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Abstract  
 

The Better Work program offers an innovative alternative to improving working conditions in 

developing country apparel factories.  By combining stakeholder involvement, detailed assessments, and 

supportive services, the Better Work program has been associated with improvements in aggregate 

working conditions.  This study makes three contributions.  First, it presents an overview of the 

environment in which Better Work operates and a background of the Better Work program.  While 

significant laws are in place, concerns about working conditions persist.  Second, we describe the 

relationship between participation in Better Work and measures of factory-level compliance for 

narrowly-defined measures of working conditions as measured by Better Work assessments.  Third, we 

use regression analysis to estimate the relationship between various aspects of Better Work and worker 

perceptions of working conditions.  Different measures of Better Work interventions are associated with 

different dimensions of worker-perceived working conditions. 
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Introduction: Working Conditions in Developing Countries 

Developing countries wrestle with common problems:  low productivity, relatively low 

education levels, low wages, and volatile economic conditions.  These conditions contribute to difficult 

living conditions for workers that include malnutrition, infant mortality, low wages, long hours, and, 

often, unfavorable working conditions within factories.  Governments often have progressive laws that 

are intended to improve conditions, but often enforcement can be insufficient to maintain standards 

because governments often lack resources or have other priorities (Amengual 2014).   Enforcement can 

be complicated by the fragmentation of production (Lee and McCann 2014, Weil 2014).   The problems 

that governments face enforcing their laws often generates a tension between public and private 

enforcement (Weil 2006, Willborn 2014). 

Several examples illustrate this point. The ILO and the U.S. government have worked with the 

Vietnamese government to improve working conditions. Vietnam has adopted multiple ILO sanctioned 

laws on child labor. In 2002, the United States (through the Department of Labor) pledged $6 million to 

make improvements in several dimensions of working conditions, including training, industrial relations,  

and other employment-related issues. Nevertheless, union membership is still restricted.  Labor laws 

state that strikes and work stoppages are legal, but the laws make strikes expensive and difficult.  

In Cambodia, complaints about excessive hours are common.  The legal workweek is 48 (with a 

limit of eight hours per day). The law specifies overtime wages of 130 percent of daytime wages for 

nightshift work, 150 percent for overtime, and 200 percent if overtime occurs at night, on Sunday, or on 

a holiday. Overtime must be voluntary and is limited to two hours of overtime per day. The law also 

allows for paid annual holidays.  Concerns about hours run in two directions.  Some workers complain 

that employers demand and require excessive overtime, especially near production deadlines.  On the 

other hand, concerns about not allowing enough overtime also surface when talking to workers.  Some 

workers have left employers who did not permit enough working hours.  

In addition to the concerns above, the fact that most garment workers are women raises other 

issues.  In particular, sexual harassment has emerged as a serious issue in several countries. 

Enforcement is particularly difficult in Jordan because not all forms of sexual harassment are illegal and 

many of the workers are migrants.  Migrant workers have less power than other workers and often feel 

trapped by their work contracts (Huq 2013).  The U.S. State Department’s 2013 Country Report on 

Jordan’s Human Rights Practices reported that the migrant garment workers were “especially vulnerable 
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to sexual harassment, including sexual assault, in the workplace” (p. 27).  Workers also reported 

concerns about physical and verbal abuse.   

 

Initiatives to Improve Working Conditions 

Improving working conditions in developing countries is a goal shared by many.  Not 

surprisingly, attempts to improve working conditions are becoming more common.   These attempts 

may be either confrontational or collaborative.  Both may be effective at different times and under 

different conditions.  Confrontational approaches may “call out” businesses associated with unfavorable 

working conditions through publicity campaigns or protests.  Collaborative approaches engage 

stakeholders through dialog and common goal setting.  In the process, collaborative governance 

structures may emerge (Gereffi and Mayer 2004; Miller et al. 2009; Barrientos, Frederick, and Posthuma 

2011; Locke and Romis 2010, Gereffi and Lee 2014, Mayer and Pickles 2010, 2014; Oka 2014). These 

new governance structures are shaped by a host of stakeholders.  National governments are joined by 

non-governmental organizations (NGOs), unions (both domestic and international), corporations 

(“Buyers”), local factory owners/managers, employer associations (of both developing and developed 

countries), and international government organizations (e.g. the ILO) have responded in various ways 

with attempts to improve working conditions. Each actor’s efforts both affect and are affected by local 

context that varies across countries.  Relationships between the various stakeholders may be 

represented by Figure 1. 

Dozens of NGOs work to improve working conditions and many have produced successful 

examples.  The Worker Rights Consortium (WRC)’s work in the Dominican Republic seems to suggest 

that paying higher wages to workers, as well as providing improved working conditions, is not a barrier 

to successful apparel production (Resnikoff 2014).  There are many other well-focused programs that 

address specific aspects of UFW in developing countries.   

For over one hundred years and through the present day, unions play a critical role in improving 

working conditions.  Unions organize workers, promote freedom of association, and pursue collective 

bargaining.  There are many examples that suggest that unionization is one of the best ways to help 

address worker concerns within factories and therefore the key to improving working conditions is 

making sure that FACB rights are respected.  To help achieve these goals, unions work to build 
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relationships between international labor organizations (such as IndustriALL) and local affiliates. These 

relationships boost the negotiating clout of local unions and often lead to successful agreements.1    

 

Figure 1: Actors Affecting Developing Country Working Conditions 

 

Nevertheless, unions still face significant challenges in developing countries.  In Cambodia, 

private-sector workers have the legal right to freely choose, form, and join trade unions without prior 

authorization. The law also allows for the right to strike and to bargain collectively. Trade unions are 

required to file their charters and lists of their officials with the Ministry of Labor and Vocational 

Training (MOLVT). The Bureau of Labor Relations registers and certifications unions with “most 

                                                           
1 For example, the global union IndustriALL’s Jordanian affiliate (the General Trade Union of Workers in Textile, 
Garment, and Clothing Industries) and two employer associations (Jordan Garments, Accessories and Textiles 
Exporter’s Association and the Association of Owners of Factories) reached an agreement that focused on the right 
to organize and offered trade unionists protection from discrimination in the workplace.  Additionally, the agreement 
addressed health and safety conditions and spelled out the rights of contract workers (including the large number of 
foreign workers that often are employed as contract workers (http://www.industriall-union.org/textile-workers-
reach-sectoral-agreement-in-jordan)). 
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representative status” that gives the right to represent all workers in a factory to the union that 

represents most workers. 2 Strikes are legal if other dispute resolution methods have failed3, the 

members have voted (by secret-ballot), and the employer and MOLVT have received seven-day notice.  

The law has provisions to protect striking workers from retribution.   

