Fair
Labor

Independent External Verification Report, 2022

Fair Labor Association conducts an Independent External Verification (IEV) assessment in a given farm or luster of farms
where FLA has previously undertaken an Independent External Monitoring (IEM) assessment and after the Company's
remediation plan is completed. FLA uses IEV to verify the effective implementation of the Company's corrective action
plan (CAP) and assess if the actions have led to sustainable results.

This report considered the 2019 IEM (Sakarya & Duzce) and 2020 COVID-19 Assessment (Sakarya) Findings and CAPs.

Company | Balsu Gida
Country | Turkiye
Crop | Hazelnut
Production process | Harvest
Assessment location Sakarya (Hendek-Ferizli-Kocaali), & Duzce (Cumayeri)
Turkiye
Monitor | Ozgiir Deniz Tulumbaci & Emine Ucak Erdogan
Assessment dates | 29-31.09.2022 and 01.10.2022
Number of assessed farms | 15 Farms
Total area covered | 58,1 ha
Number of farmers interviewed | 15
Total number of workers | 220

Number of workers interviewed | 173

Related IEM report links



https://www.fairlabor.org/member/balsu/

Employment Relationship

Employment Relationship Assessment Summary

Human Resource Management System

Benchmarks Compliance Status

ER.1.1: Employer shall have written terms and conditions of employment, job descriptions, rules of compensation, and Noncompliance
working hours for all positions. In the case of workplaces with informal labor structures, employers should be able to
describe verbally all of the above terms and conditions and clearly communicate them to workers.

Previous IEM Findings

Findings/Noncompliance
Explanation

Company Action Plan

Deadline Date

Verification Findings

Overall Conclusion of the Verification

New Findings, if any

The monitors noticed that 1 out of 15 interviewed farmers had signed an agreement with his workers
(Farm 11). Written contracts did not exist in the rest of the worker groups. Therefore, farmers and
workers were not aware of the content of the written agreement they were supposed to have signed.
The Company trains farmers. However, it was observed that the information given during the training
was complex for the farmers to remember.

Worker groups at 14 out of 15 visited farms had verbal agreements. These workers had agreed to the
working hours, wages, and payment terms after work. However, not all workers knew the agreement
terms; for example, some workers could not tell the exact wage they would receive. Information about
working conditions is transferred to the workers by the labor intermediary at worker groups recruited
through labor intermediaries.

Farmers and workers at 5 out of 15 farms (Farm 3,4,7,8,9) reported receiving no contract training. For
example, groups of workers working on two farms (Farms 7,9) reported that they had been working for
about one month in hazelnut harvest but did not receive any training about contracting. Workers at
one farm (Farm 10) stated that they had been working in the region for one month but were given
training just one day ago.

Follow-up Company Action Plan (to be filled by the Company)




In the 2023 hazelnut harvest, written contracts between farmers, workers, and labor contractors will be
increased. Contracts were signed with 15 farmers in 2021 and 16 in 2022. At least 30 contracts will be
signed for the 2023 hazelnut harvest.

Training and information will be carried out on the importance of contract work for farmers, workers,
and agricultural labor intermediaries. At least 50 agricultural labor intermediaries and 1000 workers will
be trained in this context.

Undo_cumented agricultural labor intermediaries mapped in the 2022 harvest season will be included in
the TIA Training and Certification program within the scope of 2023 origin studies.

Targeted Results

-To convey the importance of contract work.

-Awareness of labor contractors, workers, and farmers about contracts.

Deadline Date (to be filled by the Company): February 2023 - September 2023

Proof of Age Documentation

Benchmarks Compliance Status

ER.3.1: Employers shall verify proof of age documentation for all young workers on the farm at the time of their

employment and work towards collecting and maintaining all documentation necessary to confirm and verify the Noncompllance

date of birth of all workers, including long-term and casual workers. ER3.1, ER4,
ER.3.1.1: Employers shall take reasonable measures to ensure such documentation is complete and accurate. ER5.1, ER5.2,
ER.3.1.2: In those cases where proof of age documentation is not readily available or unreliable, employers shall ER7.6. ER7.7
take all necessary precautions which can reasonably be expected of them to ensure that all workers are at least b S0
the minimum legal working age, including requesting and maintaining medical or religious records of workers, or ER7.8

through other means considered reliable in the local context.

ER.4: Employers shall not use employment agencies/labor contractors that rely on any practice that is linked to using
false information to recruit workers; restricting workers' freedom of movement; requiring workers to pay recruitment Not Applicable
and/or employment fees; withholding from workers a copy of their employment contract in their native language that ER5.3

sets forth the general terms and conditions of engagement and employment; retaining possession or control of workers :
identification and other documents like passports, identity papers, work permits, and other personal legal documents;
punishing workers for terminating employment.

ER.5.1: No worker hired by an employment agency or a labor contractor shall be compensated below the legal minimum
wage. The same rights provided for directly hired contract workers apply to workers hired via an employment agency or
labor intermediary.

