


1/39 
 

1. Executive summary 

 

Thai Frozen Foods Association (TFFA) and Thai Tuna Industry Association (TTIA), in 

collaboration with International Labour Organization (ILO) under the Ship to Shore Rights 

Project with financial support from the European Union, have been implementing the 

Seafood Good Labour Practices (GLP) programme since 2018 to help the seafood processing 

industry strengthen its response to abuses up and down the seafood supply chain.  

 

At its start, the GLP programme was launched to inform participating companies in the Thai 

shrimp industry, including peeling shed factories, of the guidelines based on both the Thai 

and international labour standards and to implement these guidelines in their factories. The 

Seafood GLP programme adapts and enhances the GLP programme used in the shrimp 

industry, providing more comprehensive guidelines and principles to help the two industry 

associations and their member companies build good labour practices into their business 

model and operations.  

 

The GLP programme creates opportunities and provides a platform to bring employers and 

employees to the table to discuss labour issues and find solutions to meet the needs of 

both parties. The programme encourages a safe and trusting atmosphere, resulting in 

increased participation and discussions amongst employers and employees, especially 

through establishing welfare committees. 

 

In the past, there was very little involvement of migrant workers in these discussions, 

however, the GLP programme encouraged migrant workers to participate as members of 

the welfare committee and promotes equal rights for both Thai and migrant workers. With 

more representation of all workers, there is more trust among the employees and better 

involvement to improve working conditions in the workplace. 

 

The two industry associations, the TFFA and the TTIA, played leading roles in developing 

and directing the new GLP programme specifically for the seafood processing industry. The 

effort is now tripartite: ILO and both associations, with input from member factories, 

workers’ organization and civil society organization (CSO) partners. Together they have 

developed the new Seafood GLP Guidelines manual to lay out the workplace principles, 

implementation process, and an evaluation checklist to guide member factories in 

implementing the GLP programme. The manual was launched in June 2019 at the SeaWeb 

Seafood Summit in Bangkok, and implemented the programme in more than 50 TTIA and 

TFFA member factories around the country.  
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The major activities in 2019 in relation to the Seafood GLP programme include: 

1. Revision of the Seafood GLP Guidelines and evaluation checklist. The manual was 

updated with new contents, including how to receive complaints and remedies, 

roles and responsibilities of welfare committees, and a risk assessment form for 

factories to apply to their supply chains. 

2. Trainings of the Seafood GLP Workplace Principles to representatives of member 

factories. With the revised Seafood GLP Guidelines, both associations conducted 

two two-day training sessions together in Samut Sakhon and Songkhla provinces in 

order communicate the new GLP principles and content to representatives from 

member factories.  

3. Factory visits conducted by TFFA and TTIA. Both associations visited member 

factories to ensure that they understand, implement, and improve working 

conditions in the factories. 

4. The establishment of a tripartite Seafood GLP Working Committee. To maintain 

sustainability of the programme and involve stakeholders in monitoring and 

overseeing the programme, a tripartite Seafood GLO Working Committee was 

established and has held two meetings in 2019. 

5. With CSO partners, strengthening complaint mechanisms for member factories. 

The two associations have arranged meetings with partnered CSOs to discuss 

complaint mechanism and solutions, and how to strengthen cooperation and 

enhance CSOs participation as per the GLP framework. 

 

This programme is the first of its kind in the global seafood industry – a tripartite and 

supplier – led labour practices programme. This report is also the first to share details of the 

GLP programme and new metrics for assessing the programme’s reach and impacts. 

 

1. Revision of the Seafood GLP Guidelines and evaluation checklist  

 

The new GLP Guidelines, adapted from the shrimp industry’s GLP programme developed in 

2012, included new elements to ensure a more comprehensive labour programme for the 

seafood processing industry and member factories. In the revision process, two workshops 

were held on July 21–22, 2017 and November 15, 2018 to include inputs from tripartite 

partners. Workshop participants included representatives from the TFFA, TTIA, Migrant 

Working Group, Department of Labour Protection and Welfare, ILO, representative from 

international buyers (Lyons Seafood), Ethical Trading Initiative (ETI), and the European 

Union.  
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The objectives of the discussion were to present a revised draft of GLP handbook, analysis 

of supply chain, and labour risk assessment, including complaint mechanisms and remedies 

in accordance with the GLP principles. The revised GLP Guideline manual emphasized the 

following: 

 stronger worker engagement; 

 clearer labour risk assessments, including upstream suppliers; and 

 improved complaint mechanism and remedies in the workplace. 

 

The resulting guidelines updated GLP workplace standards and introduced principles for 

industry labour programmes. The guidelines also provide new tools for factory managers 

and industry association leaders to identify potential labour risks in the supply chains, 

strengthen assessment of their labour practices, and prevent and solve labour-related 

issues. 

 

GLP workplace standards are organized into six categories: 

 forced labour; 

 child labour; 

 freedom of association, collective bargaining and workplace cooperation; 

 discrimination; 

 wages, compensation, and working hours; and 

 occupational safety and health, worker welfare and community engagement. 

 

Once the Seafood GLP Guidelines manual was completed in early 2019, a total of 1,000 

copies of the new manual was printed and distribute to all member factories and involved 

stakeholders. The guidelines, in both Thai and English, are available online at www.thai-

frozen.or.th, www.thaituna.org and www.shiptoshorerights.org.  

