU- TUCP

Nature



:
Rank-and-File Union
Date registered

: 
June 20, 1998


Members


: 
Total: 130
Male: 100
Female: 30


Affiliation/linkages

: 
ALU, TUCP


Officers by gender

: 
Male: 6
Female: 5 

Union profile: Coastal Subic Bay Terminal Inc. Supervisory Union - APSOTEU

Nature


: 

Supervisory employees’ union


Members

: 

Total: 28
 


Affiliation/linkages
: 

APSOTEU, TUCP

In mid 1997, the Company undertook major reorganization resulting to the appointment of Filipino Nationals in the major departments of the Company, particularly, Terminal, Operations and Human Resources. The appointment brought hopes for the workers that better management sill be institutionalized enhancing harmony, justice, peace and productivity.  Ironically, the workers got demoralized. Much of the issues affected not only labor-management relations but also employment and HR the workers blame on the inefficient and abusive Filipino management.

In mid-1998, the rank and file workers and the supervisors each organized their respective unions. The union organizers advocated issues and problems against the management, some of which are:

· Inconsistencies in wage administration. The personnel/ human department failed to formulate a definitive job grading system and standardize salary structure.

· Deficiency in the system of information dissemination. Employees are not properly oriented particularly on the company policies and related information about the organization. There were misleading information regarding the supposed closure of Coastal Subic Bay Operations due to the merger between Coastal and El Paso Energy.

· Absence of a clear-cut policy regarding personnel administration. Lack of policies and procedures for personnel administration. There are perceptions that management decisions are unjust, unfair and undemocratic, made and motivated by personal interests.

· Inefficiency in settling plant level disputes. Outside intervention in settling internal disputes.

· Abusive exercise of management prerogative. To cite some of the manifestations of abuse of authority are: 

· illegal termination of employees – 16 employees in 1997 

· Nepotism – terminated employees were replaced with relatives of local managers, administrators.

· Discrimination and favoritism. Preferential treatment is given newly-hired employees who are also paid higher salaries and benefits.

· Unequal employment opportunity. Promotions are granted to favored employees without due consideration of their knowledge, skills and attitudes.

· Forced and deliberate transfer of employees. Transfer/ assignments are  imposed for the reason branded as “multi-skilling. 

· Conflict of interest. Vested interest is apparent.

· Violation of employees’ rights.  Some employees were forcefully subjected to polygraph test.

· Instantaneous implementation of callow management decisions. Plans that have not gone careful studies and research are immediately implemented.

· Contracting out of service normally handled or occupied by the workers.

· Sexual harassment;

· Unfair Labor practice.

The union won the elections. Even despite pressures and dilatory moves by the management, the commitment and loyalty to the concept of trade unionism by the members made the organizing initiative a success.

Cases were filed against the union. The management terminated the union president and threatened any active members of the union that they will be terminated if they continue to support and/or join the union.  

The union litigated and won in many of the cases handled.

4. Subic Technics Employees’ Union – AMAPO - TUCP

Eighty-three voted “yes” and 43 no -- out of 126 voters at the certification election at Subic Technics Inc. last July 30, 2002. This is TUCP's fourth accredited union in Subic Bay Freeport Zone; win number nine in the 21st month of TUCP's Anti-Sweatshops campaign. This brings the total to 51 accredited TUCP unions (11,400 workers) in economic zones, in the EPZ campaign which started in 1996.

Subic Technics, Inc. is a Taiwanese-owned maker of Radio Shack, Sennieser, and Optimus microphones for export to the U.S., Korea, China, and Taiwan. There are 205 employees in the company (180 women) in the Subic Bay Freeport Zone plant. They receive P188 per day, P36.50 short of the region’s minimum wage. Employees work eight hours six days a week.

Forced overtime is common.  At times, workers work until 11 p.m. (15 straight hours!) without break "to meet orders".  Employees who fail to comply with compulsory overtime work are dealt with severely, with notices of offence or suspension. In one instance, shortly after a letter for voluntary recognition of the union was sent to the management, a woman worker collapsed due to hunger and fatigue.

