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EXECUTIVE SUMMARY 
 

This Executive Summary highlights the conclusions and recommendations of an external evaluation 

of QuizRR Rights and Responsibilities, a digital educational tool for global buyers and suppliers 

which aims to strengthen knowledge on rights and responsibilities at processing factories in Asia 

through a series of customized educational short films, followed by quiz questions. The evaluation 

assessed the relevance and effectiveness of QuizRR in select factories in China that have used the 

training module ‘Rights and Responsibilities’ (hereinafter QuizRR RR) during the period 2015-2017. 

The evaluation was carried out from August 2017 to February 2018, and included interviews with six 

factories in China, eight Swedish brands/buyers that use QuizRR RR, as well as other stakeholders 

representing QuizRR’s partners, major international brands/companies with production in China, 

industry associations, labour rights and related organisations, and trade unions.  

 

The evaluation report provides an external and independent assessment of the general logic, 

relevance, strengths and weaknesses of QuizRR’s strategy and approach in China, based on 

qualitative interviews, stakeholder perceptions and the evaluators’ experience and expertise in this 

field in China. Due to evaluation limitations and methodological challenges, the findings of the 

evaluation are preliminary and not necessarily representative of QuizRR results more broadly in 

factories in China (or elsewhere). A fully-fledged impact assessment of QuizRR with regard to 

strengthened knowledge, changed behaviours, better working conditions, better workplace dialogue, 

improved staff retention, increased productivity etc. would require more in-depth and long-term 

research.   

 

Relevance and effectiveness 

 

• The concept and idea behind QuizRR clearly meets a growing demand for tools that go “beyond 

audit” to build capacity in factories. Furthermore, as the political space and possibilities to support 

independent trade unions and local labour rights organisations have become more and more limited 

in recent years in China, QuizRR offers a pragmatic and feasible training alternative to companies 

that want to strengthen awareness and respect for labour rights among their Chinese suppliers. 

There is furthermore a need for interactive, scalable and continuous training, with training content 

adapted to the local legal context and delivered in different languages. As such, QuizRR offers an 

attractive solution for many buyers — in particular middle-sized companies with limited in-house 

training capacity and leverage; 

 

• The QuizRR training methodology was very well received among the interviewees, and examples 

of positive effects of QuizRR concerning increased awareness regarding maternity leave, labour 

contracts, social insurance and personal protective equipment (PPE) were identified. These findings 



 
 
 
 
 
 
 
 
 
 
 

 

Page 4 of 45 

indicate that QuizRR RR trainings have generated or contributed to raised awareness and changed 

procedures, particularly on health & safety issues; 

 

• However, despite what appears in QuizRR statistics as a large number of training sessions and 

outputs, the relevance of these numbers and the effectiveness of the training sessions are limited 

and curtailed by the realities in the factories and in relation to the needs and interests of the different 

target groups. One such reality and weakness of the QuizRR system is the risk for cheating and 

consequently unreliable data and measurability; 

 

• A key finding of the evaluation is that no factory included in the evaluation had institutionalised 

QuizRR training or used it in a systematic way. Furthermore, while the interviews indicate positive 

results with regard to health & safety issues, it is more questionable if QuizRR trainings have 

generated or contributed to results on more complex issues concerning human rights beyond 

compliance with Chinese laws and regulations. The evaluators found no indications that QuizRR 

trainings had generated the strong and collective awareness and pressure required to translate into 

such changes. Rather, factory interviews seemed to indicate that QuizRR trainings had resulted in 

a better understanding, acceptance and appreciation of existing factory rules, management and 

standards. The evaluators see several different reasons for this, having to do both with QuizRR 

training content, methodology and the Chinese context; 

 

• The evaluators thus find a significant gap between, on the one hand, QuizRR’s objectives and 

claims, and, on the other hand, what QuizRR can realistically deliver and achieve in the Chinese 

context. Relatedly, the evaluators see a risk that QuizRR could function more as a useful tool for 

companies to ‘measure and share’ progress based on numbers of trainings conducted, and less as 

a useful tool for workers in terms of strengthened human rights knowledge, empowerment and 

improved working conditions. In this context, it should be noted that the six factories included in 

the evaluation have only conducted QuizRR RR trainings for a short period of time (1-3 years) 

and that none of them had conducted trainings with the QuizRR Worker Engagement module 

(which is more focused on workplace dialogue and related rights); 

 

• Many of the brands expect there to be buy-in and ownership of QuizRR in the factories, and that 

they would be willing to shoulder or share the costs for QuizRR within a near future. However, a 

majority of factories interviewed for this evaluation stated that they would only be willing to do so 

if buyers offer better business benefits1. This poses a dilemma for QuizRR and many of the small 

and medium-sized Swedish companies in China. With very limited influence or leverage over the 

factories, it is difficult for them to place demands on the factories, in particular if it involves 

                                                 
1 Five of the six factories included in this evaluation have however signed up to continue to use QuizRR for another 2-

year period, and are sharing the costs. 
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additional processes and costs. This dilemma also raises questions about the broader “business 

case” for QuizRR; 

 

• In conclusion, it is suggested that the different stakeholders should have more realistic expectations 

on what QuizRR can achieve in a complex environment like China, and that QuizRR should be 

more careful and realistic about what it promises to deliver.  

 

 

Recommendations 

 

To further strengthen the relevance and effectiveness of QuizRR in China, the evaluation team makes 

the following recommendations:  

 

• Formulate a realistic and human rights-based Theory of Change and results framework, including 

a comprehensive description of how and why the desired change is expected to happen in the 

Chinese context; 

 

• Put in place training baselines and training plans in all factories. QuizRR has recently introduced 

an improved process for training implementation and follow-up, with baseline questions, training 

plans and technical support. These were however not in place in any of the factories included in 

this evaluation. The importance of such training plans and baselines is a major lesson to be drawn 

from the piloting phase of QuizRR in China; 

 

• Develop more tailored and accessible training and incentives that meet the particular needs and 

interests of the different target groups, including women, migrant workers and different levels of 

staff at the supplier factory. QuizRR’s recently developed partnership with CSR CCR is a good 

example of such more tailored trainings, meeting specific needs and delivered in partnership with 

a relevant local organisation. QuizRR should furthermore be made into an application or other real 

online version, and concrete incentives put in place both for workers and factory owners to use 

QuizRR, including compensation for their time and input; 

 

• Finally, the next generation of “beyond audit” capacity building tools and initiatives furthermore 

need to consider how to go from awareness-raising to “actualising rights”. In many factories in 

China, the fundamental problem is not that workers lack awareness of their rights, but rather that 

they are not able to enjoy them or put them into practice. The module QuizRR WE aims to address 

this, but was not within the scope of this assessment.  
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INTRODUCTION 
 

 

1.1 Evaluation background, purpose and objective 
 

Codes of conduct (COC) and regular factory audits are considered a minimum sustainability or 

corporate social responsibility (CSR) requirement for most larger Swedish brands. Two decades of 

labor rights audits in factories in China have however proven these codes and controls to be highly 

insufficient. While factory audits can be useful in identifying specific breaches of ethical and 

occupational health & safe standards, they do not ensure sustainable improvement to employment 

practices and worker’s rights. As one company representative put it, "you don’t fatten a pig by 

continually weighing it.”2 While the CSR and COC-auditing movement have contributed to important 

achievements with regard to rights awareness and improved working conditions in first tier supplier 

companies, low wages and worker abuse are still common further down the supply chain in factories 

across Asia. At worst, the policing and control dynamics of factory audits merely lead to fake audits, 

double book-keeping and suppliers hiding the true picture from their customers out of fear of losing 

orders if they fail to pass an audit. The COC-auditing model seems to have come to a dead end.  

