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1.0 DDI Buyer Group Responses 
The DDI buyer group—comprising Centric Brands, Diesel, The Foschini Group, and G-Star RAW—sent 
the following responses to Transparentem’s investigation:  

1) June 14, 2023: Response to PIN Findings at Denim de l’Ile Ltd. Questionnaire No. 2

2) July 31, 2023: Additional joint response to Transparentem from the authorized representatives of
Centric Brands, Diesel, G-Star RAW, TFG, collectively referred to as “participating brands/ participating
buyers” relating to Denim de l’Ile.
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2.0 Firemount Buyer Group 
Responses 
The Firemount buyer group—comprising Boden, The Foschini Group, Rodd & Gunn, WE Fashion, and 
two undisclosed buyers—sent the following responses to Transparentem’s investigation:  

1) September 30, 2023: Addendum response to Questionnaire No.  2.
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3.0 R.E.A.L Buyer Group Responses 
The R.E.A.L buyer group—comprising Barbour, Diesel, PVH, Rodd & Gunn, and Second Clothing— sent 
the following responses to Transparentem’s investigation:  

1) July 31, 2023: REAL Garment Brand Group Response to PIN Findings at R.E.A.L Garments Ltd.,
Questionnaire No. 2



Appendix A 

27 



Appendix A 

28 



Appendix A 

29 



Appendix A 

30 



Appendix A 

31 



Appendix A 

32 



Appendix A 

33 



Appendix A 

34 



Appendix A 

35 



Appendix A 

36 



Appendix A 

37 



Appendix A 

38 



Appendix A 

39 

4.0 Aquarelle Buyer Group Responses 
The Aquarelle buyer group—comprising The Foschini Group, PVH, and Rodd & Gunn—sent the following 
responses to Transparentem’s investigation:  

1) July 31, 2023: Brand Response (PVH Corp., Rodd & Gunn & Foschini Group) to PIN Findings at
Aquarelle Questionnaire No. 2
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5.0 DDI Responses 
DDI sent the following responses to Transparentem’s investigation: 

1) August 10, 2023: Denim de l’Ile Limited. Response to Transparentem
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6.0 Firemount Responses 
Firemount sent the following responses to Transparentem’s investigation: 

1) December 5, 2023: Response by Firemount Textiles Ltd. (FMT) Dated 5 December 2023
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RESPONSE BY FIREMOUNT TEXTILES LTD (FMT) DATED 5 DECEMBER 2023 

1. Please	provide	information	about	how	Firemount	recruits	migrant	workers:

Please	include	information	on:_
a. policies	 and	 procedures	 that	 govern	 Firemount’s	 work	 with	 agents,

including	 subagents	 and	 agents	 in	 other	 countries,	 who	 recruit	 foreign
migrant	workers,	and

b. whether	and	how	Firemount	conducts	oversight	to	ensure	recruiters	adhere
to	Firemount’s	policies	and	procedures.

1	 FMT	 recruits	 Migrant	 workers	 through	 recruitment	 agents,	 recommendations	 and	
referrals	from	past	and	present	employee,	Government	to	Government	recruitment	portal	
and	 recruitment	 by	 FMT.	 FMT	 has	 ceased	 recruitment	 through	 agents	 rather	 privileges	
government	 to	 government	 recruitment.	 Most	 of	 recommendations	 and	 referral	 by	
employees	 are	 from	 India	 and	FMT	has	 been	 registered	 as	 an	 overseas	 employer	 on	 the	
government	to	government	portal.	(See	folder	Ques1	Annex1).	

In	Madagascar,	FMT	has	a	sister	company	in	Antananarivo	where	all	the	recruitments	and	
interview	process	are	carried	out	on	behalf	of	FMT.	No	agency	fee	is	involved.	Recruitment	
are	effected	by	FMT	staff	based	there.		

The	recruitment	process	is	as	follows:	

Madagascar:	 On	 a	 daily	 basis	 we	 have	 job	 seekers	 attending	 the	 facility	 looking	 for	 job	
opportunities	 in	 local	 facility	or	overseas.	Therefore,	prospective	workers	are	called	from	
the	database	already	available.	Moreover,	a	vacancy	banner	is	placed	outside	the	factory.	The	
terms	 and	 conditions,	 expected	 salary	 and	 other	 facilities	 which	 is	 available	 at	 FMT	 in	
Mauritius	are	readily	available	at	FMT’s	facility	in	Madagascar	for	the	job	seekers	to	consult.	
(See	folder	Ques1	Annex2).	

Bangladesh:	A	demand	letter	used	to	be	issued	and	forwarded	to	the	recruitment	agent.	(See	
folder	Ques1	Annex2a)	An	advert	was	then	placed	by	the	agent.	Interview	and	skill	test	are	
carried	out.	In	the	advert,	amongst	all	other	terms,	the	conditions,	salary,	hours	of	work	are	
clearly	mentioned.	A	printout	of	 the	terms	and	conditions	 is	affixed	 in	the	office/	waiting	
area	of	the	recruitment	agent.		

Recommendations	 and	 referrals:	 Prospective	 employees	 recruited	 through	 this	 path	 are	
mostly	recommended	by	senior	employees/staff	who	are	acquainted	to	those	 job	seekers	
and	personally	know	 their	 skill	 and	knowledge	 in	 relevant	post	 applied.	The	prospective	
workers	are	briefed	by	the	referrals	about	the	terms	and	conditions	of	work.		
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All	migrant	workers	recruited	through	any	of	the	above	are	required	to	undergo	a	medical	
test	which	is	paid	by	FMT.	(See	folder	Ques1	Annex3).		A	list	of	documents	as	prescribed	by	
the	local	authority	in	Mauritius	are	sent	to	FMT	who	files	for	health	and	other	clearance.	The	
terms	and	conditions	of	the		contract	of	employment	is	vetted	by	the	officers	of	the	Ministry	
of	Labour	in	Mauritius		and	same	is	attested	by	the	office	of	the	High	commissioner	of	the	
foreign	worker’s	homeland.	(see	copy	of		vetted	and	attested	copy	of	contract	attached,	(See	
folder	Ques1	Annex4).	All	 contract	of	employment	are	 translated	 in	 the	migrant	workers	
native	language.	(See	folder	Ques1	Annexes	4a,	4b,	4c).	

As	 mentioned	 above,	 FMT	 will	 be	 collaborating	 with	 Government	 to	 Government	
recruitment	program	instead	of	individual	recruitment	agents.	FMT	has	been	working	with	
one	agent	for	more	than	16	years	in	Bangladesh.	Please	find	attached	a	copy	of	agreement	
between	FMT	and	recruitment	agent	in	Bangladesh	(See	folder	Ques1	Annex	5).	A	copy	of	
recruitment	policy	is	attached	as	well	(See	folder	Ques1	Annex	6).	At	no	material	time	FMT	
has	liaised	with	any	subagent.		

(a) Upon	 arrival	 in	 Mauritius,	 during	 induction	 migrant	 workers	 are	 given	 the
opportunity	to	voice	out	if	they	feel	victimized	of	any	sort	of	abuse	during	the	process
of	recruitment.	While	being	in	their	homeland,	there	is	a	WhatsApp	number	printed
and	affixed	in	the	recruitment	agent	office,	at	FMT	sister	company	in	Madagascar,	thus
the	prospective	workers	are	free	to	contact	FMT	in	Mauritius	for	any	query.	Migrant
workers	(	new	arrivals),	are	randomly	approached	by	officers	of	 the	HR	team	and
asked	about	the	recruitment	procedure	they	have	been	through.	All	migrant	workers
are	 requested	 to	 swear	 an	 affidavit	 in	 their	 native	 language	 where	 they	 declare
amongst	others	affirmations	that	there	has	been	no	recruitment	fee	paid	to	any	agent
or	any	other	person	(	See	folder	Ques1	Annex	7).