The company's financial statements revealed profits which are not equitably shared with workers. The company does not provide a transportation service though the company is 5 kilometers away from the bus station.

Workers complain of termination without due process.  There is no clear policy on transfer of workers.

From the first contact in July 2001, to the organizational meeting in October 2001, to the series of seminars on Trade Union Rights, ILO Core Conventions, LMCs and Productivity, Gender and Women issues, organizers and union officers moved quickly. The union’s registration documents were filed on December 21, 2001. The Certificate of Creation of Local Chapter TUCP No. 2 was issued by BLR on the same day.

In response, the company demoted union members, decreased employees’ benefits and took away performance incentives. The union president was demoted to the repair section from the Research and Development Department.

On February 4, 2002, the Union, fed up with all the harassment and discrimination, filed a Notice of Strike (NOS).  On the same day, the Union filed for a Certification Election to show its strength.

In the third NOS hearing on March 6, 2002, a chastened management settled and restored wages and rank of the union president. He remains on forced leave (with pay).

The DOLE (labor department) was on the ball in this case; the med-arbiter issued on April 18, 2002 an order for the immediate conduct of the CE -- a process which normally took 9-12 months in this region. The election took place in July 30, 2002.

Verifiers, organizers, union officers and volunteers from TUCP unions in Subic, Laguna, Cavite and Tarlac joined hands and went house-to-house to campaign for the union in the five days run-up to the election. They were so good they even convinced a member of a church which is against unions to vote in favor of the union.

They distributed leaflets instantly responding to management leaflets threatening closure if the union wins, blacklisting for union members, and disinformation on fines and union dues.

Management tried to control who voted and when, and violated agreements made during the pre-election conference. It scheduled an irregular 2nd shift which did not allow some union members to vote. They paid five union members who filed illegal termination cases against the company P50,000 each as "separation pay" the day before the election to disqualify them from voting. Five active union members in the factory floor were not called to vote and were not able to vote. Yet management fetched a sick worker from his house to vote. All these proved fruitless.

After the election, the workers were forced to work overtime. An administrative officer, peeved at the loss, told the lead organizer the company will be closing down.

The workers and their union are bargaining for security of tenure and better benefits. “Gusto namin, may union na kung magsasara ang kompanya.” The workers say they can rely on the union when the company closes down. "They can't take this victory away from us." (“TUCP Wins Subic Technics”Inc., TUCP Sweatshops Project, 2002)

III. Conclusion

The success stories debunk some of the usual myths about women workers and their capacities as trade union leaders:

Myth 1:
That only men are effective leaders.  Many of the stories revealed that in terms of skills and capacities as leaders – organizing, negotiation, education and training and other trade union functions the women leaders can very well do the job maybe even more than male workers.

Myth 2:
That women issues will have to be in the sideline. While general trade union issues were primarily advocated to convince the unionization of workers, specific women issues related to reproductive health, occupational diseases, maternity protection can very well be utilized to organize women workers.

Myth 3:
That women are highly emotional and therefore will not have the sensibility and objectivity to do the right thing. Instead of thinking and doing things only for themselves, many of the women trade unionists in the stories had the determination to pursue not only their own well-being but the other workers as well.

Myth 4:
That women raise petty or small issues that does not deserve to be considered as a strategy for organizing. Many of the factors that were enumerated as reasons for organizing are actually a long list of seemingly petty issues but the women workers have actually consciously viewed them as relevant issues that can be effectively utilized and advocated upon to change the lives of the workers.

Myth 5:
That women cannot do anything without men. Needless to say that many of things done were actually initiatives of women alone.