 

A video on GLP Guidelines was produced for distribution among factories and buyers so that 

they can better understand its concept. A rollup banner was also produced to show the 

progress of GLP project during 2016–2018 and displayed at the Business Leader’s Dialogue 

on Ethical Leadership and Launch of Good Labour Practices (GLP) event on May 29, 2019. 

The video can be viewed at www.thai-frozen.or.th and www.thaituna.org. 

 

2. Trainings of the Seafood GLP Workplace Principles to representatives of member 

factories. 

 

http://www.shiptoshorerights.org/
http://www.thaituna.org/
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The TFFA and TTIA conducted two two-day training sessions on implementing the GLP 

guidelines for their member factories. The purpose of these trainings was to inform 

members about changes in the Seafood GLP Guidelines, which can be used to improve 

labour management in factories. Key topics include self-assessment on labour issues, 

mapping of the supply chains, and how to handle complaints and remedies. The training 

also provided additional knowledge on labour laws. 

 

The first training session was conducted on May 15–16, 2019 in Samut Sakhorn province for 

41 participants from 24 TFFA and TTIA companies. A second session was held on June 17–

18, 2019 in Songkhla province, with 30 participants from 14 companies. Both training 

sessions introduced the new workplace principles and explained them to the participants. 

The principles include: 

 

 clear workplace standards; 

 CEO-level commitment and dedicated staff; 

 tools and learning focused on systems; 

 industry internal due diligence and remediation; 

 engagement with workers and civil society; 

 factory and industry-level grievance and remediation; 

 accountability mechanisms, including promoting high performers and major 

improvement, and pressing chronic low performers for improvement; 

 independent due diligence and public reporting on labour practices; and 

 sourcing choices and incentives that reward good labour practices 

 

3. Factory visits conducted by the TFFA and TTIA 

 

Factory visits by TFFA and TTIA officials are designed to identify and fill gaps in the 

workplace labour practices. These are not audits but assessments carried out by the 

associations to pass on best labour practices to their member factories. Participation in the 

GLP programme means welcoming the TTIA or TFFA to visit and evaluate the factory to help 

identify potential labour risks within the factory and their supply chains. 

 

4. The establishment of a tripartite Seafood GLP Working Committee 

 

As part of strengthening the existing GLP programme and improving its rigor and credibility, 

a tripartite-plus GLP Working Committee was established to provide monitoring and 

oversight of the GLP programme. 
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The Seafood GLP Working Committee comprised representatives from government, 

industry association, workers’ organization and CSOs.  The first meeting of the GLP Working 

Committee was conducted on 24 July 2019 and the second meeting on 9 December 2019 at 

the Department of Labour Protection and Welfare (DLPW) meeting room. 

 

5. With CSO partners, strengthening complaint mechanisms for member factories. 

 

The TFFA and TTIA, in collaboration with the ILO, organized a consultation meeting with 

several CSOs, namely, the Migrant Working Group, Migrant Workers Rights Network, 

Labour Protection Network, Raks Thai Foundation, State Enterprises Workers’ Relation 

Confederation, Foundation for Rural Youth, and Oxfam. The consultation meeting was 

conducted at the TFFA meeting room on July 6, 2018 with the aim to seek collaboration on 

improving complaint mechanisms and the management of workplace welfare committees 

under the GLP framework. 

The meeting agreed that the key success factors are employer collaboration and workers’ 

awareness of their rights and responsibilities.  

 
2. Factory visits 

The TFFA and TTIA conducted factory site visits to check and advise association members on 

GLP principles and ensure that the factories implement the GLP programmes properly. 

Factory visits procedures are as follows: 

 Conduct meetings with the factory’s management and human resources (HR) 

department. Generally, most people believe that labour issues are only the 

responsibility of the HR department, but actually they concern every department in 

the factory, from the top management to the workers. 

 Review labour-related records and documentations, such as workplace labour 

policies, employment contracts, workplace rules and regulations, payments and 

benefits. 

 Conduct interviews with workers, including migrant workers, to ensure no 

discrimination takes place in the workplace. 

 Visit the factory’s operational sites, including the surrounding areas and workplace 

accommodation (where applicable,) to check on health and safety conditions and to 

ensure that they are suitable for the workers. 

 Share the preliminary site visit findings with the factories, reporting on both positive 

and negative issues. A final report will be sent to the factory at a later time.  
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In 2019, the TFFA conducted 30 factory site visits, which included eight factories in southern 

Thailand and 22 factories in central and eastern Thailand. The TTIA conducted 26 factories 

site visits, including five factories in the south and 21 factories in central and eastern 

Thailand.  A summary of the important findings from these visits are as follows: 

 All of the factories have implemented GLP programme, with workplace standards 

and principles in place. However, some of the factories have clear labour policies, 

while others have no written labour policies.  

 Workers were able to raise concerns through various mechanisms, such as 

suggestion boxes, hotlines, welfare committees, HR, supervisors and/or managers. 

The factory managers and the welfare committee members took the lead in 

responding to the workers’ concerns. 

 Only a few factories have labour unions; however, most workers were able to 

organize and raise their concerns through the factory’s welfare committees. In most 

factories, migrant workers are represented in the committee.  

 All factories have measures to support pregnant workers and their families, and 

some factories provide workers with further benefits, such as accommodation, food 

and recreational activities.  

 More than 80 per cent of workers are from Myanmar with legal employment 

documents; however, there are more Thai workers in factories located in southern 

Thailand. According to the interviews with migrant workers, most have been 

employed in the same factory for more than 10 years.  