2.Please	describe	the	payment	of	recruitment	fees	and	related	costs	associated	with
employing	migrant	workers	at	Firemount:
(a).	Under	Firemount’s	policies,	who	is	responsible	for	paying	workers’	recruitment
fees	and	related	costs?
(i) What	specific	costs	does	Firemount	include	among	“related	costs”?

(a	FMT	has	entered	into	a	longstanding	agreement	with	a	recruitment	agent,	in	place	for	over	
16	years.	Pursuant	to	this	agreement,	the	recruitment	agent	is	accountable	for	administering	
a	fee	of	$300,	covering	administrative	costs	and	various	related	expenses	for	each	migrant	
worker.	

(i) Among	the	specified	"related	costs,"	FMT	identifies	the	recruitment	agent's	responsibility
for	covering	medical	tests,	reimbursing	inland	transport	costs,	as	well	as	remitting	payment
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for	an	affidavit	and	other	essential	expenses	integral	to	the	hiring	process.	(	See	folder	Ques2	
Annex8	)		

(b) How	 is	 Firemount	 collecting	 information	 and	 determining	what	 fees	 and	 costs
workers	may	have	paid	in	their	home	countries?

FMT	has	never	received	any	complaint	about	same.	Nothing	as	such	has	been	flagged	in	any	
past	independent	Audit	reports.		

i. How	much	have	workers	 reported	paying	 in	 recruitment	 fees	 and	 related	 costs?
Please	include	examples	from	many	migrant	workers	and	a	range	of	the	costs	paid.
This	should	include	any	and	all	costs	that	workers	needed	to	pay	in	order	to	get	their
jobs	at	Firemount.

FMT	conducted	a	survey	in	September	2023,	facilitated	by	the	worker’s	council	members,	
revealing	that	a	significant	number	of	workers,	primarily	from	Bangladesh,	incurred	inland	
transportation	 costs	 ranging	 between	 $25	 and	 $35.	 Consequently,	 FMT	 promptly	
reimbursed	all	migrant	workers	a	sum	of	$35.(	See	folder	Ques1	Annex8	)	

ii. Please	state	who	workers	reported	paying	costs	to:

Not	applicable.	Refer	to	(i)	above.

(C) Does	Firemount	have	knowledge	that	workers	paid	fees	to	subagents	or	anyone
who	is	not	officially	connected	to	Firemount	but	who	are	able	to	help	them	secure	jobs
at	Firemount?	This	includes	fees	and	costs	paid	to	people	in	workers’	home	countries.

No	

(i).	Please	elaborate	on	who	was	paid,	 information	on	the	amounts	paid,	and	other	
details	on	the	recruitment	process:	

FMT	explicitly	states	that	 it	does	not	work	with	any	subagents.	There	is	no	knowledge	or	
acknowledgement	 of	workers	 paying	 fees	 to	 individuals	 not	 officially	 connected	 to	 FMT.	
Moreover	the		recruitment	agency	appointed	by	FMT		does	not	charge	any	recruitment	fee	
or	any	other	fee	of	whatever	nature	from	any	migrant	worker	.		

(d) Does	Firemount	maintain	a	policy	to	reimburse	workers	who	have	paid	these	costs
in	the	past,	and	if	so,	how	is	it	implemented?

FMT	 explicitly	 mentions	 that	 it	 does	 not	 undertake	 any	 reimbursement	 of	 alleged	
recruitment	 fees	paid	by	workers,	 as	 	 there	has	been	no	evidence	so	 far	 for	 such	alleged	
payment.	The	management	has	not	received	any	complaint	from	migrant	workers	related	to	
same.	

In	the	event	that	such	issue	has	been	brought	to	the	attention	of	the	management	,	an	internal	
investigation	will	be	initiated	and	it	will	be	a	case	to	case	basis	.	
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(i) Has	 Firemount	 developed	 or	 implemented	 any	 programs	 related	 to	 the
reimbursement	of	workers	for	past	recruitment	fees	and	related	costs?

Please	refer	to	(b)	(i)	above.	

1.If	 no,	 how	 would	 Firemount	 respond	 to	 reports	 that	 migrant	 workers	 paid
recruitment	fees	and	related	costs?

2.If	yes,	please	provide	details	on	 the	 timeline	 for	repayment	plans,	amounts	 to	be
repaid,	and	the	process	for	determining	the	amounts.

Please	refer	to	(b)	(i)	above	

3.When	were	these	programs	first	implemented	or	developed?

September	2023

4.Please	 provide	 full	 details	 and	 please	 send	 Transparentem	 any	 related
documentation.

Copy	of	pay	slip	is	attached.		Please	see		annexure	related	to		answer	to	(b)	(i)	above	.	

(e) Please	provide	any	other	details	related	to	Firemount’s	policies	on	recruitment
fees	and	related	costs:

	Please	refer	to	agreement	with	recruitment	agent	(	See	folder	Ques1	Annex6)	

3. What	 information	 must	 Firemount’s	 recruitment	 agents	 provide	 to	 migrant
workers	 during	 the	 recruitment	 process	 (including	 about	 wages,	 payment	 for
overtime	work,	description	of	job,	working	and	living	conditions)?	Please	describe:

a. How	does	Firemount	ensure	workers	are	provided	with	this	information?

FMT's	recruitment	agents	are	required	to	provide	comprehensive	 information	to	migrant	
workers	during	the	recruitment	process.	This	information	includes,	but	is	not	limited	to:	

Wages:	Clear	details	about	the	salary	structure,	including	any	deductions	or	allowances.	

Payment	for	Overtime	Work:	Specifics	on	overtime	rates,	 if	applicable,	and	the	conditions	
under	which	overtime	is	compensated.	

Job	Description:	A	detailed	description	of	the	job	responsibilities,	including	tasks,	working	
hours,	and	any	specific	skills	or	qualifications	required.	

Working	Conditions:	 Information	on	 the	working	environment,	 safety	measures,	 and	any	
potential	hazards.	

Living	Conditions:	Details	about	accommodation,	amenities,	and	any	associated	costs.	

To	 ensure	workers	 receive	 this	 information,	 FMT	 conducts	 regular	 training	 sessions	 for	
recruitment	agents.	Additionally,	workers	have	access	to	this	information	through	vacancy	
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advertisements	 and	 notices	 affixed	 at	 the	 recruitment	 agent's	 office.	 We	 place	 a	 strong	
emphasis	 on	 making	 sure	 that	 workers	 are	 well-informed	 about	 their	 prospective	
employment,	 empowering	 them	 to	make	 informed	decisions.	 (	See	 folder	Ques3	Annexes	
9a&	9b	)	

b. Please	describe	any	company	policies	regarding	contracts	for	workers:

(i).	 At	 what	 stage	 of	 the	 recruitment	 process	 must	 recruitment	 agents	 provide	
contracts	to	prospective	migrant	workers?	