 

To address this problem and in order to improve working conditions and ensure safe workplaces in 

their supply chains, some global buyers have started piloting and working with different tools that 

aim to go “beyond audit”. QuizRR is an example of such a tool, and focused on training and 

engagement rather than on auditing. QuizRR is an educational tool and knowledge platform for 

suppliers and global buyers which aims to involve and strengthen knowledge on rights and 

responsibilities among employees, middle managers and management at processing factories (food, 

garments, electronics, tools etc) in Asia through a series of educational short films and quiz questions.  

 

QuizRR is based on the three elements “educate, measure and share”. The aim is to scale training by 

using a digital solution that is used continuously and long-term. The films depict different scenarios 

in the factory and are followed by a quiz where the user is asked to answer a number of questions. 

The results are gathered and displayed in a web portal showing statistics available to the supplier and 

the buyer. Hence data related to the number of executed trainings and their result (as concerns the 

number of correct and incorrect answers) is available through the portal. QuizRR currently offers 

three different modules: Rights and Responsibilities (RR), Worker Engagement (WE) and Wage 

                                                 
2  Rees, C. (2015) ‘Corporate Contradictions: How Companies Can Avoid Four Stumbling Blocks on the Path to 

Respect for Human Rights.’ Shift, September 2015, url: https://www.shiftproject.org/resources/viewpoints/corporate-

contradictions/ 

file:///C:/Users/sa8344at/Downloads/Rees,%20C.%20(2015)%20'Corporate%20Contradictions:%20How%20Companies%20Can%20Avoid%20Four%20Stumbling%20Blocks%20on%20the%20Path%20to%20Respect%20for%20Human%20Rights.'%20Shift,%20September%202015,%20url:%20https:/www.shiftproject.org/resources/viewpoints/corporate-contradictions/
file:///C:/Users/sa8344at/Downloads/Rees,%20C.%20(2015)%20'Corporate%20Contradictions:%20How%20Companies%20Can%20Avoid%20Four%20Stumbling%20Blocks%20on%20the%20Path%20to%20Respect%20for%20Human%20Rights.'%20Shift,%20September%202015,%20url:%20https:/www.shiftproject.org/resources/viewpoints/corporate-contradictions/
file:///C:/Users/sa8344at/Downloads/Rees,%20C.%20(2015)%20'Corporate%20Contradictions:%20How%20Companies%20Can%20Avoid%20Four%20Stumbling%20Blocks%20on%20the%20Path%20to%20Respect%20for%20Human%20Rights.'%20Shift,%20September%202015,%20url:%20https:/www.shiftproject.org/resources/viewpoints/corporate-contradictions/
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Management (WM). Training with QuizRR Rights and Responsibilities has been ongoing in China, 

Bangladesh and Mauritius since 2015. QuizRR WE focusing on workplace dialogue and involvement 

in the factory was launched in Bangladesh and a few factories in China in early 2017. QuizRR WM 

was launched in over 80 factories in 2018. 

 

Starting in 2015, Axfoundation supported QuizRR by offering a number of subsidised start licences 

for companies in the Axel Johnson Group, all of them with suppliers in China. Having used QuizRR 

Rights and Responsibilities for a few years and with the recent launch of QuizRR Worker 

Engagement, Axfoundation recognised a need to assess whether QuizRR has contributed to 

strengthened knowledge and any related effects in the factories. In August 2017, Axfoundation 

therefore commissioned Malin Oud at the Raoul Wallenberg Institute of Human Rights and 

Humanitarian Law (RWI) to do an external impact assessment of QuizRR in China, focused on 

QuizRR Rights and Responsibilities. The evaluation was undertaken as a part of Axfoundation’s 

collaboration with QuizRR and the brands. The purpose of the study/evaluation is to provide 

stakeholders with relevant and useful input on the relevance, effectiveness and/or potential of QuizRR 

RR in a Chinese context in order to identify and address the tool’s strengths and weaknesses. 

Stakeholders in this case are the brands that use QuizRR, QuizRR and Axfoundation.  

 

The objective of the evaluation is to assess whether QuizRR RR has generated or contributed to 

relevant, measurable and sustainable results in factories in China, with regard to strengthened 

knowledge, changed attitudes and behaviours, higher salaries, better working conditions, increased 

productivity, higher product quality, reduced staff turnover, better dialogue, better audit results etc. 
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The long term goal of the Axfoundation’s support to QuizRR is transformative change towards 

socially sustainable production. The short term goal is to see measurable results that ideally would 

reflect in amfori BSCI audits, especially in Performance area 1: Social management system and 

cascade effect; Performance area 2: Workers involvement and protection; and Performance area 3: 

The rights of freedom of association and collective bargaining.  The Axfoundation’s assumption is 

that QuizRR can contribute to raised awareness, thereby reducing the risk for strikes and conflict, 

staff turnover, sick absence, injuries, stress, lower product quality and related costs.  

 

The evaluation was conducted between September 2017 and February 2018. The evaluation team 

consisted of Ms Malin Oud and Dr Liang Xiaohui (evaluation team biographies in Annex I). Sahel 

Athari, programme associate with the Economic Globalisation and Human Rights Team at RWI, 

assisted the evaluation team with the mapping and literature review of “beyond audit” tools and 

initiatives. 

 

The responsibility for the contents of this report lies with Malin Oud and RWI. The current evaluation 

report is treated as confidential, while a summary report with main findings and conclusions may be 

published by RWI and Axfoundation upon conclusion of the evaluation.  

 

 

1.2 Assessment approach and methodology 
 

 

1.2.1 Methods and focus factories 

 

During the period 2015-2017, a total of 25 factories used QuizRR Rights and Responsibilities 

(hereinafter referred to as QuizRR RR) at the invitation/request of the companies in the Axel Johnson 

Group and Axfoundation. In line with the Terms of Reference, the evaluation has focused on a sample 

of these factories, representing suppliers to five of the companies in the Axel Johnson Group. The 

factories were selected in consultation with QuizRR and the buyers during the inception phase of the 

evaluation, taking into consideration different factors such as factory size and products. 

 

The assessment is based on information collected in: 

 

- interviews conducted in-person with 70 employees (36 managers and 34 workers) in six factories 

in Guangdong, Shandong and Zhejiang 

- interviews conducted in-person with key staff at Filippa K, Axfood, Åhléns, Axel Johnson 

International and Martin & Servera in Stockholm and Shanghai  
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- interviews conducted in-person and over video link with approximately 20 external stakeholders in 

Stockholm, Beijing, Shanghai and Hong Kong including major brands/companies, industry 

initiatives/associations, labour rights organisations, trade unions, organisations that specialise in 

training and capacity building in the field of CSR/labour rights, academics and other relevant 

experts.  

- a mapping of “beyond audit” tools and initiatives  

- a review of QuizRR training modules, statistics and follow-up documentation. 

 

The full list of persons interviewed at Axfoundation, QuizRR, the brands and external stakeholders 

is attached as Annex II. All the interviews in the factories in China were conducted by Dr. Liang, 

while Ms. Oud was mainly responsible for the interviews with the brands and external stakeholders. 

All interviews conducted for the evaluation are treated as confidential. All interviews in the factories 

were digitally recorded with the written consent of all interviewees; however only the evaluation team 

collecting and analysing the data will be able to identify the responses of individuals, and will not 

share this connection with anyone outside the project. No interviewees are quoted by name in the text 

of this report.  

 

1.2.2 Evaluation questions, challenges and limitations 

 

Recent years have seen growing attention to companies’ “social performance”. This raises the 

question of how to measure which ones are doing well and which are not in terms of their impact on 

people.3 Most of the metrics being used to make these assessments are however dominated by low 

value data which are “at best superficial and at worst misleading”, such as social audits or the number 

of hours of training provided to staff. ESG ratings and rankings are embedding many of the same 

weak data into their methodologies and, as a result, companies are “allocating critical resources to 

gathering and publishing information that gives us little insight into how their business actually 

affects the basic dignity and welfare of people”.4 Thus, while the market “screams” for measurability 

of social investments and performance, it gives disproportionate importance to easily measurable but 

not necessarily the most relevant or important issues, and a tendency to focus on fulfilling measurable 

goals while values and processes that are harder to measure are de-prioritised.  