 The factories hire both Thai and migrant workers at the same wage rates. Most Thai 

and migrant workers prefer to work overtime for additional income. Most migrant 

workers are satisfied with their job as they can send money back home, and they 

have also recommended their relatives and other villagers to migrate and work in 

Thailand.   

 Turnover among workers and reported accident rates are two broad but useful 

measures of (relative) satisfaction at work. The reasons for worker turnover are 

various, and include the lack of raw materials, which leads to less overtime and thus 

lower income for the workers, which in turn leads some workers to change jobs. 

Other reasons include workers moving to another area or another factory to 

accompany their family.   
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The TFFA’s key findings on contracts are in figure 2.1. 

Figure 2.1: TFFA contract findings 
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The TTIA’s key findings on contracts are in figure 2.2. 

Figure 2.2: TTIA contract findings 
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Table 2.1 Summary of Factory Information  

Factory information TFFA 
(%) 

TTIA 
(%) 

2017–18  
n = 30* 

2019 
n = 30* 

2017–18  
n = 25 

2019 
n = 26 

Factory type 
  Shrimp 

 
90 

 
80 

 
- 

 
- 

  Tuna  - - 96 92 
  Other 10 20 4 8 

Factories signed letter of intent with the 
Ministry of Labour (MOL) 

60 75 88 88 

Factories attended GLP Training Sessions 
organized by the associations 

80 95 96 96 

Factories that complied with GLP 
standards  

100 100 100 100 

Factories that applied GLP Logo (provided 
by the MOL) 

0 0 0 6 

Total number of workers (not %) 37,259 23,468 53,691 56,290 
Male workers 31 31 33 32 
Female workers 69 69 67 68 
Country of origin     
  Thailand 28 36 35 37 
  Myanmar 71 61 63 61 
  Cambodia 1 2 1 1 
  Laos PDR 0 1 1 1 
Turnover rate for employees in the last 
12 months 

20 15 10 5 

Factories with a labour policy 70 80 100 100 
Factories with operational standards in:     
   Thai and workers’ native languages 90 97 84 93 
   Thai language only 10 3 16 7 
   Posted on announcement boards 100 100 100 100 

- = nil or negligible. 

*Note: Data came from 30 factory site visits conducted by the TFFA during 2018–19. Due to the large number of TFFA 

member factories, the factories were randomly selected for visits. 

2.1 Future plans and next steps 

The TFFA and TTIA will continue to promote GLP in member factories with commitments as 

follows:  

 Regularly conduct factory site visits. Visit each member factory at least once a year 

in order to monitor the factory’s labour management activities. When and if labour 

management challenges occur, the association will conduct additional visits to the 

relevant factories. However, because the amount of factory members under the 

TFFA is quite high, the association will select factories to visit by taking into 

consideration the seriousness of labour management challenges each factory faces. 
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The associations plan to visit factories of different production lines, in different 

regions and of varied factory sizes.  

 Conduct consultation meetings with relevant stakeholders through the Seafood GLP 

Working Committee in order to evaluate and improve labour management 

operations. 

 Conduct participatory workshops with CSOs to promote the importance of welfare 

committee functions.  The associations will prioritize the welfare committee work 

because it helps create a platform of discussion among employers and both Thai and 

migrant workers in order to improve the workplace environment.  

 Conduct GLP refreshing training for representatives from member factories. 

 Conduct labour law trainings and seminars for member factories. 

 Encourage and support members to implement the GLP programme in their supply 

chains. 
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Table 2.2: Commentaries on factory visits 

Interesting positive examples Examples that need improvements 

 Groups on Line, a popular social media app, were 
initiated by companies as a platform for workers 
to express their views. 

 Factory welfare committees have additional 
duties to accompany labour-related visitors or 
labour inspectors when they visit the factory. This 
is to encourage the committees' participation and 
understanding of the GLP principles and 
workplace standards. 

 Financial assistance was provided to pregnant 
workers who have been working for six months or 
more. A pregnant worker will receive an 
additional 30 Thai baht (THB) daily allowance and 
is allowed to leave the workplace earlier than the 
usual time. 

 Group insurance schemes were provided for all 
workers. 

 Special uniforms were provided for members of 
the welfare committees. 

 If children under age 18 years were found 
working in the factory, the remedy for the 
children is that they shall be supported for 
schooling until his/her legal age for work and 
provided a job upon their return.  

 Free accommodation, with or without free 
electricity and water, were provided to workers. If 
without free electricity and water, then the 
workers were charged only for the electricity and 
water at the actual rate. 

 Either a free lunch or a THB10 set lunch (plain 
rice with two side dishes) were provided to 
workers. 

 Incentive payments were usually as high as 
THB450 to THB1,000 a month. 

 Labour relation rooms were located near the 
cafeteria so that workers can have easy access to 
make a complaint. 

 Bulletin boards showing the names of employees 
of the month who received the factory awards. 

 No suggestion boxes were in the factories. It 
was reported that there had been one, but 
the box was lost after factory renovation. 

 Important documents, such as company 
regulations, company policies, and 
employment contracts are not available in 
the language that workers understand.  

 No information about the welfare 
committee, its members and detailed 
responsibilities are available for workers, 
especially in the language that they 
understand. 

 No proper break time (at least 20 minutes) 
provided for workers who have been working 
continuously for two hours. 

 All of the welfare committee members are 
Thai, in some cases. Representation of 
migrant workers must be promoted. 

 Some emergency exits were obstructed and 
do not have clear signs. 