FMT's	policy	requires	recruitment	agents	to	provide	employment	contracts	to	prospective	
migrant	workers	 before	 they	make	 any	 commitments.	 The	 contract	 includes	 all	 relevant	
terms	and	conditions	of	employment,	ensuring	that	workers	have	a	clear	understanding	of	
their	rights	and	obligations	before	accepting	a	job	offer.	

(ii).	In	what	language	are	contracts	written	for	workers?	

Contracts	 for	 workers	 are	 provided	 in	 a	 language	 that	 is	 easily	 understandable	 to	 the	
workers	.	English	is	the	official	language	in	Mauritius	and	all	official	documents	are	drafted	
in	English	,	however	the	contract	of	employment	is	also	translated	in	the		language	which	is	
typically	 the	 primary	 language	 spoken	 by	 the	 workers(	 See	 folder	 Ques3	 Annexes	
10,10a,10b,10c).	 This	 ensures	 that	 workers	 can	 fully	 comprehend	 the	 terms	 of	 their	
employment	and	make	informed	decisions.	

We	are	committed	to	maintaining	the	highest	standards	 in	our	recruitment	practices	and	
ensuring	that	the	rights	and	well-being	of	our	workers	are	prioritized	throughout	the	entire	
process	

4. Has	the	recruitment	process	changed	since	 January	1,	2023?	Please	describe	the
changes	and	the	reason	for	any	changes:

Since	mid-August	 2023,	 FMT	 has	 implemented	 several	 enhancements	 to	 its	 recruitment	
process	to	further	safeguard	the	rights	and	well-being	of	migrant	workers.	The	key	changes	
include:	

Affidavit	 Swearing:	 Migrant	 workers	 are	 now	 required	 to	 swear	 an	 affidavit,	 a	 legal	
document	 attached	 herewith,	 during	 the	 recruitment	 process.	 This	 affidavit	 serves	 as	 a	
solemn	declaration	by	the	worker,	attesting	that	they	have	not	paid	any	recruitment	fees	and	
that	they	are	entering	into	the	employment	contract	willingly.	(	See	folder	Ques4	Annex11)	

Video	Declaration:	As	an	additional	measure,	workers	are	encouraged	to	voluntarily	record	
a	video	clip.	In	this	clip,	workers	declare,	in	their	own	words,	that	they	have	not	paid	any	
recruitment	fees.	This	video	declaration	is	aimed	at	providing	an	extra	layer	of	assurance	
and	transparency	in	the	recruitment	process.(Annex	Video	Declaration	Annex	12)	

The	migrant	worker	is	 informed	that	his	Inland	Transportation	Costs	will	be	refunded	by	
Firemount	Textiles	 ltd	through	the	recruitment	agent.	This	reimbursement	 is	designed	to	
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alleviate	any	financial	burden	associated	with	the	workers'	journey	to	the	recruitment	site	
and	airport.	

Reason	for	Changes:	

These	changes	were	implemented	to	strengthen	FMT's	commitment	to	ethical	recruitment	
and	to	prevent	any	potential	abuse	or	exploitation	of	migrant	workers.	By	introducing	the	
affidavit	 swearing	 and	 video	 declaration,	 we	 aim	 to	 create	 a	 more	 transparent	 and	
accountable	recruitment	process.	The	reimbursement	of	inland	transportation	costs	is	part	
of	 our	 ongoing	 efforts	 to	 support	 the	 financial	 welfare	 of	 our	 workers	 and	 make	 the	
recruitment	process	fair	and	accessible.	

We	believe	that	these	enhancements	will	contribute	to	a	safer	and	more	secure	environment	
for	migrant	workers	within	the	scope	of	our	recruitment	process.	FMT	remains	dedicated	to	
continuous	improvement	and	adherence	to	the	highest	standards	of	ethical	employment.	

5	.Living	and	Workplace	Standards	and	Policies	

1. Does	Firemount	 currently	maintain	workplace	 standards	and	policies	governing
the	working	and	living	conditions	for	its	workers?

a. If	 so,	 please	 send	 Transparentem	 a	 copy	 of	 relevant	 workplace	 standards	 and
policies.

We	have	a	 social	 compliance	manual	 as	 an	essential	 tool	 for	maintaining	a	healthy	work	
environment.	 This	 typically	 covers	 areas	 such	 as	 a	 code	 of	 conduct,	 anti-discrimination,	
forced	labour,	child	labour,	human	rights,	anti-harassment,	hours	of	work,	data	privacy,	and	
safety	 protocols.	 This	 guideline	 ensures	 the	 smooth	 operations	 and	 creates	 a	 culture	 of	
professionalism.	(	See	folder	Ques	Annex13,	13a	,	13b)	

b. If	your	company	does	not	maintain	relevant	policies,	please	let	us	know	if	you	plan
to	develop	policies	and	on	what	timeline.

Not	Applicable	

c. Please	summarize	any	company	policies	governing	the	following	areas:

i. Food	and	accommodation	deductions

The	 food	 and	 accommodation	 are	 based	 on	 our	 Mauritian	 Regulation.	 Food	 and	
Accommodation	have	been	well	described	 in	 the	employment	contract.	 (	See	 folder	Ques	
Annex14)	

ii. Overtime	hours	and	payment	rates

All	overtime	performed	at	FMT	is	voluntary	-	weekly	Normal	Hours	of	work	are	45	hrs.,	and	
the	maximum	 limit	 of	 overtime	hours	 is	 15	hrs.	 per	week.	One	day	off	 is	 provided	 to	 all	
workers	as	per	the	Workers'	Right	Act	2019	as	of	2nd	August	2023.	Our	hours	of	work	policy	
is	posted	in	different	languages	on	the	company	notice	board.	(	See	folder	Ques5	Annex15)	
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iii. Living	standards	in	factory-provided	dorms

FMT	Ltd	complies	with	our	Employee's	Lodging	Accommodation	Regulations	2011,	which	
includes	 the	dormitory's	standard	of	cleanliness,	a	healthy	 living	environment,	 space	and	
privacy,	 facilities	 such	 as	 toilets,	 bathrooms,	 etc.	 FMT	 has	 its	 Lodging	 Accommodation	
Permit(	See	folder	Ques5	Annex16)	

iv. Workplace	health	and	safety

At	 FMT,	 we	 maintain	 good	 factory	 conditions	 involving	 the	 working	 environment,	 risk	
assessment,	safety	measures,	and	adherence	to	the	Occupational	Health	and	Safety	Act	2005.	
However,	FMT's	Health	and	Safety	Policy	is	posted	in	different	languages.	FMT	has	its	Factory	
Registration	and	its	Fire	Certificate.	(	See	folder	Ques5	Annex17a&17b)	

v. Workplace	harassment	and	abuse,	including	the	use	of	intimidation	and	threats

Yes,	our	workplace	harassment	policy	is	posted	in	different	languages	and	is	in	compliance	
with	the	Workers'	Right	Act	2019.(	See	folder	Ques5	Annex18)	

vi. Freedom	of	association

We	have	a	Freedom	of	Association	and	Collective	Bargaining	Policy	in	different	languages	
and	posted	on	notice	boards.	Everyone	is	free	to	join	a	trade	union	or	workers'	committee	
without	any	interference.	They	are	free	to	perform	their	union	activities	without	reprisal	or	
retaliation.	This	right	is	protected	by	the	Workers'	Right	Act	2019.	However,	if	workers	won't	
form	part	of	 the	 trade	union,	 a	workers	 committee	 is	 available	by	a	 fair	and	 free	elected	
member.	(	See	folder	Ques5	Annex19)	

vii. Sick	leave,	including	how	to	take	sick	leave	and	compensation	for	sick	leave

Yes,	a	contract	of	work	 in	 their	 language	 is	provided	where	 the	sick	 leave	conditions	are	
clearly	mentioned,	and	every	worker	is	made	aware	before	departure	from	home	country.	
On	arrival,	an	induction	is	conducted	about	their	conditions.	However,	the	number	of	sick	
leave	taken	and	left	are	mentioned	in	their	payslip	too.	(	See	folder	Ques5	Annex20)	

d. Please	describe	how	Firemount	ensures	 compliance	with	 the	above	policies	and
standards:

	Training	of	employees	is	regularly	conducted	on	these	above	policies.	FMT	communicates	
all	the	policies	in	different	languages	on	the	notice	board.	The	compliance	team	has	set	an	
internal	 audit	 schedule	 covering	 all	 the	 social	 compliance	 elements.	 (	 See	 folder	 Ques5	
Annex21&	21a)	

i. How	 does	 Firemount	 address	 detected	 instances	 of	 non-compliance	 with	 these
policies	or	standards?

