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Sammanfattning

Corporate Social Responsibility, CSR, kan definieras på åtskilliga sätt och det finns flera
strategier närvarande rörande management, övervakning och genomförande av CSR och
uppförandekoder. I uppsatsen kommer CSR att betraktas som de aktiviteter bolagen bedriver, styr
och underhåller, för att skapa en mer hållbar verksamhet och global situation. Att dessa utförs
frivilligt, utan att vara lagstiftning eller under stark påverkan från NGOs.  Utan är ett
förhållningssätt för hur företag hanterar denna del av försörjningskedjan för att möta sina mål och
allmänhetens förväntningar.

Uppsatsen bygger på tre frågeställningar, för att ge en inblick i management, övervakningen och
genomförandet av företagens sociala ansvar och uppförandekoder i den del av försörjningskedjan
som är produktion. I denna studie i utvecklingslandet Vietnam. Från ett Skandinaviskt textil och
konfektions företags perspektiv, gällande arbete kring styrning av inköp och produktion.

Den första frågan strävar efter att ge en bild av de strategier som ofta används för management,
övervakning och genomförande av CSR och CoC. Metoder såsom, egna auditeringsdivisioner, att
gå med i initiativ och att produktionschef inspekterar under fabriksbesök, gås igenom med
tyngdpunkt på arbetsmetoder. Dessa strategier presenteras för att ge läsaren en bakgrund till
begrepp och en inblick i det praktiska arbetet kring arbetet med CSR. Den andra frågan fokuserar
på faktorer som påverkar förvaltning, övervakning och implementering av CSR och CoC i
Vietnam. De tre områdena nationell kultur, mellanchefsnivå och framtiden för företags sociala
ansvar i Vietnam, presenteras och diskuteras. Den sista frågan är tänkt att knyta uppsatsen, och de
två föregående frågorna samman, hur skandinaviska textil och konfektionsföretag kan samarbeta
med vietnamesiska leverantörer för att skapa mervärde i leverantörskedjan. Denna fråga knyter
an till de två tidigare, den första som söker möjligheter att använda strategier för genomförande,
den andra påvisar faktorer som påverkar företagens sociala ansvar i produktion i Vietnam.

Sammanfattningsvis presenteras en lista i kapitel fem, som redovisar negativa och positiva
aspekter rörande styrning av CSR i Vietnam. De negativa är, milda oorganiserade strejker, den
"om du kan dölja det, finns det inte" attityd som finns, mellanchefer, utlandsägda
produktionsanläggningar och det kommunistiska enpartisystemet. Positiva aspekter inkluderar,
utvecklingsland, ett spirande allmänhets intresse, arbetare reagerar, och en positiv inställning till
skandinaver.

Anmärkningsvärda upptäcker som gjorts i denna avhandling var att företagets storlek ofta
påverkar vilken strategi och initiativ som valts. CSR koder motsvarar ofta direkt mjuka lagar som
ILO konventioner, chefer på mellannivå är en nyckel till framgång.  Köparens makt skall inte
underskattas, krav på att produktionen följer sociala normer bör krävas för att skapa långvarig
förändring i försörjningskedjan.

Nyckelord: CSR, Vietnam, Skandinavien, management, övervakning, genomförande, textil,
konfektion, utveckling
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Abstract

Corporate Social Responsibility (CSR) can be defined in many ways and there are several
strategies present for managing, monitoring and implementing CSR and Codes of Conduct
(CoC). In the thesis it will be regarded as those activities companies carry out, and maintain, to
create a more sustainable business,- and global situation. Implementation of CSR is voluntary
from the purchasing companies perspective but mandatory for the suppliers. This means CSR and
CoC is not legislated or in any other way strongly influenced by governments or NGO:s, but a
way to manage a supply chain to fulfil the company goals and public expectations.

This thesis is based on three research questions, that provide an insight into managing,
monitoring and implementing CSR and CoC in the developing nation Vietnam, based on the
perspective of Scandinavian textile and apparel companies.

The first question aim to give a background to strategies, found among in the study part taking
companies, used to manage, monitor and implement CSR and CoC. Approaches such as, own
auditing divisions, joining initiatives, production manager inspects and so on, is gone through
with emphasis on working methods. This is presented to give the reader a background on
concepts and an insight into common procedures. The second focus on factors influencing the
management, monitoring and implementation of CSR and CoC in Vietnam. The three following
categories wereselected to be presented and discussed, National culture, Middle Management and
the Future of CSR in Vietnam. As these topics were often mentioned in interviews with
companies and organisations as influencing the CSR process. The final question is meant to tie
this thesis and the previous two questions together, how Scandinavian textile and apparel
companies can co-operate with Vietnamese suppliers to create added value in the supply chain.
This question goes back to the two previous ones seeking possibilities to use strategies for
implementation, adapted to factors influencing CSR in production in Vietnam.

In chapter 5, a list of negative and positive characteristics of the situation for working with CSR
in Vietnam is presented. The negative being, mild unorganized strikes, the ‘if you can hide it; it
do not exist’ attitude, middle management, foreign owned production facilities, and the one party
state. The positive aspects mentioned being, developing country, awakening public interest,
workers reacting, and a positive attitude towards Scandinavians.

Significant findings made in this thesis were that company size often dedict strategy and
initiatives chosen, CSR codes often directly correspond to the soft laws of the ILO conventions,
middle management is a key to success and that the power of the buyer should not be
underestimated, but demands on production social standards should be stressed to cause change.

Keywords: CSR, Vietnam, Scandinavia, managing, monitoring, implementing, textile, apparel,
developing
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1.Introduction

This thesis is based on two current developments in the international textile and apparel industry.
The rising of Vietnam as a challenger among supplier nations in textile and apparel supply
nations, and the newly awakened consumer interest in production arrangements, causing
companies to work with Corporate Social Responsibility, from hereon referred to as CSR.

The trade between the two nations, Sweden and Vietnam, have grown with 80% since 2005,
today valued to the sum of 3.5 billion SEK (Viktorsson, 2011).

The main imported goods from Vietnam being shoes, textiles and furniture.
………-One apparent trend being enterprises earlier producing
 in China now also seek possibilities in Vietnam where the cost of producing
is highly competitive (Gorbow, H. 2011 cited in Civilekonomen).

Analysis of diagrams of labour costs in a number of supplier nations of textile and apparel further
states that Vietnam is a strong competitor cost wise, being cheaper compared to for example
China, which is still the biggest exporter of textile and apparel to the U.S and E.U region. This
means Vietnam has a competitive advantage to China (Jassin-O’Rourke group, 2008).

Though still a communist nation Vietnam has developed considerably in the area of ease of doing
business for foreigners Ansett, S. (2007). Some of the obvious indicators of this are the earlier
mentioned increase in trade with Sweden, the Doi Moi1 economic reform in 1986 and the joining
of ASEAN in July 19952.

The general trend since the mid nineties of an attitude change towards sustainability and human
rights interest have influenced the industry and been driven forward by media, causing textile and
apparel companies to work with CSR arise the question, what is CSR? The first time the term
was mentioned were in the 1950’s by Howard Bowen, Bowen was a University teacher and
published the book, Social responsibilities of the Businessman in 1953. This CSR pioneers
definitions of the term goes;

The obligation of businessmen to pursue those policies, to make
those decisions, or to follow those lines of action desirable in terms of
the objectives and values of our society (Bowen, H. 1953, cited in Social
responsibility in the global apparel industry, 2009)

                                                  
1 Comparable to the Soviet Unions reforms of Glasnost and Perestrojka, aimed to steer the
communist nations towards a more market oriented economic system.
2 ASEAN (online). Available from http://www.aseansec.org/64.htm (accessed on 16th of Mars
2011)



Katarina Wallin THS
S083614

9

Following this academic definition from the 50’s I would like to contrast by including Sweden’s
largest international fashion chain, H&M’s definition. They actively work both with CSR in the
supply chain and fund several charity projects not concerning their production to create
sustainability and maintain an image of being a responsible part of society.

H&M’s business concept is to offer our customers fashion and quality
at the best price. At H&M, quality is about more than making sure that
our products meet or exceed our customers’ expectations. it also
means that they have to be manufactured under good conditions and
that our customers must be satisfied with us as a company. taking
responsibility for how our operations affect people and the environment
is also an essential prerequisite for H&M’s continued profitability and
growth3.

Another definition is given by swedwatch, a Swedish organisation that carry out continous
inspections on Swedish companies businesses in low wage nations, their goal is to contribute to
sustainable business, and global development4. Their core activity is writing reports on their
findings, in 2010 they were part of launching the CSR-compass for Swedish companies. Their
definition of CSR follows,

Corporate Social Responsibility (CSR) refers to companies' voluntary efforts to
integrate social and environmental concerns in their activities5.

Reading this definition attention should be drawn to the organisation’s specialisation, focusing on
supply chains, which is what the thesis aspires to do as well I therefore find this definition
suitable. It may as well be argued that it is a short statement, but it is to the core and it captures
the main feature of CSR, the companies’ voluntary efforts.

To get the sustainability angle defined, as it is one of the reasons behind working with CSR for
many companies the thesis will borrow a classic definition. Sustainability was in 1987 discussed
in the world commissions report, Report of the World Commission on Environment and
Development: Our Common Future, discussing development and environment. A conclusion
made in the second chapter summarises the concept of sustainability in an excellent way;

Sustainable development is development that meets the needs of the present without
compromising the ability of future generations to meet their own needs
(Report of the world commission; our common future 1987. Ch. 2 )

                                                  
3H&M (online). Available from
http://www.hm.com/filearea/corporate/fileobjects/pdf/en/COMMON_RESPONSIBILITY_BRO
CHURE_CSR_ENGLISH_GB_PDF_1162802486120.pdf
 (accessed on 4th of April 2011)
4 Swedwatch (Online). Available from http://www.swedwatch.org/sv/om-oss
 (Acessed on 4th of April 2011 (translated from Swedish))
5 Swedwatch (online). Available from http://privat.csr-kompassen.se/om-csr
 (Accessed on 4th of April 2011 (translated from Swedish))
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After being given the three different definitions of the term CSR, one may choose to view it as a
framework in which companies themselves can choose what they wish to put into. Some focus on
making their supply chains more environmentally sustainable while others support research funds
for fatal diseases. Several work with a combination, regardless it all fits in the term CSR.

In my own attempt at defining the concept of CSR I have chosen to base it on the foundations of
what the companies that will be in focus have stated in their CSR plans, and the way the concept
have been referred to in the theoretical framework, sources I have chosen to apply in the thesis.
Labour legislation in the supplying nation and import legislation of the buying nation, must be
followed and is thus not brought in under my definition of CSR, due to the voluntary aspect.
Standards of the International Labour Organisation is often indirectly regarded by companies in
their CSR plans for their supply chain activities such as, no child labour nor forced labour.
My definition of CSR is the following;

CSR are those activities companies carry out, and maintain, to create a more
sustainable business and global situation. Performed under voluntary circumstances,
without being legislated or in any other way forced or strongly influenced, to manage
their supply chain in that special manner.

As mentioned in the beginning of the introduction trade with Vietnam has increased greatly over
the last years, as the attention of Society towards CSR and production in developing economies.
With this development come several issues, which will be looked into in the next section of the
thesis.
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1.2 Issue at stake, research questions
The issues at stake in this thesis focus on, how Scandinavian and Vietnamese companies can
cooperate to successfully manage, monitor and implement CSR and add value to the production
part of the supply chain.

The first area that needs to be investigated is the management of implementing and auditing of
the production part of the supply chain, in regard to companies CSR and codes of conduct is
organised? There are several ways to manage this process, also companies CSR and Codes of
Conduct plans differ. Larger companies have their own CSR department, a few even have their
own auditing divisions. Several companies are tied to specialised organisations working with
CSR and CoC, while smaller companies usually sign CSR contracts with their suppliers or work
in yet other fashions. Despite all theses measures taken to manage CSR, scandals do occur among
textile and apparel companies when suppliers and sub-suppliers fail to follow the plans and
codes.

Today it seems that many Scandinavian textile and apparel companies cooperate with, or actively
seek suppliers in Vietnam6. The pressure on the Scandinavian companies of implementing their
CSR plans and to comply with their CoC also increases. Corporations are under constant watch
of, Non Governmental Organisations, media, human-rights organisations, and other stakeholders.

Into consideration must also be taken the cultural differences that affect negotiations and co-
operation between different nationalities. The cultural differences found will be presented and
applied with regard to Gert Hofstede cultural dimensions of cooperation, between Sweden
(representative chosen for Scandinavia, most Scandinavian companies partaking being Swedish)
and Vietnam.