 No incentive to encourage workers' 
participation in the welfare committees was 
present. 

 Pregnancy tests were part of the recruitment 
process. 

 Workers need to buy work equipment 
themselves. 
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Interesting positive examples Examples that need improvements 

 A labour union with around 300 members looking 
after both Thai and Cambodian workers was 
present in one factory. 

 Several types of activities were arranged for the 
workers, including physical exercise activities. A 
sport ground was also arranged in the factory. 

 Employees were encouraged to apply as 
members of the welfare committees. Some 
factories offered types of welfare incentives to 
encourage employees to join the committee. 

 Vocational training programs such as cooking 
classes were provided for workers to increase 
their income opportunities. 

 Herbal drinks are available for workers to 
promote good health. 

 Language classes were offered to promote better 
communication between workers. There were 
Myanmar language classes for Thai workers and 
Thai language classes for Myanmar workers. 

 Posters with cartoon characters were produced to 
provide information on how workers can 
practically file a complaint.  

 The cafeteria is clean and well-ventilated and 
offers good and affordable food. 

 Financial assistance is provided for funerals of 
employees (THB2,500) or family members of the 
employees (THB1,500). 

 A dorm committee was established to look after 
workers living in the dormitories and provide 
support for cultural activities of migrant workers.   

 A first-aid room was also established in the 
dormitories. 

 Laundry service is available for workers. 

 Pregnancy care training by hospital personals is 
offered for pregnant employees. 
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Pictures: Factory visits 
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3. Workplace standards 

From the factory visits, the associations discovered that although the factories have 

implemented the GLP programme in their workplace, there were still some legal offenses 

and/or non-compliance with GLP principles. For example, many employment contracts were 

not written in the migrant worker’s native languages, and there is no work break arranged 

prior beginning the two hours overtime work.  Accordingly, the associations recommended 

that the factories improve these practices and report back on what has been done during 

the next follow-up visit. According to interviews, most workers have a good understanding 

of their rights and welfare beyond what it is stipulated in the domestic law.   

The key issues based on our document review, management level interviews and worker 

interviews are listed as follows: 

3.1 Forced labour 

 The factories developed workplace regulations and shared them with workers by 

posting them on their announcement boards. 

 All workers can freely enter and exit the factory sites and accommodation under 

workplace regulations. Employers do not confiscate personal documents. 

 Some factories have only one shared entrance to the factory site and 

accommodation. These factories have set the entrance opening and closing hours to 

ensure workers’ safety, particularly at night time. However, workers can inform 

employers in advance if they want to enter or exit outside of established hours.    

There are potential risks that might lead to forced labour in some of the factories, e.g.: 

 Some factories have lockers where the workers keep their personnel documents.  

When workers want to access their documents, they must ask permission from their 

employers. The associations recommended that factories let workers keep their 

personal documents themselves. If a factory provides lockers for its workers, the 

workers must be able to freely access their lockers. 

 Some factories deducted workers’ wages in order to punish negative behaviors, such 

as quarrels among workers and workers chewing betel nuts during work. The 

associations have recommended that factories apply legal procedures in punishing 

workers instead of wage deduction. 

 The majority of factories do not have written policies on forced labour. The 

associations recommended that factories write them up and post them so that all 

workers are aware. 
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3.2 Child labour 

The Labour Protection Act (B.E. 2541) prohibits those who are under the age of 18 to work 

in the fishery and frozen food industry. Therefore, there no workers under the age of 18 are 

allowed in these factories. Nevertheless, the associations recommended that the factories 

create prevention and mitigation measures to prevent child labour and deal with workers if 

they were found to be under the age of 18. 

3.3 Freedom of association, collective bargaining and workplace cooperation 

 All factories encouraged workers to express their opinions and socialize in various 

activities, including morning talks, religious activities, seminars, trainings and 

entertainment or parties (such as a sports day or New Year’s party). 

 All factories support workers in joining or becoming part of a welfare committee so 

that they can better negotiate with employers.  

 Some factories provide workers with accommodation but require them to be 

responsible for maintaining the condition of the accommodation. 

3.4 Discrimination 

 The recruitment process is non-biased as it is open for all, regardless of gender, age, 

nationality and religion. However, the associations discovered that some factories 

require pregnancy tests before hiring. The associations therefore recommended that 

these factories stop this practice.  

 Some factories hired disabled persons and provided them with suitable jobs and 

responsibilities, because the law requires a workplace to hire at least one worker 

with disabilities out of every 100 workers. Most factories in southern Thailand hire 

more workers with disabilities, in many cases exceeding the required quota, while 

the factories in central Thailand have some challenges in hiring workers with 

disabilities. 

3.5 Wages, compensation, and working time 

 The employment contract is categorized into 3 types: 1.) Daily 2.) Monthly and 3.) 

Contractor-type. The daily and contractor contracts are typically workers in the 

production lines, while most monthly contracts have administrative functions. 

 There are various methods of wage payment, such as weekly and every 15 days for 

workers hired under daily and contractor contracts. For those who are under 

monthly contracts, wage payment is every 15 days or at the end of the month, paid 

in cash or through bank transaction.    
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 All factories set standard and overtime wages that are not lower than the legal wage 

requirements. Most workers receive wages that are higher than the minimum wage 

required by law. Employers also give diligence allowance to workers who 

demonstrate hard work and never submit leave requests, as well as providing extra 

wages for workers who delivered outputs exceeding their work requirements, and 

other special allowances including bonuses and gifts during Chinese New Year, Thai 

New Year and International New Year. 