Employees	or	other	stakeholders	report	instances	of	noncompliance	through	an	established	
channel.	This	could	be	directly	to	the	supervisor,	HR	Dept,	compliance	executives,	or	through	
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the	anonymous	reporting	system.	The	company	initiates	a	thorough	investigation	involving	
HR,	Legal,	Compliance,	and	Top	Management	Team.	Throughout	the	investigation,	detailed	
records	are	maintained,	and	corrective	action	is	taken.	Based	on	the	investigation	findings,	
Firemount	Textiles	Ltd	determines	the	appropriate	course	of	action,	additional	training,	or	
policy	revision.	The	goal	 is	to	address	the	 issue	and	prevent	 its	recurrence.	The	company	
communicates	 the	 outcome	 of	 the	 investigation	 and	 any	 resulting	 action.	 This	 fosters	
transparency.	 Preventive	measures	 are	 implemented	 to	 prevent	 similar	 instances	 in	 the	
future.	 The	 company	 often	 engages	 in	 continuous	 monitoring	 to	 ensure	 that	 corrective	
actions	are	effective	and	that	there	is	sustained	compliance	over	time.	This	includes	regular	
audits	 and	 ongoing	 training.	 However,	 in	 cases	 involving	 serious	 violations	 or	 legal	
implications,	FMT	Ltd	consults	its	legal	team	to	ensure	that	their	actions	align	with	applicable	
laws	and	regulations.	

6.Has	Firemount	updated	any	of	its	workplace	or	living	standards	and	policies	since
January	1,	2023?

(a) If	yes,	please	provide	details	on	what	was	updated:

Yes.

Cooking	 Facilities	 Update:	 FMT,	 in	 response	 to	 numerous	 requests	 from	 its	 workforce,	
facilitated	 an	 enhancement	 in	 workplace	 amenities,	 specifically	 pertaining	 to	 individual	
cooking	 facilities.	 This	 initiative	 arose	 from	 individual	 submissions,	 team	 leader	 and	
supervisor	 consultations,	 and	 discussions	 with	 representatives	 of	 the	 Workers'	 Council,	
notably	those	associated	with	the	self-cooking	facility.	

After	 thorough	deliberations	within	 the	Workers'	Council,	 it	was	mutually	agreed	that	all	
migrant	 workers	 should	 have	 a	 collective	 voice	 in	 decision-making.	 Consequently,	 a	
democratic	voting	system	was	instituted,	allowing	each	worker	to	participate,	resulting	in	an	
overwhelming	 majority,	 exceeding	 90%,	 advocating	 for	 individual	 cooking	 facilities.	
Subsequently,	 FMT	made	 substantial	 investments,	 and	 by	 November	 1,	 2023,	 individual	
cooking	facilities	were	made	available	to	the	workers.	

Additionally,	 FMT	 is	 committed	 to	 supporting	 this	 initiative	 by	 providing	 workers	 with	
complimentary	cooking	gas,	water,	and	electricity.		(	See	folder	Ques5	Annex22,23,24)	

Documentation	 in	 Plastic	 Pocket	 Folders:	 Concurrently,	 FMT	 has	 organized	 pertinent	
documents	for	its	workforce,	including	original	work	permits,	residence	permits,	contracts	
of	employment	in	both	English	and	the	translated	native	language	versions,	and	copies	of	
translated	pay	slips.	A	photograph	illustrating	the	arrangement	of	these	documents	in	plastic	
pocket	folders	is	enclosed	(	See	folder	Ques6	Annex25)	

Introduction	of	Whistle-Blowing	Policy:	FMT	has	 implemented	a	comprehensive	Whistle-
Blowing	 Policy,	 which	 has	 been	 communicated	 in	 multiple	 languages	 and	 prominently	
displayed	on	notice	boards	for	the	awareness	of	all	employees.	For	your	convenience,	please	
refer	to	the	attached	(	See	folder	Ques5	Annex26)	
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7. Grievance	Mechanisms

Does	 Firemount	 currently	 provide	 grievance	 channels	 for	 workers	 to	 report	
workplace	issues	and	seek	improvements?	
Yes	
If	yes:	

a. Please	 describe	 how	 each	 channel	 functions,	 including	who	maintains	 the
channel	and	provides	remediation,	what	language	the	channels	are	available
in,	 and	 any	 procedures	 to	 ensure	 workers	 are	 safe	 from	 retaliation	 for
reporting	grievances:

• Suggestion	 Boxes:	 Located	 in	 toilet	 regions	 away	 from	 the	 production	 area	 for
confidentiality	 and	 anonymity.	 Managed	 by	 HR.	 Remediation	 involves	 reviewing
suggestions,	implementing	viable	ideas,	and	providing	feedback	through	the	workers'
committee.	(	See	folder	Ques	7	Annex27)

• Open	Door	Policy:	Encourages	direct	approach	to	higher	management	or	manager.
Managed	by	Managers	and	supervisors.	Remediation	involves	addressing	concerns
directly,	providing	guidance,	and	implementing	necessary	changes	based	on	feedback
received.(	See	folder	Ques	7	Annex28)

• Whistle-blowing:	 Confidential	 and	 anonymous	 channel	 for	 reporting	 unethical
behavior.	 Overseen	 by	 a	 committee	 involving	 top	 management,	 HR,	 legal,	 and
compliance	 team.	 Remediation	 involves	 thorough	 investigation,	 protection	 of
whistle-blowers,	and	appropriate	action	against	wrongdoing.(see	Annex	26	at	Ques6
)

• Email	 Address:	 Allows	 employees	 to	 submit	 grievances,	 complaints,	 or	 feedback
through	 a	 dedicated	 email	 address.	 Managed	 by	 HR	 and	 compliance	 team.
Remediation	 involves	 reviewing	 emails,	 acknowledging	 receipt,	 and	 initiating	 the
grievance	resolution	process.(	See	folder	Ques	7	Annex29a&b)

• Whatsapp	Group:	Facilitates	real-time	communication	among	group	members	for
quick	updates,	discussions,	and	 information	sharing.	Managed	by	HR.	Remediation
involves	 acknowledging	 receipt	 of	 grievances	 and	 complaints	 or	 suggestions	 for
appropriate	actions.	(	See	folder	Ques	7	Annex29a&b)

• Help	 Desk:	 Located	 separately	 from	 the	 production	 area	 for	 confidentiality	 and
anonymity.	Serves	as	a	centralized	platform	for	employees	to	report	issues.	Managed
by	an	HR	coordinator	with	multilingual	skills.	Grievances	are	recorded,	and	solutions
are	 provided.	 Escalation	 procedures	 are	 in	 place	 for	 more	 serious	 or	 unresolved
grievances.