1.3 The three research questions

Q1   Which routines are used by Scandinavian companies when working with implementation of
CSR and codes of conduct in Vietnam?

-Why have these been chosen?

Q2 What are the attitudes of Vietnamese suppliers regarding the idea of CSR and codes of
conduct?

-Can an explanation to attitudes be found in national culture?

Q3 How can Scandinavian textile and apparel companies, cooperate with Vietnamese suppliers
to implement CSR and codes of conduct to create business value for both parts, to create
added value in the production part of the supply chain?

                                                  
6 Interview with mrs Hong, VCCI, 21st of April 2011
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1.4 Purpose
The main purpose of this study is to study the co-operation between Vietnamese suppliers and
Scandinavian buyers, when monitoring, managing and implementing CSR and CoC and add
value to the supply chain. There are several important objectives prevalent in this study, such as;

• To describe the co-operation between Scandinavian textile and apparel companies and
Vietnamese suppliers, with regard to the implementation and management of CSR and
CoC in the supply chain.

• To analyse how the cultural dimension affect and influence the co-operation and
management between the studied companies.

• To study the Vietnamese suppliers understanding of the business value and competitive
advantages of working with CSR and CoC when doing business with Scandinavian
apparel and textile companies

1.5 Delimitations
The term Corporate Social Responsibility will be used in its abbreviated form CSR, and regard
workers rights and labour conditions first and fore mostly in this thesis, if used with regard to
environmental questions it will be clarified in the text.

Codes of Conduct will be used in its abbreviated form CoC. CoC can be viewed as a part of
companies larger CSR plans with regard to how to deal with suppliers concerning production and
the supply chain. For some companies and in some situations it can also be guidelines for how
company employees ought to behave when representing the company. In this thesis CoC will be
codes regarding production and the supply chain. Also in regard to CoC, it will be workers right
and labour conditions being considered. See table A in appendix for an overivew of elementary
workers rights presented by different organisations.

The study will focus on labour rights and working conditions, which routines and strategies
companies develope regarding practices around implementation and monitoring the management
of CSR and CoC.  In reasoning around the answers to the research questions focus will lie on the
cultural differences and their inference on cooperation and management.

Limitations for convenience regarding the collection of information have been to limit the study
to Scandinavian textile and apparel companies and their Vietnamese suppliers, and organisations
working with labour conditions and workers rights in Vietnam or globally.
The collection of information have been done during a longer period of time but will be
intensified during the 8 weeks in Vietnam, geographically there will be no limitations to certain
areas within Scandinavia or Vietnam but the spread will be based on access to companies and
willing participants, providing an interesting range of companies. The thesis will focus on the
cut-mak-trim CMT step in the supply chain and the work with CSR on that level.s
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1.6 Disposition
This thesis begins with an introduction, first to the background of why the topic have been
chosen, and some brief information on recent developments leading up to the current situation
being studied, this is chapter 1. Then follows more background in depth of the concepts studied.
For structure this thesis has three research questions, in an attempt to pin down and focus the
theme of the thesis, and to make sure the gathered information where presented in a manner that
will be easy to follow. The purpose states what I hope to gain and contribute by writing this
thesis, as well as why I believe the topic was worth studying. To further narrow the range of the
topic down, delimitations were done on geographical and practical grounds, more information on
this can be found in chapter 2.

The methodology, the thesis is based on empirical material gathered from semi-structured
interviews. In this chapter the reader can get acquitted with the background for how the material
was gathered and a validity and reliability trial of the study, see chapter 2. Providing for the
reader to be able to make his or hers own opinion on the study.

Empirical material is presented mixed with theoretical references to give a deeper presentation of
the attempts to answer the research questions. They are presented in three chapters, chapters 3,4
and 5, one fore each of the questions. Chapter 3 presents the first question, routines for managing,
monitoring and implementing CSR, a broad question presenting a lot of information on different
CSR strategies to make the following questions easier to understand. The following chapter,
chapter 2, presents the attitudes of the Vietnamese suppliers towards CSR, to contribute
information on and the Vietnamese attitude and towards working with CSR. Leading to the last
empirical chapter, chapter 3, discussing positive and negative aspects of working with CSR in
Vietnam as a Scandinavian textile and apparel company. These questions together forms an
image of how to cooperate with Vietnamese suppliers to manage, monitor and implement CSR in
the supply chain.

In the conclusion, chapter 6, I present findings and reflections, both new and developments of
analysis drawn in the end of each chapter presenting the findings on the research questions.

2. Methodology

The thesis will be based on interviews made with Scandinavian textile and apparel production
managers and/or CSR managers, Vietnamese suppliers, auditing organisations and other
organisations working with labour rights or holding considerable knowledge of the Vietnamese
textile market. This will be the empirical part of the study. As questions made for partaking
companies are prepared in advance based on earlier research of the companies, see section 2.2,
the study can be seen as deductive, Andersen (1998), however the conclusions have been drawn
from the empirical material in a deductive manner. Thus changing the approach of the thesis
during the different sections of it. Concern will be taken to the issues of culture affecting the
interview situation and the possibility of getting weak or untruthful answers, the one party state
situation and many Vietnamese peoples fear of information being controlled by the government
will be taken into consideration. The sampling has been done by a combination of convenience,
and snowball sampling, Bryman (2008). Governmental organisations such as the Swedish
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Embassy in Hanoi, Swedish Export Council in Ho Chi Minh City and the Vietnamese Chamber
of Commerce and Industry have been selected on the basis of their knowing of the market, and
they have in turn contributed with contacts at Swedish companies and their Vietnamese suppliers.
See appendix for a full list of interviewed, non-company tied interviewees and table B in the
beginning of section 3.2. for a list of partaking companies.

While and during my gathering of information I will try to find patterns, reoccurring answers and
attitudes towards the interview questions. I will analyse these in regard to my main research
questions and eventually be able to build valid thoughts for results and final discussions, through
out the research period I will refer to my theoretical references for support and new thoughts. I
have conducted an exploratory study by interviewing Scandinavian textile and apparel
companies, the main study was done during eight weeks in Vietnam while Vietnamese suppliers,
Swedish governmental organisations, and NGOs working with labour rights and working
conditions. The findings will however for validity and deeper insight be tried against other
theory, and research that have been conducted and presented by other researchers.

2.1 Analysis of the methodology and the investigations validity and
reliability
One of the strengths of the investigation is the varied span of companies willing to participate,
but this has also caused the thesis to be a bit scattered. For an essay on this level it could perhaps
with regard to research question one for example,

Q1   Which routines are used by Scandinavian companies when working with
implementation of CSR and codes of conduct in Vietnam?

-Why have these been chosen?

As companies of different sizes and supply chain have different strategies this question was
extremely large compared to my initial view. It also demanded more time to prepare and adapt
interview questions to correspond with the CSR organisation the companies had to get value out
of the interviews. A better outlay would have been to narrow down the span of participants to
make them more homogenous and go deeper into comparing their management monitoring and
implementation of CSR. This is also true for the other questions, after my study I realise that each
one of them might have been a suitable question to answer alone, creating a more focused study.

The external reliability is hard to implement on qualitative research Bryman (2008), this is
natural, as it measures the extent to which a study can be replicated. It is impossible for anyone
doing the interviews with my group of respondents if the study is replicated to get the exact same
answers. The respondents attitudes can change, the situation in Vietnam will transform, and my
effect as interviewer influenced the situation and respondents answers, for better or for worse,
this influence cannot be replicated. It should also be noted that the interviews were done during a
time period during which the business climate were good, supposedly affecting the respondents
to be positive towards their situation, this being reflected in the answer. It can even be said that it
was a captured moment, which is impossible to replicate.
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The internal reliability is not a question here, as it takes into consideration if there have been
more than one researcher and their thoughts on the findings, Bryman (2008), if they came to the
same conclusions. I undertook the study myself and would at many points have enjoyed a
discussion partner, regarding gathered material and theory. The dependability of the essay could
therefore be said to be mediocre, although external reliability is hard for all qualitative studies
internal reliability could have been earned from the inside with a research partner with other
opinions. Although it should be added that my supervisor came with many valuable thoughts.

External validity is the degree to which findings can be generalized across settings, Bryman
(2008). The study aim at generalizing when bunting the Scandinavian nations together which
have worked well, many belong to similar initiatives and organisations and have comparable
CSR organisations. It is again more the size of the companies causing generalisation to fail in
being applicable across social settings. I have also strived to present results with regard to
company and used generalisations when it has concerned issues on a national level. The study in
itself is in some parts suitable for generalization whereas some are not.

Internal validity, the match between empirical study and theory Bryman (2008), this have been
dual. Some theory have proved to correspond with the empirical study some have not, the more
recent theory corresponds better with my findings than the older research. I believe this is due to
the later years development of CSR and the increased interest from stakeholders in the later
years. This I would say grants the essay a certain amount of credibility.

Vietnam was a core dimension of the thesis from the beginning and with that factor I still believe
the thesis managed to keep a lot of focus on as well as keeping it ‘Scandinavian’. The national
factor I therefore see as accomplished, although more Vietnamese participation would have been
preferable.  The questions have generally been more or less answered, more usable theory and a
narrower focus would have mad it more qualitative however.

2.2 The interviewing procedure
The interviews conducted to extract material for the empirical part of this thesis have been done
in a semi-structured fashion, which is common among qualitative studies, this leading to a
collection of material that is not easily subjected to validity or reliability trials. It could though be
argued that a conversational interview style is more ecologically valid than material collected
using more formal instruments for material collection, Bryman (2008).

Due to the variety in size of companies interviewed and the different types of final product
ranging from, fashion wear, sports wear, work wear, shoes and home textiles, the questions had
to be adapted. Therefore every interview became unique and demanded new preparations.

The first step in the interviewing procedure became to read up on the background of the
companies and get familiar with their CSR plans and CoC. How the companies managed,
monitored and implemented their CSR, to be able to ask relevant questions and get any questions
I found while studying their material, regarding their information on CSR in folders and on
homepages answered. Some knowledge of auditing firms, national laws, and auditing firms were
also gathered on beforehand, this is the deductive part of the study. The next step was to prepare
the questions, sort them into a logic order and make sure they were open and demanded quite
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extensive answer, I wanted the respondents to reflect upon the questions. The questions differed
due to company but the same areas were always discussed during the interviews, production
capacity and possibilities, CSR organisation, attitudes towards Vietnam/Scandinavia, co-
operation, why the companies had chosen their particular CSR strategy. Step 3 was the interview,
which was surprisingly informative and provided much information, the interviewees seemed at
ease. I got the impression that they felt more like it was a conversation than a hearing, I was glad
that they reflected freely on many questions.

The 4th step was transcribing, a very time consuming task but good for processing the material
and find additional questions, all companies offered to answer questions via e-mail after the
interviews if I had any. Some interviews and observations took place during tours of factories and
therefore were not recorded.

A reoccurring problem was however to get a good image of the organisational structure,
especially from the larger companies. But sometimes from the smaller ones as well, in the latter
case this was probably due to CSR being a part of the organisation that was not yet clearly
structured. For the larger companies re-organisation of CSR routines was an issue and the size of
the social responsibility division, being spread over even more than one continent.

Picture 1, Flow chart explaining the interviewing process

The questions asked can be found in the appendix.

2.3 Theoretical references
The research I have been able to find, and apply in the thesis have often concerned other
developing countries textile and apparel industry, especially on the CSR topic, some have
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mentioned Vietnam, but not in dept. In the case of the used theory regarding Vietnam, the theory
stems from governments and NGOs, the background on Vietnam has been extracted from
literature about the country, to create an image of the country and reports from different UN
bodies and the Swedish foreign affairs department to get a grasp of the human rights and ease of
doing business situation.

Many MNCs and business initiatives homepages have proved very useful in building an idea of
how CSR is commonly viewed in the western word and how it is handled. It has at times been a
narrow line between theoretical and empirical material, studying a company’s sustainability
report and then interviewing them based on that theory. This being of course non academic
sources they have still proved valuable and most theory and empirical material have
corresponded, with exception of companies going through organisational changes.

In section 4.3 National Culture, Hofstedes cultural dimensions have been used to try the
empirical study against Hofstede. His study may be a bit outdated, but is still usable and practical
to apply even though it is generalizing and was, when made a study conducted on only one MNC.