Nevertheless, concerns about freedom of association remain significant.  Inconsistent 

enforcement of bargaining agreements often result in strikes.  Since January 2011, there have been 

more than 550 labor-related protests and strikes in Jordan.  Strikes have increasingly broken out in 

Cambodia.  Other reports describe anti-union harassment and dismissal of union leaders and workers 

for participating in strikes.  Workers have difficulty obtaining remedies for such dismissals. Jordan’s 

government responded with a National Employment Strategy in May 2011.  The Decent Work program 

of the ILO has made freedom of association and collective bargaining one of the key focus areas for 

Jordan. 

As is well-known, there is significant controversy surrounding corporate attempts to improve 

working conditions in supply chains. OECD (2002) reported that in 2002 only 20% of global companies 

had a formulated policy for suppliers.  In the last decade, awareness has increased substantially.  Today 

most, if not all, corporations have established internal codes of conduct that govern their relationships 

in their supply chains.  These codes are often criticized.  For example, Hoang and Jones (2012) argue that 

factories lack the incentives to sufficiently enforce their own codes of conduct.  Furthermore, they argue 

that buyers can outsource and subcontract to the point at which production is effectively beyond the 

reach of their own codes of conduct. Other studies, such as Oka (2010a, 2010b) and Ang et al. (2012), 

find that reputation-sensitive buyers are usually associated with factories that exhibit higher compliance 

with national and international laws.  These results from Cambodia show that public opinion may have 

the power to affect working conditions in developing countries.   

Two of the most prominent examples of business-focused attempts to improve working 

conditions globally are the Bangladesh Accord for Fire and Building Safety (the “Accord”) and the 

Alliance for Bangladesh Worker Safety (the “Alliance”).  The former has more than 150 members and the 

latter has 26 companies.  The Accord consists mostly of European companies (although 14 U.S. 

                                                           
2 The section summarizes and draws heavily from 
http://www.state.gov/j/drl/rls/hrrpt/humanrightsreport/index.htm#wrapper.  See also ILO (2005, revised 2014) 
“Guide to the Cambodia Labour Law for the Garment Industry” ILO, Better Factories Cambodia, available at 
http://betterfactories.org/?p=6331 . 
3 One such option for collective disputes is the Arbitration Council, which is an independent state institution.  
Parties have the option to consider Council decisions as binding.   

http://www.state.gov/j/drl/rls/hrrpt/humanrightsreport/index.htm#wrapper
http://betterfactories.org/?p=6331
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companies are members), and the Accord consists mostly of U.S. and Canadian companies.  While some 

evidence of competition between the two groups has been reported (Greenhouse and Harris 2014), the 

goals and approaches of the two groups have many similarities.  Both are conducting extensive 

structural and electrical inspections and both are working to address problems as they are detected.  

Some U.S. universities highlight the greater degree of union involvement in the Accord and have 

pressured the U.S. corporations to join the Accord over the Alliance.   

The Alliance contracted with Elevate (http://www.elevatelimited.com/), a consulting firm whose 

goal is to improve working conditions in supply chains.  Underwriters Laboratories (UL) is one of several 

other prominent consulting firms that help Buyers identify and remedy problems in their supply chains.  

These two companies are examples of a growing trend of consulting firms that are leading the industry 

with ideas about how to improve supply chain conditions.  Elevate, for example, holds regular 

educational events throughout the year including live seminars, conferences, and webinars to remain 

out in front of the campaign to improve working conditions.  Elevate’s focus on data-based evaluation 

and return on investment analysis has proven to be very effective for companies seeking to identify and 

eliminate supply-chain working conditions problems.  Furthermore, these consulting firms are also 

leaders in helping companies move beyond audits and towards remedies that have a higher potential for 

long-run success.4 

Foreign governments also play a significant role.  There have been several attempts to 

coordinate labor laws within a multilateral system.  For example, the European Parliament proposed 

such coordination in 1983 and 1994.  The U.S. government made a similar move in 1986 and every WTO 

Ministerial between 1996 and 2001 considered coordination proposals (Brown et al. 2011).   On the 

whole, however, such efforts have not been successful. Instead, countries have increasingly turned to 

trade agreements.  Some of the earliest examples of incorporating working conditions in trade 

agreements can be found in the 1983 Caribbean Basin Economic Recovery Act, the U.S. renewal of the 

Generalized System of Preferences (GSP) in 1984, and the European Union’s 1988 Community Charter 

for the Fundamental Social Rights for Workers (Brown et al. 2011).  The U.S. renewal of GSP in 1984 

stands out because it enabled complaints to be filed for alleged violations to freedom of association, 

organizing and collective bargaining, child labor, and acceptable conditions of work (minimum wages, 

hours, and occupational safety and health).  Complaints lead to 13 country suspensions from GSP status 

between 1984 and 2001 (Brown et al. 2011).  The Jordan-United States Free Trade agreement stipulates 

                                                           
4 Bair and Gereffi (2014) discuss the movement beyond audits in Central America. 
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that each country agrees to enforce their own labor laws and each country has the right to challenge the 

partner’s protection of labor rights (Brown et al. 2011).  The 1999 U.S.-Cambodia Bilateral Textile Trade 

Agreement establishes the monitoring through the Better Factories Cambodia program and gives 

Cambodia increased access to the U.S. market in exchange for documented improvements in working 

conditions (Brown et al. 2011).   

Whether or not labor standards should be imposed through trade agreements has not been 

without controversy.  Maskus (1997), for example, casts doubt on the prospects for labor standards to 

be enforced through trade agreements, and argues for more effective alternatives (such as ILO 

monitoring and publicity efforts and compensation programs from wealthy to poor countries).  Elliott 

(2007) is more optimistic about the potential for the union of trade and labor standards, although she 

also argues that a more focused approach would be more effective.  Studies of labor provisions in trade 

agreements on factory performance include comparative advantage and labor costs as dependent 

variables (Bakhshi and Kerr, 2010; Kucera and Sarna, 2006; Dehejia and Samy, 2004; Bonnal, 2010).  

Examining a cross-country panel for 1980-1999, Flanagan (2003) finds no significant relationship 

between ratification of labor standards and labor cost.  Huberman’s (2012) analysis of the end of the 

19th century shows that standards related to wages and hours induced factories to improve conditions 

through changes in production techniques. 

European governments have been significantly affected by the development of the United 

Nations Guiding Principles on Business and Human Rights (also known as the Ruggie Principles).  As part 

of their compliance with the Ruggie Principles, European governments have been developing National 

Action Plans.  These plans describe the steps each government will take to implement the Ruggie 

Principles.  Appendix II contains updates on the existing National Action Plans as well as links to 

government plans.   Furthermore, both the U.S. Department of State and the U.S. Department of Labor 

have divisions that deal with international labor conditions.  Secretary of State Hillary Clinton was a 

staunch advocate for improving working conditions in developing countries – especially for women – 

because she understood the strong link between women’s employment and economic development.  