Myth 6:
That it is difficult to organize workers in the export processing zones. The difficulty may be true not only to companies in the Zones, the tactics employed by management are the same even outside the Zone – despite these things, women workers in the Zone were able to organize.
IV. Recommendations

The compilation of success stories in women organizing particularly in the economic zones provides framework for:
· Pursuing the organization of women workers as they comprise a large portion of the workforce and even a large majority in the most labor-intensive industries (in garment and textile, electronics, for example) and in particular business enclaves (more particularly in the economic zones).
· The creation of economic zones, while it provided certain perks and incentives to attract investments, has established mechanisms that has seemingly influenced the mind set-up to discourage if not oppose the organization of unions. Creative organizing strategies should, therefore, focus primarily on the advocacy of women and trade union issues and in adopting recruitment and membership campaign through the women and family network.
· As companies are bent on conforming to established international standards and certifications (e.g. ISO) and the introduction of codes of conduct provide for necessary framework for improving working conditions and exacting compliance with labor and social standards.

· Basic community and family issues directly as implications of the creation of the economic zones (e.g. migration, social dislocation, housing, transportation) should be recognized and addressed.

Premised on the aforementioned frameworks and learning experiences as women organizing in the economic zones, trade union initiatives should be towards:

1. Pursuing women organizing. There are actually two (2) levels for which women may be and should be organized:

a) Women organizing as inherent part of trade union organizing within the economic zones
b) Women organizing within trade unions
2. Advocating for women issues and concrete measures and programs that would address them.
3. Linking efforts locally and globally.

Pursuing women organizing 

Trade union organizers are not only faced with very litigious and bureaucratic mechanisms for organizing but also confronted with opposition from management and apathy from respective worker-members. Creative organizing is, therefore, essential -  utilizing strategies and identifying issues that would best achieve the organizing objectives.
The strategies should take into consideration the potentials of the members and the core leaders of the organization. Conscious efforts should be given to providing gender quota or women quota, where possible to ensure that there are sufficient participation and involvement of women in all processes of organizing.

Among the issues that should be considered other than traditional issues of income, work relations and work conditions are women issues on reproductive health, maternal protection, and child care. Specific advocacies on establishing child care facilities at the workplace or the community should be initiated.
Internally within the trade union organizations, specific provision of the constitution and by-laws should ensure that a women’ or equality committee be created tasked to address the concerns of women members in the areas of collective bargaining, education and training, advocacies and program activities.

Education and training,  particularly, should allow for the development of specific women organizing and harnessing women leadership potentials.

Advocating for women issues and concrete measures and programs that would address them.

Women’s rights have to be continuously advocated at the level of the trade unions, the company, the economic zones, and the national levels.

Specifically,

· At the national level, the Department of Labor and Employment should facilitate the formation of a special tripartite committee composed of trade unions, employers and government agencies particularly discussing the issues and concerns of women in the zone and in the country, in general.

· A women’s desk should be established within the Zone administration.

· The purpose and functions of the Zone Authorities and the Industrial Relations Office should be established particularly in the process of certification election.

Advocacies should also link local and global initiatives:

Awareness on international standards, certifications and the establishment and enforcement of Code of Conducts should translate into advocacies for compliance at the level of the country and the workplace.
Trade union and women organizations should therefore utilize these instruments for ensuring that working conditions particularly for women workers should are globally compliant and that trade union rights are promoted and exercised.
In the same context, advocacies should pursue women workers’ empowerment, equality in opportunities, employment security, maternity protection, decent work, and pay equity.

The strategies for advocacy, policy formulation and development, education and training, negotiation should be able to harness participation and potentials of the women workers themselves and in the process mainstream gender sensitization efforts in the whole dynamics of the society led by the catalysts – the trade union movement and the civil society.

Appendices
Survey Questionnaire 

Informant: 

Leader of respondent 
workers’ organization

(Kindly fill in the white boxes with the appropriate information or an “X” where applicable. You may use additional sheets of paper if needed.)