 

As discussed in consultations with professor Niklas Egels-Zandén during the inception phase of this 

evaluation (and highlighted in the evaluation inception report), measuring for results in relation to 

social performance, training and capacity-building projects is furthermore fraught with 

                                                 
3 Rees, C. (2018) ‘The Way Businesses' Social Performance Gets Measured Isn't Working: At Shift, we are starting a 

major new collaboration to help change that.’ Shift, February 2018. url: 

https://www.shiftproject.org/resources/viewpoints/business-social-performance-measurement-not-working/ 
4 Ibid. 

https://www.shiftproject.org/resources/viewpoints/business-social-performance-measurement-not-working/
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methodological challenges. QuizRR and other similar types of programmes and activities are (from 

an evaluator’s point of view) not considered ends in themselves, but rather as a means to achieving 

broader objectives. Results management frameworks and project evaluations are thus required not 

only to report on whether outputs (training sessions and people trained) have been produced but also 

to assess whether these outputs have contributed to the broader objectives (increased knowledge, 

improved staff retention, fewer workplace accidents, reduced sick absence etc.). This exercise is rife 

with difficulties, including: 

 

-  inadequate baseline data, if it exists at all;  

- the question of how to measure qualitative changes in, for example, the awareness of individuals;  

- the problem of attribution when multiple actors and interventions work to achieve similar 

outcomes; 

- the difficulty in establishing a correlation between QuizRR trainings and e.g. improved staff 

retention, separate from other factors like wage, skills training, counselling services and community 

programmes offered by the factory;  

- and the fact that advances in this area often require a long process of change that cannot be reported 

against in 2-5 years.  

 

All these challenges apply to the current evaluation. The six factories selected for the evaluation have 

only used QuizRR RR for 1-3 years, and the QuizRR trainings in these factories were conducted 

without a baseline. Furthermore, none of the six selected factories use QuizRR WE, thus making 

measurable results with regard to workplace dialogue, the rights of freedom of association and 

collective bargaining attributable to QuizRR highly unlikely and premature to assess. 

 

Nonetheless, during the inception phase of the evaluation, a number of questions to be answered by 

the evaluation were identified. These are listed below.  

 

• To what extent is QuizRR a relevant tool in the Chinese context and in relation to improving 

working conditions?  

• How and to what extent is QuizRR used as intended in factories in China?  

• What are the needs and objectives of the different stakeholders (the factories, the brands and 

Axfoundation) involved in the project and to what extent is QuizRR a relevant tool in relation to 

these needs and objectives?  

• What changes can be observed in the factories that can be linked to some degree to QuizRR RR? 

Which concrete improvements have QuizRR RR contributed to, if any?  

• Is there evidence linking the reported outputs (QuizRR trainings) with the planned outcomes? 

• Have there been any measurable effects for employees with regard to e.g. strengthened knowledge, 

higher salaries, or better working conditions?  
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• Have there been any measurable effects for factories with regard to e.g. increased productivity, 

higher product quality, or reduced staff turnover? 

• Have there been any measurable effects for brands/buyers with regard to e.g. better dialogue with 

the factory or better audit results?  

• How can (use of) QuizRR be further improved? What conditions and factors create better results? 

 

The connection between the effectiveness of the QuizRR RR training and the situation of sick-leave, 

staff turnover, number of complaints/grievances, productivity, changed processes, nature of conflicts 

and topics/quality of factory dialogue was analysed based on the information collected through the 

interviews. However, due to the time limits and the non-linear connection between such factors 

discussed further below, no direct or quantitative evidence could be produced or provided to 

demonstrate QuizRR’s contribution to the improvement of such matters. A proper baseline and fully-

fledged impact assessment of QuizRR in these aspects cannot be conducted during 1-day factory 

visits, but is a more complex research project which would require a larger investment in terms of 

methodology development, stakeholder engagement and other resources. Such an impact assessment 

would furthermore be better to carry out when QuizRR has been used in the factories for a longer 

time.  

 

The positive and negative findings and conclusions of this evaluation are thus preliminary and not 

necessarily representative of QuizRR RR results more broadly in factories in China. As such, the 

evaluation report provides an external and independent assessment of the general logic, relevance, 

strengths and weaknesses of QuizRR’s strategy and approach in China, based on qualitative 

interviews, stakeholder perceptions and the evaluators’ experience and expertise in this field in China.  

 

 

1.3 Structure of the report 
 

The report is divided into five sections including the introduction. Section two provides an overview 

of existing “beyond audit” tools and initiatives. Section three assesses the relevance of QuizRR as a 

tool in the Chinese context, and section four explores the effectiveness and potential impact of 

QuizRR RR in the factories surveyed by the evaluation team. The final section provides the 

conclusions of the evaluation and proposes a number of recommendations intended to be of use to 

Axfoundation and QuizRR.  
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2. OVERVIEW OF EXISTING “BEYOND AUDIT” TOOLS AND 

INITIATIVES 
 

 

The literature presents a diverse range of reasons for Code of Conduct breeches and labour rights 

violations. Bad purchasing practices, market pressure, and weak governance and rule of law within 

the national context of the supplier are but a few of the factors and root causes affecting compliance. 

The issue thus lies in how to mitigate the impact of factors that often go beyond buyer and supplier 

control and how to rectify the issues that are a result of buyer and supplier management activity. 

Given the “audit-fatigue” experienced by buyers and suppliers alike, some brands have started to take 

a different approach in recent years, reducing their number of suppliers and focusing instead on 

engaging them and building their capacity, rather than on auditing a large number of suppliers. 

Several alternatives to audits and tools that go “beyond audits” have emerged, many of them 

facilitated by technological advancements. Whilst these tools and initiatives do not replace the role 

of audits, they attempt to provide a stronger alternative to the existing system of measuring and 

resolving social compliance and responsibility issues.  

 

A mapping of existing relevant “beyond audit” tools is provided in Annex VII.  The mapping is based 

on mentions in interviews with brands and other stakeholder interviews, and was conducted through 

a review of literature (list provided in Annex VII), websites and evaluations of these initiatives and 

tools. Table 1 below gives an overview of these tools in terms of their functions and where they fit 

within the wider “ecosystem” of methods for measuring and resolving social compliance issues in 

global supply chains: audits, monitoring, management capacity-building, worker capacity building, 

support for trade unions and freedom of association, and support for governments to improve and 

enforce labour standards. 
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Table 1: Overview of audit+ tools and initiatives 

 

The purpose of most educational and technological tools is to raise awareness and build capacity 

among suppliers. Some of these tools target management, whereas others aim to empower workers 

by way of providing them with information about their rights or broader knowledge and life skills, 

such as HerProject. Some technological tools like LaborLink also allow workers to communicate 

their grievances, providing live data to buyers. Other technologically based tools include 

GlobalWorks social@risk, MicroBenefits and BetterBuying. There is an emerging trend to enhance 

 Audit Monitoring Support for 

trade unions or 

workplace 

dialogue 

Management 

capacity 

building 

Worker 

capacity 

building 

Support  

government  

to improve and 

enforce  

labour 

standards 

FairWear 

Foundation 

X   X  X 

Fair Labour 

Association 

X X     

Ethical Trade 

Initiative 

X    X  

Better Mill 

Initiative 

X  X 

 

   

BetterWork  X  X  X 

LaborLink  X   X  

amfori BSCI X X  X   

SAC/Higg 

Index 

 X     

BetterBuying  X     

Social@risk  X   X  

SCORE (ILO)   X X  X 

CSR CCR    X X  

HerProject     X  

Microbenefits     X  

QuizRR  X X X X  
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transparency in global value chains by connecting buyers with workers using mobile technology. The 

effectiveness of this method is disputable, however, and appears to have limited impact in terms of 

worker empowerment as it caters to the need of the businesses paying for the service.5 However, as 

the world becomes more technologically engaged and mobile phones more widely used and shared 

in the developing world, the use of such technology becomes increasingly valuable and increases 

transparency and worker visibility across the global supply chain. Furthermore, by collecting real-

time data and turning it into cohesive information that can be responded to, issues can be quickly 

resolved, thus enhancing the reputation of MNCs and minimising their risks.6 For the social auditing 

process to be effective, issues further down the supply chain need to be known while the risk of 

repercussions against factory workers for reporting their grievances needs to be reduced. The tool 

Social@risk developed by GlobalWorks allows for this, as it uses an algorithm scraping data online 

to create comprehensive information regarding issues on the factory floor. 