The U.S. Department of Labor provides technical assistance projects designed to improve the capacity of 

foreign governments to address working conditions concerns.  While especially active on issues related 

to child labor,5 the International Labor Affairs Bureau also actively supports improvements in labor laws 

                                                           
5 For example, consider the Global Action Program on Child Labor Issues (GAP), which fund nearly US$16 
million to support the ILO’s Roadmap for Achieving the Elimination of the Worst Forms of Child Labor by 
2016 through capacity building.   
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and enforcement.  For example, the “Vietnam Labor Law Implementation Project” (Industrial Relations 

Project, Phase II) provides up to US$3 million dollars to help Vietnam’s MOLISA, General Confederation 

of Unions (VGCL), and the Chamber of Commerce and Industries (VCCI) draft new labor legislation that 

would be consistent with international labor standards.  The project runs from September 30, 2012 until 

June 30, 2016. 

The Universal Declaration of Human Rights was adopted by the United Nations general assembly 

in 1948.  More recently, the United Nations developed UN Guiding Principles on Business and Human 

Rights (also known as the Ruggie Principles for its principle author John Ruggie).  These Guiding 

Principles contain thirty-one principles based on three pillars that form the “Protect, Respect, and 

Remedy” framework.  Governments are obligated to provide appropriate procedures, regulations, and 

legal decisions that are necessary to protect human rights.  For their part, corporations are obligated to 

respect human rights even when the local government’s legal infrastructure is insufficient.  Victims 

should have the right to appropriate remedies for such violations, including both legal and non-legal 

remedies.  Together these principles provide guidance and structure for governments and corporations 

to address human rights problems throughout the supply chain. 

The International Labor Organization’s efforts to improve working conditions worldwide are well 

documented and too numerous to be summarized here.  Readers are referred to examples such as ILO 

Director General (2011) for summaries of the work of the ILO.  The Sustaining Competitive and 

Responsible Enterprises (SCORE) program is one example.   

 

The Better Work Program 

There are many stakeholders involved in shaping working conditions in developing countries.  

Recognizing the important role that multiple stakeholders have in shaping working conditions, the 

Better Work program of the ILO takes a collaborative approach by bringing together buyers, foreign and 

domestic governments, labor unions and representatives, factory management, and international 

organizations.  This section briefly describes the origins and development of Better Work. 

The Better Work program grew out of the Better Factories Cambodia (BFC) Program.  The 

Agreement Relating to Trade in Cotton, Wool, Man-Made Fiber, Non-Cotton Vegetable Fiber and Silk 

Blends Textiles and Textile Products between the Government of the United States of America and The 

Royal Government of Cambodia, otherwise known as the 1999 U.S./Cambodia Bilateral Textile Trade 

Agreement played a very significant role in shaping the BFC program.  Cambodia embarked on an 

ambitious market-oriented reform program in the mid-1990s as a way to move beyond a violent past.  
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At that time, apparel exports were minimal.  The government recognized the important role apparel 

production and exports have played in the development of many countries and began to transform the 

state-owned apparel plants into exporters (Polaski 2006).  At the time, global apparel trade was 

governed by the Multi-Fibre Arrangement (MFA), but Cambodia was part of neither the MFA in 

particular nor the General Agreement on Tariffs and Trade (GATT).  Cambodia was therefore free from 

quotas and other trade restrictions that were part of the MFA.  The lack of quotas created an 

opportunity for Chinese and other investors (including Taiwan, Hong Kong, South Korea, and other East 

Asian nations) to freely export to the U.S. and E.U. markets (Polaski 2006).  Just as investment followed 

reforms, exports followed investment.    

The rapid growth in apparel exports was noticed by U.S. labor unions and government officials 

(Kolben 2004).  Not being a member of the World Trade Organization (WTO) membership, Cambodia did 

not have the same protection from tariffs that members had.  The United States began to implement 

trade policy to restrict the surge of imports.   At the same time, U.S. and international labor unions 

heard the calls of Cambodian garment workers who were working in poor conditions.  In 1998 labor 

unions asked the U.S. government to review working conditions in Cambodian garment workers (Polaski 

2006).   

The concerns about working conditions and the desire to help promote development inspired a 

new kind of trade agreement.  On January 20, 1999, the U.S. and Cambodia signed a trade agreement 

that established quotas for Cambodian exports to the United States that linked quota access to 

improved working conditions.  Since the agreement allowed for a possible 14% annual increase in the 

quota allocation if the Cambodian government supported a program to improve working conditions, a 

program to monitor working conditions became necessary. 

Kolben (2004) describes six different versions of proposals for the program.  The main 

contenders were put forth by the International Labor Organization (ILO) and the U.S. government.  The 

main difference was who would perform the inspections.  The ILO suggested inspections by the 

Cambodian government and the United States government suggested that the ILO assume the 

monitoring responsibilities.  The motivation for having the ILO take a leading role in factory monitoring 

was that the ILO was respected as an impartial, respectable, and credible organization whose reports 

would be accepted by all of the relevant stakeholders.   The final program gave the ILO responsibility for 

monitoring by training and relying on Cambodian inspectors.  The ILO was also to provide assistance to 

build domestic capacity in terms of labor laws and regulations.  While initially voluntary, the program 

eventually became mandatory. 
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The BFC program began in January 2001 and was followed by a slow slowing U.S. imports from 

Cambodia.  China’s 2001 entrance to the WTO was one of several significant changes in the global 

apparel market.  Together these changes contributed to rising global supply. Nevertheless, the absolute 

value of Cambodian exports to the United States continued to rise.  Sibble and Bormann (2007) attribute 

this increase to the realization that Cambodia seized a comparative advantage in safe sourcing, which 

was desired by global buyers.   

The first three years of the program were an important learning period for BFC.  Learning lead to 

new BFC policies. Perhaps the most significant was a ground-breaking new data management system 

called the Information Management System (IMS) that was implemented in 2005.  The new system 

greatly increased the reliability of the assessment reports coming in from the factories.  BFC also 

convened the first Buyers Forum in 2005 that allowed factories and Buyers to engage in a dialog about 

how best to improve BFC.  This kind of dialog is widely attributed to the broad sense of success of the 

BFC program.  

Building on the 

sense of dialog and 

learning, BFC added 

Advisory Services and also 

went global in 2008 as 

Better Work.  Figure 1 

shows the eight countries 

that currently host Better 

Work.  The Better Work 

program has been studied 

in depth.  Prominent 

examples include Polaski 

(2006), Oka (2010a, 2010b), 

Shea et al. (2010), Ang et al. 

(2012), Berik and Rogers (2010), Beresford (2009), Brown et al. (2014a, 2014b), and Fukunishi et al. 