ER.5.2: Fees associated with the employment of workers shall be the sole responsibility of employers. No worker hired
via an employment agency or a labor contractor shall pay a fee or get a reduction by applying a fee over his salary.
ER.5.3: Workers shall not be engaged to work on a farm by a family member, friend, or associate for that family
member, friend, or associate to receive continuing remuneration, consideration, or any other return from the employer.
This prohibition does not refer to normal references, referral bonuses, or standard employment recruitment practices.
ER.7: Employers may hire temporary, casual, daily, seasonal, or migrant workers only when:

ER.7.1: contract or temporary employment is allowed by national law;

ER.7.2: the production requirements or peculiarities of the labor market do not allow employers to hire permanent
workers;

ER.7.3: the permanent workforce of the farm is not sufficient to meet the production needs during peak season or
activities;

ER.7.4: unusual or extraordinary circumstances may result in great financial loss to the producer if delivery of goods
cannot be met on time;

ER.7.5: work that needs to be done and is outside the professional expertise of the permanent workforce;

ER.7.6: work that needs to be done and is outside the professional expertise of the permanent workforce;

contract, temporary, casual, daily, seasonal, or migrant workers receive at least the minimum wage or the prevailing
industry wage, whichever is higher, and all legally mandated benefits such as social security, other forms of insurance,
annual leave, and holiday pay;

ER.7.7: farm rules and regulations apply to contract, temporary, casual, daily, seasonal, or migrant workers the same as
for permanent workers;

ER.7.8: contract, temporary, casual, daily, seasonal, or migrant workers are given priority when the farm is seeking 'new'
permanent employees provided they have the relevant skills required.

2019 IEM Findings




Findings/Noncompliance
Explanation:

Sakarya

Six children were working on the farms. When asked, farmers say that
they tell in advance that the labor contractor should not bring them,
but they come 4 Explanation: the farmer cannot say much once they
arrive. The second noncompliance is that in seasonal migrant work,
there are no holidays or free days.

Duzce

Nine children were working on the farms. When asked, farmers say
that they tell in advance that the labor contractor should not bring
them, but they come, and then the farmer cannot say much once they
arrive. In a farmer's family, two children are working with the usual
work hours. The second noncompliance is that in seasonal migrant
work, there are no holidays or free days. In Farm No 11 and 12, a labor
contractor is cutting 10 % from workers (77 Liras will be paid instead
of 85), and farmers pay 95 - 10 Liras more as a daily amount for the
electricity and water - which is unusually expensive given the bad
conditions in the accommodation.

Company Action Plan

Balsu will develop more comprehensive social program components,
including improved communication with farmers, including women
farmers, engaging with key stakeholders, building staff capacity,
revising policy procedures, workers, and training for labor contractors.

Output indicators:

-Increased awareness of the importance of collecting and keeping the
identification documents of workers by the farmers and other
institutions who is responsible through trainings for the farmer, labor
contractor, and workers and distribution of farmer's handbooks,
brochures, using SMSs, communication through WhatsApp groups and
Balsu social media accounts matters listed above.

- Increased internal monitoring activities during the Harvest (as per
risk analysis updated between March 2020 and June 2020).

- Highlighting the responsible person and cooperation for the
mechanism of identification of employees at each level.

- Commodity intermediary involvement in receiving the demographics
of the workers per farmer selling to them.

Deadline Date

N/A due to COVID - 19 Pandemic.

Verification Findings

It was found that there is still a general lack of information on documented age verification.

Age verification is performed at 14 of the 15 orchards verbally. 1 out of 15 farmers had checked the
IDs of workers for age verification (Farm 8). 4 farmers (Farm 10,12,13,14) stated they did an age
verification through ID checks. However, the workers stated that this was done verbally. Child labor
and young workers were detected in some of these orchards, performing the same jobs as adults.
Please see the "Child Labor” section below for more information.




The worker groups at six farms (Farms 4,7,12,13,14,15) work through a labor intermediary, which
deducts a 10% commission from the workers' daily wages, leading to payment below the minimum legal
wage.

Overall Conclusion of the Verification

There is still a need for improvement regarding proof of age documentation.

Follow-up Company Action Plan (to be filled by the Company)

Balsu will train farmers, workers, and labor contractors within the scope of the aging procedure. In the
2023 hazelnut season, training will be given to farmers registered in the program, at least 50
agricultural labor intermediaries, and at least 1000 workers.

It is a common practice for labor contractors to make deductions. Training will be provided to at least
50 labor contractors and at least 1000 workers within the scope of not interrupting the labor
contractors' meetings and training to be held throughout the year during harvest time and origin
studies.

Targeted Results

- Workers not falling below the determined minimum wage

- Identification of child and young workers by farmers

Deadline Date (to be filled by the Company) February 2023 - September 2023

Terms and Conditions

Benchmarks Compliance Status

ER.9.1: Workers should be made aware of the employment terms under which they are engaged.