• All	 channels	 are	 monitored	 to	 ensure	 timely	 acknowledgment,	 investigations,
corrective	actions,	implementing	changes,	and	clear	and	transparent	communication
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with	 the	employee.	Firemount	Textiles	Ltd	provides	multiple	 language	options	 for	
reporting	grievances.(	See	folder	Ques	7	Annex30)	

i. How	often	are	workers	using	 the	grievance	mechanisms,	and	what	are	 the
timelines	for	addressing	any	complaints?

The	frequency	varies	for	different	mechanisms	such	as	daily	for	the	help	desk	and	
weekly	 for	 the	 suggestion	 box.	 Grievances	 are	 acknowledged	 promptly	 upon	
receipt,	with	initial	investigations	done	promptly	afterward.	Resolution	timelines	
may	vary	based	on	the	complexity	of	the	grievances	but	generally	range	from	a	
few	days	to	a	week.	

ii. How	could	the	grievance	mechanisms	be	improved?
Firemount	 Textiles	 Ltd	 ensures	 employee	 awareness	 through	 regular	 training
sessions	and	communication	campaigns.	The	company	provides	various	reporting	
channels,	 including	 the	 help	 desk	 and	 WhatsApp	 group,	 maintaining	
confidentiality	and	anonymity.	Open	door	and	whistle-blower	policies	are	also	in	
place.(	See	folder	Ques	7	Annex31)	
b. If	no	such	channel	exists,	please	describe	how	Firemount	assures	workers
are	able	to	report	any	living	or	workplace	violations	or	grievances.
Not	applicable

c. Have	there	been	any	changes	to	the	grievance	mechanisms	available	to
workers	since	January	1,	2023?	If	so,	please	explain.
Yes	-	Help	Desk	and	WhatsApp	Group	have	been	introduced	in	our	management
system.

Updates	and	Actions	

8. Has	Firemount	worked	with	any	buyers	or	third-party	auditors	to	assess	workplace
conditions	and	develop	corrective	action	since	January	1,	2023?

Yes	
If	yes:	
c. Please	 describe	 the	 involved	 parties,	 dates,	 scope,	 and	 findings	 of	 the

assessment:
• SMETA	AUDIT		-	Done	by	QIMA	on	21-22	February	2023	,	In	their	findings

the	auditors	raised		two	non-compliance	(	NC)		and	one	observation	(	OBS)
The	first	NC	was	related	to			MSDS	for	all	chemicals	were	posted	but	only
in	English	language.
The	 second	 NC,	 One	 out	 of	 seven	 chemical	 drums	 did	 not	 have	 proper
labelling	in	Sub-Chemical	Store.	.(	See	folder	Ques	8	Annex32	&	33)

• WRAP	AUDIT		-		Done	by	UL/VJN	Global	Solutions	Ltd	on	06-09	June	2023,
where	 two	 NCs	 were	 noted	 .	 	 	 WRAP	 Code	 of	 Conduct	 Training	 were
carried	out	 in	 	all	department	 	but	save	and	except	for	CAD	dept	where
training	were	not	done.
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During	the	factory	tour	the	Auditor	noticed	that	1	toilet	water	tank	flush	
handle	was	broken	out	of	8	toilet	tanks.	.(	See	folder	Ques	8	Annex34&	34a)	

• Unannounced	 	 factory	visit	by	 the	officers	 from	 the	Ministry	of	Labour,
Occupational	 Safety	 and	 health	 division	 ,	 Enforcement	 Unit.	 No
discrepancy	was	observed		(	See	folder	Ques	8	Annex35)

d. Please	describe	the	corrective	action	Firemount	has	undertaken	in	response
to	such	assessments:
All	Non-conformities	found	for	both	third	party	audits	have	been	closed	on	the
same	day.		See	attached	CAP	,	Annex	…

e. Can	you	describe	actions	 taken	by	Firemount	 to	address	 root	 causes	and
prevent	recurrence	of	issues?
The	facility	has	increased	the	frequency	of	internal	audit.	Daily	inspection	of	Sub-
Chemical	store	to	ensure	that	all	chemicals	drum	are	properly	labelled	and	replace
missing	 label	on	 the	 spot	during	 the	daily	 inspection.	The	 facility	has	made	an
Internal	Training	Calendar	to	ensure	that	all	department	are	trained	accordingly.
(Training	Calendar	-Internal	Audit	Schedule)

f. Are	any	corrective	actions	planned	but	not	yet	implemented?	Please	provide
details	and	timelines,	as	well	as	information	on	all	involved	parties.

Based	on	the	above	2	third	party	audits,	corrective	actions	have	been	taken	and
all	implemented.		All	NC's	found	during	the	third	party	audit	have	been	Closed.

g. Please	attach	any	supporting	documentation,	including	full	audit	reports.

Full	audit	reports	(	SMETA	and	WRAP)	are				attached		above.

Additional	Comments	and/or	Suggestions	

Please	provide	any	recommendations	on	how	to	most	effectively	improve	
working	 conditions	 for	migrant	workers,	 including	how	 to	 resolve	 issues	
related	to	the	recruitment	process	and	the	payment	of	recruitment	fees	and	
related	costs.	Please	provide	information	on	how	buyers	can	best	support	
your	company	to	make	improvements	and	any	other	support	that	would	be	
needed	or	other	partners	that	should	be	involved.	

FMT	 takes	 great	 pride	 in	 being	 fully	 compliant	 with	 all	 recruitment	 procedures	 and	
protocols.	To	 the	best	of	our	knowledge,	we	have	not	been	aware	of	any	workers	paying	
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alleged	recruitment	fees	or	related	costs.	We	emphasize	that	our	practices	align	with	local	
laws	and	regulations	governing	recruitment	processes.	
It	 is	 worth	 noting	 that	 our	 working	 conditions	 undergo	 regular	 scrutiny	 through	
unannounced	 visits	 and	 audits	 by	 relevant	 government	 bodies	 in	 Mauritius.	 These	
assessments	have	not	identified	any	major	non-compliance	issues.	In	instances	where	minor	
observations	 and	 recommendations	 were	 made,	 prompt	 corrective	 action	 was	 taken	 to	
ensure	full	compliance.	
We	are	dedicated	to	maintaining	and	enhancing	the	well-being	and	health	and	safety	of	our	
migrant	 workers.	 FMT	 will	 continue	 to	 work	 closely	 with	 representatives	 of	 relevant	
ministries	to	identify	areas	for	improvement	and	implement	measures	to	ensure	the	highest	
standards.	
In	response	to	your	inquiry	about	recommendations	for	improving	working	conditions	for	
migrant	workers	and	addressing	issues	related	to	the	recruitment	process	and	associated	
costs,	we	would	suggest	the	following:	

1. Collaboration	with	Relevant	Ministries:	Continued	engagement	with	the	relevant
ministries	 will	 facilitate	 a	 constructive	 dialogue	 to	 address	 any	 concerns	 and
implement	effective	solutions.

2. Worker	Education	Programs:	 Implementing	 comprehensive	education	programs
for	workers	to	make	them	aware	of	their	rights,	including	information	on	recruitment
processes	and	associated	costs.