(2013).  Most of these studied document improving working conditions in Cambodia.  Oka (2010a and 

2010b) and Ang et al. (2012) highlight the importance of the buyer relationships in improving working 

conditions.  Fukunishi et al. (2013) illustrate rising productivity among apparel plants while working 

Source: World Bank (2015) “Interwoven: How Better Work Improves the lives of Garment 
workers at home and in the workplace” 
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conditions were improving generally in the sector.  All of these studies, including those that are critical 

of the program, acknowledge that working conditions have improved dramatically under the program. 

 

Better Work and Working Conditions: Estimating the Relationship 

In order to estimate the relationship between Better Work and working conditions, we must 

first present measures of working conditions.  In this study, we use two measures of working conditions.  

We first measure working conditions by comparing conditions in the factory with national laws and 

international conventions as collected by Better Work in their assessment reports.  Aggregate data are 

released in synthesis reports that provide the foundation for a large and growing literature. Here we use 

the factory-level assessments from Cambodia, Vietnam, and Jordan. We describe and compare the data 

between the three countries.  In the next section, we turn to worker perceptions of working conditions 

and estimate the relationship between these perceptions and various measures of Better Work 

interventions.  

Data description 

  The ILO hires and trains domestic assessment officers and sends them in pairs into apparel 

factories to conduct detailed assessments.  The assessments contain about 300 questions that can be 

classified into various groups.  For convenience we begin with the groups used by Better Work.  

Examples of the least-compliant areas are shown in Table 1.  For the sake of cross-country comparisons, 

we focus on four groups of questions: Ambiance, Safety, Wage Policies, and Freedom of Association and 

Collective Bargaining (FACB).  Ambiance covers air, temperature, water, and sanitation facilities in the 

factories.  The questions in all four countries cover very similar concepts and therefore are grouped 

together.  Safety covers machine safety and fire safety.  Examples of machine safety include whether or 

not needle guards are in place and whether workers get sufficient training on machine safety.  Fire 

safety includes the availability of fire exits, fire-fighting equipment, and training on fire safety 

procedures.  The last category, FACB, includes questions about the freedom of workers to join a union, 

management attempts to interfere with unions, the presence of a collective bargain, and whether or not 

the collective bargain is followed. 

Table 1: Least Compliant Categories 
 

Category and Issue Non-Compliance Rate 

Wages  
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Payment of Wages 18.1% 
Informing Workers/Record Keeping 11.9% 
Bonuses 9.7% 
Deductions from Wages 4.4% 
Minimum Wage, Overtime, Sunday, Public Holiday 2.7% 
  
Welfare  
Nursing Room/Day Care Centre  66.8% 
Sanitation Facilities  14.2% 
Drinking Water  10.7% 
Personal Belongings  6.4% 
Eating Area  0.2% 
  
Occupational Safety and Health 
Seating 36.9% 
Policy 27.8% 
Lighting 25.7% 
Storage and Use of Hazardous Substances 21.8% 
Heat and Ventilation 21.1% 
Infirmary 20.7% 
Work-Related Accidents and Illnesses 18.2% 
First Aid 17.7% 
Protective Measures 13.9% 
Housekeeping 13.4% 
Machine Safety 10.5% 
Noise 10.2% 
Emergency Arrangements 8.3% 
Compensation for Work-Related Accidents 5.2% 
Notes: These categories do not span the entire range of questions asked in the factory 
assessment.  These categories are the most comparable across countries. 
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Comparison of Compliance Patterns across Countries and Time 

Better Work operates in eight countries, and earlier in this paper we asserted that developing 

countries face similar problems in apparel factories.  In this section, we present evidence that suggests 

that the issues faced across countries are, indeed similar.  That said, however, subtle differences that 

emerge can speak to some of the institutional differences that appear across countries.   

While we work with individual-question data, it is convenient to present noncompliance 

indicators over time in the form of means.  The means presented here are different than those found in 

Better Work Synthesis Reports because those reports call a category noncompliant if any of the 

subcategories or questions in subcategories are noncompliant.  Not surprisingly, the reported 

noncompliance rates 

can be high but may 

mask the compliance 

of the remainder of 

the questions in the 

category.  It therefore 

makes sense to take 

the simple arithmetic 

average of 

noncompliance rate 

across all questions in 

the category.  The 

alternative measure 

presented here adds 

value because the synthesis reports are available on line.   

Weighing all questions equally when taking the average obviously reflects a value judgement – 

just as any weighting scheme would.  Weighing all questions equally is simply done here out of 

convenience and these sense that equal weights might be less objectionable than varied weights.  That 

said, however, we recognize that some questions may be qualitatively more serious than others, but 

those differences may be subjective and such weighting is beyond the scope of this study.  Another 

implication is that the noncompliance rates in this study will be lower than those in the Synthesis 

Reports.  How much lower the rates are in this study is a function, to some degree, of the number of 

questions in each category, which varies across the different categories.  

Figure 2: Overall Noncompliance over Time and Country 
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To provide a comparison of overall noncompliance over time, Figure 2 graphs the overall mean 

of noncompliance rates. It is 

important to point out that 

these measures reflect many 

underlying changes.  New 

factories enter, older 

factories leave (or close), 

and compliance changes 

within factories over time. 

The Cambodian data in 

particular show rising 

noncompliance around the 

same time as the global 

financial crisis (2008).  Noncompliance in Jordan and Vietnam, however, continue to fall during the crisis.   

We can also present the data by category.  Figure 3 shows the overall mean compliance rates by 

category by country.  These numbers are the averages taken across all factories and all years, so they 

are only meant to 

provide a very broad 

overview of some of the 

key differences across 

countries.  For example, 

Vietnam’s average 

Ambiance 

noncompliance is much 

lower than in the other 

two countries (with 

Cambodia and Jordan 

being roughly similar).  

Factories in Jordan are 

less compliant in the 

area of safety, while 

Cambodia is less compliant in the area of wage policies.  Figure 4 shows the change in compliance over 
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Figure 3: Noncompliance by Category and 
Country
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Figure 4: Noncompliance over Time by Category and Country 
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time.  The patterns show very different experiences across countries.  For example, Ambience 

noncompliance falls in Cambodia and Jordan over time, but rises slightly in Vietnam. Cambodia has 

much lower rates of noncompliance than the other two countries in Safety, but all three experience a 

rise in noncompliance in the last two or three years reported.  Wage policies show improved compliance 

in all three countries, but Cambodia’s rise in noncompliance after the financial crisis departs somewhat 

from the experiences in the other two countries.   

Since the categories in Figure 3 are the averages taken across questions, we can decompose 

each of the categories in Figure 3 and present additional detail.  For example, Figure 5 breaks Ambiance 

into Water, Temperature, Toilets, Air, and Light and reveals interesting differences across countries.  