Employment terms shall be those to which the worker has voluntarily agreed, provided those terms do not fall below: Noncompliance

ER.9.2.1: provisions of national laws; ER9.1, ER9.2,
ER.9.2.2: freely negotiated and valid collective bargaining agreements; or ER11, ER12,
ER.9.2.3:the FLA Workplace Code. ER13

There can be no employment terms (including in written or verbal contracts or any other instruments or in any formal or

informal recruitment arrangements) which allow employers:

ER.9.3.1: to hold wages already earned; or .

ER.9.3.2: use earned back wages as penalties; and Risk of

ER.9.3.3: in any way punishes workers for terminating employment. Noncompliance
ER.10: Employment terms for apprenticeships must be in compliance with local legislation. ER9.3

ER.11: Employers shall ensure that all legally mandated requirements for the protection or management of special
categories of workers, including migrant, juvenile, contract/contingent/temporary, casual, daily, home workers,
pregnant or disabled workers, are implemented. .
ER.12.1: Employers shall regularly inform workers about workplace rules, health and safety information, and laws Not Applicable
regarding workers’ rights with respect to freedom of association, compensation, working hours, and any other ER10

legally required information, and the FLA Code through appropriate means, including posted in local language(s)
throughout the workplace’s common areas or in the surrounding community. In the case of workplaces with
informal labor structures, these communication and awareness-raising activities could be done with support from
supply chain intermediaries such as cooperatives, organizers, tier-one suppliers, or the participating Company.
ER.12.1.1: Employers shall inform workers that any form of harassment or abuse in the workplace shall be subject to
disciplinary measures.

ER.12.2: Where a union exists on the farm, employers shall make available a copy of the collective bargaining
agreement to all workers and other interested parties.

ER.13.1: Farmer, sharecropper, or any kind of supervisor who is leading workers shall have knowledge of the local
labor laws and the FLA Code.

2019 IEM Findings




Findings/Noncompliance | Sakarya

Explanation ) ..

The employment terms of migrant workers fall below the provisions of
national laws and the FLA Code concerning hours of work. There is no
special worker category, such as young workers. Harassment or abuse
are not among the topics discussed between farmers and supervisors.
Duzce

The employment terms of migrant workers fall below the provisions of
national laws and the FLA Code concerning hours of work. There are
no special worker categories, such as young workers. Harassment or
abuse are not among the topics discussed between farmers and
supervisors. In Farm 11 and 12 (same worker group for two), four
workers openly said they would not accept the work if they had
known the accommodation conditions in advance.

Company Action Plan Balsu will develop more comprehensive social program components,
including improved communication with farmers, including women
farmers, engaging with the key stakeholders, building staff capacity,
revising policy procedures, five workers, and training labor
contractors.

Output indicators:

- The local employment agency will draw and approve more farmer-
worker contracts.

- A local employment agency will communicate with the farmers and
the workers about the necessity of the work contract.

Deadline Date N/A due to COVID - 19 Pandemic

Verification Findings

Seasonal workers in all farms were verbally informed about working conditions and how to perform the
job for about 10 to 20 minutes before starting the work by the farmers. The worker groups working
through a supervisor or labor intermediary discuss wage information with the supervisors or labor
intermediary, not with the farmer.

Since the terms of employment are not based on any written contract, the farmer can terminate their
work and dismiss the workers without paying their wages. None of the farmers interviewed have
imposed a penalty such as not paying the worker. However, a group of workers (Farm 11) worried that
they would not be paid if they quit their job. This worker group was staying in a house with several
groups of workers. The village farmers share this house to accommodate their seasonal agricultural
workers. Large numbers of workers have been accommodated in small rooms. A worker who ceased
working due to dissatisfaction with the accommodation conditions was paid for only a week of work.
The monitors verified that this worker had worked for a farmer, not on the Company list. However, this
practice has created fear among the workers accommodating in the house and working in the garden in
the Balsu supply chain. They were concerned they would not get paid if they complained about the
accommodation conditions or stopped working.

One farmer (Farm 15) reported that if he was not satisfied with the workers' performance, he would
stop working with the workers the next day.

The issues of harassment and abuse are unknown to workers and farmers.




Farmers do not identify special groups (pregnant or nursing women, young workers, disabled workers)
at the beginning of their employment:

e No pregnant worker was seen during the worker interviews. However, young workers aged 16-
17 worked in the gardens during assessment visits.

e Young workers work the same time as adult workers and do the same jobs.

e Monitors met and interviewed a disabled worker at one farm (Farm 11), receiving the same
wage as the rest of the workers only by collecting hazelnuts from the ground while others were
bending or shaking branches and carrying hazelnut bags. However, the disabled worker worked
the same hours as the rest of the group.

Farmers, supervisors, and labor intermediaries do not know the local labor laws and the FLA Code. For
example, they are unaware of legal working hours and work restrictions for young, pregnant, and
disabled workers.

Overall Conclusion of the Verification

There is still a need for improvement in terms of Terms & Conditions.

Follow-up Company Action Plan (to be filled by the Company)

Training will be given to farmers, workers, and labor contractors within the scope of FLA standards. All
program farmers, at least 50 labor contractors, and at least 1000 workers will be trained.