3. Transparent	Communication	Channels:	Establishing	transparent	communication
channels	between	workers,	management,	and	buyers	to	ensure	that	any	concerns	are
promptly	addressed.

As	 for	how	buyers	can	best	support	our	company	 in	making	 improvements,	we	welcome	
collaborative	efforts	that	prioritize	the	welfare	of	our	workers.	This	may	include:	

1. Sharing	 Best	 Practices:	 Buyers	 sharing	 their	 best	 practices	 and	 experiences	 can
contribute	to	the	ongoing	enhancement	of	our	working	conditions.

2. Joint	 Audits:	 Collaboration	 on	 joint	 audits	 and	 assessments	 can	 provide	 valuable
insights	and	ensure	alignment	with	global	standards.

3. Ongoing	Dialogue:	Maintaining	an	open	and	ongoing	dialogue	between	buyers	and
our	company	to	address	any	emerging	challenges	and	explore	innovative	solutions.

We	 are	 open	 to	 any	 additional	 support	 or	 partnership	 opportunities	 that	 align	with	 our	
commitment	to	continuous	improvement.	Your	suggestions	and	insights	are	invaluable	as	
we	strive	to	create	a	positive	and	conducive	working	environment	for	all	our	employees.	
Thank	you	for	your	attention	and	understanding.	We	remain	committed	to	upholding	the	
highest	standards	and	ensuring	the	well-being	of	our	workforce.	
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We	remain	committed	to	upholding	the	highest	standards	and	ensuring	the	well-being	of	our	
workforce.	

Please	 be	 advised	 that	 the	 foregoing	 is	 without	 prejudice	 to	the	defences,	 rights	 and	
remedies	of	Firemount	Textiles	Ltd,	all	of	which	are	expressly	reserved.	
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7.0 R.E.A.L Responses 
R.E.A.L sent the following responses to Transparentem’s investigation: 

1) August 10, 2023: R.E.A.L Garments Ltd. Response to Transparentem
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8.0 Aquarelle Responses 
Aquarelle sent the following responses to Transparentem’s investigation: 

1) August 10, 2023: Aquarelle Response to Transparentem, Maneesh Patel, CEO Aquarelle Region.
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9.0 Mauritius Government Responses 
The Mauritius government sent the following responses to Transparentem’s investigation: 

1) August 9, 2023: Summary of the Migrant Workforce in Mauritius
2) October 20, 2023: Clarifications to Transparentem
3) October 23, 2023: Additional Information
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SUMMARY OF THE MIGRANT WORKFORCE IN MAURITIUS 

Background on Mauritius and its Manufacturing Sector 

1. Mauritius has a multi-ethnic population originating from Europe, Asia and Africa.

2. Since the 16th century, Mauritius has seen various waves of settlement from the
Dutch, French and British who had brought indentured labourers to work mainly in the
sugar cane fields.

3. All these people of different origins have cohabited peacefully.  The migrant
workers had started coming to Mauritius as from the 1990’s initially from China and now
mainly from India, Bangladesh, Nepal and Madagascar.  The peaceful cohabitation still
prevails.

The Textile industry in Mauritius 

4. The manufacturing industry has played a vital role in the economic development
of Mauritius for the last 40 years. The industry contributes around 14% of GDP, employs
approximately 90,000 people with over 700 companies. The traditional manufacturing
sector has evolved into a technology-intensive sector and offers investment opportunities
in textile, agro-industry, spinning, fashion design and food processing activities.

5. The textile sector triggered the Mauritian industrial revolution. Over the past four
decades, the textile industry has boosted economic growth and has attracted FDI from
various countries. The local textile industry has evolved from a basic production system
in the 1970s to a competent supplier across the entire value chain in design-driven
production. Today, the Mauritian textile industry is capable of meeting the challenges of
a liberalized market through its flexibility and adaptation capability to the needs and
requirements of the global market. The success of the business model in the textile sector
in Mauritius is often cited as example in Africa.

Mauritius: convenient for investors 

6. Mauritius is recognized as a leader in Africa in innovation, tax efficiency through
Double Tax Avoidance Agreements and other agreements on investment signed with
countries.  The country has trade agreements with countries and Regional Economic
Blocs such as the EU, UK, USA, COMESA, SADC, Pakistan and Turkey.  The recently
signed Mauritius-China Free Trade Agreement and the Comprehensive Economic
Cooperation and Partnership Agreement (CECPA) with India further enhance trade



Appendix A 

109 

Page 2 of 9 

opportunities for Mauritian companies to access large markets, thereby broadening their 
scope and growth prospects. 

Compliance with Environmental Norms, Fundamental Human Rights and 
Conventions 

7. Companies in Mauritius involved in textile and clothing have demonstrated their
commitment to sustainability and responsible practices by adhering to a series of
international standards. These standards serve as a benchmark for ethical sourcing,
environmental management and overall sustainability of company operations. Some of
the most important standards which are complied with by the companies include the
Global Organic Textile Standards, OEKO – TEX, Zero Discharge of Hazardous
Chemicals, REACH, SMETA, Sustainable Apparel Coalition and Science Based Target
Initiative.

8. Section 16 of the Constitution of Mauritius provides that no law shall make any
provision that is discriminatory on account of race, caste, place of origin, political opinions,
colour, creed or sex.  There is no discrimination between citizens of Mauritius and
migrants.

9. Article 13 of the Code Civil Mauricien stipulates that –

L'étranger jouira à Maurice des mêmes droits civils que ceux qui sont ou
seront accordés aux Mauriciens par les traités de la nation à laquelle cet
étranger appartiendra.” (The foreigner will enjoy in Mauritius the same
civil rights as those which are or will be granted to Mauritians by the
treaties of the nation to which this foreigner belongs.)

10. Migrant workers enjoy the same terms and conditions of employment, including
minimum wages as those laid down for local workers in our labour legislation.  No worker
shall be treated in a discriminatory manner by his employer during his employment and
no person shall be treated in a discriminatory manner by a prospective employer in
respect of access to employment or occupation.

11. Mauritius is a party to the following Conventions:

(a) The UN Convention against Transnational Organised Crime, the Protocol
to Suppress and Punish Trafficking in Persons, especially Women and
Children supplementing the UN Convention and the Protocol against the
Smuggling of Migrants by Land, Sea and Air, supplementing the
Convention
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(b) ILO Convention No. 29 concerning Forced Labour and ILO Convention
No. 105 concerning the Abolition of Forced Labour

(c) ILO Convention No. 87 concerning Freedom of Association and
Protection of the Right to Organise

(d) ILO Convention No. 98 concerning the Application of the Principles of the
Right to Organise and Bargain Collectively

(e) ILO Convention No. 100 concerning Equal Remuneration for Men and
Women Workers for Work of Equal Value and ILO Convention No. 111
concerning Discrimination in respect of Employment and Occupation

(f) ILO Convention No. 159 concerning Vocational Rehabilitation and
Employment (Disabled Persons)

(g) ILO Convention No. 97 concerning Migration for Employment

(h) ILO Convention No. 138 on Minimum Age

(i) ILO Convention No. 182 concerning the Prohibition and Immediate
Action for the Elimination of the Worst Forms of Child Labour

12. Furthermore, Mauritius is party to the International Convention on the Elimination
of all forms of Racial Discrimination (CERD), and is required to take effective measures
to eliminate all forms of discrimination against all individuals including migrant workers.
The Committee on the Elimination of Racial Discrimination receives and considers
communications from individuals claiming to be victims of a violation by the State of
Mauritius of any of the rights set forth in the Convention.