In paragraph 1.5 Delimitations, my definition of CSR and the way the terms CSR and CoC will
be used have been stated together with brief explanations of the concepts.  In the beginning of
each chapter there will be a statement as to which material have been used when working on the
question

3. Common routines for managing, monitoring and
implementing CSR

The question have been chosen and formulated to give the thesis a clarified foundation, a
background of the current strategies of how CSR in the global supply chain is managed and
implemented by textile and apparel companies. After the reader have been presented with this
foundation, and given a deeper insight the following research questions it will be easier to
understand the following questions, discussion and conclusion.

Q1 Which routines are most commonly used by Scandinavian companies when working
with implementation of CSR and codes of conduct in Vietnam?

-Why have these been chosen?

3.1 Material
In my attempt to give a narrative descriptive viewed answer to this question both empirical
material gathered during interviews with Scandinavian production and/or CSR managers, as well
as the material extracted from these companies CSR plans and other available information
regarding their management and routines concerning plans and codes have been used. The order
in which the empirical material have been collected were due to companies and managers
availability, and did thus provide a good reflection ground as the differences between companies
routines became clearer, as similar companies were rarely interviewed in continuous order
providing time for reflection. Some literature references have also been used to give depth and by
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companies strategies, an uncoloured view. As some of the companies expressed a wish to be
anonymous, and many interviewees were middle managers not holding the right to make
statements on behalf of the company they will be referred to as Company 1, Company 2 etc and
be presented in Table B in the beginning of section 3.2. giving company details without giving
away their names. When company information is shared in this thesis and names mentioned, the
material have been accessed from company homepages and there published for anyone to take
part of. In some cases statements have been made from NGOs and Governmental institutions
regarding companies in those cases the company names have also been mentioned.

3.2 Empirical study
There are several approaches used by Scandinavian companies to implement and manage their
CSR and codes of conduct.  Methods I found used by companies in the empirical study are the
following,

• Managing own auditing divisions 3.2.1

• Join initiatives 3.2.2

• Hire third party auditing firms 3.2.3

• Production manager and or Buyer is also in charge of CSR and CoC 3.2.4

• Oblige suppliers to sign compliance agreements 3.2.5

All of these methods used alone, or in combination can be argued for and against based on
company size, type, and scale of production and other factors playing a significant role. In the
end of this section there will therefore be an analysis. Information about companies partaking in
the study;

Table B
Company Members,

sponsors of
(organisations
and initiatives)*

Turnover Product National
involvement

1 • UN Global
      Compact
• CEO water

mandate
• UN

millennium
goals

126 966 MSEK Apparel/Home
textiles

Scandinavian,
using suppliers
for production

2 • UNICEF
• Save the

Children
• WWF

210 113
MSEK

Home textiles Scandinavian,
using suppliers
for production

3 • Textile
importers
association in
Sweden

400
MSEK

Apparel Scandinavian,
using suppliers
for production
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• Chemical
group Swerea
IVF

4 Non mentioned 395 263 KSEK Shoes Scandinavian,
owning own
factories in
Vietnam,
and  using
suppliers for
production

5 • UN Global
Compact

454 805
KSEK

Outdoors wear Scandinavian
Vietnamese Joint
Venture

6 Non mentioned 78 MSEK Work wear Scandinavian
factory in
Vietnam

7 • UNICEF
• SOS Children

villages
• Cancer

fonden / rosa
bandet

2 221 835
KSEK

Shoes Scandinavian,
owning own
factories in
Vietnam,
and  using
suppliers for
production

8 Non mentioned No info. Apparel Vietnamese
manufacturer

* Certifications such as Öko-te, ISO and SA8000 is not considered

3. 2.1 Own auditing divisions
This is a practise predominantly used by large multi national corporations MNCs, such as H&M7

and IKEA8 to mention Scandinavian textile and apparel examples, even though H&M do not
wish to build an image on being a Swedish corporation9. MNCs images are constantly under the
watch of media and NGOs, their appearance is affected by their means of production and
productions compliance with CSR plans and CoC codes, and managing this is on the level of
MNCs is complex and demands good management.

Maintaining production, based on buying from suppliers, as these corporations do and implement
functioning CSR plans and compliance with CoC plans is complicated. Factors such as the
quantity of the orders these MNCs have, the wide range of production entities, and number of
first and second tiers suppliers are needed and have an effect on the management and increase the
complexity of supervision. These aspects have been mentioned as motivation for the creation of
domestic divisions working with CSR and CoC and the creation of own in house auditing groups,
a wish to keep as many operations internal as possible to be able to keep the operations tightly
knit.  As company 2 stated when asked where in the organisation scheme CSR was:
                                                  
7 H&M, style & substance report, 2009, p. 15
8 IKEA (online) Available from
http://www.ikea.com/ms/sv_SE/about_ikea/our_responsibility/working_conditions/ikea_on_site.
html (accessed on 23rd of April 2011)
9 Interview with Henrik Gorbow, Counsellor political and trade section, Swedish Embassy, 1st of
April 2011. (translated from Swedish)
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We have a sustainability division, which I work under. Then we are part of the deal,
we do not have a CSR agenda here, we have a business agenda. It is a way of doing
business, selling and buying it is not an organisational question10.

When I made further inquires of the relation of creating business value and the positioning of
CSR, in relation with production I was answered,

Yes, as important as a good price is having a good CoC, high quality and delivering
on time. Those things have to be, do they not we will not have a good business deal.
So managing CSR separately would complicate things11.

This can be seen as one reason for MNCs not to hire a third part to do auditing for them, but to
manage it internal, directly in production and not keep the two processes separate when they are
part of the same processes directly influence each other. It also provides the buyer with a more
united front towards the supplier, a third party coming to the supplier may create a scattered
impression and the CSR message might be communicated differently. This was mentioned by the
manager at company 2.

The background of the formation of internal auditing groups stem from the trend of the 90’s of
increased consumer awareness and media attention geared towards MNCs means of production,
starting in the mid 90’s causing increased CSR awareness within companies. Company 1
mentions that they created their code of conduct in ’97, and then they had their first inspections in
’98, then carried out by regular company employees. Then they successively started to build up
auditing groups, hired by the production offices in their supplying nations. These auditing groups
consisting of local people from the production area, company 1 mentions that out of their 70-80
hired auditors, some 95-96% are locals, Indians in India Chinese in China. At Company 2, my
interviewee were the only foreigner being Swedish in his, other ways Vietnamese auditing group
in Vietnam.

The structures of the studied companies own auditing teams seem to be based on a principal layer
of workers performing audits, these groups mostly consisting of just regionally hired personal,
reporting to a Scandinavian manager at the local production office. Above the CSR responsible
manager there is a company division responsible for CSR questions and implementation, and the
CoC compliance. In company 2 there were also a completely separate group of around 15
persons, on the area expert employees of different nationalities, regularly visiting the production
offices to see that the auditing groups management and routines did not differ from one supplying
nation to another but were consistent. Besides this internal group they also hired external auditing
firms, KPMG and Intertek to do random audits at their suppliers to confirm that their own
auditing system was working. Company 1 worked in a similar manner with 4 regional, or country
managers divided into, 2 working with China and surrounding markets, 1 with south Asia, India,
Bangladesh and Pakistan and 1 for north Africa and Europe.

                                                  
10 Interview with manager company 2, 11th of April 2011 (translated from Swedish)
11 Interview with manager company 2, 11th of April 2011 (translated from Swedish)
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3.2.2 Join initiatives
A common practise among many companies, especially SMEs, is to join initiatives. Here
companies can trade information regarding CSR strategies and supplier information. As many
buy from suppliers and do not deal with any larger order quantities joining the same initiative,
implementing compliance with the same CoC, makes their bargaining power stronger when
negotiating the implementation of the company and initiative code with suppliers. Several buyers
being members of the same Initiative, implementing the same code, makes it easier for the
supplier to adjust to this and put effort into working conditions rather than reading different CSR
plans and CoC trying to adapt to all of them.

The initiatives have been chosen for their national presences, for being mentioned by interviewed
companies, or being acknowledge organisations within the CSR field. The companies studied
have all been examined at the cut and make stage of the production process, the research done for
this thesis do not go further down in the chain to examine CSR routines among the companies.
Therefore the following initiatives are respectively studied for their auditing of codes and rules
regarding the cut and make stage of production.

Some will also be observed as auditing firms further on in the text, viewed from the same
perspective, the auditing of the cut and make stage of production and not be investigated further
even though several of them offers this auditing service as well. Most of the companies studied
have cut-make-trim CMT suppliers meaning, their suppliers source supplier in their turn to
manufacture the materials creating a natural decoupling point. The initiatives the thesis presents
will be the following,

• Fair Wear

• Business Social Compliance Initiative

• Ethical Trading Initiative Norway

• Better Work Vietnam

ISO certifications have not been chosen as ISO sets standards based on co-operation with several
countries national legal standards and national organisations controlling them, whereas CSR from
my perspective is not legally controlled nor standardised or granted through national
organisations or authorities. An outlay and comparison of the initiatives Codes, compared to ILO
conventions, regarding 8 general areas of workers rights issues can be viewed in the appendix, in
Table A.

Fair Wear Foundation is a multi stakeholder initiative founded in 1999 in the Netherlands; their
goal is to improve the working conditions in the textile and apparel industry. On their board are
representatives from labour unions, NGOs, and businesses all holding the same right to vote. The
focus is the production process where a lot can be done to improve conditions and change
production to the better for workers and businesses. One of the organisations strengths is the
long-term relationship with local stakeholders in the supplier countries, labour unions, factory
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inspectors, interest groups and local NGOs. These relationships are the foundation of Fair wears
strategy to create a sustainable change over time in the textile industry. The members are mostly
European SMEs. There a re two types of memberships in fair wear, the companies being able to
directly influence the working conditions in factories are known as affiliates. The other type of
membership is for trade companies buying from branded companies, they can apply for an
ambassadorship membership. The differences between the two memberships are the possibility
to influence the working conditions; ambassador members can make contributions by their choice
of suppliers.

Regardless of membership type the member oblige to follow the Fair Wear Foundation code,
‘Code of Labour Practices’, account for all their suppliers and within three years all should have
been investigated. As a member you also comply to different controls done by fair wear in co-
operation with independent stakeholders. The cost of a membership differs depending on type of
membership and company annual turnover ranging from €2500 to €7800 for affiliates.
Ambassadors always pay €1600.

What is given in return is internal and external audits, training of auditors and personal, cost of
co-operation with different interest groups and information sharing. The idea is that the
membership fee should be payed back to the company in terms of, feedback, improvement plans,
knowledge and other advantages gained from being a member. Among their members can be
found Scandinavian textile and apparel companies such as, Acne, Nudie jeans and Filippa K.12

The CEO of Nudie Jeans, Palle Stenberg comment on their membership,

Social responsibility has always been important for us. Joining Fair Wear Foundation
gives us the tools and the knowledge to take the next step and also gives credibility to
our efforts13.

Business Social Compliance Initiative BSCI, was established in 2002 by the Foreign Trade
Association. It was started to create consistency and harmonisation for companies wishing to
improve social compliance in the global supply chain. The FTA had seen a problem on the
market with many textile companies, (the initiative is open for all companies but mostly have
textile and apparel members) creating their own codes and monitoring system. This led to an
overlap in efforts of companies sourcing from developing countries; companies with the same
suppliers did separate audits but had very similar codes.14  Among BSCI members are
Scandinavian companies, Stockman, JC and Noa Noa.15

                                                  
12 Fair wear (online) Available from,
http://fairwear.org (Accessed 23rd of April 2011)
13 Palle Stenberg CEO of nudie Jeans. Cited from Fair Wear (online) Available from,
http://fairwear.org/2009-12-16/nudie-jeans (Accessed 23rd of April 2011)
14 BSCI (online) Available from,
http://www.bsci-intl.org/about-bsci/why-the-bsci-exists (Accessed 23rd of April 2011)
15 BSCI (online) Available from,
http://www.bsci-intl.org/about-bsci/members (Accessed 23rd of April 2011)
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In 2006-2009 the BSCI initiative was part of a pilot project carried out by the Finnish Labour
Unions Central Organisation. The reason BSCI was chosen was that it’s rather weak standards.
Had an organisation or initiative with stronger standards been chosen, Vietnamese suppliers
would have hesitated to participate. According to Pekka Ristelä of the Finnish Union, the strength
of BSCI is that it is so famous, the spread of usage makes it easy to work with, and sorts the
jungle of company specific standards, and make it easier to choose for suppliers and consumers.
On the other hand the clean clothes campaign states that the lack of stakeholders, such as labour
unions or NGOs, except the member companies, doesn’t make it any more reliable than the
companies own codes of conduct. BSCI did during this time, 2006-2009, classify Vietnam as a
risk country which conditions of production could not be assured, Alaviitala (2010).