 All factories are in compliance with the legal requirements for working hours, 

overtime and annual leave days. However, some factories also did not arrange 

enough break time for the workers prior to the two hours overtime work. The 

associations have looked into the issues during the visits and will try to fix it. Most 

workers wanted to work overtime for additional income, therefore, if there is not 

enough overtime, they will move to other factories that offered more overtime 

hours.  

 Some factories have deducted wages in amounts higher than the legal requirement. 

For example, one factory provided free accommodation for their workers, but 

deducted their pay for utility costs. The associations provided legal advice to the 

factory and advised them to discontinue this practice. Instead, factories should pay 

workers their full wages, and the workers should pay their own utility costs without 

any involvement of the factory. The associations will also work with the factories to 

fix this. 



19/39 
 

Table 3.1: Contract and labour findings 

Contract and labour details TFFA 
(%) 

TTIA 
(%) 

2017–18 
n = 30 

2019 
n = 30 

2017–18 
n = 25 

2019 
n = 26 

Language of employment contracts     
Thai and English (Department of Employment 
template) 
Workers’ native languages 

 
10 

 
3 

 
8 

 
3 

90 97 92 97 
Employment contract identifying roles and 
responsibilities, working hours and wages 

95 97 100 100 

Language of pay slip     
Workers’ native languages 
Thai language only 

85 97 88 93 
15 3 12 7 

Recruitment process 
Posted job advertisements 
 
Accepted workers according to government MOU 

 
50 

 
30 

 
4 

 
3 

50 70 96 97 
Orientation conducted 100 100 100 100 
Leave with pay  100 100 100 100 
Personal leave with 3 days’ wages 100 100 100 100 
Sick leave with 30 days’ wages 100 100 100 100 
Maternity leave with 45 days’ wages 100 100 100 100 
Consent letter for overtime work provided 100 100 100 100 

A 20-minute break prior to 2 hours of overtime work 
was arranged for workers  

100 100 100 97 

Wage payment on time (as reported in the books for 
review)  

100 100 100 100 

Confiscation of workers’ personal documents 0 0 0 0 
Employment of workers under the age of 18 0 0 0 0 
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Figure 3.1: TTIA and TFFA findings 
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medical rooms in all factories and at least one a certified nurse and/or a first aid kit, 

including transportation on standby to trips to the nearest hospital.  

 All of the factories provided workers with health benefits as required by law, such as 

an annual checkup. Some factories provided other benefits which are more than 

required by the law, such as free accommodation, shuttle services, meals, annual 

retreat trips and entertainment and/or parties.  

 However, some factories requested workers to bring their own equipment, such as 

gloves and uniforms, to work. The associations advised these factories that they are 

responsible for providing adequate equipment for their workers to do their work. 

 Some factories provided childcare for pre-school children, breastfeeding corners and 

offered childcare knowledge sessions for new mothers. 

 All of the workers have had a chance to participate in corporate social responsibility 

(CSR) activities organized to support and help nearby communities, such as giving 

gifts to children on Children’s Day, and organizing religious ceremonies and a New 

Year’s party. Workers were able to participate in the association’s CSR activities, too, 

such as organizing activities during Children’s Day and World Day Against Child 

Labour. Myanmar workers prefer to participate in religious ceremonies at nearby 

Buddhist monasteries and/or often request a temporary space in the factory to 

organize religious ceremonies. 

 

Table 3.2: Occupational health and safety findings 

Occupational health and safety details TFFA 

(%) 

TTIA 

(%) 

2017–18 

n = 37,259* 

2019 

n = 23,468* 

2017–18 

n = 53,691* 

2019 

n =56,290* 

Minor injuries (without sick leave such as cuts 

from knife, slips and falls) 
 

5 

 

2 

 

7 

 

1.76 

Injuries from accidents with no more than 3 

days of sick leave  
0 0 0.3 0.05 

Injuries from accidents with more than 3 days 

of sick leave 
0 0 0.3 0.05 

Loss of organs/dismemberment 0 0 0.005 0.003 

n = total number of workers. 
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Figure 3.1: TTIA and TFFA findings 
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4. Welfare committee 

The Labour Protection Act (B.E. 2541) regulates all workplaces of more than 50 workers to 

establish a welfare committee comprising five committee members. However, there are still 

a lot of challenges in getting worker members to effectively engage in welfare committees. 

Moving forwards, both associations are committed in finding the best strategy to improve 

welfare committees’ interests and performance. 

 Most factories have more than five members in their welfare committee. 

 The law requires quarterly meetings at a minimum. However, if there are urgent 

issues, more meetings can be conducted as necessary.  

 Only one factory under the TFFA does not have a welfare committee as there were 

fewer than 50 workers.   

 According to feedbacks during interviews, workers were not eager to apply as 

members of the welfare committee. They stated that the factory has already given 

them good welfare and benefits, and they only wanted to focus on their work and 

save up money. Some factories solved the issue by offering positions in the welfare 

committee to long-time employees with strong knowledge about worker’s welfare.  

 Some smaller factories have limited knowledge about how to establish a welfare 

committee. Some employees were appointed welfare committee members just in 

order to comply by the law. During the visits, the associations have informed the 

factories how to properly establish welfare committees. 

 There was no representation of migrant workers in the welfare committee in some 

of the factories. The workers explained that Thai workers can better represent them 

in the welfare committee, and therefore, migrant workers are not elected to the 

committee. The TFFA and TTIA have already clarified the misunderstanding among 

Thai and migrant workers about the importance of participating in the welfare 

committee.   