 

Other initiatives focus instead on strengthening social dialogue, a method which might be 

summarised as “all types of negotiation, consultation and exchange of information to promote 

consensus building and democratic involvement” of actors across the industry.7 The potential 

strengths of social dialogue are identified in a recent study by the OECD, according to which social 

dialogue can play a key role in absorbing shocks and preserving employment; contribute to improved 

firm performance and productivity gains; is key to managing conflict for fair and stable workplaces 

and societies; facilitates adjustment to and recovery from an economic crisis; helps improve the 

design of training systems and the retention of skills; creates an enabling environment for sustainable 

enterprises; and facilitates upgrading and offsets risk in supply chains.8 The primary challenge to the 

method is how to deploy social dialogue in low-trust environments, where “factory management does 

not trust workers to constructively discuss issues; brands don’t trust suppliers to solve issues and 

unions don’t trust participation as they fear takeover/replacement”.9  

 

The preconditions for successful dialogue listed in the recent OECD report are wide-ranging and 

include: respect for freedom of association and the effective recognition of the right to collective 

                                                 
5 Karlsen, K. (2014) ‘Mobile Technology for Worker Empowerment: Identifying the Potential of Smart Phone 

Applications as a Tool to Improve Working Life in Emerging Economies,’ University of Cambridge 
6 Vodafone Group plc. And Accenture (2013) ‘Connected Worker: How Mobile Technology can Improve Working 

Life in Emerging Economies.’  
7 Reinecke, J. Donaghey, J. and Hoggarth, D (2017) ‘From social auditing to social dialogue: implementing workplace 

social dialogue in the Bangladesh Garment Industry’ Warwick Business School, University of Warwick, Coventry, UK. 

url: https://www.wbs.ac.uk/wbs2012/assets/PDF/downloads/research/SDReport_June2017.pdf  
8 OECD, ILO (Global Deal) ‘The Business Case for Social Dialogue,’ 

url:http://www.theglobaldeal.com/app/uploads/2017/09/Thematic-Brief-Achieving-Decent-Work-and-Inclusive-

Growth_The-Business-Case-for-Social-Dialogue-2.pdf  
9 Ibid. 

https://www.wbs.ac.uk/wbs2012/assets/PDF/downloads/research/SDReport_June2017.pdf
http://www.theglobaldeal.com/app/uploads/2017/09/Thematic-Brief-Achieving-Decent-Work-and-Inclusive-Growth_The-Business-Case-for-Social-Dialogue-2.pdf
http://www.theglobaldeal.com/app/uploads/2017/09/Thematic-Brief-Achieving-Decent-Work-and-Inclusive-Growth_The-Business-Case-for-Social-Dialogue-2.pdf
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bargaining; legal and institutional support for social dialogue, including dispute resolution (e.g. 

mediation) and means to ensure the effective application and enforcement of collective agreements; 

independent and representative workers’ and employers’ organisations; a commitment by parties to 

engage in social dialogue; technical capacity, knowledge and access to relevant information; 

processes for the effective coordination of collective bargaining by the social partners; frameworks 

for workplace cooperation that allow for independent and effective workers’ representation; effective 

coordination by trade unions in multi-union contexts10. In an ideal context, where there is respect for 

collective bargaining and several other factors are satisfied for its implementation, it has the capacity 

to effect positive change. Without satisfying these criteria, and without appeasing the concerns of 

management who may be concerned whether worker demands will be “acceptable, affordable and 

implementable”11, social dialogue risks being a non-starter. 

 

Given these and other challenges in persuading key stakeholders, some initiatives frame their efforts 

in terms of business language, making “the business case” for corporate social responsibility, social 

dialogue and other sustainability investments. The importance of business language for socialisation 

of corporate responsibility is stressed throughout the academic literature. Egels-Zandén and Merk 

further point out that one of the flaws in company codes of conducts is that compliance provides little 

reward, and suppliers thus have limited incentives for compliance.12 By using economic arguments, 

industry-wide efforts in social compliance are believed to be more likely to succeed.  A 2014 report 

by Davis and Franks found that the language of costs helped a company’s social performance team 

reach senior and financial management.13 Another report, by Shift, reaffirms this also in the case of 

the supply chain, stating that commercial incentives need to be provided to suppliers to enforce 

improvements.14 The OECD report mentioned above further argues that social dialogue, when applied 

successfully, contributes to improved firm performance, productivity gains and business growth.15 

By using business language and highlighting potential economic gains, proponents of the “business 

                                                 
10 Ibid. 
11 Reinecke, J. Donaghey, J. and Hoggarth, D (2017) ‘From social auditing to social dialogue: implementing workplace 

social dialogue in the Bangladesh Garment Industry’ Warwick Business School, University of Warwick, Coventry, UK. 

url: https://www.wbs.ac.uk/wbs2012/assets/PDF/downloads/research/SDReport_June2017.pdf 
12  Egels-Zandén, N. and J. Merk (2013) ‘Private Regulation and Trade Union Rights: Why Codes of Conduct Have 

Limited Impact on Trade Union Rights,’ Journal of Business Ethics 
13 Davis, Rachel and Daniel M. Franks (2014) ‘Costs of Company-Community Conflict in the Extractive Sector.’ 

Corporate Social Responsibility Initiative Report No. 66. Cambridge, MA: Harvard Kennedy School; University of 

Queensland; Shift. url: 
https://sites.hks.harvard.edu/m-rcbg/CSRI/research/Costs%20of%20Conflict_Davis%20%20Franks.pdf 
14 Shift (2013) ‘From Audit to Initiative,’ August 2013 url: https://www.shiftproject.org/resources/publications/audit-

to-innovation-advancing-human-rights-global-supply-chains/   
15 OECD, ILO (Global Deal) ‘The Business Case for Social Dialogue,’ url: 

http://www.theglobaldeal.com/app/uploads/2017/09/Thematic-Brief-Achieving-Decent-Work-and-Inclusive-

Growth_The-Business-Case-for-Social-Dialogue-2.pdf 

https://www.wbs.ac.uk/wbs2012/assets/PDF/downloads/research/SDReport_June2017.pdf
https://sites.hks.harvard.edu/m-rcbg/CSRI/research/Costs%2520of%2520Conflict_Davis%2520%2520Franks.pdf
https://www.shiftproject.org/resources/publications/audit-to-innovation-advancing-human-rights-global-supply-chains/
https://www.shiftproject.org/resources/publications/audit-to-innovation-advancing-human-rights-global-supply-chains/
http://www.theglobaldeal.com/app/uploads/2017/09/Thematic-Brief-Achieving-Decent-Work-and-Inclusive-Growth_The-Business-Case-for-Social-Dialogue-2.pdf
http://www.theglobaldeal.com/app/uploads/2017/09/Thematic-Brief-Achieving-Decent-Work-and-Inclusive-Growth_The-Business-Case-for-Social-Dialogue-2.pdf
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case” for sustainability investments hope to overcome some of the challenges and resistance that 

purely normative arguments for human rights or labour rights tend to come up against, both internally 

within companies and in relation to business partners, governments and other stakeholders in global 

value chains. Research on the internationalisation of human rights across a diverse array of countries 

furthermore show that normative persuasion is insufficient to move the actors involved. Early stages 

of socialisation of international human rights norms are exceedingly susceptible to domination by 

instrumental calculation before some modicum of normative persuasion kicks in.16  

 