Ethical Trading Initiative Norway, ETI-N, is an independent multi stakeholder organisation
founded in 2000. It is not officially a part of Ethical Trading Initiative UK, but work closely with
them, and other similar organisations. The initiatives objective is to overcome challenges linked
to the global supply chain and ethical trade, such as decent work and environmental conditions.
Their working strategy is based on seven steps, commitment, communication of requirements,
risk assessment, improvements, business practice, new suppliers and communication and
reporting. The initiative has been recognised by the Norwegian government and given funds for
prestigious projects to work on, although the main part of their income come from membership
fees.16  Among their member are companies such as, Bergans, Helly Hansen and Varner group17

the initiative does not specialise in textile and apparel but several members are textile and apparel
companies.

Better Work Vietnam, was started as a partnership programme between the International Labour
Organization (ILO) and the International Finance Corporation (IFC) in 2009, the programme
works around three main points. The first being company assessment based on two factors,
enterprises compliance with the ILO Declaration core international labour standards, Vietnamese
labour law, the and the quality and productivity.  The second point is enterprise advisory and
training services designed to support practical improvements and the third stakeholder
engagement and sustainability. Companies work by subscribing to assessment reports from better
work done on their suppliers.18 Among Better Work Vietnams clients, referred to as buyers by the
partnership, can H&M as only Scandinavian firm be found.19 Their CSR manager far east Tobias
Fischer commented this, for them unusual management of CSR,

                                                  
16 ETI-Norway (online), Available at,
http://www.etiskhandel.no/English/What_we_do/Information_and_Advocacy/index.html
(Accessed 24th of April 2011)
17 ETI-Norway (online), Available at,
http://www.etiskhandel.no/noop/page.php?p=Om_IEH/Medlemmer/index.html&d=1
(Accessed 24th of April 2011)
18 Better Work Vietnam (online), Available at, http://www.betterwork.org, (Accessed 24th of
April 2011)
19 Better Work Vietnam (online), Available at,
http://www.betterwork.org/sites/VietNam/English/ourpartners/Pages/ParticipatingBuyers.aspx
(Accessed 24th of April 2011)
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We had been members of the organisation for a long time, and we wanted to remain
independent which is also why we started our own auditing system instead of hiring a
third party. If you want to change anything lasting you need to have a clear presence,
and come forth as one voice creating a relationship with the supplier20.

3.2.3 Hire third party auditing firms
A common practise for small and medium sized enterprises SMEs, is to hire a third party auditing
firms to make sure suppliers follows the CSR rules and CoC codes. Over the last years a wide
array of firms have surfaced offering this service, both business, profit driven ones and socially
focused. Some of the more recognized ones, and also used by Scandinavian companies are Fair
Wear, BSCI, KPMG, Intertek and in this case, Better Work Vietnam.  These are the firms this
part of the thesis will focus upon, starting with a short presentation of the firms and which
Scandnavian textile and apparel firms they work for. The clean clothes campaign estimated that
at least 30’000 apparel factory audits are performed annually (Dickson et al. 2009 p.185).
The following auditing firms will be observed,

• KPMG

• Intertek

• BSCI

• Fair Wear

KPMG is an international organisation offering consultancy services in the areas of, tax, special
interests, industries, advisory and audits for corporations and enterprises worldwide. Their
auditing service is designed to enhance the reliability of information prepared by clients for use
by investors21.  KPMG do external audits on different parts of the organisation of company 2.

Intertek, is a Swedish firm offering testing of a wide range of products from mammography
machines. However they also offer inspections with the aim to protect the reputation, image and
customers of the firms, which suppliers they inspect. They develop the inspection after firms
specific requests such as their CSR plans and CoC.  They are specialised on the production
industry and offer inspections in the areas of, labour conditions, quality level, buying process and
production methods22. Intertek is hired by company 2 to make random audits at suppliers as a
compliment to their own audits, both the standard audits and internal company check-ups.

                                                  
20 Interview with Tobias Fischer, CSR manager H&M far east, 18th of April 2011. (freely
translated)
21 KPMG (online) available at,
http://www.kpmg.com/Global/en/WhatWeDo/Audit/Pages/default.aspx
(Accessed on 23rd of April 2011)
22 Intertek (online)Available at,
http://sweden.intertek-etlsemko.com/tjanster/inspektionstjanster/
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BSCI, this initiative have been previously discussed 2.3.2 Joining initiatives but from the
perspective of being an initiative the companies join, rather than a firm that prosecute audits.
BSCIs auditing routine is based on four steps, starting with the suppliers doing a self-assessment
with the objective to introduce them to the practicalities of the BSCI Code and to prepare them
for the coming audits. The second step is the first audit, the following audits will take place every
third year, an extensive time period during which a lot of unpredicted events can happen. During
this step the factory is inspected, a throughout examination of company documents conducted,
and private interviews with a sample of employees is carried out to make sure the supplier
complies with the BSCI code. If the supplier do not comply corrective action plan will be set up
and a re-audit will take place within twelve months to see to that the supplier have completed the
corrections. Have the supplier not taken the measures to meet the correctional actions, and the
supplier is still not compliant a new re-audit will be set up. If the supplier at this audit still do not
comply with the code and no measurable actions have been taken to meet the code, companies
are encouraged to consider other suppliers.

The earlier mentioned auditing firms offer auditing as one of the several services, and they are
not specialised in textile and apparel manufacturing. They do however have clients that have been
part of this investigation and are of interest to get the whole picture of how these firms work with
their auditing. The following auditing firms are specialised in auditing for the textile and apparel
industry.

Fair Wear organisation has been discussed earlier in the thesis under the section 2.3.2 Joining
initiatives. It does regardless have a head branch in the organisation diagram named verification,
under this branch falls four employees, main auditors respectively responsible for different
production countries. Their routines and auditing will here be further looked into, regarding their
auditing. During a factory inspection the production is looked at to see if it complies with the
initiatives code stating, labour should be voluntary, ban on discrimination, ban on child labour,
freedom of collective bargaining and creation or trade and labour unions, wage based on living
wage, no excessive over time, legal employment contracts, safe and non hazardous work
environment. The compliance with the code is checked during pre announced visits, the argument
for them to be announced being that the management needs time to gather the documents needed
to be presented during the conduction of the audit. In addition to the factory audits, home
interviews with the employees are being done, during which the employees hopefully feel
comfortable and safe enough to speak their mind regarding their work situation.
The international verification coordinator, Iwo Spauwen conclude the core point of their auditing
procedure,

FWF’s audits are not about long checklists and fixating on minute details. Local 
specialists are the key to FWF’s approach. They work to find the underlying 
problems, The root causes… Ultimately, if we want to solve these issues, we need to 
create an environment of trust and collaboration between buyer and supplier. 
FWF auditors have
the expertise to find and explain problems as the audit unfolds – and to participate 

                                                                                                                                                                    
(Accessed on 23rd of April 2011)



Katarina Wallin THS
S083614

26

in discussions about possible solutions.

The problem is companies performing monitoring separately based on different company codes,
but conducting audits at the same supplier, who is trying to adapt to both. The classic scenario,
which fair wear seems to address with this comment is, the medicine cabinets and fire
extinguishers that are moved 15 cm up, or down depending on which company auditing that day
and the directions of their CSR plans (Dickson et al. 2009 p.185).

Noteworthy about the audits performed by Fair Wear is their pre announced visits giving the
supplier time to prepare documents that will be inspected during the audit, and making sure that
the auditing team is welcomed. However it also gives the supplier time in advance to prepare for
the visit and take last minute measures, often temporary, to meet the codes. A downside with
audits performed by initiatives is also the lack of freedom for companies to set their own
standards and plans, the initiative will only audit it’s own code. A manager at Company 3’s head
office commented,

The reason we decided not to join any initiative neither Fair Wear nor BSCI, was that
they didn’t suit us. If you oblige to do certain things they think is important, which is
ok, it would not have been a problem for us to work with. But we didn’t find an
organisation that fit us; as they are often very focused on labour rights, work
environment and such, and not so much on environment laws, and we wanted both.

3.2.4 Production manager, or buyer is also in charge of CSR and implementation.
In the empirical material raised from interviews with Scandinavian companies having suppliers in
Vietnam or owning their own production facilities in Vietnam a fourth strategy of implementing
CSR have developed over time. Often this way of implementation is possible because a person
from the head office is station at the production site, or buyers from the company pay frequent
visits to the supplier to deal with production and then check the compliance level. A production
manager at company 4 mentions when talking about visits to suppliers that while she walks
around and makes sure everything runs at it should in production, she often stops to remind
workers to use provided safety equipment. At company 5 another manager walks around the
production line several times a day to the different stations to control production, CSR, and talk
to the employees. At both company 4 and 5 the managers eat at the factory site in the same
canteen as the workers. It is very common that companies in Vietnam provide lunch in a canteen
at the factory site; it is also a possibility to check the standard of the food and the environment it
is served in. This practise is predominantly used by SMEs.

Buyers visiting suppliers or potential suppliers work in a similar manner, but being stationed at
the home office these visit may happen perhaps once per season, many smaller textile and apparel
brand only producing two seasons per year. The influence on production is also decided by how
much of the factories production capacities the company’s orders demand, if an order takes up
more than 50% of capacity the company can claim certain changes to production for it to comply
with their CSR. Is it small though which is often the case for many Scandinavian textile and
apparel companies, in comparison to the often massive production potential many sites have, the
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influence will be lesser. This extra responsibility also puts further strain on buyers and production
managers.

3.2.5 Oblige suppliers to sign compliance agreements
This strategy seem to be part of the past it, has been mentioned by some companies but only as
something that have been used. The strategy probably belongs to the period before the media
attention towards CSR that started in the 90’s causing companies to revise their CSR plans if they
had any, and the monitoring of them. This practice is very toothless without any form of
monitoring and auditing to make sure it is implemented, one middle manager of Asian descent,
having worked a few years for a Swedish company but having many years of experience from the
production industry in different Asian countries commented on this strategy.

We would have the suppliers sign the agreements and then not think much more a
bout it, implementation was expensive and time consuming and besides the papers
were signed that was the goal. It appeared strange to work further on it, you could
buy certificates and papers on the street if you wanted them.

He adds that this was before he worked for the company he works for today, and that he has now
seen the positive effects of implementation on the increased business value.

3.3 Analysis and discussion research question 1
While presenting and investigating the different routines around managing and implementing
CSR and CoC some patterns have been made visible; MNCs often set up their own auditing
groups to keep operations in house, auditing is then close to production and changes can be made
quickly and the supplier sees a united company representing both CSR and production, giving a
solid impression and more weight behind CSR plans and the importance of compliance with the
Code of Conduct.

SMEs often join initiatives and adopt the code of the initiative, giving them the responsibility to
audit and monitor production, but if the company wish to have own codes implemented this is not
offered by any initiative working mainly with textile and apparel production, no initiative that
was found in this study that is.  However initiatives seem to provide for one of the core objectives
they share among themselves; to unite companies auditing not to cause situations where suppliers
move fire extinguishers and medicine cabinets 15 cm depending on what companies audit that
particular day.  The thesis is focusing on the process of cut and make in production, first layer
suppliers and managing, monitoring and auditing them. Some of the interviewed companies have
mentioned a development towards investigating suppliers further back in the chain, to second tier
suppliers, but it will not be discussed further as the study is limited to the CMT step in the supply
chain.

The initiatives all have advantages and disadvantages, BSIC size and focus on global supply
chains, Fair Wears specialisation in textile and apparel and their close relationships with local
NGOs, ETI Norways closeness to the Scandinavian companies, sharing culture and many values
with the buying companies.  Most of the initiatives, all of the ones mentioned earlier have based
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their codes on the ILO conventions, trade laws, international and national laws, see appendix
Table A for comparison. Better Work is funded by ILO, and have offices in Vietnam to their
advantage, and many textile and apparel companies on their member list. Most of them are
American and perhaps the programme is expensive to be part of, or excluding in some other
manner regardless H&M were the only firm to mention the program, even though it seemed
excellent. A thought that strikes me is that if every textile and apparel firm joins a big initiative,
leading everyone to be equally good, will companies then lack incentive to get better? As
Adefolake (2011) argues;

Universal standards for CSR are emerging in the areas of human rights, the
environment, and anti-corruption. However, enforcement of these standards is for the
time being mostly carried out through soft law initiatives. Such initiatives are
voluntary and non-binding.