The importance of the written contract and the concept of young workers will be explained in detail,
and meetings will be held with workers and labor contractors in the provinces of origin both in the
harvest and winter seasons.

Targeted Results

-To increase the efficiency of the training provided

-To increase awareness of good social practices.

Deadline Date (to be filled by the Company) February 2023 - September 2023

Administration

Benchmarks Compliance Status

ER.15.1: If consistent with prevailing labor practices, the employer may make advance payments or advances against Risk of

payment to the workers to book their time. Wage advances shall not exceed three months' pay or legal limits, Noncompliance
whichever is less. The farmer will not pay advances or loans against assets such as jewels, property documents, land
deeds, and other valuables of the worker. These advances shall be interest-free and cannot bind the worker as bonded ER15
labor.

ER.15.2: Advances shall only be made following clearly established rules, which have been communicated to workers.
ER.15.2.1: Advances must be properly documented, and their receipt and accuracy must be confirmed by the recipient
worker in writing whenever possible (e.g., signature, thumbprint).

ER.16.1: Employers may not limit in any manner the freedom of workers to dispose of their wages.

ER.16.2: Wages must be paid on regular working days and in principle at or near the workplace. Workers must be free
from any coercion to make use of enterprise or works stores.

2019 IEM Findings

Findings/Noncompliance | Sakarya & Duzce
Explanation

Advances are in kind, and the supervisor keeps the records. At the end
of the Harvest, he calculates these and divides them into the number




of workers. This constitutes a risk of noncompliance as he can always
charge them more.

Company Action Plan Developing Social program content (improved communication with
farmers, including women farmers, engaging with the key
stakeholders, building staff capacity, revision of policy procedures,
workers, labor contractor training)

Output indicators:

Increased knowledge of farmers' and workers' awareness of the
documentation of the advances. A sample form will be handed to the
farmers through the farmer's handbook.

Deadline Date October 2020

Verification Findings

The number of farmers providing workers requesting advance payments has increased compared to
previous years due to high inflation rates, economic instability that hit Tirkiye in 2022, and the
increasing cost of living.

Monitors noticed that at five farms (Farms 2,5,10,11,13), advance payments were made to help
workers to cover some of their transportation costs to the region. All seasonal migrant worker groups
reported that Turkiye is experiencing a currency and high inflation crisis with serious economic and
social repercussions. As a result of the deepening of the economic crisis, high costs, and the increase in
fuel prices, transportation costs were problems for them. As a result, they had difficulties paying these
high transport costs. Furthermore, the advance payments and terms were all agreed upon verbally, with
no written agreement or explanation. For this reason, both the employee and the employer were found
at risk of future disputes.

Workers agree with farmers or labor intermediaries to pay their wages at the end of the job. However,
if the worker needs or requests any cash before payment, he/she will receive an advance payment
which is later deducted from his/her wages as agreed verbally by both parties.

Overall Conclusion of the Verification

There is still a need for improvement.

Follow-up Company Action Plan (to be filled by the Company)

Due to rising inflation rates in the 2022 harvest, many farmers covered the travel expenses of the
workers beforehand.

All farmers within the program's scope, 1000 workers, and at least 50 subcontracted workers will be
trained to understand the advance payments in writing and add the Agricultural Labor Contract to the
special conditions.

Targeted Results

- Increase and promote the importance of the written contract for payment and recruitment

Deadline Date (to be filled by the Company) February 2023 - September 2023

Worker Involvement




Benchmarks Compliance Status

ER.18.1: Employers shall have a clear and transparent system of worker and employer communication that enables Risk of

workers to consult with and provide input to the employer or the company management. This might include regular Noncompliance
conversations between workers and employers, suggestion boxes, workers' committees, designated spaces for worker
meetings, and meetings between employer and workers' representatives. Workers can openly reach and communicate
with the producer/farmer for small farms with informal labor structures.

Previous IEM Findings

Findings/Noncompliance
Explanation

Company Action Plan

Deadline Date

Verification Findings

Overall Conclusion of the Verification

New Findings, if any

There is no direct dialogue between seasonal migrant worker groups and farmers. Instead, the farmer
and workers convey their demands through the supervisor or labor intermediaries. In contrast, the local
worker groups communicate more openly and directly with farmers (Farm 3 as an example).

Follow-up Company Action Plan (to be filled by the Company)

The farmers registered in the program will be trained under the Good Social Practices training module
title. Awareness-raising activities carried out with the origin studies will be shared with the couples.

All farmers registered in the program, at least 1000 workers, and 50 labor contractors will be informed
about the complaints and requests through meetings and training.

Targeted Results

-Open and direct communication between farmers and workers will be ensured through the work
carried out.

- Examples of Balsu support and complaint lines will continue to be distributed and disseminated to
farmers and workers as printed materials. In this context, printed materials will be placed in at least 100
SMAW accommodation areas in the 2023 harvest.

