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Training Agenda £l H#2

Morning Session _I 43 4y

On-site Dialogue: Interviewing Newly-elected Worker Representatives (WRs) Bl “Xf1f”: Rif#i— W i TR
Project Overview for New WRs: Key Notions and Training Modules [ 57 24 3& 1] i3 TACERBIZEAHIIH 5 AR
Previous Training Review: Group-work on Problem Identification (Meta-plan Method) and Cause Analysis (Fish-bone
Diagram) [ xER N2 BSEREESUN CR R R R (e B e i) JE47 70 A ke
Personal Communication: Key to Good Communication [ 4] A\ Priail: 7430 %54

Group Exercise: “How can we communicate better?” 7} 4138 Zk: “ FATUI VB A HIF? 7

Afternoon Session T 4~ 4

Workplace Communication: How to train workers effectively? T {E37 fT07a1E : Wl BEAT m R B5 I 2

Effective Dialogue: Four Steps of Negotiationfg &% (1% ifi:  Pp i VU 20 3R

Group Exercise: Goal Analysis 7320451 B/t

Action Plan Development: Optimizing Internal Dialogueffil 5217 ahvI &l : P4 ) Py #0076 51 ik

Training Participant List S| A\ & 4 #.%

Group Company Management Team Representatives £ A 7] B # EFR
Mr. Dennis Chen, Compliance Dept., Director FR{EAM, £EHIA R &SR, F1T
Ms. Clark Yang, Compliance Dept., Internal Auditor ##t, £ERIAF &M EE, WH R

Dongguan Factory-Level Management Team Representatives R 58 L) & # B3R

Ms. Yin-Jie Li, Dongguan Production Dept., Vice GM Z=EMLEE, ZRZET /=8, mla&H

Ms. Yun-Xia Duan, Dongguan Production Dept., Workshop Director B =85, ZRZETL) E/=H, ®HILH

Mr. Lynn Liang, Dongguan Factory HR & Admin. Dept., HRA Manager /KW, ZR5E 1) NFATEGE, £
Ms. Qian Yu, Dongguan Factory HR & Admin. Dept., HR Director T3, ZR5¢ L] NFATEGE, FIE

Ms. Ling Zhang, Dongguan Factory Compliance Dept., Assistant 5K¥, ZR5E L) NFATEGE, X5

Ms. Qun Zhou, Dongguan Factory Compliance Dept., Assistant RFE, ZR5E 1) NFATEFE, R

® In total twenty-one training participants attended the training, including nine management staff and twelve WRs, who were elected in
August according to the action plan developed during the first training visit. Given that only three out of the twelve WRs attended the first
training session in July, sufficient time was located to recap the key content of the previous training. AWK ILF 214 S YA, A4
PR AR RN124 B TAE . AT 2V 51 TAR e AR 2 T B RV R S RO 7203 2010468 F9 Jb 267 AL (it 4 TAR
HOARER . BT 124 R LA R = A B T 7 BRI, KU 22 T A I ) 50T 50 1 o



Worker Participation Project | “iT.25” TiH
2™ Factory Training Report | % 4 T Bk IR 2
October 12,2010 | 20104F10 5 12H

I11.

1.

3.

Ms. Jessie Guo, GM Office, Assistant F{5518, RPN E, B

Factory-Level (2" Level) Worker Representatives L) 2% (—%%) R TH%E
Ms. Shui-Mei Chen, Sewing Dept. A01-07, Sewer FR/K4k, Z42A017Em078E, 751
Ms. Jie Han, Sewing Dept. A02-04, Sewer #idi, ZF44A027E[R]043E, ZE L
Ms. Chun-Ping Li, Sewing Dept. A03-11, Sewer 4<%, ZF4EA034=R11¥E, 4T
Mr. Zuo-Yong Xie, Sewing Dept. A05-10, Sewer M1EH, 4-42A057E(A]108F, £ L
Ms. Li-Xia Xiong, Sewing Dept. A06-07, Sewer REMFIEE, 4-42A0675H075F, 4T
Ms. Yan Tan, Sewing Dept. A07-01, Sewer ¥, ZZ48A074=R01PE, Hidh T
Ms. Lei Zhang, Packing Dept. Group C, Worker 7K75, HZEZEMECH, T A
Mr. Yong Zeng, QC Dept., QC ¥ 5, §Jit#k, @i i
Mr. Li-Ke Shu, Machine Repair Dept., Mechanic #74LEl, HUEES, HlUEL

Workshop-Level (1% Level) Worker Representatives 32 (—%%) R TMRAFE
Ms. Xiao-Yan Wu, Sewing Dept. A02-04, Sewer 5/NE, FZ2A027E[R09FE, %L
Ms. Min Xia, Sewing Dept. A03-01, Sewer XM, ZF42A037:[R018E, =T