Some of the initiative offer training for managers and help for supplier to develop and meet
compliance demands, which is good but perhaps even more needs to be done to develop the
suppliers own initiative. A lot of auditing focus seem to be on measuring a static state of how
production are undertaken in factories.

The third party auditing firms, working literary as a consultancy service the companies bought,
KPMG and Intertek are big companies in themselves, but offer to audit what the company they
audit for wish to have controlled.  In this study, mentioned firms, were mostly used as an addition
to MNCs own auditing systems and for check ups of their own audits to increase validity of their
work. Personal interviews as conducted by fair wear foundation, with labourers away from
managers and the working environment is a good strategy and more is probably said than would
have been during an interview at the factory.

SMEs with the possibility to have personal at production sites can take CSR to a whole new
level, having a pair of Scandinavian eyes watching production everyday the possibility to react
and correct instantly in case violations are committed to the code or plan. It remains unknown at
the moment how many Scandinavian textile and apparel companies that have the possibility to
work in this manner though, if it is a feasible strategy for many or just a lucky few. On the other
hand routines at supplier visits and while managing production at the company’s own site seemed
when described by companies as not very defined or organised.

Taken into consideration that most Scandinavian apparel and textile companies fall into the group
small and medium sized companies, joining initiatives is the most common form to work with the
implementation and managing of CSR among Scandinavian textile and apparel companies. A
development of this could be for Scandinavian companies to join the same initiative if the
companies codes are similar to gain more influence with small orders after Vietnamese measures.
The ETI-N initiative could be a good organisation for Scandinavian textile and apparel
companies to join to keep procedures Scandinavian.

Into consideration must also be taken the customers power, which Vietnamese suppliers and
authority people have mentioned, is based on how much of the production capacity the potential
order takes up in percentage. Can a Scandinavian customer go in with an order occupying
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capacity around 50% or more, the supplier will change production after the customers production
wish. If they are down beneath 20% though the likeliness that measures will be taken to meet
special demands on production decreases drastically. There is a lot of focus on efficiency, and
production output figures are very central in running a business in Vietnam.

Both company based CSR and initiatives work around CSR, struggle to measure the effectiveness
of their work, impacts such as better company reputation and turn over can be used but they are
affected by many other company actions as well. It remains unclear if companies in house groups
or initiatives put more effort into managing monitoring and implementing CSR as argued by,
Koljatic (2010).

4. Attitudes of Vietnamese suppliers, regarding CSR

To be able to effectively and successfully manage any value adding process in the supply chain,
you need to have insight into your co-workers and other part’s perception of your work and joint
effort, what you are trying to create through your co-operation. Therefore it is natural after having
looked at one part’s common procedures when managing CSR and COC, as done in chapter 3,
and the underlying reasons that party have for choosing to work in the fashion they do, take into
consideration the other parts perspective and attitude. When sourcing and doing business with a
party from another nation, widely different in many aspects from ones home nation, national
culture should be reflected over.

Q 2What are the attitudes of Vietnamese suppliers regarding the idea of CSR and codes of
conduct?

-Can an explanation to attitudes be found in national culture?

4.1 Material
This part of the thesis is based on the empirical investigation, material collected during interviews
and observations. The interviewees have been both Scandinavian and Vietnamese managers and
organisations, they have been questioned about each other’s as well as their own attitudes,
towards national culture, management and CSR. A discussion with Hofstedes classic cultural
dimensions measurements of Vietnam will be present through out this section.
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                (Geert Hofstede (online). Available from http://www.geert-
hofstede.com/hofstede_dimensions.php?culture1=86&culture2=98#compare

(accessed on 17th of March 2011)

There are many critics to Hofstedes cultural dimensions and rightly so, the study was done in the
80’s and may not be very up to date, it was also done on a sample solemnly based on employees
world wide in one firm. Regardless the measured dimensions apply to business management and
gives an indication and offers a possibility to prove if the measures still are true or have become
incorrect. The dimensions are following,

PDI, power distance index, the extent to which less powerful people in organisation and
institutions accept that power is unequally distributed.

IND, individuality, the extent to which people are integrated into groups. On the opposite
we have collectivism, simply put, how much individual is to see to it’s own needs.

MAS, Masculinity, masculine values are assertive and competitive and feminine values are
more caring and modest. It measures the score of masculine values found in society.

UAI, uncertainty avoidance index, how tolerant to ambiguity and uncertainty a society is.

LTO, long term orientation, values associated with long term orientation are perseverance
and thrift; short time orientation values are, respect for tradition and fulfilling social
obligations. This dimension is based on Confucian thought which makes it extra interesting,
as Vietnam traditionally has a Confucian presence, before becoming a communist nation.
Today most Vietnamese belong to a fusion religion know as Tam Giao, a combination of
Confucianism, Buddhism and Taoism, Ray, N. (2009).

PDI- Power distance
index

IDV- Individuality

MAS-Masculinity

UAI- Uncertainty
avoidance index

LTO- Long-term
orientation
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4.2 Empirical study
The empirical material will be presented in three categories, to make the gathered information
more accessible and the presentation easier to follow for the reader. The first category is National
Culture and will discuss the existing situation regarding, the influence of current political and
historical events affecting the habits and behaviours of the Vietnamese today. The second will
deal with management and their attitudes towards CSR and implementation, still being affected
of course by national culture. The third and final part CSR will discuss the future of CSR in
Vietnam and it’s role in Vietnamese business today.

• National Culture 4.3

• Management 4.4

• Future and Current state of CSR in Vietnam 4.5

4.3 National culture
Vietnam is a nation with a troubled past, and this should not be neglected when looking at how
the Vietnamese today tackle problems and difficulties, challenges and possibilities. Vietnam
today still has a communist government, but the nation have opened up a lot in the last years and
moved slow but steadily towards market economy. The Swedish Consul General in Ho Chi Minh
City has been working in Vietnam for many years and comments on the political situation,

When I came here 15 years ago people were scared of the government, - that has
changed a lot with the change towards market economy. But people should be aware
that even though it is a market economy with a socialist government, it is under the
lead of the old communist generals families in the north. This is still a one party state,
and Vietnamese workers can join the union, but there is only one union and the
government operates it 23.

Although there is only one union, or perhaps lack of the possibility to organise unions, mild
spontaneous strikes are not uncommon in Vietnam, if the workers feel they have been mistreated
they will strike, both company 1 and 4 mentions this. Interestingly there is apparently, which
directly apply to national culture, one time of the years strikes are very frequent, being just before
the Chinese new year which is one of the largest holidays in Vietnam and a bit of extra money
due to a higher salary is very welcome. Other reasons for strikes are of course, low wages or even
wages not being paid accordingly, it remains unclear how routines around salary negotiations for
workers usually happens. Companies 2 and 6, with the longest experience of production in
Vietnam both states that if you offer a decent pay you do not have a problem in Vietnam.
Manager at company 6 says;

                                                  
23 Krister Kling, Honorary Consul, Swedish Consulate General, Ho Chi Minh City, 18th of April
2011 (translated from Swedish)
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We run the company here after Swedish standards, my seamstresses have been with
me for 15 years since we started. I’m not looking at where I can save a cent, but of
course our production is work clothes, so we are not at all affected by seasonal
pressure and new pattern and styles to be put in production24.

Another thing causing difficulties around pays are the form of they pay checks, according to
company 4 some suppliers simply put hours worked and sum paid or even just the salary amount.
Causing workers not to be able to understand what happened to the percentage drawn for
insurances and tax as it is not declared neither can workers then tell how much they got paid for
their overtime is everything presented as a lump sum. This does not agree with the Vietnamese
consciousness being very close to Swedes in the uncertainty avoidance, they want clear
information and disapprove of uncertainty and ambiguity. A positive side to the Vietnamese
especially considering the textile industry trades, having high scores in uncertainty is as the study
done by Cagliano, Caniato et al. (2010) states, is workers in high uncertainty avoidance countries
prefering lower levels of multi-skilled tasks, autonomy and delegation, to better know what they
are expected to do.

Many suppliers in Vietnam is not domestic businesses but owned by Taiwanese, Korean,
Japanese or other Asian foreign companies. This puts extra strain on production with bad or non-
existent communication, according to the Swedish General Consul there is also a lot of tension
between The Vietnamese and other Asian nationalities. The Vietnamese is often badly treated by
foreign Asian owned companies, and there have been situations according to several of the
Swedish companies interviewed when factories simply don’t open in the morning because the
management have taken off to avoid paying the workers25. Putting this into perspective though,
company 5 having their production site in an industry area mentions that, if the don’t like
working here the will cross the road and go to the American or Korean factories. Many of these
firms are joint ventures JV, as it was for many years illegal for foreigners to buy land in Vietnam.
The laws have become more elastic but it can still be very hard for a foreign company to buy
land, depending some on where in the country, and for what business.

4.3 Management
Management style is a very effective tool in implementing and monitoring CSR, if used suitably.
Is the management style bad it can cause more harm than good, this is true for any level in the
organisation but perhaps it becomes more visible on the level of middle managers.  In the
industry a lot of responsibility and obligations are delegated to middle managers from higher
management. Ehrgott et al (2011) comes to the conclusion that there is a positive relation
between the intensity of middle managements social pressures in relation to socially sustainable
supplier selection; further strengthening the point that middle management is a key to
implementing CSR. As company 2 said;

When we start a relationship with a supplier everything is fantastic and our CSR plan
will be followed we shake hands with the board and contracts are signed, but it is

                                                  
24 Interview with manager company 6, 18th of April 2011 (translated from Swedish)
25 Interview with manager at company 4, 19th of April 2011
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when we do our audits we will see how it have influenced the workers situation,
because it’s the workers we are trying to reach, and create a better situation for26.

Between them stand middle managers responsible for turning the codes and plans into reality,
often without any authority to make any alterations to the production line or daily working
routine, not holding that level of authority.

The attitude at some companies, is still, as one manager mentioned, if the papers are signed and
the buyers have our word to work with these plans that should be enough, no need to waste more
effort and resources on the matter. This is one of several reasons CSR stays in the boardroom in
many cases, in such cases the level of middle managers is never reached at all. This is a crucial
point as Ting et al. (2010) argues that having a well functioning management system often is the
point where you can tell a CSR active company from a CSR inactive one.

Another reason is communication fail between the board and the middle managers it is likely that
the board is foreign and the manager Vietnamese, which is actually quite common among the
foreign companies that they are, if they are foreign the communication is not the only problem
but also attitudes between the nationalities, it does rarely stop by being a language issue.

Often information about CSR is very briefly passed to the managers who may not have any
previous experience of it and do not grasp the importance of implementation but chooses to focus
on production output. It is true that it is problematic to measure the positive influences on
production capacity that CSR has, in the manner production is usually measures as key
performance metrics may not be adaptable to measure the added value implemented CSR can
have on production.

One fact that both contradicts and agrees with Hofstedes figures is the reoccurring comment from
the Scandinavian side that CSR is hard to implement in the long run. Hofstedes figures claim a
long-term orientation, thus valuing thrift, which do agree with not wanting to waste any
additional resources on implementation of CSR but goes against the other characteristic value of
LTO perseverance. Meaning that they should be able to endure minor setbacks in production due
to changes to implement CSR. Company 2 states that all of their suppliers can have a 100%
compliance with their code many suppliers achieve this goal only to deteriorate shortly after; the
challenge lies in keeping compliance up not implementing it. This supports the view of a
manager at company 4, stating, they just do not seem to grasp the importance and the value of
our code and the importance of keeping it up. It is important to understand that the management,
monitoring and implementation is different issues, this company is experiencing good
implementation but failing monitoring and management. The other manager the same company
comes with a crucial point.

It is hard to explain to them that it is important to keep the hearing protection on,
when it can be warm to do so in the factory, and even more so when the traffic they

                                                  
26 Interview with manager company 2, 11th of April 2011 (translated from Swedish)
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travel to work in on their mopeds are much louder. Sometimes even their homes are
louder, with large families and more than one generation living under the same roof27.

Naturally this is not an excuse for ignoring monitoring and working to create an as safe working
environment as possible but it is a factor that should not be overlooked, even though running a
factory according to Swedish standards is very impressive and morally right, it may not even be
the right thing to do in Vietnam. Some companies mentioned trying to give workers shorter
working days on Saturdays28, this only leading to employees finding other additional work to do
during their time off. If the managers are Vietnamese themselves they can have a lot of problem
with understanding the purpose of CSR. Lund-Thomsen (2008) , states that, it is not only that the
spread of the CSR concept is limited in the developing world, there is also anecdotal evidence to
suggest that applicability to contexts outside Europe and North America is being challenged.