Cambodia has relatively high noncompliance in temperature and air quality, and Vietnam has very low 

noncompliance in the Water category. 

Figure 6 shows the 

subcategories in the safety category.  

The category consists of four 

subcategories: exits (the availability of 

and clear access to building exits), 

electrical (safety training, proper 

wiring, and building electrical safety), 

equipment (safety guards, proper 

training, and safety equipment), and 

Fire (proper fire-fighting equipment, alarms, and training).  The table shows that country rankings are 

similar across all four subcategories, which suggests that there may be underlying factors that drive the 

compliance in the Safety category.  Cambodia, which has been in the program the longest, has the 

lowest rates of noncompliance in three of the four categories.  Note that Fire Safety is the exception: 

Vietnam is has the lowest rates of noncompliance rates in Fire Safety while Cambodia has the highest 

rates of noncompliance.   
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Figure 5: Ambiance by Country
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Figure 7 contains the comparison 

for three subcategories in the Wage 

Policies category.  The three 

subcategories are Contracts (whether or 

not workers receive written contracts, 

whether the contracts are in the 

appropriate language, and are clearly 

understood by workers), Wages 

(whether or not wages are paid on time 

and accurately and follow legal standards 

(e.g. for minimum wage)), and Overtime 

(whether or not overtime regulations are followed, workers are paid correctly for overtime, and 

whether or not overtime is voluntary).  While Figure 7 shows that Cambodia has much lower 

noncompliance rates in the contracts category, Cambodia’s noncompliance rates in Wages and Overtime 

are much higher than in the other countries.  In particular, wage noncompliance rates are higher than in 

the other two countries, and 

overtime noncompliance rates are 

much higher. One reason for the 

large difference between Jordan 

and the other countries is that there 

are no overtime limits in Jordan, 

which means that factories in 

Jordan are unlikely to be found to 

be noncompliant for “excessive” 

overtime. 

Another significant difference is in FACB, in which Cambodia’s noncompliance rates are much 

lower than in the other two countries.  The FACB differences, like the differences in other categories, 

highlight cultural and institutional differences across countries.   Vietnam revised the national Labor Law 

in 2012 with an agreement to ratify the Freedom of Association and Protection of the Right to Organize 

Convention, 1948 (No. 87) (C.87) and the Right to Organize and Collective Bargaining Convention, 1949 

(No. 98) (C.98), but had not ratified these conventions as of 2015 

(http://www.ilo.org/wcmsp5/groups/public/---ed_norm/---
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declaration/documents/publication/wcms_091262.pdf).  Few workers (9% of the labor force) are 

unionized, and most foreign firms (68%) and private firms (85%) do not have unions.6  Workers can join 

unions but recognition requires registration that has been cited as an obstacle. Vietnam’s revised labor 

law went into effect in May 2014.  

Some of the most significant differences are in the FACB category.  Cambodia’s noncompliance 

rates fall early and remain low.  Vietnam’s noncompliance rates fall sharply after 2012, which coincides 

with a new Labor Code passed by the National Assembly of Vietnam on June 18, 2012 (Lee and Svanberg 

2013).  The law replaced the 1994 Labor Code and made several changes, such as increasing the number 

of paid holiday days (from 9 to 10), increased maternity leave from four to six months, and increase the 

minimum wage during probationary employment.  

In addition to the obvious subcategories of Freedom of Association and Collective Bargaining, 

this category also includes a subcategory called Management, which includes questions that relate to 

management’s attempts to interfere with organizing or union activities.  This category is somewhat 

different than the others because although the Cambodian surveys did not have separately-identified 

questions about collective bargains that were consistent throughout the entire time period.  As a result, 

the subcategory is empty.   Furthermore, Jordan’s noncompliance in the Freedom of Association 

category remains at 100% because the migrant workers who make up a significant portion of the 

apparel labor force were not allowed by law to join unions in the time period covered by the available 

data.    Note that for the reasons described above, similar issues exist in Vietnam.  In all countries, there 

is relatively little evidence of management interference in union activities (although the rates of 

noncompliance are highest in Vietnam). 

 

Compliance, Better Work Interventions, and Worker Perceptions 
 

Studies that examine aggregate compliance data tend to find rising compliance with national 

laws and international labor standards through time in the Better Work program. While exposure to 

Better Work is correlated improving conditions, few studies focus on specific Better Work interventions.  

Furthermore, most papers focus on aggregate compliance.  It is interesting, however, to estimate the 

correlation between Better Work interventions and specific outcomes because some conditions may be 

considered more important, more serious, or more relevant for different groups.    

                                                           
6 http://www.ilo.org/public/english/bureau/program/dwcp/download/vietnam.pdf. 

http://www.ilo.org/wcmsp5/groups/public/---ed_norm/---declaration/documents/publication/wcms_091262.pdf
http://www.ilo.org/public/english/bureau/program/dwcp/download/vietnam.pdf
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Compliance by Category and the Better Work “Treatment”  
 

The first measure we take in evaluating the relationship between Better Work and different 

dimensions of compliance is 

simply the “treatment” effect that 

is measured as time in the Better 

Work program.  By comparing the 

factory performance at different 

points in the factory’s experience 

with Better Work, we can detect 

any patterns of compliance that 

are correlated with the exposure 

to the Better Work program.  In 

practice, we measure time in the 

Better Work program by the 

number of Better Work 

assessments.   

 

Treatment Effects 
Better Work’s goal is to assess factories twice per year.  In practice, assessments may occur every 

eight or nine months.  If factories enter the program with identical information, then the levels of 

compliance should be the same for all factories in the first visit.  While equal first-visit compliance rates 

are possible, it is more likely that new firms learn about expectations from older firms.  In this case, new 

firms will be more compliant in their first visit than older firms.  Therefore, first-visit compliance in 

different categories may reveal what new firms are learning.   

The first-visit noncompliance rates for Cambodia, Jordan, and Vietnam for four categories 

(Ambiance, Safety, Wage Policies, and Freedom of Association and Collective Bargaining (FACB)) in 

Figure 8 reflect the institutional differences across countries. Differences across time are also apparent.  

Noncompliance in safety and, at least in two countries, in wage policies, increase during the global 

financial crisis.  There are common patterns across visit numbers, however, suggesting that the effects 

Figure 8: First Visit Non-compliance by Year and Category 
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of factory-specific interventions might be 

revealed by subsequent visits.  Another 

way to look at the data would be to 

consider the evolution of factory-level 

compliance across visits.  Noncompliance 

clearly falls over the first five or six visits.  

Note that for Cambodia, noncompliance 

rises for the highest number of visits.  This 

is perhaps explained by the fact that 

these visits reflect the economic crisis, 

which was correlated with rising 

noncompliance generally.  