QuizRR as a “beyond audit” tool  
 

QuizRR RR appeared within this “ecosystem” of tools and initiatives in 2015, as a technological and 

educational tool designed to provide suppliers with the necessary knowledge and capacity to “secure 

their employees rights and responsibilities” through long-term, continuous and measurable e-learning 

at all factory levels (management and workers).17  

 

QuizRR also aimed to increase transparency in supply chains by allowing buyers to monitor and 

measure the results of the trainings, thereby ensuring that workers are informed of their rights and 

that factories adhere to their codes of conduct.18 Furthermore, by giving suppliers an opportunity to 

follow and share their progress with global buyers through its data portal, the suppliers would also 

see the value or “business case” for QuizRR, since good results might lead to higher audit scores 

which in turn may lead to increased orders and more customers.19 Given this “business case” for 

QuizRR, it was believed that suppliers would be willing to shoulder (or share) the costs for QuizRR, 

which would also help ensure their buy-in and ownership. As such, QuizRR was presented as a 

“business driven, long-term sustainable tool”, that would cater both to buyers’, suppliers’ and 

workers’ needs.20  

 

QuizRR started with a module on basic rights and responsibilities —  which is the focus of this 

assessment — and later on added two new modules focusing on workplace dialogue and wage 

management respectively. Together, these three modules aim to “[enable] businesses to step up from 

                                                 
16 Risse, T. et al. eds (2013) ‘The Persistent Power of Human Rights,’ (Cambridge University Press) 
17 QuizRR and Workers Rights (2015) ‘QuizRR – Garment Workers Gets Insights About Their Rights,’ url: 

http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/ 
18 Filippa K Circle (2016) ‘Securing Human Rights Through a Tablet,’ May 18th 2016. url: 

http://filippakcircle.com/2016/05/18/securing-human-rights-through-a-tablet-2/  
19 This is how several brands perceived and understood QuizRR when QuizRR was first presented to them and piloted 

in China. 
20 QuizRR and Workers Rights (2015) ‘QuizRR – Garment Workers Gets Insights About Their Rights,’ url: 

http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/ 

http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/
http://filippakcircle.com/2016/05/18/securing-human-rights-through-a-tablet-2/
http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/
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mere compliance to become role models and drivers of change.”21 It is a gamified training tool for 

workers, middle managers and managers, providing information on worker’s rights and 

responsibilities (RR), worker’s engagement (WE) and wage management (WM) via three different 

modules, designed as a simple and fun training quiz provided through tablets, with short video clips 

contextualising the issues and ways in which these rights and responsibilities can be put into practice.  

 

This section has provided a mapping and overview of existing relevant “beyond audit” or “audit+” 

tools and initiatives, locating QuizRR within the wider “ecosystem” of audits, monitoring, training 

and capacity building tools. The next section provides an assessment of the theory of change and 

strategy underpinning QuizRR, including a discussion of the logic, coherence, weaknesses and 

strengths set against the stated objectives, with the aim of assessing the relevance of QuizRR RR in 

the Chinese context and in relation to the different stakeholders.    

                                                 
21 QuizRR (2018) ‘Changemakers,’url: https://www.quizrr.se/ 

https://www.quizrr.se/
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3. ASSESSMENT OF QUIZRR: RELEVANCE  
 

This section provides an overview of the Chinese context and an assessment of the theory of change 

and strategy underpinning QuizRR, including a discussion of the logic, coherence, weaknesses and 

strengths set against the stated objectives, with the aim of assessing the relevance of QuizRR RR in 

the Chinese context and in relation to the different stakeholders. This section hence focuses on the 

following two evaluation questions: 

 

• To what extent is QuizRR RR a relevant tool in the Chinese context and in relation to improving 

working conditions?  

• To what extent is QuizRR RR a relevant tool in relation to the needs and objectives of the different 

stakeholders (the factories, the brands and Axfoundation) involved in the project? 

 

The analysis is based on a review of documents (websites, press releases, public statements and 

interviews) and semi-structured interviews conducted with key staff at Filippa K, Axfood, Åhléns, 

Axel Johnson International and Martin & Servera in Stockholm and Shanghai; interviews conducted 

in-person and over video link with approximately 20 external stakeholders in Stockholm, Beijing, 

Shanghai and Hong Kong including major brands/companies, industry initiatives/associations, labour 

rights organisations, trade unions, organisations that specialise in training and capacity building in 

the field of CSR/labour rights, academics and other relevant experts.  

 

 

3.1 QuizRR theory of change, strategy, results framework and methodology 
 

Sofie Nordström and Jens Helmersson started QuizRR in 2013, in response to the need for practical, 

scalable and measurable training solutions in factories and upon demand from global brands that 

wanted to go beyond auditing and work with capacity building. Development of the first module, on 

Rights and Responsibilities, was conducted in steps with testing of content and method with workers, 

middle managers and managers in factories and at NGOs outside the factory environment in China 

and Bangladesh. Collaborations with brands and NGOs were formed and the content and method 

further developed for a pilot with five brands at 13 factories. 

 

QuizRR is based on the three elements educate, measure and share, whereby it “enables you to 

educate your workforce, measure your results, and share your progress” [emphasis added].22 

According to its website, QuizRR is “essentially about risk management and capacity building on 

                                                 
22 QuizRR (2018) ‘Why QuizRR,’ url: https://www.quizrr.se/why-quizrr 

https://www.quizrr.se/why-quizrr
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human rights – enabling people to improve their lives”.23 QuizRR furthermore aims to enable 

business to drive change and to contribute to “collaborations between organizations and businesses 

that realize the benefits of dialogue, engagement, and decent work.”24 In the words of one of the 

founders, Sofie Nordström, “It’s a win-win-win. Strengthening the worker is our main focus, but the 

factory also wins in this situation through a better relationship with the customer, at the same time as 

the brand gets confirmation that the supplier complies with the standards.”25 QuizRR’s Theory of 

Change might thus be summarised as follows: “positive change starts on the factory floor, resulting 

in improved worker-managers relations, ultimately leading to more stability and new business 

opportunities”.26 QuizRR has since 2013 in just over four years gone from idea to rolling out a digital 

educational tool for securing worker rights and responsibilities for the Chinese, Bangladesh and 

Mauritius market. 

 

Based on input from Axfoundation, the expected results chain of QuizRR can currently be 

reconstructed as follows: if Axfoundation and the brands invest resources in QuizRR, this will result 

in delivery of a number of training sessions, which will lead to increased awareness and knowledge, 

which in turn will contribute to measurable results in the form of inter alia increased motivation, 

better working conditions, higher salaries, reduced sick-leave and staff turnover, and better dialogue 

between brands and suppliers. The measure and share elements of QuizRR are also meant to promote 

transparency in supply chains by allowing buyers to monitor and measure the results of the trainings, 

as well as business opportunities for the suppliers.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                 
23 QuizRR (2018) ‘Beyond Audit,’ url: https://www.quizrr.se/ 
24 QuizRR (2018) ‘Changemakers’ url: https://www.quizrr.se/ 
25 Phillips, M. (2018) ‘Deras ”quiz” hjälper storbolagen att bli hållbara,’ 12th April, 2018. url: 

https://digital.di.se/artikel/deras-quiz-hjalper-storbolagen-att-bli-hallbara 
26 QuizRR (2018) ‘Changemakers,’ url: https://www.quizrr.se/ 

https://www.quizrr.se/
https://www.quizrr.se/
https://digital.di.se/artikel/deras-quiz-hjalper-storbolagen-att-bli-hallbara
https://www.quizrr.se/
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Figure 1: QuizRR results chain as reconstructed by the evaluators 

 

 

3.2 The Chinese context 
 

Any assessment of the relevance and potential impact of a development intervention like QuizRR 

must consider how its underpinning theory of change, assumptions and strategy plays out in particular 

political, legal, economic and social contexts. The contexts in the countries where QuizRR currently 

operates — Bangladesh, Thailand, Mauritius and China — differ in important aspects. In addition, 

the sociopolitical context in China has seen major shifts over the past two decades, and even in the 

four years since QuizRR RR was first piloted in China. China is no longer merely the factory to the 

world but a major global economic player in its own right with competitive private and state-owned 

companies operating in all industries and in all corners of the globe. The China-initiated Asian 

Infrastructure Investment Bank, the Belt and Road Initiative and Silk Road Fund spearheaded by 

China all symbolise China’s growing influence in development finance. By contrast, China also ranks 

a dismal 176 of 180 countries in Reporters without Borders’ World Press Freedom Index. Four 

decades of economic reform and trade has not resulted in any fundamental changes to the political 

system — on the contrary, many China experts argue that over the past five years, the country has 

become more repressive than it has ever been since the early 1990s.  By any measure, China remains 

an authoritarian one-party state that systematically curtails a wide range of fundamental human rights, 

including freedom of expression, association and assembly.   