Another factor is the middle managers level of education, a Vietnamese middle manager is most
likely not as well educated, as the Scandinavian counter part would be. This contributes to the
implementation situation and how much effort it would take to get acquainted with the concepts,
and try to implement after the information given from the board or higher mangers, often without
receiving any additional authority to carry out changes.

4.4 Future and Current state of CSR in Vietnam
At this year’s Hanoi Young Business Associations congress in April one of the longer
presentations was about CSR, the Swedish Embassy’s CSR day last fall was held in co-operation
with Vietnamese businesses. This goes against the view of Lund-Thomsen (2008) that the spread
of CSR in developing countries is a myth and only discussed in Europe and North America.
Although the Vietnamese participation to these events have been on the level of company owners
and board members, the people attending CSR conferences in Europe and North America is
probably also members of the upper layers of their organisations. Another interesting finding
made by Lund-Thomsen (2008) was this expression of attitude towards auditing,

For example, in the case of Vietnam, foreign auditors ‘crawl’ all over the local
garment factories, in the words of one senior ILO official. Do they have the right to
act as a national police force or replace the authority of national governments?

The wording of the officer is interesting, as he directly think of the police or Government, this
could imply that the old communist ghost still being present. With this though in mind I asked
some of my interviewees how their suppliers felt about auditing, company 2 commented that they
have suppliers that both like and dislikes audits, but mostly  in relation to how well they could
comply with the CoC. Company 2 thought this had nothing to do with any old communist ghosts.
In my view though, as I during the study learnt that company 2 have an old relationship with
many suppliers and perform the auditing themselves, this could probably be a problem for
initiatives and auditing firms having to explain their role, rights and relationship to production
being an external party.

                                                  
27 Interview with manager at company 4, 19th of April 2011
28 Saturday is a regular working day for all industries, offices and the public sector in Vietnam.
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Company 2 mentioned, which was later also mentioned by company 4, that what is a greater
problem with monitoring in Vietnam is the fairly widespread opinion that if you can hide a
problem it do not exist. This causing drawbacks during initial implementing stages when
solutions to existing problems are worked out, and of course the issue of suppliers keeping two
books with details on working hours and payments to deceive auditors at later stages of
implementing CSR. This is one reason why unannounced audits are good, with no time to prepare
no staging or hiding can be done, or at least a limited amount, although surprise visits may cause
a feeling of a police raid at the factory.

One of the most interesting interviews of the study was with mrs Hong of the Vietnamese
Chamber of Commerce and Industry, and her comments and thoughts on CSR and the future of
Scandinavian textile and apparel companies buying from Vietnam. In her opinion CSR have a
bright future in Vietnam, as companies start to realise the business value of working with it, to
create business possibilities with foreign companies but also to increase effectiveness in
production, the influence of CSR of foreign companies and their conditioning for compliance
causing notable change. Although she ads, Scandinavian companies have such minor orders of
production their influence is really not that big. She do also believe that the increased work with
CSR for foreign companies and the realisation of the positive effects in the long-run being
visible, that Vietnams textile and apparel industry will move towards a specialisation in
production of higher quality goods.

Another aspect of the future of CSR and Vietnam is the recent development in China, strikes
leading to increased wages, Vietnam do at the moment have an inflation of their own and it is
quite likely that the Chinese developments will spread to Vietnam. Wages are so far considerably
lower in Vietnam compared to China. Perhaps a shift of production nation from China to
Vietnam could be a good break to implement CSR from the beginning of production. As a
manager at company 4 says, the problem is time enough to start from the beginning, a period
between high seasons when we could make proper changes but at the moment there’s definitely
no time during high season and the periods between high season is consumed by preparing for
high season.

4.5 Analysis and Discussion research question 2
In Vietnam it is probably a question of culture, however one chooses to define the term, more
specific a socio-political inheritance that affect attitudes and behaviours, old tensions with foreign
countries, now returning as business owners causes communication issues, beyond language
difficulties to implement effective management of production as well as CSR. Some may still be
a bit oversensitive to audits and controls since they are reminded of the stricter days of the one
party state, but perhaps more bothered by auditors looking to deep into corners of the factory
where things that should not be seen, and thereby not exist, are hiding. Company owners and
board members sign compliance agreements and promise CSR implementation but fail to pass the
information forward to the people in the organisation that could actually implement changes on a
day to day basis, if they were properly informed and enlightened, and predominantly given
authority and an insight in the reasons behind CSR and future benefits of it. The influence of
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middle managers have earlier been stressed by Ehregott et al (2011) is not to be underestimated
in influencing CSR implementation and monitoring.

Vietnamese businesses are definitely starting to realise the value of CSR in several aspects,
especially as a reaction to foreign companies conditioning for co-operation. Nevertheless if the
foreign companies try to implement CSR without looking into the out come it will not be a
success, shorter working days for rest being used for additional work, causing employees to be
even more tired returning to the factory on Mondays do not improve production better for
anyone.  One Scandinavian company and it’s Vietnamese business partner both took part of CSR
seminars, with the Scandinavian leader going to Taiwan to attend a large CSR seminar and the
Vietnamese counterpart went to Scandinavia for a similar seminar, this leading to a natural
integration and understanding of CSR for both part gaining insight in each others perspective as
well.

The future shift in production on a national level, to higher quality products, mentioned by Mrs
Hanh, could lead to a higher contribution margin. This could in turn finance investments in
higher compliance to codes of conduct and investments in management of monitoring and
implementation.

5. Cooperation to create business value through CSR

This is the final research question coupling the previous two together in the main purpose of this
thesis. The earlier questions have presented an idea of different CSR strategies used by
Scandinavian companies, and the attitude and current view Vietnamese business people have of
CSR.

Q3 How can Scandinavian textile and apparel companies co-operate with Vietnamese
suppliers to implement CSR and codes of conduct to create business value for both parts, to
create added value in the supply chain?

5.1 Material
This question will as the prior ones are, be based on material drawn from interviews and other
sources. In this part however the interviewees will be business people but interviewees working
for governmental institutions and organisations will be given more space.

5.2 Empirical study
It has been questioned if CSR plans, as they are drawn up in boardrooms in the western world is
even possible to implement in production, Lund-Thomsen (2008) again, put forth the argument of
the limited spread of CSR in the developing world, but not on the issue f where the conferences
are being held but rather the ease of implementing.

Challenges to implementation and monitoring of CSR are obvious as challenges to manage
anything, especially in co-operation between two or more nationalities. Clearly CSR can be
implemented and codes complied to, but it will not be made effortlessly. Several of the
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companies interviewed claim to have ever growing CSR divisions at their companies over the
latest years, simultaneously as awareness in Vietnam is growing. Several strategies to implement
where mentioned under research question 1, they had all been used in Vietnam with varying
levels of success as result, the question is which is the most suitable one for implementing and
monitoring CSR in Vietnam? This question is complex and do not hold any one true answer; it all
depends on the strategies, desired image, size and production type of the buying company.

Through out the undertaken study of interviews and observations, a few features of managing,
monitoring and implementing CSR in Vietnam, both positive and negative ones have come forth.
It is hard to say whether they are country specific or not as my study have focused exclusively on
Vietnam. Although other developing countries and producing nations often are mentioned in
sources used, I have not put any effort into making comparisons with other nations a dimension
of the thesis.

The following spects have been mentioned by companies, and organisations as obstacles to
managing, monitoring and implementation of CSR in Vietnam,

• Mild unorganized strikes

• The if you can hide it, it do not exist attitude

• Middle management style

• Foreign Asian companies owning production facilities

• The one party state, the political situation

• Child labour

To give a balanced view several positive aspects of managing, monitoring and implementing
CSR in Vietnam have also been mentioned, as follows;

• Developing economy

• Awakened public interest

• Workers reacting

• Attitude to Scandinavian foreigners

5.3 Obstacles to managing, monitoring and implementing
During the study many issues and, obstacles around working with CSR in Vietnam as a
Scandinavian company have been brought up. Regardless of the amount of issues mentioned,
some have been mentioned more frequently by companies and organisations, they will be further
focused upon in the following paragraphs.
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Mild unorganized strikes, strikes have been mentioned by companies both owning their own
factories and companies buying from suppliers; still some companies claim to never having
experienced the problem issue of strikes. Companies not experiencing problems are often the
ones with a long history of producing in Vietnam and old business relationships with suppliers
and employees. The issue of the strikes as they have been described are the spontaneity and
organization, often they are over within a day or just a few hours, commonly driven by a demand
for a higher pay. Rarely well organized with an agenda for what is wanted more than higher
salary, common around the Chinese New Year which is also a public holiday in Vietnam, and a
bit of extra money can be very useful. Workers are also known to strike in the apparel and textile
industry during intense production periods caused by fashion seasons in the nations of the buying
companies.

When every minute of lost production is important, the workers know their value and strike.  So
why is this a problem with regard to CSR? The issue found is that the strikes rarely demand
anything but a higher pay, say short workdays, less overtime or an extra day off for public
holiday.

The apparel and textile industry is the most over time intense industry in Vietnam29

He also states that the one trade union in Vietnam, an authority directly under the government, do
rarely act unless labour laws regarding compensation have been violated. The main concern with
these strikes is the lack there seem to be of workers striking for other benefits than a higher pay,
especially as the union and government only reacts to violations concerning compensation for
labour.

The if you can not see it, it do not exist attitude. Vietnam has a history of hiding problems,
according to the if they can not be seen they do not exist principle, this have caused nuisances for
several Scandinavian companies with managing, monitoring and auditing. A manager at company
2 says,

If they could just tell us the problem, if they can’t meet standards or what causes the
problems with implementation. So we can help them and find a solution together30.

A similar comment is made by a manager at company 4,

I ask if everything is ok and get a yes as an answer until the stage of production when
I can see myself that things are not, if they had told me from the moment the problem
first happened we could have done alterations or changes to production, we could
have solved it31.

                                                  
29 Interview with HR manager company 7, 19th of April 2011
30 Interview with manager company 2, 11th of April 2011 (translated from Swedish)
31 Interview with manager company 4, 19th of April 2011
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It remains unclear what causes this behaviour although it would have been very interesting to
know to be able to increase the level of communication. Possible explanations is probably a will
to please and not cause problems in the short run, not realising that this is exactly what it will
lead to in the long run.

The attitude can prove a real danger to implementation of CSR and compliance, and the image
the company is trying to build if everything is thought to be under control when in fact they are
not. Perhaps this even indicates a greater need for audits in Vietnam and nations with similar
cultures. Worse than getting false oral testaments to how monitoring and implementation is going
is when it is taken to the level of, fake identification cards and double company records for
employees.  This is of course a much higher level of deliberate deception that saying, no there are
nor problems, when you really want help solving a problem. This aspect again brings up the
debate of pre announced audits so factory owners can get papers ready, or unannounced so they
do not. Progress is made though to change routines to make scamming CSR harder, for example
in the case of child labour the HR manager at company 7 says that in Vietnam it is common that
you borrow an older siblings identification card to get a factory job.  In Vietnam there also exist
another form of official identification papers, the family book, every Vietnamese family should
have one stating parents names and age and the children’s name’s and age’s, family members
keep copies of this document. The HR manager says that according to him employees should
always present identification an a copy of the family book when applying for work, if a person
applying look very young and have siblings that seem to be more likely the age the applicant
poses to be, this is possible and should be further looked into before employment. The book can
be an additional verification of the age of potential workers32.

Middle management have been brought up earlier as a source of problems; or rather direct cause
of problems with managing, implementing and monitoring CSR. Many auditing firms, and
initiatives today have realised this and offers training courses and material for managers, the core
problems seems though to be keeping the level of compliance up and providing information
concerning the reasons behind CSR and what the objective is. If the managers see it as something
production benefits from and realise the value adding perspective they will surely put as much
effort into following the codes as meeting production demands. According to Mrs Hong of the
VCCI, the Vietnamese businesses attitude is shifting from considering CSR as a burden to
viewing it as a source of business value33. Could some performance measurements be applied to
prove the increase in efficiency, this would further stress the importance and value of CSR. If this
attitude can be communicated and business value proven, down in the organisation and the power
distance and hierarchy shift slightly to empower middle managers, I believe that CSR can
become one of Vietnams stronger points when Scandinavian companies source for potential
suppliers.