 

Better Work and Worker Perceptions of Working Conditions 
Factory compliance seems to improve with time in Better Work.  To answer the question of 

whether or not working conditions are improving, or, in other words, if the patterns of increased 

compliance are reaching the workers, we focus on worker perceptions of factory-level working 

conditions.  The analysis that follows focuses on Vietnam because that is the country that has the most 

complete matched compliance-survey data.  The data are collected by the Tufts University Monitoring 

and Evaluation team. The team, led by Drusilla Brown, collects data from worker and management 

surveys.  These data include detailed information about the workers (such as demographic 

characteristics), worker perceptions of various aspects of life in the factories, and worker perceptions of 

their own health and welfare.  

For the empirical analysis, we consider a set of outcome variables, Y, that include remuneration 

(usual earnings and whether or not workers express concerns about being paid late), ambiance 

(whether or not the workers feel the climate is too hot or cold and whether or not accidents are a 

concern), and relationships with supervisors (whether or not workers feel that supervisors follow rules 

and have concerns about verbal or physical abuse).  We compare these different measures with several 

interventions that are related to Better Work: time that the factory has been in Better Work, overall 

compliance, compliance with overtime standards, months since the first visit of Better Work, and the 

formation of a PICC in the factory.   

Figure 9: Overall Noncompliance by Visit Number 
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While most of these are straightforward, Table 2 shows the questions that are averaged 

together to get the measure of overtime compliance.  We focus on overtime compliance in particular 

because this is one of the more currently controversial areas.  Some workers are forced to work more 

overtime than they would like, while others feel that enforcing overtime standards limits their earning 

potential.    

Table 2: Overtime Questions 
Do regular daily working hours exceed 8 hours? 
Do regular weekly working hours exceed 48 hours? 
Does the employer comply with limits on overtime hours worked? 
Does the employer comply with notice requirements regarding overtime? 
Does the employer comply with shift work requirements? 
Does the employer give workers at least one day off per week? 
Does the employer work overtime only for reasons allowed by law? 
Is overtime work voluntary? 

 

The relationships between the various outcome measures described above and the different 

measures of Better Work are estimated using ordinary least squares and include a set of additional 

control variables that control for different factors that may affect worker perceptions.  These control 

variables are gender, age, education, marital status, tenure in the factory, piece-rate pay, and whether 

or not the worker had been recently promoted. 

Table 3 contains the first set of regression results that focus on remuneration.  The first two 

columns have “Late Payment” as the dependent variable, which is the worker perception that late 

payments are a concern to the worker.  The second two columns of results are the (natural log) of the 

usual monthly payment in local currency.  Positive coefficients on the variables in each pair of columns 

have the opposite interpretation in the sense that a positive coefficient in the first two columns suggests 

that the variable increases the concerns about late payments (late payments are more common, for 

example), while a positive coefficient in the last two columns of results suggests that that variable 

increases the worker’s earnings.   

The results in Table 3 show that the compliance variables do not have a statistically significant 

relationship with the dependent variables.  Overall compliance and overtime compliance have opposite 

effects, however.  Overtime compliance increases the concern about late payments and is associated 

with lower earnings, but, again, these relationships are not statistically significant.  The results also 

suggest that time in Better Work (as measured by the total number of visits Better Work as made to the 

factory) are associated with higher earnings and that result is statistically significant.   
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The other demographic variables have the expected relationships with the dependent variables.  

For example, more educated and older workers earn more.  Women earn less, but the difference is not 

statistically significant.  Being paid piece-rate is associated with lower concerns about late payments and 

significantly higher wages (approximately 11-12% higher). 

Table 3: Remuneration, Compliance, and Time in Better Work 
 

VARIABLES Late 
Payment 

Late 
Payment 

Log Usual 
Payment 

Log Usual 
Payment 

     
Overall Compliance -0.120  0.169  

 (0.392)  (0.725)  
Overtime Compliance  0.253  -0.528 

  (0.205)  (0.383) 
Time in Better Work -0.002 -0.002 0.023** 0.022** 

 (0.002) (0.002) (0.003) (0.003) 
Female -0.063 -0.065 -0.13 -0.129 

 (0.043) (0.043) (0.079) (0.079) 
Age in Years 0.002 0.002 0.027** 0.027** 

 (0.003) (0.003) (0.005) (0.005) 
Highest Education Level 0.047** 0.047** 0.080** 0.082** 

 (0.016) (0.016) (0.030) (0.030) 
Paid Piece-rate -0.194** -0.197** 0.110* 0.116* 

 (0.023) (0.023) (0.047) (0.047) 
Constant 0.100 0.048 13.331** 13.428** 

 (0.109) (0.104) (0.201) (0.191) 
     

Observations 3,049 3,049 2,769 2,769 
Adjusted R-squared 0.028 0.028 0.041 0.041 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05.  Variables for marital status and 
factory tenure were included but were not statistically significant and are omitted from the table 
to conserve space. 

 

   

When we turn to the environmental conditions in the factories, Table 4 shows that the 

treatment variables (compliance and time in Better Work do not exhibit statistically significant negative 

relationships with the dependent variables.  In fact, overtime compliance is associated with more 
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concerns about factory temperatures.   Workers who are paid piece-rate are less likely to report 

concerns about temperature or accidents.   

The lack of statistically significant relationships in Tables 3 and 4 for the treatment variables 

could have several possible explanations.  Temperature, accidents, and on-time pay may not be 

problems that are severe enough to have attracted the attention of Better Work.  Alternatively, it is 

possible that there is a great deal of heterogeneity across factories that precludes getting accurate 

estimates.   These results do, however, raise the concerns about the identification of the effects of the 

Better Work program.  

 

Table 4: Sweatshop Conditions, Compliance, and Time in Better Work 
 

VARIABLES Too 
hot/cold? 

Too 
hot/cold? 