Deadline Date (to be filled by the Company) February 2023 - September 2023

Work Rules and Discipline

Benchmarks Compliance Status




ER.20.1: Employers shall have disciplinary rules and practices that embody a system of progressive discipline (e.g., a Noncompliance
system of maintaining discipline through the application of escalating disciplinary action moving from verbal warnings
to written warnings to suspension and finally to termination).

ER.20.2: Any person supervising workers shall be aware of the disciplinary rules and practices.

ER.20.4: The disciplinary system shall be applied in a fair and non-discriminatory manner and include a management
review of the actions by someone senior to the manager who imposed the disciplinary action.

ER.20.6: Disciplinary rules and practices shall be clearly communicated to all workers.

ER.20.7: Workers must be informed when a disciplinary procedure has been initiated against them.

ER.20.8: Workers have the right to participate and be heard in any disciplinary procedure against them.

ER.20.11: The disciplinary system shall include a third-party witness during imposition and an appeal process. In the
case of smallholder settings, the existing appeal mechanism at the community level is acceptable.

2019 IEM Findings

Findings/Noncompliance | Sakarya & Duzce
Explanation

The system lacks an appeal process.

Company Action Plan Dissemination of the Balsu disciplinary system amongst the key
stakeholder with a special emphasis on the appeal mechanism.

Output indicators:

In addition to the “sample contract” contents, Balsu will include
information on the disciplinary procedure and dissolution existing
appeal mechanism. Through the workshop sessions, this sample form
will be shared with the labor contractors, workers, and farmers in
2020. Furthermore, the Balsu disciplinary procedure will be shared
with all farmers within the program as indicated in the previous topic
in the farmers’ handbook.

Deadline Date N/A due to COVID - 19 Pandemic.

Verification Findings

No written or verbal disciplinary rules are implemented in the farms, creating vulnerability and risks for
all parties.

Based on the interviews with farmers, labor contractors, and workers, it was seen that the farmer
dismisses any worker that is not satisfying the farmer with his/her job performance, and this is
expressed to be the only disciplinary rule implemented. In these cases, the farmer pays the worker until
the day of dismissal.

Overall Conclusion of the Verification

There is still a need for improvement.

Follow-up Company Action Plan (to be filled by the Company)

All producers registered in the program will be informed about the disciplinary rules. Disciplinary rules
will be disseminated in monthly producer information boards, village-based Whatsapp groups, and
training with farmers.

Targeted Results

-To ensure that the disciplinary system is implemented fairly and non-discriminatively.

Deadline Date (to be filled by the Company) February 2023 - September 2023
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Access to Training for Family Members

Benchmarks Compliance Status
ER.21: Family members (spouses and adult children) involved directly or indirectly in agriculture production shall Risk of
have access to all training and awareness-raising activities conducted for the workers and growers on the farms. Noncompliance

2019 IEM Findings

Findings/Noncompliance | Duzce

Explanation . .
. Farmers and workers attend the meetings - worker meetings are at

their accommodation. However, the farmer families are not present at
the meetings for training; they do not engage in these activities since
they consider this family work.

Company Action Plan Increase the number of women farmers training / Balsu field workers
will come together with female farmers dealing with seasonal
agriculture workers and labor contractors.

Output Indicators

Balsu worked with farmer women in the Strong Women Strong
Agriculture Project developed after baseline activities were taken in
2017. Women farmers who received training such as employment
relations and child labor also received training on capacity-building
training on conflict and solution, and discrimination are more likely to
be a solution partners. In addition, women will receive training on
Good Agricultural Practices, Quality and Productivity, Occupational
health and safety, Ecology and Environment, Good Social Practices,
and Woman Empowerment with a target of becoming more influential
concerning social, economic, and environmental issues in their
community in 2020. Fifty more women will be supported in this
project's scope in 2020.

Deadline Date December 2020

Verification Findings

The monitors were informed that the Company is organizing training for all workers at the Harvest
region and workers’ cities of origin. Family members are invited to these trainings as well. The monitors
verified that all workers with their family members participated in the training.

The monitors reported that farmers attended training activities with less participation from their family
members, except for elderly farmers over 50 years with weak health conditions. However, the farmer's
children have started helping their fathers and attended these trainings. Farmers informed monitors
during interviews that family members of the farmers did not attend the training at 8 out of 15 farms
(Farm 2,3,4,7,8,9,11,14).

None of the interviewed parties mentioned the "Strong Women Strong Agriculture Project."

Overall Conclusion of the Verification

Ll



The Company had conducted more training compared to the findings of previous IEM Reports. But, on
the other hand, there is still an improvement point in boosting the attendance of farmers' family
members.

New Findings, if any

Follow-up Company Action Plan (to be filled by the Company)

In the 2022 harvest, Balsu reached 100 worker groups and 1884 workers in the Eastern and Western
Black Sea Regions and provided Good Social Practices and Occupational Health and Safety training. All
farmers registered in the program, and at least 1000 workers will be trained in the 2023 harvest.

In 2023, all farmers registered in the program will be trained.