In Vietnam it is not uncommon that factories and production facilities is owned by people from
more developed Asian nations like, South Korea and Taiwan. Several of the Scandinavian
companies suppliers are such factories, where mild strikes are more common than within wholly
owned Vietnamese factories, and communication and attitudes are a problem. Most often the

                                                  
32 Interview with HR manager company 7, 19th of April 2011
33 Interview with mrs Hong, VCCI, 21st of April 2011
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middle managers are Vietnamese though and this as the feelings between the Vietnamese and
these nationalities generally are not the warmest, due to historical reasons but also current events.
When there have been reports on overtime violations, and frauds regarding salaries never being
paid, the factories are often owned by other Asian nationalities. In the study, during interviews
with Vietnamese organisation an answer to how these nationalities work with CSR have been
sought after, but not found. Into consideration must also the buying nationality be taken, if
customers to the supplier demand compliance with codes as and CSR as condition for signing
contracts they can heavily influence the CSR managing, monitoring and implementation of CSR
in production.

The old communist nation is still a one party state, with one allowed party being the communist
party that currently still governs the republic nation. The government also runs the one existing
trade union that Vietnamese workers are allowed to join, so the right to collective bargaining and
organisational freedom for labourers is very limited. This being one of the ILO conventions core
paragraphs, and a standard rule in almost all companies and initiatives CSR plans and codes of
conducts makes strict compliance with CSR plans complicated in the case of Vietnam, although
this situation do not get as much attention as neighbouring communistic China having a total ban
on unions and organisational freedom, even though the situation in Vietnam is more or less the
same. The nation also suffers ghosts from the stricter communistic days before the Doi Moi
reform, shifting the country to a more open and market oriented economy, while still being under
a communistic regime. Audits performed to factories resembling governmental controls and
employees not very willing to speak their mind about working conditions, still aware that you
never know who’s listening. This causes auditing to be complicated, and interviews with
employees not always to be very reliable regardless of setting34.
It should however be noted that several interviewees claim not to notice the presence of these
problems at all, and Krister Kling, General Consul in Vietnam, residing in Vietnam since many
years remark on an extreme development in terms of freedom of speech over the last years. The
regime in Vietnam today is still known to have very narrow approach to the human rights of
freedom of organisation, religion, speech and press and speaking your mind regarding the
communist party can be costly in terms of personal freedom35.

5.4 Positive aspects of managing, monitoring and implementing CSR
in Vietnam
To give a balanced view to this part of the essay, as there really are many upsides to working
with CSR in Vietnam as well, even though the obstacles sometimes are easier to acknowledge,
the following text will discuss the some positive aspects.

• Developing country

• Awakened public interest

• Workers reacting
                                                  
34 Fair Wear conduct interview in labourers home in the hope of getting more truthful answers
35 Utrikesdepartementets rapport, Mänskliga rättigheter i Vietnam, 2007, p. 1.



Katarina Wallin THS
S083614

41

• Attitude to Scandinavians

Vietnam is a developing nation quickly stepping forward with a population hungry for change
and wishing to make their nation an even greater place to live, tired of being held back by politics
and a war haunted past. Positive aspects of working with CSR in Vietnam was not hard to be
found among the interviewees a manager at company 2 summed it up very nicely;

I would say that the positive aspect of working in Vietnam is the fact that it is a
developing nation. The suppliers that see the potential of CSR and are willing to co-
operate with us can do a lot of great business deals creating business value for both of
the cpmapnies. Things happen everyday, things get better and better. Work laws get
stronger enforced more strictly, new machinery arrives in the factory making
production more sophisticated.

Company 2 is not the only company to mention that the term developing, that often reminds
people of poverty and struggle, is actually the charm of Vietnam. The nation is moving in the
right direction and develops everyday, a manager at company 4 commented that it was nice that
so many changes could be done that was inexpensive and did not demand hardly any resources,
such as providing cups for everyone by the water tap, instead of everyone sharing one to limit the
spread of diseases and making eliminating the water queue, simple, small things that cause
significant change.

Awakened public interest, according to Mrs Hong of the VCCI there is currently an awakening
among the public in Vietnam, people getting more interested in CSR, both for private
consumption and in the choice of employers.  This development does of course spur the
development around the management, monitoring and implementation of CSR in Vietnam
further, and coming from the grass roots rather than top-down as the case in most organisations
seem to be. This will also increase the possibility of the event that the increased knowledge
among the public, and positive attitudes of top management meet in the middle on the level of
middle managers creating a noticeable change in production.

Workers reacting. The mild strikes may cause problems in production but is still a sign of
workers that try to change their situation, even though there is a ban on unions and lack of
organisational freedom except organisations led by the communist party. Even though most
strikes only demands a higher pay and the HR manager at company 7 noted that the government
usually only step in when violations of compensations have occurred between employers and
employees, whereas overtime and other social factor are often ignore.
Perhaps this is a beginning of small steps toward change demanded by workers, it could be that
spontaneous strikes for higher pays, especially when harming foreign company owners, started
by initiatives that quickly dissolves when the strike is over can be tolerated by the government.
These activities could perhaps develop into making other demands, slowly forcing the nation to
become more democratic, as the increase of foreign direct investments FDIs have been doing
since the Doi Moi reform of the 80’s. If businesses making demands from the top for, openness
from the government through their support in terms of investments and work opportunities, the
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workers could start making demands from the bottom-up, perhaps a sustainable change towards
democracy could be achieved. Transparency is very important to ensure democratic rights in any
nation and even more so in a developing, increased transparency would benefit the Vietnamese
people.

The paragraph above leads to the last of the positive aspects, the Vietnamese attitudes to
Scandinavians. Sweden was the first western country to open relations with Vietnam during the
war, and has since supported the nation through development aid. A big drawback is of course
the decision to close Sweden’s embassy in Hanoi, nevertheless many older Vietnamese have a
positive attitude to Swedes, the younger are perhaps more indifferent.  The other Scandinavian
nations all have embassies in Hanoi and plan to keep them as the nation develops as a strong
trading partner. When Vietnamese managers are asked about opinions of working with
Scandinavians they hesitate a bit, naturally as they do not wish to offend neither the interviewer o
business partners. Only one interviewee has dared to be a bit negative, claiming the Swedish head
office to be ignorant to the ways of production, and a bit too forward and direct. Otherwise
comment such as, kind and gentle have been used, also an appreciation for with comparison to
north American companies, keeping order schedules according to agreements and not putting
pressure on rushing production have been mentioned36.

5.5 Analysis and discussion research question 3
In this chapter the positive and negative aspects of working with CSR in Vietnam have been
presented, but kept in mind should be that all disadvantages and threats to successful managing,
monitoring and implementation of CSR, are diminished, if not eliminated if the companies are
aware of them. These factors can help making co-operation between Scandinavians and
Vietnamese businesses more successful if there exists an awareness of them. That is of course if
the companies chooses to work with these, aspects some companies surely overlook them for
other reasons than ignorance. I will now briefly summarize the positive and negative aspects, and
give my analysis on each of them;

Negative aspects summary,

1. Mild unorganized strikes,
Can be a real nuisance during intense production periods and cause production to stop, but rarely
for more than a day or two. They are often impulsive and badly organised. Companies sourcing
from Vietnam or owning own production facilities for a longer period of time do not experience
this problem as they have set working routines regarding pay and pay checks to diminish
uncertainty and doubt regarding workers salaries. Pays being the most common reason for strikes,
and a national characteristic to avoid uncertainty causing distress over pay checks lacking
information.  This problem could be avoided with a decent pay and clear compensation
information enclosed on the paycheck. The thesis focus is Vietnam, it would here however had
been interesting with some information on strikes in other, neighbouring countries. In China it
has been a problem with workers not returning after the Chinese new year, but concerning strikes
in Laos or Cambodia, I have no valid information.

                                                  
36 Interview with company owner, company 8. 30th of Mars 2011
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2. The If you can hide it, it do not exist attitude,
This is a problem that is harder to tackle, as it seems deeply embedded in national attitude, many
companies have brought up the issue. How to deal with it is hard to say, perhaps an awareness of
the dilemma and incentive to look a bit closer and not always take yes as an answer is a good
start, even if this brings suppliers to think of the Government and police inspections.

3. The management,
In the hierarchy often becomes the missing link, since they commonly do not have enough
information from top management regarding how to, or why, monitoring and implementing CSR
is important. It is also common that they lack authority to make changes- which is another
obstacle to good CSR implementation. If buying companies stress CSR and compliance in
production, and show some measured proof for CSR leading to increased value in production and
buyer seller relationship, this could cause a change in middle management attitude towards CSR.
But emphasis on informing middle management should be focus, as they work closer to
production with the workers on the floor daily and more frequently than the board and owners do
cases.

4. Foreign companies owning production facilities,
It is problematic to historical events and more recent maltreatment of workers, owners from more
developed Asian nations are not very appreciated in Vietnam, this do not benefit production on
behalf of the buyers. Strikes are more common in such factories and the production is often
focused on as much money saving as possible, which takes its toll on the workers. Nevertheless
the nationality of the buyer and demands made for co-operation in production is a strong
argumentative point, if compliance is stressed by buyers to a decent code the suppliers will most
likely comply, if the order is of enough value to the supplier.

5. The one party state,
Vietnam is still a communist nation, although the market economy has been present since the late
eighties, one interviewee described it as a market economy with a communistic umbrella
blocking the sun. The major obstacle to compliance with CoC is the paragraph stating the right to
collective bargaining and freedom of association, as the Vietnamese workers are only allowed to
join the national trade union existing under the control of the government. The existence of this
union makes the situation slightly better than the situation in China but human rights are still
Violated and the union really only takes action if salaries have not been paid. HR manager at
company 7, commented that the clothing and apparel sector is one of the most work intensive and
the one suffering from most violations to overtime regulations. This makes it understandable that
collective bargaining and associational freedom, to look after workers interests would be needed
in Vietnam to get a solution to problems such as work hours. This is a major problem as it is a
human rights violation37, which gives Vietnam a bad image and harms the labour force.

Positive characteristics summary;

                                                  
37 Amnesty Sweden (Online), Available at,
http://amnesty.se/omamnesty/aktivisthjalpen/manskliga-rattigheter/den-allmanna-forklaringen/
(Accessed on 13th of April 2011)
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1. Developing country,
Vietnam is not one of the BRIC economies, nor a nation with an economy referred to as a tiger,
but the economy is growing and things are changing everyday. The Vietnamese have felt held
back by the regime and wish to go forward quickly. Companies interviewed have mentioned this
development as very satisfying and encouraging to keep working with CSR to make adjustments
to better the production everyday for the workers in the same way new equipment and machines
are being bought to the growing textile and apparel sector.

2. Awakened public interest,
The Vietnamese public is starting to get more aware to the side effects of industrialization, they
do not want the countryside or their waters to be polluted by production, neither do they want to
buy products from sweatshops. Information is spreading bringing these questions up and the
public have been noted to react and adjust their consumption after it. Information spread quickly
and good labourers can be hard to find, so suppliers need to taker care of their image as
employers or skilled workers will go elsewhere. Several nations being oppressed by their
governments have lately stood up to change their nations, north African and Arabic countries,
they have been quite totalitarian though the Vietnamese still enjoys many freedoms.  Though the
Vietnamese are fighters and if they see a situation they do not like and communication over
Internet becomes more available, to organise protest, it is not unlikely that there will be a
reaction.

3. Workers reacting,
The mild strikes causing nuisance for production has a positive backside, the workers putting
their feet down to protest and draw attention to maltreatment to cause a change. These strikes are
under positive characteristics due to my belief that CSR benefits from attention being drawn to
situations workers feel strongly enough to strike about, so that something can be done. This is
also important in a nation where there’s only one union present to represent workers and an
attitude on all levels of production of, ‘if you can not see it, it do not exist’.

4. Attitude to Scandinavian foreigners,
Vietnamese generally in spite of their history have a positive image of western foreigners in
comparison to certain Asian nationalities. The proneness of the national cultures to avoid
uncertainty creates a good business ground, even though other characteristics such as power
distance correlate, this is more likely to cause a problem if the workers in the factories were of
different nationalities, on the level of buyer-supplier, it do not affect the situation as much.
All interviewees working for or with, Scandinavians have been positive, but perhaps the
interviewers nationality influenced the outcome. Positive feature such as, kindness, directness
(although not always appreciated), following the production deadlines without stressing, have
been mentioned.
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6. Conclusion

All the CoCs however from the initiatives seems based on the so called soft laws of ILO, not
following the ILO directions is a big taboo in production and sometimes a crime against human
rights, it would cause major harm to company image if they were not followed, part of code or
not. So based on my own CSR definition referring to the voluntary actions of companies, I
question this. Following the ILO directions are standard, even though it can be hard, it should not
be viewed as a very voluntary act. Even though they are not national laws except for in the cases
the directions overlap with national laws, which happens, they can not be viewed as fully
voluntary.