I. PERSONAL AND EMPLOYMENT INFORMATION
	Name:
	
	Gender:
	
	Male
	
	Female

	Address:
	

	Position in the company:
	
	Job status:
	

	Date hired:
	
	Department/section:
	

	Salary
	Mode of payment

	
	
	Daily
	
	Weekly
	
	Monthly
	
	Bi-monthly
	
	Piece rate

	Membership or affiliation other than herein labor organization
	


II. DATA ON ESTABLISHMENT
	Name of Establishment:
	

	Plant or office Address:
	

	Date established:
	
	Main business activity:
	

	Type of business 
	
	Corporation
	
	Partnership
	
	Sole Proprietorship

	Scope of operation
	
	Transnational
	
	Regional
	
	Local

	Workforce:
	Male
	
	Female
	
	Total
	

	Number of workers by category
	Rank-and-file
	Supervisory
	Managerial

	
	
	
	

	
	Regular 
	Casual/contractual
	Seasonal
	Project 

	
	
	
	
	

	Working Hours
	Number of shifts
	Time of work shift 
	Days per week

	
	
	
	

	Main
product items
	Label
	Market destination

	
	
	Local
	Export

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	Major Clients/buyers
	Sub-contractors
	Supplier

	Foreign
	Domestic
	Foreign
	Domestic
	Foreign
	Domestic

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	


	Certification:
	
	ISO Certificate
	
	SA 8000
	
	Others 
	Specify:

	Voluntary Corporate Code of Conduct
	
	Yes
	
	No

	International Framework Agreement
	
	Yes
	
	No

	Membership with industry/employers’ associations:
	


III. DATA ON WORKERS’ ORGANIZATION
A. Organizational Profile

	Name of workers’ organization:
	

	Address:
	

	Date established:
	

	Type of organization:
	
	Trade union
	
	Workers’ Association
	
	Cooperative

	Registration
	
	DoLE
	
	SEC
	
	CDA

	Registration Certificate Number
	
	Issued on
	

	Name of Federation
	Trade Union Center
	International affiliation (s)

	
	
	

	Membership coverage
	
	Rank-and-file
	
	Supervisory
	
	Others

	Membership by Gender:
	Male
	
	Female
	
	Total
	

	Collective Bargaining Agreement
	
	First
	
	Renewed
	
	None

	Duration of collective bargaining contract:
	From
	
	To
	


	Leadership profile by gender

	Name of leader and position in union
	Male
	Female

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	



B. Historical Background

Pre-organizing 

	Core group
	Male
	
	Female
	
	Total
	

	Other workers’ organizations in the company
	
	No
	
	Yes

	Bipartite bodies or working committees 

at plant level where workers are represented


	Gender of workers’ representative

	
	Male
	Female

	1. 
	
	

	2. 
	
	

	3. 
	
	

	4. 
	
	

	5. 
	
	

	TOTAL
	
	


	Participation and role of women workers in organizing activities:

	

	Prevailing workers’ problems and issues: (Use additional sheet if necessary)

	



Organizing period
	Date organized
	
	Date registered
	


	Details of organizing activities

	Usual place of organizational meetings
	

	Average number of workers per meeting
	

	Number of organizers/leaders involved
	
	Male
	
	Female


	Approaches to organizing and recruitment (Use additional sheet if necessary)

	
	Person to person
	
	House to house
	
	Legal aid
	
	Education seminar

	
	Organizer as employee
	
	All combined
	Others (specify)
	


	Other activities done in aid of organizing (Use additional sheet if necessary)

	

	Real and perceived strengths and weaknesses of workers’ group/organization

	Strengths
	Weaknesses

	
	

	Assessment on the general behavior of employer towards organizing activities

	
	Supportive
	
	Cooperative
	
	Neutral
	
	Opposed
	
	Hostile

	Explain specific acts of employer’s hostility or resistance towards the workers and their organization (if any):

	

	Implications of EPZ administration policies/regulations on organizing activities:

	

	Problems encountered in organizing and steps undertaken to address them:
 (Specify parties involved. Use additional sheet if necessary)

	Issues and problems
	Steps undertaken to address them

	
	

	Significant successes in organizing process

	Tasks and challenges successfully achieved
	Influencing factors

	
	

	Significant failures in organizing process

	Undesirable events and issues involved
	Lessons learned

	
	