 



 
 
 
 
 
 
 
 
 
 
 

 

Page 21 of 45 

At the same time, China’s labour shortage, new labour laws and social media have created new 

opportunities for workers to inform themselves and to be more assertive in their demands. However, 

while Chinese labour laws and protections rank among the highest in the world on paper, 

implementation and enforcement are quite another thing.  As Gallagher points out, the expansion and 

promotion of labour rights by the Chinese government needs to be understood not as an end in itself, 

but as part of a larger government strategy to change the Chinese economic growth model.27 In this 

instrumental and authoritarian conception of the rule of law, the law is used by the Party-state as a 

tool of social and political power, and one important motivation behind the promotion of rule of law 

and legal channels is to keep aggrieved workers from collective action, protests and strikes.28 Thus, 

while the government prohibits collective organising and has not built the institutions that would 

improve enforcement, it encourages workers to use the law to take individualised legal action (labour 

arbitration and litigation), which is notoriously difficult and has been described as a “legal trap which 

sucks workers into a dark tunnel.”29  

 

Directing disputes to the legal system distances the individual case from the government, and reduces 

expectations on the government and the workplace for social welfare. In this way, the promotion of 

rule of law and legal options are part of a transformation of how the Chinese state relates to its citizens, 

and can serve to reduce claims rather than grant rights.30 The corporate social responsibility (CSR) 

agenda and the expansion of private initiatives and non-governmental social organisations as service 

providers furthermore fit very well with these government objectives.31 Indeed, in step with the 

shrinking civic space in China and as new repressive methods have been employed by the government 

to enforce state control, much of China’s nascent non-governmental sector and labour rights 

organisations have been reduced to providing services such as occupational health & safety and social 

dialogue training.32 With its focus on individual workers’ legal rights, this approach has been 

criticised as counter-productive, as it risks hindering the development of a proper labour movement 

                                                 
27 Gallagher, M. (2017) ‘Authoritarian Legality in China: Law, Workers and the State,’ Cambridge University Press 
28 For a discussion of the meaning of Rule of Law in China, see: Nesossi E et al. ‘Interpreting the Rule of Law in Xi 

Jinping’s China’ in Franceschini I et al. (2016) ‘Made in China: Yearbook Disturbances in Heaven’ Australian National 

University Press 
29 Fu Hualing (2012) ‘Embedded socio-legal activism in China: the case of Yirenping,’ University of Hong Kong 

Faculty of Law Research Paper No 2912/029 
30 Gallagher, M. E. (2006) ‘Mobilizing the law in China: informed disenchantment and the development of legal 

consciousness’ Law and Society Review 40/4: 583-816 
31 Oud, M. (2014) ‘New citizens, service providers and policy entrepreneurs: the role and impact of civil society 

organisations on development and reform in China’ Europe China Research and Advice Network, Policy Brief 86 
32 Francescini, I. & Nesossi, E. (2018) ‘State repression of Chinese labour NGOs: a chilling effect?’ The China Journal, 

no. 80 (July 2018): 111-129.  
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organised around workers’ collective rights and interests. Most pointedly, scholars Ching Kwan Lee 

and Shen Yuan have called it the “anti-solidarity machine”.33   

 

In the 3-4 years preceding the wide-reaching crackdown on labour NGOs in 2015, a different, “labor-

movement type” of approach had emerged, with workers, local labour organisations and lawyers 

collaborating to promote workers’ rights through collective bargaining and a combination of policy 

advocacy, legal action and social media activism.34 Like many other NGOs at the time, they framed 

their agenda not just in relation to their constituencies but also in relation to the state, emphasising 

that their activities would help the government implement policies and laws, prevent conflict and 

safeguard “stability”, and were able to make use of the spaces in China’s fragmented political system 

to press for changes. These efforts were however stifled with the arrest of many leading labour 

activists in December 2015. The prolonged and systematic crackdown on all forms of civic activism 

combined with new laws and measures to cut access to funding and collaboration with foreign NGOs 

has put a very heavy wet blanket over the embryonic labour movement in China. Meanwhile, the 

vicious cycle of law, heightened worker expectations, strikes and repression continues.  

 

This context and the nature and dynamics of labour legislation and activism in China is important for 

QuizRR and its partners to take into consideration as they develop their theory of change and strategy 

for China. Labour legislation can be considered a “hegemonic discourse” aimed at channeling the 

demands and activism of Chinese workers; there is a lot of information and training tools on labour 

law readily available free of charge and online; and Chinese workers generally have good awareness 

of their rights, as defined by Chinese law and official discourse.35  These factors affect how content, 

methodology, partnerships and collaborations should be devised in order to have the most relevance 

and positive impact in the changing Chinese country context. 

 

 

 

                                                 
33 Lee, C.K. & Shen, Y. (2011) ‘The anti-solidarity machine? Labour nongovernmental organisations in China,’ in eds. 

Kuruvilla, S. et al. ‘From Iron Rice Bowl to Informalization: Markets, Workers and the State in a Changing China’ 

Cornell University Press  
34 Francescini, I. & Nesossi, E. (2018) ‘State repression of Chinese labour NGOs: a chilling effect?’ The China Journal, 

no. 80 (July 2018): 111-129.  
35 Francescini, I. ‘At the Roots of Labour Activism: Chinese and Cambodian Garment Workers in Comparative 

Perspective,’ forthcoming publication in Journal of Contemporary Asia (paper on file with author) 
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3.3 Stakeholder needs and expectations 
 

In interviews and consultations with the 

brands and other QuizRR partners, external 

stakeholders and experts, the evaluation team 

discussed the relevance of QuizRR RR as a 

tool in the Chinese context and in relation the 

needs and expectations of different 

stakeholders. A few different themes and key 

messages emerged from these conversations, 

summarised below.  

 

• The brands have a need for interactive, 

digital and scalable training for factory 

employees at all levels, in particular for 

workers. Several brands and partner 

organisations use QuizRR as a way to 

sustain knowledge after face-to-face 

training, but scalability and high staff 

turnover remain big challenges to 

knowledge and capacity building in 

factories in China. 

 

 “There was no training of workers and I was 

struggling with this issue for years - how to 

reach the workers? IKEA and H&M have the 

capacity to train workers but we don’t. So the 

idea that workers had a training that I could 

measure was great.” Brand (QuizRR client) 

  

“QuizRR is a fantastic idea. There is a need for digital education and this was the best I could find 

on the market.” Brand (QuizRR client)  

 

“We wanted to scale up our work and so we started looking at e-learning. Our big reason for 

working with QuizRR was to reach out to the factories.” Brand (QuizRR client) 

 

 

 

 

 

During the inception phase of the evaluation, 

the brands that use QuizRR expressed the 

following objectives, needs and expectations in 

relation to QuizRR: 

 

- That there is an apparent business case for 

QuizRR  

- That working conditions improve 

- That factories see the value of QuizRR  

- That factories feel ownership of QuizRR  

- That there are real effects of QuizRR and that 

it isn’t just another costly “desktop product” 

- That QuizRR is cost effective 

- That there is a reduction in staff turnover 

- That the behaviour and methods of 

management improve 

- Better quality products 

- To raise human rights awareness among 

workers  

- To be able to communicate about QuizRR 

externally, to our customers  

- To improve amfori BSCI audit results as an 

effect of using QuizRR  
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“We tried to do an e-learning solution ourselves but it didn’t work – it was too complex to do in 

four different countries. The measurability in QuizRR attracted us. QuizRR as a concept is 

appealing to the brands - it is something they can implement and communicate. Plus the quality 

of content is good and adapted to the users. The concept is simple and cost-efficient.”  