Mr. Jia-Qi Liu, Sewing Dept. A04-10, Sewer X5, ZE4EA04ZE (R 108E, £ T

Training Activities & Highlights 3513531 5 2 &

On-site Dialogue: Interviewing Newly-elected WRs I35 “Xti&”: RiFFHF—EBR IR

This interactive session was designed to break the ice and facilitate the face-to-face communication between the
management representatives and the newly-elected WRs. Many WRs openly shared their thoughts about why they can be
elected as well as their concerns about their new roles while the managers were guided by the trainer to serve as good
listeners. This warm-up session help people get to know each other better and at the same time created a good
atmosphere for the later training sessions. X/ HL A IR L “ MoK 1 [F] I 735 B A 3R AR AR 18 28 7 AR 1 D AR
BEAT TR T FOVA 3 o AR 22 50 TARGRR B R U5 2 UG A F I AR B, 23 25 TABATIOCT B GO AT R 2408 DL A 4
eS0T H OB A L, T B ACRAE R VI 5 5 T ARG Mgy T IR Wr i A (. 3RV, SN
IR T T, (RIS A8 I B T A R4 R

Group Exercise: “How can we communicate better?” 211 &5 : “WAIW A REW BB EF? ”

All training participants were divided into three mixed groups, with the task to develop a self-composed/directed/acted
skit, which highlights their joint learning from the communication training just received. All three skits performed on-site
reflect the real-life problems on the production floor. After each skit, self-reflection session was conducted to help all
participants think through the contrast between bad and good communication, which enabled them to overcome the
communication barriers by themselves. Zll N\ LTI G704, =AM 500l id B4 B 5 B — AN/ 5 ORI H OV
REAEEE Y IR . DR =3/ fh BB 2 A 22 1) LRSI AP A B 2P JE A ) o BE— 3/ 4R
Jei s FEYINIATZ NN 55— 7] e L5 5 1) 8 7 AP s R AN [RIA SRR RS LE - AT 3 B R K AE S e rh B &
o 1L 25 T B VA S R A

Group Exercise: Goal Analysis 214> : B s 2#7
Considering the fact that nine out of the twelve WRs did not attend the previous training, the FLA trainer conducted a
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group work to familiarize the WRs with the meta-plan method and the fishbone diagram, i.e. the first two steps of the
“six-step method”. All participants were then engaged by the trainer in a discussion on why joint goal analysis is
necessary and were guided to apply this methodology to real-life issues. % T JU{7 02 TARR AR GES AT — kB30,
FINIE I I Rl By A AR 2] “ONBiR” TP DB, S T “ R REIE” A “ M ik .
FESEREA L, SN RTHE T H AR i IR T 03 TARRES & “ At & R BT “ Hbs b 7.

- While the factory’s average wage appears to be competitive in the locality, WRs selected low wage satisfaction as their
key issue and poor wage gap management was identified as the key cause. After a statement round where each WRs
stated their goal for improving the wage system, WRs and management representatives jointly identified five criteria for
developing solutions. 5 1) 61 T34 TR AR S 3AT S04, (H B3 TARGERE S RUBHE T LB E R L,
JF HR 53 TP 8 % 22 S A BN PR GBREIR 3 e AR — 44 0 TARGRIEAT T HAsiRad . Al A 5 rp s J2 4 B
AR R AL T 58 T 7 SR A6 A0 A ) LA A A B T A

4. Discussion and Action Plan on Optimizing Internal Dialogue & >< Ak % i 52 B 19 i+ & X AT 30 1 &

- As a standard procedure, an action plan was jointly developed by WRs and management representative at the end of the
training. According to the new action plan, the training content, including the action plan itself, will be communicated to
all workers through formal (e.g. posted on bulletin board by GM Assistant) and informal (e.g. shared by 8 WRs who live
in factory dormitories) channels. Moreover, a series of training will be provided to further clarify the roles of the WRs
and to enhance productive dialogue between WRs and floor supervisors. 37l 45 BUAT, 53 TR BE 2 AR 30 i 5 B il
€T R BATE R ARGE OB TR, AR I B I AR A T S R AR A B S Cn, 2 B B B SKL
TAER) FAEERR Cl)\AAE T AR 1 03 TARR Dk Alil) RG] R T T#. Ak, T wRiF
JREEE XS 0 A P8 85 A 3 Bl o — i 53 T AXERBE— 2D W] AR ST Ao ) AR = da 4 0y s B AR, [A
IAEBY “ 01T 257 I0H AL RRE I BOR G GE 01 TAUR S 32 328 L R 74 38