 Grievances submitted to the Board of Directors were mostly related to the general 

welfare of workers, such as requests for sufficient food, relaxing spaces and fans in 

the canteen and recreational spaces. The grievances were reviewed and mutually 

agreed to by the welfare committee and workers. 

 Many factories enticed employees to join the welfare committee as members by 

offering special incentives, such meeting allowance, special uniforms, outings, and 

other monetary benefits. 
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Table 4.1: Welfare committee findings 

Welfare committee details TFFA 
(%) 

TTIA 
(%) 

2017–18 
n = 30 

2019 
n = 30 

2017–18 
n = 25 

2019 
n = 26 

Existence of welfare committee  100 97 96 97 
Gender 
   Male 
   Female 

 
30 
70 

 
30 
70 

 
30 
70 

 
30 
70 

Representation of migrant workers within the welfare 
committee 

80 90 84 93 

Welfare committee members have elective 
representatives 

97 95 100 100 

Existence of labour union within  factories 0 0 8 8 

Conduct of quarterly meetings 100 100 100 100 
Grievance resolution and remedy under welfare 
committee 

80 90 80 90 

Notes: 
1. One TTIA factory member has only Thai workers and one TTIA factory member has a union. 
2. Since welfare committee members are elected, it is not possible to determine the gender of the members as employees can 
elect either male or female candidates. 
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Pictures: Welfare committee election 

 

4.1 Future plans and next steps 

 Conduct capacity building for workers and management teams to increase the 

knowledge and understanding of welfare committee functions, labour rights and 

effective working mechanisms. 

4.2 Case study 

The TFFA and TTIA conducted training sessions on GLP and conducted a social dialogue 
workshop to increase the effectiveness of workplace welfare committees for members. The 

training aimed to promote effective relationships among employers and workers, and 

particularly to solve problems and review suggestions raised by workers. The participants 

included both management (employer representatives) and factory workers. The lessons 

learned are listed below: 

 Workers gained a better understanding of their rights and responsibilities.  
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 Both employers and workers prioritized the importance of the welfare committee. 

Employers encouraged migrant workers to join the committee while the migrant 

workers themselves have increased interest in being part of the committee.   

 The majority of factories do not have representation of migrant workers within the 

welfare committee. 

 In the welfare committee meetings, both employers and workers represented in the 

committee have chances to discuss grievances, remedies and review suggestions 

raised by the workers. 

 Employers gave incentives to welfare committee members, such as small gifts (hats), 

allowances, offsite meetings and free meals. 

5. Grievance mechanisms and remediation strategies 

 The mechanisms to receive grievances and suggestions from workers can be done 

through several channels, including the suggestion boxes in public areas. In addition, 

the workers can submit grievances and suggestions to managers, supervisors, HR 

and welfare committee members, including sending emails to relevant CSOs who 

they trust. 

 The management team will investigate the submitted grievances. Then, the 

management, worker representatives and the worker who submitted the grievance 

identify solutions and remedies based on evidence and appropriateness for the 

aggrieved.  

 The majority of factories do not have grievance mechanisms and remediation 

strategies in writing. However, they may implement grievance remediation on a 

case-by-case basis.  

 The majority of workers, including migrant workers, raise grievances and suggestions 

directly to their supervisors or HR. In some cases, the migrant workers submit 
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grievances and suggestions in their native language, which must be translated into 

Thai. 
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Lodging grievances 
Verbal grievance 

Written grievance 
 

Step 4: Closure 

- Communicate and obtain 

an agreement 

- Complete remediation  

  satisfactorily 
 

Step 5: Appeal 

-  Communicate and identify    

   pending issues 

-  May involve legal or judicial    

   intervention 

 

Figure 5.1: Grievance process 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Individual, group or community 

 

Step 1: Acknowledgement 

- Welfare committee and/or human resources process according to policies and 

procedures 

- Open file, number, and categorize: provide written description and details 
 

 

Step 2: Evaluation 

- Investigation- documents, interviews-internal and/or external 

- Confidentiality, objectivity, transparency, communication 
 

 

Step 3: Mediation 

- By fellow worker of complainant’s choice? 

- Union or welfare committee representative? 

 

 

Decision-making process 

Manager–worker dialogue 

 

Record keeping 

Internal and external 
 

- Documentation of evidence and results  
- Internal systems improvements 
- External interventions and processes 

Remediation 

Timelines 

Responsibilities 
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Table 5.1 Complaint Channels 

Complaint channels and outcomes TFFA 

(%) 

TTIA 

(%) 

2017–18  

n = 30 

2019 

n = 30 

2017–18 

n = 25 

2019 

n = 26 

Placement of suggestion boxes   100 83 100 97 

Grievances raised through: 

Managers 
 

20 

 

20 

 

70 

 

80 

Supervisors 100 100 100 100 

Human resources 80 80 100 100 

Welfare committee 80 80 100 100 

Social network 10 15 50 70 

Relevant CSO 1 1 60 57 

Grievance are resolved and remedied 80 90 80 90 

 

5.1 Future plans and next steps 

 Conduct training on labour rights and responsibilities for workers. 

 Conduct training on UN Guiding Principles on Business and Human Rights in order to 

build knowledge and understanding of human rights and core international human 

rights treaties. 