Multistakeholder initiative (QuizRR client/partner) 

  

“The essence of QuizRR is good because traditional trainings can be very numbing with 

Powerpoint etc. Discussions in group are very valuable. But the issue with high staff turnover 

remains, and it is difficult to conduct mass trainings for thousands of workers on tablets.” Brand 

(not a QuizRR client) 

 

“The novel thing about QuizRR is that it is interactive. The participatory approach is what makes 

it different.” Academic expert  

  

“The workers enjoy the trainings, they laughed. One worker had asked his boss about skill 

development [as a result of the training], and got a salary raise. It was a wake-up call for 

management as well.  It feels like it has created a lot of reflection above all among managers.” 

Brand (QuizRR client) 

 

“One of QuizRR’s strengths is that it is digital so workers can do it whenever, in their own time. 

But we can’t force the factories to do the trainings.” Brand (QuizRR client) 

 

“Our customers have higher and higher expectations on us now, in particular in the public sector. 

There are more and more audits and expectations with regard to follow-up and transparency.”  

Brand (QuizRR client) 

 

“Basically, QuizRR is a good idea. It is transparent and participatory.”  Brand (QuizRR client) 

 

“QuizRR is transparent and working at all levels, with workers and management. I see the benefit 

of not just having audits every 18 months.  Brand (QuizRR client) 

 

• Specific training and capacity-building needs differ from brand to brand, from factory to 

factory and at different levels within factories. The needs and interests of brands, factory 

managers and workers also do not always necessarily correlate with each other, which poses 

a challenge for a broad capacity building initiative like QuizRR. Whose needs should be in 

focus, and whose interests are QuizRR representing?  
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“Our impact assessment studies have shown that we have the biggest impact when we do trainings 

face-to-face. So I have my doubts about how much we can achieve with e-training for workers. It 

is different with training for factory managers, where compliance issues are more relevant and 

more suited for e-training.” CSR/labour rights organisation 

 

 “The format of the trainings is really good. But it needs different levels. It also lacks ‘what’s in it 

for me [the worker]?’  This is more tangible in HerProject. But HerProject and QuizRR have the 

same problem with follow-up.” Brand (QuizRR client) 

 

“QuizRR and similar training feels artificial to the workers because it doesn’t speak to them. Exact 

working hours doesn’t matter as much to them as how to cope as a migrant parent. Compliance 

issues don’t matter to them.” CSR/labour rights organisation (QuizRR partner) 

 

“It is difficult to turn trainings into action because QuizRR is focused on awareness-raising, not 

on action. It is also difficult because of the high staff turnover in factories.” CSR/labour rights 

organisation 

 

“Does QuizRR offer technical solutions to problems or only awareness-raising? If only 

awareness-raising, then it is very limited. Many factories have struggled with these issues for many 

years and have been exposed to many different initiatives. Now they want solutions, not just 

awareness-raising. You need to think about what specific problem you want to address and what 

your target group is. Tier 1 and tier 2 factories have already received a lot of training. Tier 2 and 

3 factories need more training but how to engage them?” CSR/labour rights organisation 

 

QuizRR shouldn’t provide training on issues the factories cannot solve.”  CSR/labour rights 

organisation  

 

“It’s not like workers are unaware of their rights in China - it’s just that they don’t enjoy them. 

It’s a problem of implementation and enforcement. The workers get a lot of information about 

labour laws etc. What is lacking is access to your rights, to remedy.” Academic expert 

 

“QuizRR was developed from the buyers perspective. They should develop questions based on 

factories needs. It should be an interactive development, with factories participating in the 

development.” Brand (QuizRR client) 
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“Everyone is going through this challenge now with training - what is most impactful? Should we 

develop a specific app? Foreign companies forcing compliance will never work. The only way it 

will work is if it is indigenous, locally owned. Rather than focusing on compliance, we are focusing 

on what’s in it for the factories.” Brand (not a QuizRR client) 

 

“Most factories that use QuizRR are already top CSR performers so there’s very little room for 

improvement. And factories that are not doing well in CSR are not convinced of QuizRR’s 

usefulness.” Brand (QuizRR client) 

 

“Most factories think QuizRR Worker Engagement will only create problems for them. ‘Better 

keep the workers ignorant otherwise they will just be even more difficult to manage’.”  Brand 

(QuizRR client) 

 

“I once developed my own questionnaire to evaluate the trainings but it didn't work - the workers 

ran away directly after the training, afraid of saying something wrong, of being punished. They 

are very nervous about audits.” Brand (QuizRR client) 

 

“We see a risk for cheating in QuizRR, especially in China where people manipulate the answers 

and tell workers what to reply. We are very clear with our suppliers that this is not going to lead 

to more business. Or rather, we would never threaten to decrease our business with them because 

of the wrong answer. Cheating is connected to a lack of ownership.” Brand (QuizRR client) 

 

“Only the CSR team care about QuizRR. We at the CSR team think QuizRR is good but the factory 

managers don’t see the value. We need help from top management in Sweden to communicate with 

other teams and factory managers. If we really want to promote this program then we really need 

to speak in one voice, from CSR and business. Then factories will understand that their customers 

value this, that it’s good for business longterm even if there is no business interest now.” Brand 

(QuizRR client) 

 

“The business case of social dialogue and the connection between sustainability initiatives and 

business benefits are very unclear according to the research. Rights violations are a way to reduce 

costs! The logic of production is to keep costs down. It costs a lot to build capacity, monitor and 

follow up codes of conduct.” Academic expert 

 

“There is some truth to the idea that if you train workers it prevents strikes and leads to better 

business. But brands are not ready to take any changes in costing. So the cynical side of me feels 

that the brands are pushing down responsibility and costs on their suppliers, and in the end on the 

workers. So the business case in the factories is more coming out of ‘this is my buyer who wants 

to do it so I do it’. This doesn’t mean that we shouldn’t do it [the training], but to expect that a 

worker will be happier and stay longer just because he has participated in a half-day 
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training…and yet the client will ask us ‘Is the retention improved?’ How can they expect that from 

one training?” CSR/labour rights organisation 

 

• Expectations on QuizRR are high and wide-ranging, and there is seemingly a need to clarify 

roles, responsibilities and level of involvement and investment needed from the different 

stakeholders/partners in order to make QuizRR work as intended. This issue has partly been 

addressed by QuizRR through the introduction of baselines and training plans and by way of 

strengthened local and technical support.  