Migration Policy 

13. Since June 2018, as recommended by the Global Compact for Safe, Orderly, and
Regular Migration, Mauritius has a Migration and Development Policy which has been
approved by Government.  The policy ensures a holistic and coordinated approach to
ensure better and sustainable living conditions, and includes inter alia measures to
address unemployment.
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Legal Protection and Actions by the Ministry of Labour, Human 
Resource Development and Training with Respect to Migrant 
Workers 

Private Recruitment Agencies Bill 

14. The Government of Mauritius is introducing a new legislation, namely the Private
Recruitment Agencies Bill, to ensure ethical recruitment in line with the recommendations
of the International Labour Organisation and the International Organisation for Migration.

15. The Bill aims at consolidating and strengthening the law with regard to the
recruitment of citizens of Mauritius for employment locally and abroad, and for the
recruitment of non-citizens for employment in Mauritius. The Bill, inter-alia, provides for:

a) an Employer Pay Principle (EPP), meaning that no person shall charge
a worker any fee in relation to his recruitment and all cost for his
recruitment, including his travel expenses, shall be borne by his
employer;

b) prohibits deceitful and misleading advertisements and canvassing for
wrongful inducement for the recruitment of workers; and

c) gives more powers to the enforcement agency with regard to the
variation, suspension and revocation of a licence for the recruitment of
workers.

16. A first reading of the Bill in Parliament has already been made. The second reading
will be made during the next session of Parliament scheduled in mid-October 2023. Some
of the proposals made by Transparentem on the Bill are being considered.  As per the
legislative procedure, when a Bill is already introduced in the Parliament, any amendment
thereto can only be brought at Committee Stage.  Some amendments to the Bill would be
brought at Committee Stage.

Memoranda with Sourcing Countries 

17. In order to establish a framework to facilitate the recruitment, employment and
protection of migrant workers, the Government of the Republic of Mauritius has engaged
with the main sourcing countries through G2G agreement frameworks which include inter
alia aspects on recruitment fees and the Employer Pay Principle.
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18. A Memorandum of Understanding (MoU) was signed with India on 10 May 2023.
It provides, inter-alia, for the fair and ethical recruitment to be conducted pursuant to the
‘G to G’ mechanism.  It is based on the Employer Pay Principle (EPP), and equal
treatment of foreign workers as accorded to locals in matters of working relations,
conditions, social protection, health, hygiene and workplace safety.  A Communique has
been issued to inform the public that all recruitment from India has to be made through a
Governmental institution based in India in accordance with the MoU as from 1st October
2023.

19. Since 2019 consultation had been initiated with the Embassy of Bangladesh in
Mauritius for the conclusion of a reviewed MoU with respect to recruitment of migrant
workers and the MoU includes provisions for all recruitment from Bangladesh to be
affected through Bangladesh Overseas Employment and Services Ltd which is a
recruitment agency established by the Government of Bangladesh.  However, the
initiative has encountered setbacks because of elections in Bangladesh and the COVID-
19 pandemic.  The engagement with the authorities in Bangladesh is being pursued for
the conclusion of the MoU.  Operators in Mauritius have been requested to diversify their
source of migrant workers.

20. In June 2019 the Government of the Republic of Mauritius signed a MoU with the
Government of Nepal on the recruitment and employment of workers from Nepal.  The
responsibilities of employer, worker, Nepali Recruitment Agencies and Nepali authorities
are clearly spelt out in the MoU.  Consultations have started with the Nepali Embassy
based in Pretoria for a new MoU in line with ILO and IOM recommendations.

21. Consultations have also been initiated with the Malagasy authorities since 2019
with regard to a MoU between Mauritius and Madagascar on recruitment of workers
therefrom.

22. The possibility of securing a declaration from the migrant workers to the effect that
he/she has or has not paid any recruitment-related cost to anybody before he/she comes
to Mauritius is being explored.

Working Conditions of Migrant Workers 

23. The working conditions and salaries of workers both local and foreign are well
regulated in the Workers’ Rights Act and under the relevant Remuneration Orders.  The
contract agreements of migrant workers are vetted by Labour Inspectors to ensure that
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the provisions therein are in accordance with the relevant pieces of legislation.  Labour 
Inspectors meet the migrant workers within one month upon notification of their arrival to 
Mauritius to take stock of their working conditions and to ensure compliance.  They are 
also provided an induction on their rights and employment-related matters.  

24. A pamphlet entitled “Know Your Rights” is already available and it has information
pertinent to inter alia Recruitment Agents, Travelling to Mauritius, Remuneration, Food,
Lodging, Health and Safety, a Hotline and other relevant Contact Numbers.  The
Pamphlet is being updated after consultation with stakeholders in view of amendments
brought to legislation.  Once updated, the pamphlet would be widely disseminated.  As a
second phase, the possibility of translating the pamphlet in the languages of the migrant
workers and audio/video on the basic and generic information would be worked out for
better reach.

25. A dedicated page entitled ‘’Migrant Workers’ has been created on the Ministry’s
website, where, once clicked, information pertinent to migrant workers such as standard
contracts, lodging accommodation and links to Remuneration Orders and Unit dealing
with Work Permits are available.

Living Conditions of Migrant Workers 

26. The Occupational Safety and Health (Employees’ Lodging Accommodation)
Regulations govern the accommodation and related facilities for migrant workers.  Only
compliant buildings are issued with the Lodging Accommodation Permit. The regulations
provide that no lodging accommodation shall be located in the same building as the
factory or place of work.

27. Amendments to the Regulations are being worked out to further enhance the living
conditions, facilities and cleanliness in the lodging premises.

National Minimum Wage 

28. In accordance with the Occupational Safety and Health (Employees’ Lodging
Accommodation) Regulations, the employers have a statutory obligation to provide
lodging accommodation to an employee including a migrant worker.  The national
minimum wage was introduced in 2018 and the food and housing costs were included
therein for Export Processing Zone in order to maintain its competitiveness.  Such
practice exists in countries like UK, Malaysia, India and South Africa. The foregoing
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explains the rationale for the existing practice of deducting the accommodation and food 
costs from wages of migrant workers by employers who are providing same in the Export 
Processing Zone. 

29. In order to do away with the existing practice of deducting such costs from wages,
the National Wage Consultative Council is working on proposals to exclude the costs of
food and accommodation from the national minimum wage.  The Council is expected to
meet on 18 October 2023 to deliberate and thereafter, submit its report for consideration
by Government.

Complaints/Grievances Mechanism 

30. The Citizen Support Portal which is an initiative of the Prime Minister’s Office
(Citizen Support Unit) is an online service allowing citizens of Mauritius to directly transmit
their requests, concerns and ideas to Ministries, departments, parastatals and local
authorities either through Citizen's Advice Bureaus (CABs) or online.  Citizens can also
keep track of their requests through a ticketing system.

31. Presently, Mauritian citizens including migrant workers with no access to computer
or internet can go to the nearest CAB where an officer registers their requests/complaints
on the portal and thereafter, matters pertaining to working and living conditions as well as
stay of migrant workers in Mauritius are channeled the Ministry of Labour, Human
Resource Development and Training for remedial measures.