	External assistance received

	Source
	Forms
	Purpose
	Benefits derived

	National union or Federation


	
	
	

	Trade Union Center


	
	
	

	International organizations (Please specify)


	
	
	

	Others 

(Please specify)


	
	
	



Post organizing


	Assessment on specific changes in workers’ situation and conditions after organizing:

	Membership 
	
	Increased
	
	Reduced
	
	Stagnated

	Union recognition by management
	
	Welcome
	
	Impassive 
	
	Lukewarm

	
	
	
	
	
	
	

	Labor-management relations
	
	Improved
	
	No change
	
	Worsened

	
	
	
	
	
	
	

	Wages
	
	Improved
	
	No change
	
	Worsened

	Fringe benefits
	
	Improved
	
	No change
	
	Worsened

	Job security and protection
	
	Improved
	
	No change
	
	Worsened

	
	
	
	
	
	
	


	Members’ level of awareness on issues
	
	Critical
	
	Enhanced
	
	Indifferent

	
	
	
	
	
	
	

	Participation of workers in affairs of the organization
	
	Increased
	
	No change
	
	Lessened

	
	
	
	
	
	
	

	Participation of women workers in affairs of organization
	
	Increased
	
	No change
	
	Lessened

	
	
	
	
	
	
	

	Workers’ representation at the workplace
	
	Expanded


	
	No change
	
	Restricted

	
	
	
	
	
	
	

	Development of personnel policies within the company
	
	Improved
	
	No change
	
	Worsened

	
	
	
	
	
	
	

	Development of gender-fair policies within the workers’ organization
	
	Improved


	
	No change
	
	Worsened

	
	
	
	
	
	
	

	Development of gender-fair policies within the company
	
	Improved
	
	No change
	
	Worsened

	
	
	
	

	Development of gender-fair policies within the EPZ
	
	Improved
	
	No change
	
	Worsened

	
	
	
	



	External linkages established
	
	Expanded
	
	Expanded
	
	None

	
	     EPZ-wide
	     Outside EPZ 
	

	Network organizations or institutions 

	Name of network organizations or institutions
	Institutional link

	
	
	Membership or affiliation 
	
	Partnership or collaboration
	
	Coalition or Alliance

	
	
	Membership or affiliation 
	
	Partnership or collaboration
	
	Coalition or Alliance

	
	
	Membership or affiliation 
	
	Partnership or collaboration
	
	Coalition or Alliance

	
	
	Membership or affiliation 
	
	Partnership or collaboration
	
	Coalition or Alliance

	
	
	Membership or affiliation 
	
	Partnership or collaboration
	
	Coalition or Alliance


C. Organizational Policies, Programs and Services
	Gender policy, structures, and mechanisms instituted by the organization

	Policy on gender equity and equality 
	
	Constitution and By-Laws
	
	Resolutions 
	
	None

	
	
	
	
	
	
	

	Equal opportunity for men and women 
	
	Constitution and By-Laws
	
	Resolutions 
	
	None

	
	
	
	
	
	
	

	Reserved seats for women in leadership
	
	Constitution and By-Laws
	
	Resolutions 
	
	None

	
	
	
	
	
	
	

	Fixed budget allocation for gender and development
	
	Constitution and By-Laws
	
	Resolutions 
	
	None

	
	
	
	
	
	
	

	Problems encountered in enforcement and steps undertaken to overcome them:

	


	Programs of the organization

	Education & training
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Collective bargaining
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Organizing/expansion
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Legal defense
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Livelihood
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Cooperative
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Calamity aid
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Death aid
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Legislative actions
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Gender equality/equity
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	Issue/policy development and advocacy
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	
	
	
	
	

	Others (Specify)
	
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	
	
	
	
	

	
	
	Existing
	
	Implemented
	
	Not implemented
	
	None


	Programs
	Benefits

	
	

	Problems encountered in the implementation of programs
	Steps undertaken to address them

	
	