During my interviews and observations, being semi-structured and the interviewees been given
the possibility to reflect freely frequently, a few things have come to my attention. None of the
companies have mentioned cooperating with the supplier when deciding which strategy to use for
auditing or what auditing system, most likely the suppliers themselves have things they would
like to change in production. Of course many companies have several suppliers and already have
a code based on company image and ideas, but to gain deeper understanding for CSR from
suppliers perspective this could be a possible strategy. Otherwise it seems like size and turn over
is the major indicator of which strategy companies choose. The MNC:s tend to do their own
auditing using firms for validating, the MNC:s choose initiatives. This being a form of buying
valid CSR from an external part, like any other company function being outsourced, which seem
a bit dubious and not very sincere. When the companies grow, or acquire funds to finance their
own CSR, they might bring it back in house again.

The Vietnamese culture is not an obstacle for working with CSR, neither is management if
enough effort and resources are implemented. If there is one problem with CSR in Vietnam it is
the lack of unions and government incentive to work for labourers rights. Nor do any old
government police ghost make proper audits impossible, the dislike of audits are more likely due
to the attitude of hiding problems suppliers do not wish to be discovered.

The power of the buyer should never be underestimated, even though the discussion of which
companies bill CSR should be on supplier or buyer. The buyer is in full power to have demands
on how production is carried out as much as the production outcome, can the supplier not deliver
the wanted goods and comply with the code, another supplier should be chosen.

Vietnams strength and weakness is its status as developing nation, everyday things get a little
better, the hunger to develop is very obvious and production is buzzing due to low wages. But the
inflation is a fact and Vietnam is pushing itself hard to develop, sacrificing a lot in terms of
human value. Buyers must make demands for more humane working situations before Vietnam
pushes itself too far.

6.1 Future research
As mentioned during the evaluation of the method, there are several approaches that would have
been interesting to study further.
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• A qualified comparison of the initiatives, especially Norwegian ETIs future as a
fairly young initiative, and it’s potential as a unifier for Scandinavian CSR

• The future of CSR in Vietnam, with an increasing presence, and influence, of
foreign textile and apparel companies sourcing and producing

• Comparison between China and Vietnams move towards market economy from
Communism and 5 year plans, how this affects the textile and apparel industry

• The new ‘hotlines’ some MNC:s have started to use, where labourers can contact
head offices directly through e-mails and phone calls or texts, it’s a new strategy
on trial in one of the interviewed companies

• Soft laws, such as ILO paragraphs causing international CSR standards, inhibiting
development of CSR

Each of these topics are interesting for the future of CSR in the supply chain, and Vietnam.
Personally I find the hotline strategy interesting, as it would be possible to do a measurable
quantitative study on how successful it becomes and present results that would be more reliable
and easier to promote. Otherwise the Norwegian ETI:s future will be interesting to follow, how it
will work with standards and gain Scandinavian members many Norwegian branches of other
Scandinavian companies are already members.

I do also, as the voluntary aspect was important to me when formulating my definition, want to
investigate how voluntary it is to set up codes stating the ILO conventions and have an initiative
implement them. Copying a soft law, passing it of as company social responsibility, and then hire
a third part to implement it do not come across as a very sincere effort to work with CSR from
my perspective. This I would like to look further into, how much is company initiative and how
much is outer pressure to work with CSR, to pass of an internationally recognized supply chain.
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Appendix

Table A

1. Forced labour 2. Discrimination 3. Child labour
ILO There shall be no use of

forced, including bonded or
prison, labour. (ILO
Conventions 29 and 105)

Recruitment, wage policy,
admittance to training
programmes, employee
promotion policy, policies of
employment termination,
retirement, and any other
aspect of the employment
relationship shall be based
on the principle of equal
opportunities, regardless of
race, colour, sex, religion,
political affiliation, union
membership, nationality,
social origin, deficiencies or
handicaps (ILO Conventions
100 and 111)

There shall be no use of
child labour. The age for
admission to employment
shall not be less than the
age of completion of
compulsory schooling
and, in any case, not less
than 15 years." (ILO
Convention 138) "There
shall be no forms of
slavery or practices
similar to slavery, such as
the sale and trafficking of
children, debt bondage
and serfdom and forced or
compulsory labour. [...]
Children [in the age of 15-
18] shall not perform work
which, by its nature or the
circumstances in which it
is carried out, is likely to
harm their health, safety
or morals." (ILO
Convention 182)

FWF Employment is freely chosen There is no discrimination in
employment

No exploitation of child
labour

BSIC There are no forced labour
and disciplinary measures

No discrimination is
practised

Child labour is prohibited

ETI-Norway Freely chosen employment No discrimination No child labour
Better Work
Vietnam

Forced labour Discrimination Child labour

4. Collective bargaining
and associational freedom

5. Minimum wage 6. Work hours
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ILO The right of all workers to
form and join trade unions
and bargain collectively
shall be recognised. (ILO
Conventions 87 and 98)
The company shall, in
those situations in which
the right to freedom of
association and collective
bargaining are restricted
under law, facilitate
parallel means of
independent and free
association and
bargaining for all
workers. Workers'
representatives shall not
be the subject of
discrimination and shall
have access to all
workplaces necessary to
carry out their
representation functions.
(ILO Convention 135 and
Recommendation 143)

Wages and benefits paid
for a standard working
week shall meet at least
legal or industry
minimum standards and
always be sufficient to
meet basic needs of
workers and their families
and to provide some
discretionary income.
(ILO Conventions 26 and
131). Deductions from
wages for disciplinary
measures shall not be
permitted nor shall any
deductions from wages
not provided for by
national law be permitted.
Deductions shall never
constitute an amount that
will lead the employee to
receive less than the
minimum wage.
Employees shall be
adequately and clearly
informed about the
specifications of their
wages including wage
rates and pay period.

Hours of work shall
comply with applicable
laws and industry
standards. In any event,
workers shall not on a
regular basis be required
to work in excess of 48
hours per week and shall
be provided with at least
one day off for every
seven-day period.
Overtime shall be
voluntary, shall not
exceed 12 hours per
week, shall not be
demanded on a regular
basis and shall always be
compensated at a
premium rate. (ILO
Convention 1)

FWF Freedom of association
and the right to collective
bargaining

Payment of a living wage No excessive working
hours

BSIC Freedom of association
and the right to collective
bargaining are respected

Legal minimum/ and or
industry standards wages
are paid

Working hours are
compliant with national
laws and do not exceed
48 hours regular + 12
hours overtime

ETI-Norway Freedom of association
and the right to collective
bargaining

Adequate wages No excessive working
hours

Better Work
Vietnam

Freedom of association
and collective bargaining

Compensation Working time

7. Safety and hygiene 8. Employment
contract
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ILO A safe and hygienic
working environment
shall be provided, and
best occupational health
and safety practice shall
be promoted, bearing in
mind the prevailing
knowledge of the
industry and of any
specific hazards.
Appropriate attention
shall be paid to
occupational hazards
specific to this branch of
the industry and assure
that a safe and hygienic
work environment is
provided for. Effective
regulations shall be
implemented to prevent
accidents and minimise
health risks as much as
possible (following ILO
Convention 155).
Physical abuse, threats of
physical abuse, unusual
punishments or
discipline, sexual and
other harassment, and
intimidation by the
employer is strictly
prohibited.

Obligations to
employees under
labour or social
security laws and
regulations arising
from the regular
employment
relationship shall not
be avoided through
the use of labour-only
contracting
arrangements, or
through
apprenticeship
schemes where there
is no real intent to
impart skills or
provide regular
employment. Younger
workers shall be given
the opportunity to
participate in
education and training
programmes.

FWF Safe and healthy working
conditions

A legally-binding,
employment
relationship

BSIC* The workplace is safe
and healthy

There is a policy for
social accountability

ETI-Norway** Safe and hygienic
working conditions

Providing regular
employment

Better Work
Vietnam***

Occupational safety and
health

Contracts and Human
resources

*BSCI have 10 codes, these
eight corresponds with the
others, the others concern the
environment etc.

**ETI-Norway also has more
codes, mostly concerning the
environment.

***The 8 codes are
assessment criterias for better
work, they do not measure
compliance but assess
situations.
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List of interviewees not working for companies,

Henrik Gorbow
Counsellor, Political and trade section
Swedish Embassy
Hanoi

Håkan Ottosson
Head of Vietnam office
Exportrådet/Swedish trade council
Ho Chi Minh City

Ms Nguyen Hong Ha
Deputy General Director
Vietnam Chamber of Commerce and Industry
Ho Chi Minh City

Dang Dsung
President
Hanoi Young Business Association

Krister Kling
Consul General
Consulate general of Sweden

Interview questions

Questions asked at interviews with the companies, several additional questions were often added
during the interviews in reaction to the interviewees answer. This is the company interviews;

Interview questions asked company 1, (Swedish)

Kommer ni ha auditörer I Vietnam, liten production/ingen CSR än. Erfarenheter från
grannländer?

Hur upplever ni att de leverantörer ni varit I konatkt med reagerat på er CSR plan och CoC
koder?

Varför sköter ni er CSR själv?

När utarbetades Auditör systemet?

Hur finner ni era auditörer, är det gamla anställda eller folk från landet som anställs?
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Hur växer CSR avdelningen?

Rutiner kring under leverantörer second layer?

Hur ofta görs omprövningar?

Medlemmar av fair labour association, hur fungerar det? Varför valdes den organisationen?

Fråga om produktionskontoret.

Interview questions company 2, (Swedish)

Är ni ansluten till någon CSR /COC auditerings organisation?

Hur fungerar samarbetet med Global Social Compliance Programme?

Hur sköter ni kontroller internt auditeringar, rutiner kring arbetet, intertek, KPMG?

Vilka är era interna auditörer?

Compliance and monitoring group, hur är den organiserad?

Hur växer CSR avdelningen?

Ni har många sociala initiativ fristående från produktion, hur arbetar ni med sociala projekt i
produktion?

Hur fungerar samarbetet med rädda barnen?

Hur upplever ni att de leverantörer ni varit I kontakt med reagerat på er CSR plan och CoC
koder?

Rutiner kring underleverantörer, second layer?

Vad är de största fördelarna med samarbetet med Vietnamesiska leverantörer, nackdelar?

Är det någon del av IWAY som varit särskilt svår att implementera i Vietnam?

Interview questions company 3, (Swedish)
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Storlek, omsättning?

Största marknad?

Ni arbetar alltså med att själva besöka fabriker, eller anlita personer som gör detta åt er?

Funderat på att ansluta er till organisation?

Avslutade samarbeten med leverantörer?

Stött på motstånd mot era CSR regler?

Fått en leverantör att anpassa sig?

Interview with company 4,

Storlek, omsättning?

Största marknad?

Ni arbetar alltså med att själva besöka fabriker, eller anlita personer som gör detta åt er?

Funderat på att ansluta er till organisation?

Avslutade samarbeten med leverantörer?

Stött på motstånd mot era CSR regler?

Fått en leverantör att anpassa sig?

Påverkas samarbetet något an kulturskillnader?

Interview with company 5,

Why did you decide to start a Joint Venture in Thai Bin, does other facilities of Minh Tri also
produce for you?

Have you found any problems with implementing and maintaining your CoC in Vietnam?

Which are your rountines around monitoring the up keeping of your CoC in the factory?

Have you experienced any hesitations, or direct unwill to work with the CoC from you
Vietnamese countrpart?
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Do you have any reflections upon how the national cultures, Dansih and Vietnames might have
effected you business relation and management of CoC?

Interview with company 6,

How do you work with human resources?

Any specific routines for management style?

How long have you been working in Vietnam?

What’s your thoughts regarding the politic aspect, how has it changed during your time here?

Thoughts on the future of Vietnam as a textile and apparel supplying nation?

Interview with company 7 (HR manager),

What is the legal working age in Vietnam?

Legal working hours?

Attitudes towards following these legislations?

Minimum wage, is it reasonable for a decent living?

Attitudes towards CSR?

Changes in attitudes during the last few years?

What is the Governments attitude towards the union, new unions?

Interview with company 8,

How do you find working with ----- Code of Conduct during production?

Have it affected the production positively, increased effectivity?

Why do you think ----- has a code of conduct?
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Are you interested in creating a code of conduct for the suppliers to your company?

Have you noticed an increased interest in codes of conduct and Corporate Social Responsibility
from any fellow Vietnamese manufacturers?
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