5.2 Case study 

From the factory visits, the associations discovered that all of their member factories have 

established various grievance mechanisms through supervisors, HR or the workplace’s 

welfare committee. Some factories used social networks as one of the grievance 

mechanisms. The common grievances raised by workers are: requests for lockers, increased 

food vendors in the canteen, more parking spaces, shuttle services, drinking water 

dispensers and annual parties. During interviews, most migrant workers mentioned that the 

quality of life in Thailand is much better than that of their home country. Additionally, 

workers were able to save up money and send them back home to support their families. 

They further expressed that their future plan is to encourage family members to migrate to 

work in Thailand. Therefore, the grievance issues raised by the workers were not very 

demanding. 

In many factories, suggestion boxes were used as one of the grievance mechanisms to avoid 

direct confrontation. The suggestion box should provide a grievance form for workers to fill 

out. The form should be written in simple language that is easy for workers to understand. 
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Furthermore, there should be a clear timeline for opening suggestion boxes and reviewing 

grievances by an authorized person and/or welfare committee member, as well as 

guidelines and a timeline to resolve grievance issues including announcing resolutions. 

Nevertheless, workers are encouraged to inform their superiors directly or through HR or 

the management team if there are any grievance issues.  

Additionally, GLP principles stated the importance of grievance remedies for workers. For 

example, remedies for workers who are injured through workplace accidents, visiting sick 

workers at the hospital or providing funeral allowance for families of workers.  

 

6. GLP training 

The TFFA and TTIA conducted additional trainings for representatives from member 

factories to understand the updated GLP principles. The member factories will, as a result, 

be able to adapt the new principles, such as supply chain mapping, grievance mechanisms 

and remediation strategies, and put them into practice. The representatives from member 

factories were also trained on labour laws and regulations.  

The training was held for two days. The first training was conducted on May 15–16, 2019 at 

the Grand Inter Hotel, Samut Sakhon province. A total of 41 participants from 24 companies 

participated in the first training. The second training was conducted on June 15–17, 2019 at 

the Siam Oriental Hotel, Songkhla province. The 30 participants came from 15 companies.  

The summary of comments and recommendations from the participants are as follows: 

 “After the training, there is greater understanding of the GLP and the 

importance of following the concept of GLP.” 

 “The training included practical activities, which made it easier to 

remember.” 

 “The training allowed participants to express their perspective on the issues, 

share experiences, and exchange ideas.” 

 “From sharing points of view and ideas with all the participants, we realized 

that labour issues are not only just responsibilities of the Human Resource 

Department. It is actually the responsibility of all parties in the workplace, 

from top management to the workers. The top management plays a very 

important role in implementing and maintaining labour-related policies.”   

 “The training shows that all factories face the similar issues and encourages 

participants to share ideas of how to solve the problems.” 
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 “Communication is important, especially listening to the opinions of the 

workers. We must develop better ways to communicate with the workers, 

whether it is formally in a meeting or informally in a conversational manner.” 

 “We were able to learn new things from the trainers and from other 

companies, which we could apply what we’ve learned in our companies.” 

 “We now have a better understanding of the work-related laws, which is very 

useful.” 

 “We learned practical knowledge which we can use in our organization, in 

order to analyze, examine and solve the problems in a way that is direct and 

to the point.”  
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Pictures: GLP training 
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6.1 Findings and challenges 

The majority of factories are in compliance with legal requirements and business 

partnership agreements. Buyers also conduct regular monitoring.   

The GLP programme is not legally binding, but rather a voluntary practice. Therefore, it depends on 

the factories to implement this programme, although the associations’ policy requires all members 

to implement the GLP programme within their factories. Most of the factories also have their own 

ethical code of conduct in place as well. 

6.2 Future plans and next steps 

The associations will: 

 develop simplified legal procedures for business operators; 

 conduct GLP trainings at least once a year to include representatives from each 

member factory, due to the turnover of employees who are responsible for labour 

management, so that new workers can understand more about the GLP programme; 

 regularly monitor their member factories in order to maintain the effectiveness of 

labour management among the members; and  

 conduct trainings for member factories on key issues such as welfare committee 

functions and new legislations. 

7. GLP Seafood Working Committee 

A tripartite-plus Seafood GLP advisory body, the Seafood GLP Working Committee, was 

formed to strengthen the Seafood GLP programme, improve its rigor and credibility, and to 

monitor and provide oversight of the GLP programme. The Seafood GLP Working 

Committee is a part of and supports the Ministry of Labour’s GLP Committee (the umbrella 

committee overseeing the GLP programmes in several sectors) appointed on January 20, 

2015.  

The Seafood GLP Working Committee shall convene at least twice a year and will be chaired 

by the Ministry of Labour, and vice-chaired by the industry associations with a Seafood GLP 

program in good standing (the TFFA and TTIA), and a worker representative. The TTIA/TFFA 

representative shall also act as secretariat for the Seafood GLP Working Committee.  