IV. DATA ON PRESENT WORKING CONDITIONS
	Wages
	
	Lower than the mandated minimum rate
	
	Minimum wage
	
	Higher than the mandated minimum wage
	
	Negotiated wage

	
	
	
	
	
	
	
	
	

	Health & medical services
	
	In accordance with law
	
	Partial compliance
	
	None

	Workplace conditions
	
	Hazardous
	
	Safe
	
	Company has shop-floor health and safety programs

	
	
	
	
	
	
	

	Personnel protective equipment
	
	Well provided 
	
	Limited
	
	Free
	
	None

	
	
	
	
	
	
	
	
	

	Personnel training & info on occupational heath and safety
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	
	
	
	
	

	Social protection benefits
	
	SSS
	
	ECC
	
	PAGIBIG
	
	PhilHealth

	Thirteenth month pay
	
	Provided 
	
	Not provided
	
	Underpaid 

	Holiday pay
	
	Paid 
	
	Not paid
	
	Underpaid 

	Service incentive leave
	
	Paid
	
	Not paid
	
	Underpaid

	Sick leave 

(number of days per year)
	With pay
	Without pay

	
	
	

	Vacation Leave 

(number of days per year)
	With pay
	Without pay

	
	
	

	Overtime premium pay
	
	In accordance with law
	
	Underpaid
	
	None

	Holiday premium pay
	
	In accordance with law
	
	Underpaid
	
	None

	Other benefits


	

	Past and existing labor disputes involving violation of labor standards law

	Nature of the case
	Status of the case

	
	

	
	

	
	

	
	

	Comparative working conditions before and after organizing

	Briefly explain.




V. DATA ON INDUSTRY CONDITION AND GENERAL ENVIRONMENT
	Laws, policies, and government agencies found actually 
helpful in the success of or adverse to organizing efforts

	Kindly enumerate and briefly explain each.




	Perceived company and industry competitiveness with respect to global market

	Explain briefly.




	Level of workers’ productivity

	Explain briefly.




	General level of organization within the zone

	Describe briefly.




	Most organized, least organized industry sector in the EPZ

	Rank
	Industry category
	Number of establishments

	1st
	
	

	2nd
	
	

	3rd
	
	

	4th
	
	

	5th 
	
	



	Briefly comment on company’s level of compliance with respect to ILO Declaration on Fundamental Principles and Rights at Work, ILO core labour standards, company’s own Code of Conduct, certification standards, and/or framework agreement, if any.

	

	Other external conditions which hindered or aided the success of your organizing

	








____________________________________







       Name and Signature of Respondent







Date accomplished:____________________

Attested by:

_____________________________________

Name and signature of interviewer/researcher


Survey Questionnaire 
Informant: 

Employer’s authorized representative

(from the Company of respondent 

workers’ organization)
(Kindly fill in the white boxes with the appropriate information or an “X” where applicable. You may use additional sheets of paper if needed.)

I.  PERSONAL AND EMPLOYMENT INFORMATION
	Name:
	
	Gender:
	
	Male
	
	Female

	Address:
	

	Position in the company:
	

	Date hired:
	
	No. of years with the Company:
	


II.  DATA ON ESTABLISHMENT
	Name of Establishment:
	

	Plant or office Address:
	

	Date established:
	
	Main business activity:
	

	Name of owner/president
	

	Type of business 
	
	Corporation
	
	Partnership
	
	Sole Proprietorship

	Scope of operation
	
	Global
	
	Regional
	
	Domestic

	Workforce:
	Male
	
	Female
	
	Total
	

	Number of workers 

by category
	Rank-and-file
	Supervisory
	Managerial

	
	
	
	

	
	Regular
	Casual/contractual
	Seasonal
	Project 

	
	
	
	
	

	Operations
	Number of shifts
	Time of work shift 
	Days per week

	
	
	
	

	Main
product items
	Label
	Market destination

	
	
	Local
	Export

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	



	Major Clients/Buyers
	Sub-contractors
	Suppliers

	Foreign
	Domestic
	Foreign
	Domestic
	Foreign
	Domestic

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Certification:
	