Accidents/ 
Injuries 

Accidents/ 
Injuries 

     
Overall Compliance 0.444  -0.179  

 (0.246)  (0.351)  
Overtime Compliance  0.399**  0.347 

  (0.128)  (0.183) 
Time in Better Work 0.003 0.003 0.001 0.001 

 (0.003) (0.003) (0.005) (0.005) 
Female 0.002 0.002 0.001 0.001 

 (0.001) (0.001) (0.002) (0.002) 
Married 0.035** 0.035** 0.051** 0.050** 

 (0.010) (0.010) (0.015) (0.015) 
Paid Piece-rate -0.052* -0.050* -0.096** -0.098** 

 (0.024) (0.024) (0.035) (0.034) 

Factory Tenure -0.056** -0.058** -0.142** -0.146** 

 (0.014) (0.015) (0.021) (0.021) 
Constant 0.049 0.041 0.074 0.001 

 (0.069) (0.065) (0.098) (0.093) 
     

Observations 3,049 3,049 3,049 3,049 
Adjusted R-squared 0.012 0.014 0.023 0.024 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05.  Age and education levels were 
included but were not statistically significant and are omitted from the table to conserve 
space. 
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While the previous two tables raised concerns about the effects of the treatment variables, 

Table 5 suggests that time in Better Work is positively associated with worker perceptions that 

supervisors follow rules and, with less statistical significance, are less likely to report verbal abuse.  This 

contrasts sharply with overtime compliance, whose large positive coefficient suggests that overtime 

compliance is associated with more verbal abuse.  This result is consistent with the hypothesis that 

being constrained by overtime regulations makes managers more likely to yell at workers to get them to 

complete their jobs on time.  But the statistically significant relationship with time in Better Work 

suggests that supervisor training and increasing awareness of rules within the factory are important 

results of Better Work. 

Table 5: Supervisor Relationships, Compliance, and Time in Better Work 
 

VARIABLES Follows 
Rules 

Follows 
Rules 

Verbal 
Abuse 

Verbal 
Abuse 

     
Overall Compliance 0.428  0.376  

 (0.293)  (0.408)  
Overtime Compliance  -0.042  1.022** 

  (0.153)  (0.212) 
Time in Better Work 0.009** 0.008** -0.003 -0.002 

 (0.001) (0.001) (0.002) (0.002) 
Female 0.063 0.064 -0.029 -0.033 

 (0.032) (0.032) (0.045) (0.045) 
Age in Years -0.002 -0.003 -0.003 -0.002 

 (0.002) (0.002) (0.003) (0.003) 
Highest Education Level 0.004 0.005 0.074** 0.073** 

 (0.012) (0.012) (0.017) (0.017) 
Married -0.05 -0.048 -0.102* -0.102* 

 (0.029) (0.029) (0.040) (0.040) 
Paid Piece-rate -0.055** -0.052** -0.204** -0.213** 

 (0.018) (0.018) (0.024) (0.024) 
Factory Tenure 0.007 0.007 0.007 0.007 

 (0.004) (0.004) (0.006) (0.006) 
Constant 1.851** 1.908** 0.077 -0.033 

 (0.082) (0.078) (0.114) (0.108) 
     

Observations 3,031 3,031 3,049 3,049 
Adjusted R-squared 0.016 0.016 0.036 0.043 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05 



 
23 

 

 

The concerns about overtime compliance emerge again in Table 6, which contains the estimated 

relationships between the treatment variables and different measures of emotional well-being.  While 

time in Better Work does not exhibit statistically significant relationships with the emotional health 

variables, overtime compliance is strongly associated with workers being more likely to report crying 

easily or feeling fearful.    

 

Table 6: Emotional Health, Compliance, and Time in Better Work 
 

VARIABLES Crying 
Easily 

Crying 
Easily 

Feeling 
Fearful 

Feeling 
Fearful 

     

Overall Compliance -0.264  -0.032  
 (0.214)  (0.193)  

Overtime Compliance  0.227*  0.427** 
  (0.112)  (0.101) 

Time in Better Work -0.001 0.000 -0.001 -0.001 
 (0.001) (0.001) (0.001) (0.001) 

Female 0.220** 0.219** 0.055** 0.053* 
 (0.024) (0.024) (0.021) (0.021) 

Age in Years -0.007** -0.007** -0.002 -0.002 

 (0.002) (0.002) (0.001) (0.001) 
Highest Education Level 0.038** 0.037** 0.036** 0.035** 

 (0.009) (0.009) (0.008) (0.008) 

Married -0.061** -0.063** -0.053** -0.054** 

 (0.021) (0.021) (0.019) (0.019) 
Paid Piece-rate -0.015 -0.019 -0.019 -0.025* 

 (0.013) (0.013) (0.012) (0.012) 
Factory Tenure 0.002 0.002 0.003 0.003 

 (0.003) (0.003) (0.003) (0.003) 
Constant 1.175** 1.110** 1.066** 0.998** 

 (0.060) (0.057) (0.054) (0.051) 
     

Observations 3,046 3,046 3,045 3,045 
Adjusted R-squared 0.048 0.049 0.015 0.02 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05.  
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The results in Tables 3-6 suggest that overall compliance, overtime compliance, and time in 

Better Work may have some positive effects on various worker perceptions, but often do not show 

positive effects.  One possible reason is that the time in Better Work (as measured by number of visits) is 

too vague of a measure.  Ideally, we would focus on specific interventions of Better Work.  We therefore 

turn to two specific measures.  The first is the establishment of the PICCs in the factories, which happens 

relatively early in the Better Work relationship with the factories, and the months since the first visit.  As 

the earlier figures suggested, the greatest improvements occur between the first and second visit, which 

implies that changes initiated in the first visit are key to improving compliance.  In the tables that follow, 

we include these variables specifically to the same dependent variables in Tables 3-6. 

We begin once again with remunerations. The results in Table 7 now suggest that both specific 

Better Work interventions exhibit statistically significant relationships with both concerns about late 

payments (which are lower for both Better Work interventions) and earnings (which are both higher 

with both Better Work interventions.  These results suggest that the specific interventions initiated at 

the beginning of the relationship are associated with significant improvements in worker perceptions of 

working conditions. 

Table 7: Remuneration and Better Work Interventions 
 

VARIABLES Late 
Payment 

Late 
Payment 

Log Usual 
Payment 

Log Usual 
Payment 

     

PICC formed 0/1 Indicator -0.096*  0.445**  
 (0.043)  (0.078)  

Months since 1st visit  -0.007*  0.027** 
  (0.003)  (0.006) 

Female -0.084 -0.039 -0.158 -0.165 
 (0.053) (0.055) (0.097) (0.104) 

Age in Years 0.004 0.006 0.031** 0.036** 
 (0.003) (0.004) (0.006) (0.007) 

Highest Education Level 0.042* 0.046* 0.122** 0.142** 
 (0.019) (0.019) (0.034) (0.037) 

Occupation: Sewer 0.033 0.018 0.054 0.049 
 (0.031) (0.031) (0.055) (0.059) 

Paid Piece-rate -0.209** -0.163** 0.205** 0.224** 
 (0.027) (0.030) (0.062) (0.066) 
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Has Been Promoted 0.105 0.106 -0.172 -0.236* 
 (0.054) (0.056) (0.099) (0.108) 

Constant 0.071 -0.013 13.025** 12.818** 
 (0.119) (0.124) (0.219) (0.239) 
     

Observations 2,392 2,156 2,118 1,906 
Adjusted R-squared 0.03 0.02 0.039 0.039 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05.  Variables for marital status and factory 
tenure were included but were not statistically significant and are omitted from the table to 
conserve space. 