32. Upon a request from the Ministry of Labour, Human Resource Development and
Training to allow the use of the online platform by migrant workers, the Prime Minister’s
Office, in consultation with the service provider, is in the process of enhancing the
platform: www.csu.mu and the Mobile App for direct registration of complaints by migrant
workers by allowing the insertion of passport particulars,.  Once the online platform is
operational for migrant workers, the Citizen Support Unit, in collaboration with the
Ministry, would publicise the new platform through its communication campaigns.

33. The human resources in the Special Migrant Workers Unit of the Ministry have
been optimized so that it focuses only on migrant workers and for it to be able to act as
an effective response team.
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Collaboration with International Organisation for Migration (IOM) 

34. The Ministry is consulting the IOM to learn and understand the best practices
adopted in other host countries in regard to mechanisms put in place for the protection of
rights of migrant workers and for more effective handling of complaints.  The IOM has
agreed to assist after taking stock of the existing structures and mechanisms already in
place or initiated.  Discussions in that direction are underway.

Access to Dormitories and Factories 

35. Section 3 of the constitution of Mauritius upholds the right of the individual to
protection for the privacy of his home.  The Occupational Safety and Health (Employees’
Lodging Accommodation) Regulations governs the lodging accommodation of employes
in terms of safety and health.  Inspectors regularly inspect the dormitories and breaches
are duly sanctioned.   There is no legal impediment for a member of a Trade Union to
enter a dormitory for purposes agreed by parties concerned.

36. Section 40 of the Employment Relations Act provides that any officer or negotiator
of a recognized trade union may enter a workplace for the purposes of collective
bargaining or for the defense of the legal rights of members.

37. The issue regarding the unannounced inspections at workplaces of domestic
workers or even dormitories was raised with Mr Muia, Director of ILO Country Office on
25 September 2023 during his visit to Mauritius.  He said that the same problem was
being encountered in other countries.  He was requested to provide any assistance or
support in that respect.

Change of Employers 

38. Consideration is, in principle, given to requests from migrant workers to change
their employer particularly where there has been infringement of the labour legislation by
the employer.  Upon receipt of a complaint, the Labour Inspectors conduct an
investigation into the case and in the event the circumstances so warrant, the migrant
workers are referred back to Employment Division of the Ministry for possible
re-employment by another appropriate employer.
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Freedom of Association 

39. The Constitution of Mauritius upholds the freedom of assembly and association
without discrimination.  Furthermore, the Employment Relations Act does provide the
right to Migrant workers to join or form a trade union as any local worker.

Technical Committee on Migrant Workers 

40. An internal Technical Committee on Migrant Workers (TCMW) has been set up by
the Minister of Labour, Human Resource Development and Training to look into issues
relevant to a migrant worker’s experience in Mauritius from recruitment within their
country, issuance of work permit, arrival in the country, working and living environment,
access to support services, enforcement of legal rights, termination of contract to
repatriation.

41. The Technical Committee consists of the Hon Minister’s advisory cadre, the
Permanent Secretaries and the Technical Cadres of the Ministry.  The TCMW co-opts
other members as appropriate to their expertise, experience and insight to specific
meetings, including members of the private sector who employ migrant workers.

42. One of the tasks of the TCMW is to recommend and implement measures to
ensure that the spirit of the legislative protection of workers is upheld.  While all workers,
including migrant workers are strongly protected in Mauritius, it is understood that
challenges such as language barriers, poor literacy or general apprehension in engaging
with formal processes can inadvertently pose as a barrier to information and enforcement
of rights.

43. The current focus of the TCMW is on the planning and implementation of digital
resources, including visual and auditory resources which can be used to overcome
literacy challenges and it is the intention of the Ministry of Labour, Human Resource
Development and Training for its website to host a series of short videos in multiple
languages that explain workers’ rights and how to access support as well as other helpful
information on migrating to Mauritius. This will enable workers to access critical
information and make informed choices about migrating to Mauritius before signing a
contract as well as while in country.

The Ministry of Labour, Human Resource Development and Training 

06 October 2023 
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CLARIFICATIONS TO TRANSPARENTEM 

(a) As informed already, the Private Recruitment Agencies Bill was already
introduced in the National Assembly, and amendments thereto could only be
brought at Committee Stage based on discussions and agreement by members
of the National Assembly.

(b) The MoU with India is not posted on the website of the Ministry.  However, the
communique thereon issued to the public is available on address
https://empment-labour-govmu.org

(c) As already informed, the amendments to the Occupational Safety and Health
(Employees’ Lodging Accommodation) Regulations are being worked out,
following which necessary clearances from relevant Ministries/Departments
including the Ministry of Health and Wellness would be sought.  Subject to all
clearances being obtained, the amendments would be brought by the end of
the year.

(d) As explained, migrant workers are allowed to change employers under specific
circumstances.

(e) A dedicated page “Migrant Workers” is available on address
https://labour.govmu.org/sitepages/index.aspx.  By clicking on the page
resources pertinent to migrant workers including staff particulars of the Special
Migrant Workers Unit, standard contracts, Remuneration Orders, lodging
accommodation as well as link to Work Permit unit providing a step by step
guide for online application of work permit are available.

(f) The Workers’ Rights Act makes provisions for a labour inspection service to
administer and ensure enforcement of the provisions relating to labour and
employment.  The inspection service is empowered to make enquiries and to
summon.  Failure to comply with the requirement of the written notice or refusal
to answer any question and giving false or misleading information or refusal to
produce documents as required by the inspection service constitute an offence.

(g) A mechanism already exists to deal with requests from Employers to cancel
work permits.  Thorough investigation is carried out and thereafter, a decision
is taken with respect to the requests from Employers based on the outcome of
the investigation.

(h) The existing online platform can be used by any Mauritian citizen including
union members as it is open to all citizens.  Arrangements are being made with
the service provider of the online platform, through the relevant government
department, to allow migrant workers to use the online platform by inserting
their passport particulars.

(i) At paragraph 22 of our submission it was mentioned that the possibility of
securing a declaration from the migrant worker is being explored.  It is only
while discussing at our meeting that the use of audio technology was evoked.
Allowing factories to recruit workers directly would tantamount to deregulation
with no control over the arrangements between the private parties.  It is indeed
to curtail the malpractices and abuses by any individual or entity involved in
recruitment exercises that the Government of Mauritius is coming up with the
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Private Recruitment Agencies Bill so that nobody in Mauritius could recruit 
foreign workers without a licence.  

(j) The National Wage Consultative Council is still working on the
recommendations to exclude costs of food and accommodation from national
minimum wage.  The National Wage Consultative Council is a body corporate
statutorily set up and it is administered and managed by a Board.  The Ministry
is waiting for the Report from the Council.
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Additional Information 

Change of Employer 

1. Transfer/ change of employer is allowed without permission of employer in
cases where: (a) there is breach of contract from the employer’s side; and (b)
workers have been victimized, exploited, abused or wrongfully induced.
Necessary amendments are also being brought to the Combatting of Trafficking
in Persons Act whereby victims are referred to the Minister who may allow their
employment under such terms and conditions as the Minister may deem fit
under the Non-Citizen (Employment Restriction) Act.

As from January 2023, 165 Work Permit and 22 Exemption Certificates have
been issued as a result of requests for transfer through the current mode

Direct Recruitment

2. Under the MoU with India, Mauritian employers are able to recruit workers
directly without recourse to intermediary, through the National Skill
Development Coorporation India's job portal. The Employer Pay Principle will
be applied strictly. No Permit will be given to those who do not comply with this
principle.