7.1 Composition 

The Seafood GLP Working Committee will be comprised of the following representatives 

listed in table 7.1. 
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Table 7.1: Seafood GLP Working Committee composition   

Organization or agency 
category 

Organization or agency Position in the 
Seafood GLP 
Working 
Committee 

Government 1. Department of Labour Protection and Welfare, 
Ministry of Labour 

Chair 

2. Department of Fisheries, Ministry of Agriculture 
and Cooperatives 

Vice Chair  

Industry association 3. Thai Frozen Foods Association (TFFA) Vice Chair  
Vice Chair 4. Thai Tuna Industry Association (TTIA) 

Workers’ organizations 
(plus CSO) 

5. State Enterprise Relations Confederation (SERC) 
 

Vice Chair  

6. Raks Thai Foundation Member 
Employers’ organization 
and seafood supplier 

7. Employers’ Confederation of Thailand (ECOT) Member 
8. Association’s member factory Member 

Global multi-stakeholder 
Organization 

9.  Ethical Trading Initiative Member 

Intergovernmental 

organization 

10. International Labour Organization (ILO), Thailand 

Country Office 

Member 

 

Other industry associations, such as the National Fisheries Association of Thailand, can be 

invited to participate if their GLP programmes are built in accordance with the above GLP 

principles (and verified by the ILO), while maintaining an appropriate ratio of committee 

constituents. 
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Pictures: GLP committee meeting 

      

8. GLP logo 

In order to promote the GLP programme at the national and international levels as well as 

to promote the good image of Thai commercial products, the Department of Labour 

Protection and Welfare, Ministry of Labour Thailand, has created and approved the GLP 

Logo on 25 July 2017. All businesses regardless of business type or size are able to affix the 

GLP logo on their commodities, documents and other materials under the conditions 

required by the Department of Labour Protection and Welfare. It aims to achieve better 

trade competition of Thai commercial products at the national and international levels.  
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8.1 GLP Logo 

                                                                    

According to the factory visits at the member factory sites, we discovered that: 

 The use of the GLP logo is not widespread. 

 The majority of factories lack the knowledge of procedures and conditions to apply 

for the GLP logo. 

 Some factories that have already participated in the GLP training programme prior 

to the issuance of the GLP logo by the Department of Labour Protection and Welfare 

have put up a poster saying “This factory applies the GLP standard” in meeting 

rooms or in front of the factory, instead of using the logo. 

 Some factories publicize certificates that they have received from the Ministry of 

Labour instead using of the GLP logo. 

8.2 Future plans and next steps 

 Support the Department of Labour Protection and Welfare in promoting the use of 

the GLP logo. 

 Support the member factories in obtaining the GLP logo from the Ministry of Labour. 
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9. Best practices and lessons learned 

9.1 Welfare committee not established in the workplace. 

The TFFA and TTIA prioritized workers’ participation as an important key to create better 

relationships within a workplace. It can help improve the cultural gaps between Thai and 

migrant workers. The establishment of the welfare committee in the workplace is required 

by law and can serve as a communication platform between employers and workers to 

build a better understanding amongst themselves. Besides this, the welfare committee can 

also serve as a negotiation platform for the workers when demanding an improved working 

environment from the employers. 

From the factory visits, we discovered that one newly set up factory has not yet established 

a welfare committee or organized a welfare committee member election, but had no 

information about how to do so and no intention to violate the law. The associations 

briefed the factory’s management about the importance of establishing a welfare 

committee within the workplace with more than 50 employees, as required by the Labour 

Protection Act (B.E. 2541).  

The welfare committee members should be elected by the workers and can serve as a 

negotiation mechanism between the employers and workers. GLP recommends the welfare 

committee representatives give an opportunity for migrant workers to be part of the 

committee. The committee also needs to publicize the committee’s work and the 

importance of it among the workers. For example, the welfare committee members’ 

meeting dates and pictures of the welfare committee members including their contact 

detail should be announced. 

The factory consequently improved their legal knowledge and understanding. Many 

factories are now in the process of welfare committee member election. As soon as the 

election is completed, the factory will submit the election report to the association. The 

association will visit and monitor the factory one more time. 

9.2 The lack of employment contract translated into the migrant workers’ native 

languages  

All of the members provided employment contracts for workers that identify their 

positions, wages and working hours. There are two copies of employment contracts, the 

employers’ and the workers’ copies. In the past, the employment contract was written  only 

in Thai. However, as a result of the Government’s memorandum of understanding, the 

number of migrant workers has increased. The Department of Employment has issued the 
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employment contract templates in both Thai and English versions. The Thai seafood 

industry employs a large number of migrant workers, some of whom are unable to 

understand the employment contract either in Thai or English. In order to help migrant 

workers gain a better understanding of their employment contract and GLP standards, we 

encouraged employers to provide migrant workers with an employment contract in their 

native languages. 

After they attended the GLP training and were informed about the objectives of developing 

the employment contract in workers’ native languages, the participants who had a 

translated contract shared the employment contract template with other member factories 

so that they can use it in their own factories. In addition to this initiative, the factories have 

overcome communication barriers with migrant workers through orientation training, or 

hiring an interpreter to help discuss the employment contract with migrant workers, or 

asking for assistance from the supervisors who are migrant workers to help communicate 

with other migrant workers. Additionally, the associations recommended employers to 

include key information such as position, wages and working hours in the employment 

contract. 

 9.3 The inspection of workers’ age 

By law, it is illegal to hire workers under the age of 18 in the fishery and seafood industry. 

During the recruitment process, HR must review official documents such as national ID 

cards (for Thai workers) and passports (for migrant workers). The Government’s 

memorandum of understanding on migrant worker employment stipulates the minimum 

age of employment is above 18 years of age. 

In order to legally comply with the minimum age of employment, the GLP programme 

encourages all members to acquire more information from job applicants though job 

interviews, teeth and bone tests (if necessary), and reference checks with relatives or 

friends of applicants. Moreover, the members should also establish prevention and 

mitigation measures in case if there are workers under the age of 18 in their factories. 

 

 

 