Balsu worked with farmer women until 2019 in the Powerful Women Powerful Agriculture Project,
developed after the basic studies in 2017. As a result, 177 women received training on employment
relations, child labor, and capacity-building training on conflict/solution and discrimination.

Hygiene and women's health trainings were given to 126 women to empower women who are seasonal
migrant agricultural workers in the origin regions with the winter works of 2022, and trainings was
organized for 20 women to develop their professional hand skills in line with their demands.

Targeted Results

- Training awareness of farmers, workers, and agricultural labor intermediaries will be increased.

Deadline Date (to be filled by the Company) February 2023 - September 2023

HSE Management System

Benchmarks Compliance Status

ER.24.1: Health, safety, and environmental rules shall be communicated to all workers in the local language or Noncompliance
language spoken by workers if different from the local language.

ER.24.3: Employers shall have a designated responsible person for HSE issues on the farm. For small farms, this could
be the responsibility of the farmer directly.

Previous IEM Findings

Findings/Noncompliance
Explanation

Company Action Plan

Deadline Date

Verification Findings

Overall Conclusion of the Verification
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New Findings, if any

Monitors reported low awareness of workers and farmers about health and safety risks such as working
on steep slopes, bending branches, carrying heavy bags, and emergency cases.

The Company communicates its HSE training to workers during field training. However, by the time of
this assessment, farmers at four farms (Farms 3,4,7,8,9) reported that they received no trainings. In
addition, workers working at two farms (Farms 7,9) reported that they had been working for about one
month but did not receive any training, and workers at one farm (Farm 10) stated that they had been
working in the region for one month. Still, they were given training one day ago. Monitors noted that
the assessment took place in the region's early stages of the Harvest, and the Company was still
conducting Harvest training.

Monitors observed the informative Company boards and posters about health and safety issues posted
at certain points of village coffeehouses and in public areas.

The farms are smallholders, and the designated responsible person for the HSE is often the farmer
himself. In most cases, the farmer delivers a brief briefing of 10-20 minutes about the working
conditions. However, monitors crosschecked this with workers and noticed these briefings were simple
warnings such as "do not slip, do not fall, be careful." The monitors noted that all workers in 12 farms
are joining the collection of hazelnuts on steep slope farms. In addition, 3 out of 15 farmers reported
they collect the hazelnuts themselves at steep slopes and risky spots.

All worker groups reported that bee stings or tick bites are usual at farms. Information on these issues
may be added to training and informative materials to be developed.

Follow-up Company Action Plan (to be filled by the Company)

Training and/or information activities will be conducted for farmers and workers on Occupational
Health and Safety, environment, and health issues. Training will be provided to all farmers, at least 50
labor contractors, and at least 1000 workers within the program's scope.

During the training, at least one person who speaks Kurdish will be present in the team. In addition,
translation support will be provided for workers who have difficulty understanding Turkish during the
training.

Targeted Results

-To comprehensively raise awareness of farmers and workers on health, safety, working conditions, and
the environment.

-To increase the effectiveness of the training provided.

Deadline Date (to be filled by the Company) February 2023 - September 2023

Grievance Procedures

Benchmarks Compliance Status

ER.25.3: FLA-affiliated companies shall make sure that a confidential noncompliance reporting mechanism is available Noncompliance
for farmers and workers in the supply chain (such as members of cooperatives or suppliers of seed organizers). Through
this channel, any code violation can be communicated to the Company in the event that the local and farm-level
grievance redress mechanisms fail to sufficiently address the issue.

ER.25.4: The Company shall create awareness of this communication and noncompliance reporting mechanism to its
service providers and suppliers.

Previous Assessment Findings
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Findings/Noncompliance
Explanation

Company Action Plan

Deadline Date

Verification Findings

Overall Conclusion of the Verification

New Findings, if any

The Company provides multiple channels, including a suggestion, grievance hotline, and website.

However, workers and farmers at 10 out of 15 farms (Farmers 1,3,4,5,7,8,9,11,12,15) were unaware
that the Company provided an anonymous grievance mechanism. It was observed that the awareness
of newly trained worker groups was high about the presence of the grievance hotline (Farm 2,6,9,10).

Farmers stated they could convey their complaints and requests to the Company's agronomist. In
addition, workers stated they could reach the supervisor, labor intermediary, the state's emergency
phone lines, or the gendarmerie if they have complaints.

A group of workers (Farm 14) reported they called this hotline to inform that they needed toothpaste
and a toothbrush but did not receive any response.

Follow-up Company Action Plan (to be filled by the Company)

Balsu has had an active complaint mechanism since 2017. The free complaint hotline is explained in
detail in all farmer and worker trainings and is placed in visible places of accommodation areas in
worker trainings.

Hazelnut workers are in the region for the short term and change from year to year. For this reason, the
adoption of Balsu's grievance mechanisms is challenging.