W

IV.  Feedback of Participants &< A\ i R i

All twenty one participants who signed up for the training submitted their completed training evaluation forms (Note: One
participant left question No. 11 unanswered in the form). The chart below shows the overall positive ranking. Nine
participants highlight the training sessions on communication skills as their favorite part of the training and ten participants
express their appreciation either for interactive discussions/group exercises or for the trainer’s lively and inspiring training
style. The negative written comments mainly focus on the length of the training and the shortened break. 4214 %5
NGHRAE Tl R Gt b — R0 AR T IS 12BARAEZ) . N B SR AR R I B IIFE S 53 (8] 3545
THEAR ERIBIR PO o 24 ) BURFUI P fe B A FR 23, UL Z NN AR [ B P R 8 52 % IR D i AN 7 (K B I3 A
W, SN GO E BRI 25 2] sl FLASS YINTE 300 SORZI BB I XA 45 T T H5E « SISO T 55 1 S
T L A AR B I P AR R N TR AN A



Worker Participation Project | “iT.25” TiH
2™ Factory Training Report | % 4 T Bk IR 2
October 12,2010 | 20104F10 5 12H

11 | 1 | 11
sl (2] s
] | 6 5 ] Excellent
7 EEHE
L - 9 9 -
L] I | Good
- 1 il
L 14 14
12 —— — 18 Fair
—pn
— 17 = #
17 13
L 1 | Poor
15 TEE
L | 1 1 L -
6 — — — 6 S
L | 3 3 - L 3 N
1 1 1 [0
Defined Clear High Trainer Trainer Satisfying Good Good Group  Training Training  Willing
Goals  Structure Applica- grasps has Q&A atmos- facilitation  work enhances meets to attend
=31 [1=E7S Ee3 7] bility the good HEIZGE  phere of group enhance knowledge expecta- future
)z i SCHM43] content  comm. MEE EISE work under-  3Ej[{EHK tion training
EimEAEE  skills MEBEE il standing MEXER k3 SRENS
2REAT  EIF RRSERE MAFE BETE FHRR EEESM
b METHE  BET
BESIGF MRERE

V.  Progress Tracking Chart: Survey Result i Hi#t B E:. HESE R

Eight WRs and nine management team members submitted completed PTC forms after the training. Out of the seventeen
forms, fifteen forms report positive changes on internal communication and management-worker relations while two reported
specifically on welfare improvement (i.e. canteen food and company group travel tour) only. The WR re-election and the
newly-established WR committee as well as the first WR meeting were explicitly highlighted as the pleasant change in ten
forms. Special appreciation was given to the election of floor-level WRs in two forms and two forms also state that the
newly-elected WRs are more active than before. Only two forms addressed the second question and the unpleasant changes
stated are: 1) One or two WRs only speak for their own personal interests; and 2) the issues WRs bring up are more than
management can handle. FLA7 )\A7 63 TARRAIIUALE BN D AE LI B I 45 5 315 R 4248 T ERER MG . 3k 174 45
W 1SR R WA s T 1R A BRI A 07 B G R AR T RN AR AL, 24 D1 TR A R A T 0 AR A G CBI4E
JTAK B OB AN 2R 03 AR e ) o FEOBTIE S 00 AR . FA DA AR R 03 25 DA S IR JF D3 ARSI A B 2 25 LA
1073 1) 46 TP AR A 22 N X e A P In) Rl 2 B AR 2 3 AR AR 28, P4 il 2 W 3 7 — Jo 9 5% X
RAR LR . 2R G AP RE] T AR 1D A 53 TAGRMA NR 2 A S i; 2) 51 TAR
P I % .

Conclusion = 45

VI

The key goals of the second round training are: 1) to support the newly-elected WRs; 2) to help all participants become aware

of and improve their communication skills; 3) to show managers and WRs that they can learn to negotiate common goals in a
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non-conflict-oriented way, even when it comes to the sensitive wage issue. One key result of the training is agreement on the
five common goals on wage system improvement, jointly developed by management representatives and WRs. Meanwhile,
the action plan on providing targeted training for WRs and floor supervisors also reflects the participants’ strengthened
commitment to the dialogue approach and their intrinsic demand for self-sustaining and continuous improvement. 3§ % T.
JEIIN RO RS 1D JBride 2 2R ) 0 TACRIEMSZRE s 2) WIS I LR REIIF B A 2 Sod AT i 7438
REJJs 30 IV BN BRI 53 AR WIARATT AT L2 S) AR ph R 77 5 D s JE1R) F b, B £ 5 A R i T 5%
) Lo ARG N — AN AR il A T B B B 03 AR IR A I %% 5035 7 S 25l A2 ) LA S PR il ) 6. RN, O
TACRANIE JZ A5 S AEAT X P 15 I A9AT ) v R BT R 500 0 1 B SIS i, thaE] ) 2K A BRI #F
SRR WAL T Al B 5 I A AR 2