	ISO 
	
	SA 8000
	
	Others 
	Specify:

	Voluntary Corporate Code of Conduct
	
	Yes
	
	No

	International Framework Agreement
	
	Yes
	
	No

	Membership with industry/employers’ associations:
	


III.  LABOR-MANAGEMENT INFORMATION

	 Number of workers’ organizations within the establishment
	

	Collective Bargaining Agreement
	
	First
	
	Renewed
	
	None

	Duration of collective bargaining contract:
	From
	
	To
	

	Labor-management bipartite bodies/committees at plant-level

	Body/committee
	  Composition
	Date established 
	Present status 

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	Joint labor-management programs implemented

	
	

	
	

	
	

	Voluntary Corporate Code of Conduct (sample document)
	Pls. attach copy

	 Buyer’s Code of Conduct enforced/complied by company:
	
	Yes
	
	No

	Supplier’s Code of Conduct enforced/complied by company:
	
	Yes
	
	No

	Other social responsibility initiatives:
	


	 Major issues/problem encountered involving workers’ organization or its members

	Labor dispute
	Issues involved
	Status 

	Strike


	
	

	
	
	

	Preventive Mediation


	
	

	
	
	

	Voluntary Arbitration


	
	

	
	
	

	Compulsory Arbitration


	
	

	
	
	

	Plant level grievances


	
	

	
	
	

	Others
	
	
	



	Measures undertaken to address the problems and issues (Use additional sheets if necessary)

	

	General assessment on the behavior of workers’ organizations towards management:

	

	 Benefits and challenges of having an organized workforce:

	


IV. WORKING CONDITIONS

	Wages
	
	Lower than the mandated minimum rate
	
	Minimum wage
	
	Higher than the mandated minimum wage
	
	Negotiated wage

	
	
	
	
	
	
	
	
	

	Health & medical services
	
	In accordance with law
	
	Partial compliance
	
	None

	Workplace conditions
	
	Hazardous
	
	Safe
	
	Company has shop-floor 

	
	
	
	       health and safety programs

	Personnel protective equipment
	
	Well provided
 
	
	Limited
	
	Free
	
	None

	
	
	
	
	
	
	
	
	

	Personnel training & info on occupational heath and safety
	
	Existing
	
	Implemented
	
	Not implemented
	
	None

	
	
	
	
	

	Social protection benefits
	
	SSS
	
	ECC
	
	PAGIBIG
	
	PhilHealth

	Thirteenth month pay
	
	Provided 
	
	Not provided
	
	Underpaid 

	Holiday pay
	
	Paid 
	
	Not paid
	
	Underpaid 

	Service incentive leave
	
	Paid
	
	Not paid
	
	Underpaid

	Sick leave 

(number of days per year)
	With pay
	Without pay

	
	
	



	Vacation Leave 

(number of days per year)
	With pay
	Without pay

	
	
	

	Overtime premium pay
	
	In accordance with law
	
	Underpaid
	
	None

	Holiday premium pay
	
	In accordance with law
	
	Underpaid
	
	None

	Other benefits
	
	

	
	
	


	Existing labor disputes/cases regarding labor standards 

	Nature of the case
	Status of the case

	
	

	
	

	
	

	Grievance processes and mechanism

	Briefly explain.



	Other comments

	


V.   DATA ON INDUSTRY CONDITIONS AND GENERAL ENVIRONMENT
	Perceived company and industry competitiveness with respect to global market

	Explain briefly.




	Employee’s productivity level

	Explain briefly.





	 General level of worker’s organization within the EPZ

	Describe briefly.




	General assessment on industrial and labor relations within the EPZ

	Describe briefly.




	Role of EPZ administration, trade or industry associations, and trade unions in maintaining industrial peace

	


	Other ways which contribute in the promotion of industrial peace inside the zones

	








____________________________________







       Name and Signature of Respondent







Date accomplished:____________________

Attested by:

_____________________________________

Name and signature of interviewer/researcher
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