Balsu's grievance mechanism consists of a toll-free hotline, face-to-face, social media accounts, and
individual company lines. In addition, all notifications to the grievance line are listened to by a person
appointed by the Company. Staff receiving complaints through the Grievance Hotline categorize
complaints by topic (social, agri-environmental, or governance), which determines which staff member
is responsible for addressing and following up on the complaint.

The Balsu sustainability team will continue to train workers to mainstream existing grievance
mechanisms and use them more effectively.

Balsu will distribute leaflets with the toll-free grievance hotline during training and/or information
sessions with farmers, workers, and agricultural intermediaries.

These brochures will be distributed to at least 500 workers, 1000 farmers, and 100 labor contractors in
2023. In addition, the support and grievance hotline will be located in at least 100 SMAW
accommodation sites in the next Harvest.

Targeted Results

-Ensuring that all channels of the grievance mechanism are used effectively.

-Ensuring that farmers and workers can freely express their demands and complaints.
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Deadline Date (to be filled by the Company) February 2023 - September 2023

Non-discrimination

Non-Discrimination Assessment Summary

Notable Good Practices (if any):

The Company has organized a visit to South East Anatolia, where most of the seasonal migrant workers
originated, to boost the dialogue of these workers with the hazelnut farmers (2-night and three days the
Company covered trip expenses). As a result, it was observed that the farmers who had participated in this trip
(Farm 5,11) had a more positive opinion and attitude towards the workers. Furthermore, after this visit, they took
action to improve the living conditions of workers during Harvest time.

General Compliance

Benchmarks Compliance Status

ND.1: Employers shall comply with all national laws, regulations, and procedures concerning non-discrimination. Risk of
Noncompliance

2019 IEM Findings

Findings/Noncompliance | Duzce & Sakarya
Explanation

There are working hours and wage discrimination between local and
migrant workers. This is a custom in the region; when asked, farmers
and locals say that local people are more efficient in hazelnut picking,
more careful about the trees, and more eager to work. Locals earn
100-120 Liras, while migrants earn 85 daily.

Company Action Plan Developing Social program content (improved communication with
farmers, including women farmers, engaging with the key
stakeholders, building staff capacity, revision of policy procedures,
workers, labor contractor training)

Output Indicators:

- Farmers' awareness of discrimination during working hours will be
increased through specific attention to social training.

- This issue will also be expressed in the meetings held with the local
authorities, and public institution support will be taken to prevent
discrimination.

- We will advise the local commission decision to emphasize the
difference in working hours.

-Farmer's handbook will have a record column for the working hours.

Deadline Date August 2020

Verification Findings




The monitors observed that the Company is sensitive in working with the farmers with positive,
compatible, and good intentions towards non-discrimination. However, the farmers had no information
about the national or international legislation on the subject. Overall, awareness about non-
discrimination was limited.

Monitors observed that farmers have poor knowledge of the scope of discrimination. When the
subject, they only talk about discrimination based on religion, language, or race. Subjects such as age,
gender, marital status, pregnancy, or disability were not mentioned.

Discrimination on working hours and daily wages is still a relevant subject. Please see below
"Compensation Discrimination" for more information.

Overall Conclusion of the Verification

There is still a need for improvement.

Follow-up Company Action Plan (to be filled by the Company)

Balsu will communicate legal provisions and laws on discrimination to farmers, workers, and
agribusiness intermediaries. All farmers affiliated with the program, at least 50 labor contractors, and at
least 1000 workers will be trained.

Targeted Results

- Increasing the awareness of farmers about discrimination.

Deadline Date (to be filled by the Company) February 2023 - September 2023

Recruitment and Employment Practices

Benchmarks: Compliance Status

ND.2.1: Recruitment and employment practices shall be free from any type of discrimination. Risk of
ND.2.3: If not provided by law, employers must provide protection to workers who allege any type of Noncompliance
discrimination in recruitment and employment practices.

Previous IEM Findings

Findings/Noncompliance
Explanation

Company Action Plan

Deadline Date

Verification Findings

Overall Conclusion of the Verification

New Findings, if any

Farmers' awareness about non-discrimination in recruitment and employment practices is low.
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One farmer out of 15 visited farms (Farm 6) stated that he would not work with pregnant workers, and
one farmer (Farm 1) stated that he only wanted to work with single and young workers without
children. They are concerned with the workers’ performance as they believe that pregnant workers,
and workers with children cannot concentrate on collecting hazelnuts and perform poorly.

Follow-up Company Action Plan (to be filled by the Company)

Balsu will communicate legal provisions and laws on discrimination to farmers, workers, and
agribusiness intermediaries. All farmers enrolled in the program, at least 50 labor contractors, and at
least 1000 workers will be trained.

Targeted Results

-Raising farmers' awareness of discrimination.

Deadline Date (to be filled by the Company) February 2023 - September 2023

Compensation Discrimination

Benchmarks Compliance Status

ND.3: There shall be no differences in compensation for workers performing equal work or work of equal value Noncompliance
based on gender, race, religion, age, disability, sexual orientation, nationality, political opinion, social group, ethnic
origin, employment status (e.g., local workers vs. migrant workers), or membership in unions or other workers’
representative bodies.