 

In contrast, the results in Table 8 show improvements, but the estimated effects are small and 

not statistically significant.  These results may suggest that when Better Work enters the factories, the 

environmental conditions are not the first priorities, either because they are considered less important 

or dealing with them requires improvements in other areas, such as the worker-manager relationships.  

Table 8: Sweatshop Conditions and Better Work Interventions 

 

VARIABLES Too 
hot/cold? 

Too 
hot/cold? 

Accidents/ 
Injuries 

Accidents/ 
Injuries 

     

PICC formed 0/1 Indicator -0.010  -0.033  
 (0.026)  (0.036)  

Months Since First Visit  0.001  -0.004 
  (0.002)  (0.003) 

Female 0.015 0.009 0.014 0.037 
 (0.032) (0.034) (0.044) (0.047) 

Age in Years -0.002 -0.002 -0.001 0 
 (0.002) (0.002) (0.003) (0.003) 

Highest Education Level 0.040** 0.038** 0.035* 0.039* 
 (0.011) (0.012) (0.016) (0.017) 

Married -0.037 -0.039 -0.095* -0.113** 
 (0.026) (0.029) (0.037) (0.040) 

Paid Piece-rate -0.080** -0.092** -0.129** -0.155** 
 (0.016) (0.018) (0.023) (0.026) 

Constant 0.081 0.096 0.096 0.074 
 (0.070) (0.077) (0.099) (0.107) 
     



 
26 

 

Observations 2,392 2,156 2,392 2,156 
Adjusted R-squared 0.017 0.018 0.019 0.024 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05.  Variables for recent promotion, occupation 
(sewer), and factory tenure were included but were not statistically significant and are omitted from 
the table to conserve space. 

 

Evidence supporting this hypothesis is shown in Table 9.  Table 9 shows that both specific Better 

Work interventions are strongly associated with relationships with supervisors when measured by 

worker perceptions of their supervisors following rules and having less verbal abuse.  The main point 

here is that the specific interventions, such as the PICC, are specifically designed to increase 

communication between workers and supervisors, and the results of that focus clearly emerge in worker 

perceptions.  In Table 8, in contrast, ambiance may not be the main focus of the early interventions. 

 

Table 9: Supervisor Relationships and Better Work Interventions 

 

VARIABLES Follows 
Rules 

Follows 
Rules 

Verbal 
Abuse 

Verbal 
Abuse 

     

PICC formed 0/1 Indicator 0.129**  -0.130**  
 (0.032)  (0.042)  

Months since 1st visit  0.013**  -0.008** 
  (0.002)  (0.003) 

Female 0.018 0.02 0.043 0.034 
 (0.039) (0.041) (0.052) (0.055) 

Age in Years -0.006* -0.006* 0.002 0.003 
 (0.003) (0.003) (0.003) (0.004) 

Highest Education Level 0.014 0.013 0.079** 0.078** 
 (0.014) (0.015) (0.018) (0.019) 

Married -0.03 -0.03 -0.119** -0.117* 
 (0.033) (0.035) (0.044) (0.046) 

Paid Piece-rate -0.065** -0.067** -0.210** -0.261** 
 (0.021) (0.023) (0.027) (0.030) 

Has Been Promoted -0.152** -0.157** 0.116* 0.107 
 (0.040) (0.042) (0.053) (0.056) 

Constant 1.967** 1.954** -0.093 -0.098 
 (0.088) (0.093) (0.117) (0.123) 
     

Observations 2,377 2,142 2,392 2,156 
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Adjusted R-squared 0.019 0.027 0.041 0.05 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05.  Variables for tenure and occupation 
(sewer) were included but were not statistically significant and are omitted from the table to conserve 
space. 

 

Table 10 contains the last set of results and shows that formation of a PICC is correlated with 

statistically significantly less incidence of adverse emotional health indicators.  The months since first 

visit indicator also has a negative sign, but is smaller and not statistically significant.  The results for the 

PICC are consistent with the hypothesis that specific Better Work interventions are associated with 

improved emotional health indicators.  Increasing communication (through the PICC) may facilitate 

workers and managers addressing issues that are particularly important to workers, and therefore may 

be contributing to improve emotional health.  

Table 10: Emotional Health and Better Work Interventions 

 

VARIABLES Crying Easily Crying 
Easily 

Feeling 
Fearful 

Feeling 
Fearful 

     
PICC formed 0/1 Indicator -0.059*  -0.061*  
 (0.029)  (0.026)  
Months since First Visit  -0.003  -0.002 

  (0.002)  (0.002) 
Female 0.235** 0.241** 0.063* 0.064* 

 (0.029) (0.031) (0.027) (0.028) 
Age in Years -0.007** -0.007** -0.001 -0.002 

 (0.002) (0.002) (0.002) (0.002) 
Highest Education Level 0.039** 0.043** 0.026** 0.018 

 (0.010) (0.011) (0.009) (0.010) 
Married -0.053* -0.065* -0.066** -0.067** 

 (0.024) (0.026) (0.022) (0.024) 
Paid Piece-rate -0.034* -0.031 -0.024 -0.028 

 (0.016) (0.018) (0.015) (0.017) 
Constant 1.165** 1.157** 1.120** 1.152** 

 (0.066) (0.070) (0.060) (0.064) 
     

Observations 2,389 2,153 2,389 2,153 
Adjusted R-squared 0.046 0.05 0.012 0.01 
Notes: Standard errors in parentheses. ** p<0.01, * p<0.05.  Variables for recent promotion, occupation 
(sewer), and factory tenure were included but were not statistically significant and are omitted from the 
table to conserve space. 
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Conclusions 
It is becoming increasingly well-known that working conditions in developing countries are often 

far below the standards of developed countries.  Working conditions in developing countries are the 

result of actions of multiple stakeholders.  While there are many different stakeholders, approaches, 

and measures of working conditions, the results in this paper suggest that the Better Work interventions 

are positively correlated with factory-level compliance and worker perceptions of working conditions. In 

particular, the results reveal that some Better Work interventions may be more effective at improving 

worker-perceived working conditions.  The analysis in this paper finds very little evidence of correlations 

between overall compliance and physical conditions (ambiance) or workers’ physical health.  On the 

other hand, interventions and compliance are more often than not positively correlated with supervisor 

relationships, remuneration, and training. It is possible that the Better Work program focuses on key 

areas and therefore generates more targeted results.  The heterogeneity in findings highlights the 

importance of using worker and firm level data that identify different measures and dimensions of 

working conditions.   

In particular, a significant positive relationship between PICC formation and worker perceptions 

emerges in many areas of working conditions.  These results are consistent with the previous results 

that suggest that Better Work is strongly associated with improvements in important areas of worker 

life within garment factories. 
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