2019 IEM Findings

Findings/Noncompliance | Sakarya & Duzce
Explanation

In the region, it is a common practice that local worker is paid more
than the migrant ones. Although the FLA team could not detect more
details in the assessed farms due to the context, many people agree
that this practice is fair since the locals know hazelnut harvesting
better. When asked farmers, they explained the difference based on
performance; however, none of the farmers kept records for
performance.

Company Action Plan Developing Social program content (improved communication with
farmers, including women farmers, engaging with the key
stakeholders, building staff capacity, revising policy procedures,
workers, and labor contractor training).

Output Indicators:

- Farmers' awareness of the discrimination in payments will be
increased through specific attention in social training.

- This issue will also be expressed in the meetings held with the local
authorities, and public institution support will be taken to prevent
discrimination.

- Balsu will advise the local commission's decision to emphasize fair
payments.
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Deadline Date N/A due to COVID - 19 Pandemic.

Verification Findings

There were differences in compensation between workers performing equal work and in hours of work.

The monitors reported that seasonal migrant workers and local workers were not paid equally.
However, they were performing the same job of collecting hazelnuts from the ground or picking
hazelnuts from branches. The farmers and workers reported that the minimum wage paid to seasonal
migrant workers was 216 but could increase to 250 TL. In contrast, the local workers were paid a
minimum of 250, which could increase to 300 TL depending on the availability of workers. In addition,
they also reported that seasonal migrant workers (all farms except farm 3) were working longer hours,
in total up to 10 hours per day, than local workers who were working 8,5 hours per day (Farm 3).

For most farmers, this difference is due to the higher performance of local workers. Local workers are
from the region and used to do this work. However, there were migrant workers in worker groups who
had been harvesting hazelnuts for years but still receiving less and working longer than local workers.

For other farmers, the differences are due to accommodating migrant workers. However, it was seen
that the farmers did not make any calculations based on the value of the accommodation they provided
to the workers while determining the wages.

Overall Conclusion of the Verification

New Findings, if any

There is still a need for improvement.

Follow-up Company Action Plan (to be filled by the Company)

The governorate convenes the committee's decisions before each Harvest, and the conditions and
wages based on these decisions are communicated in pre-harvest farmer training, origin studies, and
worker training at harvest time.

Farmers, workers, and labor contractors are informed that the governorship of the relevant region
forms a committee before each Harvest and that working rules and wages are determined according to
the decisions taken in this committee.

Balsu will provide training on wage discrimination to farmers, workers, and agricultural intermediaries.
All farmers enrolled in the program, at least 50 labor contractors, and at least 1000 workers will be
trained.

Targeted Result

-Eliminating the irregularity in working hours and wages.

-Ensuring that workers are paid at least the minimum wage.

Deadline Date (to be filled by the Company) February 2023 - September 2023
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Marital or Pregnancy-Related Discrimination

Benchmarks Compliance Status

ND.5.1: Employers shall not require pregnancy testing of female workers except as required by legal health and safety Risk of
provisions. X
In cases that it is required by law, employers shall not use (the results of) such tests as a condition of hiring or continued Noncompliance
employment. ND5.1, ND5.3,
ND.5.2: Employers shall not threaten female workers with dismissal or any other employment decision that negatively ND6.1

affects their employment status to prevent them from getting married or becoming pregnant. .
ND.5.3: Employers shall not, on the basis of a woman’s pregnancy, make any employment decisions that negatively
affect a pregnant woman'’s employment status, including decisions concerning dismissal, loss of seniority, or deduction
of wages.

ND.6.1: Employers shall abide by all protective provisions in national laws and regulations benefitting pregnant workers
and new mothers, including provisions concerning maternity leave and other benefits; prohibitions regarding night
work, temporary reassignments away from work stations and work environments that may pose a risk to the health of
pregnant women and their unborn children or new mothers and their newborn children, temporary adjustment of
working hours during and after pregnancy, and the provision of breastfeeding breaks and facilities.

ND.6.1.1: Where such legal protective provisions are lacking, employers shall take reasonable measures to ensure the
safety and health of pregnant women and their unborn children.

2019 IEM Findings

Findings/Noncompliance | Duzce

Explanation )
P There is no such rearrangement of hours of work for pregnancy.

Company Action Plan Developing Social program content (improved communication with
farmers, including women farmers, engaging with the key
stakeholders, building staff capacity, revision of policy procedures,
workers, labor contractor training)

Output Indicators:

- Farmers' awareness of the workers in special conditions will be
increased through specific attention to social training.

- Balsu’s training module, both for the farmers and workers, will
include topics such as working conditions, wages, working hours, and
special arrangements for young and pregnant workers.

Deadline Date August 2020

Verification Findings

Farmers are not informed about the working conditions of pregnant or breastfeeding women. 5 out of
15 said they would assign light work to these pregnant workers, but they did not know their legal
working hours.

One farmer (Farm 6) stated that he would not work with pregnant workers as this was not work
suitable for the