 

 

“I have more and more come to see [QuizRR] as a complement, not a stand-alone. It is hard to 

measure. Are they learning anything?”  Brand (QuizRR client) 

 

“The idea with the platform is good but how much do you actually learn from answering repetitive 

questions?” Brand (QuizRR client) 

 

“I wish the factories owned this but they don’t. We are very small so it’s hard to get the factories 

to buy into QuizRR.” Brand (QuizRR client) 

 

 “Some factories quit with us because of QuizRR. They think it’s more work and not helpful. They 

think this is just for you, and all their different customers have different requirements.” Brand 

(QuizRR client) 

 

“The factories want to see business benefits, otherwise they think QuizRR is just an additional 

burden.”  Brand (QuizRR client) 

 

“The problem is we are pushing a lot of things on the factories and then they find it easiest to 

cheat. When will the factories feel ownership? Brand (QuizRR client) 

 

“The plan from the start was that the factories would pay the fee for QuizRR themselves. If they 

paid themselves, there would be more ownership. But we haven’t succeeded with this.” Brand 

(QuizRR client) 

 

“I would like to see a clearer link between BSCI and QuizRR, to staff turnover etc; that you would 

be able to see better audit results in the factories that have used QuizRR and that QuizRR would 

count in BSCI audits. The factories don’t see the connection — we need to integrate more.” Brand 

QuizRR client) 
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“We have discussed internally how we should integrate this better in our business. It is definitely 

a resource question too.” Brand (QuizRR client) 

 

“We should work with QuizRR in a more structured way, both with regard to internal 

communications and and information to consumers. We are a bit weak when it comes to managing 

QuizRR.” Brand (QuizRR client) 

 

“I’m afraid we have too high expectations of QuizRR. If knowledge is increased then that is big in 

itself.” Brand (QuizRR client) 

 

Based on a review of QuizRR documents and interviews with key stakeholders, it seems to the 

evaluators that QuizRR’s roll-out in China would have benefited from a more careful strategic and 

analytical process, including a more thorough (and documented) problem-, stakeholder- and needs-

analysis, based on which a theory of change and results framework could have been developed and 

agreed among the key stakeholders (Axfoundation, the brands and the factories), and against which 

progress towards the stated objectives would now be measured. The lack of such an agreed and clearly 

formulated theory of change and results framework makes it challenging to evaluate and measure 

progress, as it is not sufficiently clear what the specific or short-term objectives are, and what needs 

and expectations are to be met by QuizRR.   

 

It would in the view of the evaluators now be important for QuizRR and its stakeholders to formulate 

a China-specific theory of change and to set realistic goals for what can be achieved by a (modest) 

training programme in this complex and difficult context. When formulating the theory of change 

and results framework, Axfoundation, QuizRR and the brands should try to capture the “missing 

middle” between, on the one hand, activities within the sphere of control of the project (QuizRR 

trainings) and, on the other, the sphere of interest of the stakeholders (the desired impact). This would 

facilitate a discussion and clarification of different stakeholder roles, responsibilities, assumptions 

and expectations with regard to the desired outcomes of the project. 

 

 

There is in the view of the evaluators currently a significant gap and discrepancy between how 

QuizRR presents itself (its “value proposition”) — and what stakeholders may therefore expect 

QuizRR to deliver — and what it has, or can, realistically achieve. This discrepancy is discussed 

below, exemplified and illustrated with propositions or claims made by QuizRR in different public 

communications (websites, press releases and media interviews). 
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3.4 Human rights 
 

The question of corporate responsibility and accountability with regard to human rights has seen a 

paradigm shift over the past decade. Companies are no longer seen to be responsible only to 

shareholders, but have responsibilities for their impacts on human rights in relation to employees, 

sub-contractors, consumers, communities and other stakeholders in the countries where they operate. 

Companies today face dramatically higher expectations from investors, governments, consumers and 

business partners to “know and show” that they are respecting human rights in their own operations, 

as well as in supply chains and other business relationships.  

 

Many companies with suppliers in Asia are wrestling with the question of how to do this in countries 

where workers have no freedom of association or right to form trade unions, where there is no free 

media and where access to justice is lacking. Companies have tried to address these issues through 

codes of conduct and by placing demands on their suppliers, but these “code and control” measures 

have proved to be insufficient. Wages below living wage, excessive working hours, child labour and 

other exploitation and abuses still persist across supply chain factories in Asia.  

 

Given that workers in China have no right to organise and form independent trade unions, most 

factories also lack channels and mechanisms for dialogue between workers and management, some 

companies (in particular perhaps companies headquartered in countries like Sweden with a strong 

tradition of tripartite dialogue) have explored and worked with alternative ways of promoting 

workplace dialogue for the benefit of both employers and employees, by supporting different forms 

of training and capacity building in factories through Swedish trade unions and Chinese labour rights 

organisations. As the political space for human rights promotion and support to Chinese labour rights 

organisations has shrunk or closed in recent years in China, companies that want to “know and show” 

that they respect human rights are seemingly left with fewer and more limited alternatives. In this 

context, QuizRR offers a pragmatic and feasible solution. This approach has a lot of merit: companies 

have a responsibility to respect human rights; there is a need for awareness-raising and capacity 

building on labour rights in their supply chains; and this is a proactive and pragmatic approach to 

some very complex and difficult issues in China. 

 

However, QuizRR’s module on “Rights and Responsibilities” —the module used in the factories 

included in this evaluation — is mainly about basic rights covered in Chinese law (workplace policies, 

fire and building safety, health and safety); that is, basic legal compliance issues. To present such 

training as human rights capacity building or as “securing human rights”36 (as Filippa K does in one 

                                                 
36 Filippa K. Circle (2016) ‘Securing Human Rights Through a Tablet,’ May 18th 2016. url: 

http://filippakcircle.com/2016/05/18/securing-human-rights-through-a-tablet-2/ 

http://filippakcircle.com/2016/05/18/securing-human-rights-through-a-tablet-2/
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of its publications) gives a misleading picture of the training content in the view of the evaluators and 

also vastly overstates the potential role and impact of such training in the Chinese context. 

 

3.5 Measurability, transparency and the business case for QuizRR 
 

QuizRR gathers data from the answers given to the quiz on the tablet where it is then visualised by a 

common web portal (database) accessible to brands and suppliers.  The data that is generated concerns 

numbers of executed training sessions and numbers of correct and incorrect answers to the quiz. By 

accessing these data, suppliers and buyers can monitor knowledge levels and gaps on the factory 

floor. If used as intended, this is a relevant and useful addition to the audit+ training and capacity-

building toolbox. However, to describe and package the measuring of quantitative training results as 

“bringing measurability into the field of sustainability” or as “creating measurability in corporate 

social responsibility” is in the view of the evaluators quite a stretch.37 

 

QuizRR’s proposition that the tool “adds transparency to social sustainability”38 is similarly 

problematic as it seems to suggest that the tool delivers reliable information about corporate 

performance and responsibilities, while in reality the “measure and share” element of the tool is 

primarily a function for brands and suppliers to “share progress” about the training results. These 

distinctions are important as the concept of transparency is closely related to the concept of 

accountability; however one does not necessarily lead to the other.  

  

Finally, QuizRR also makes the proposition that “better knowledge generates more lucrative business 

for suppliers”39. This claim risks raising unrealistic expectations of both brands and suppliers of what 

QuizRR can and should deliver, and also risks creating confusion among stakeholders around project 

ownership, buy-in and responsibilities. For instance, some stakeholders seem to assume that factory 

buy-in and local ownership is an existing resource or result of QuizRR, while other stakeholders 

interviewed for this evaluation identify the lack of factory ownership and buy-in as a major risk and 

weakness of the project, and yet others as an aspiration or planned outcome of the project. This mixing 

of aspirations with actual results and existing resources also makes it difficult to measure and monitor 

progress.  

 

The relevance and effectiveness of QuizRR RR in China will be discussed in more detail in the 

following section, and more specifically in relation to the six factories included in the evaluation.   

                                                 
37 QuizRR and Workers Rights (2015) ‘QuizRR – Garment Workers Gets Insights About Their Rights,’ url: 

http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/  
38 QuizRR (2018) ‘Why QuizRR,’ url: https://www.quizrr.se/why-quizrr 
39 QuizRR and Workers Rights (2015) ‘QuizRR – Garment Workers Gets Insights About Their Rights,’ url: 

http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/ 

http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/
https://www.quizrr.se/why-quizrr
http://axfoundation.se/en/interview/workers-gain-insights-of-their-rights-using-quizrr/
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4. ASSESSMENT OF QUIZRR: EFFECTIVENESS  
 

As of January 2018, more than 40 000 people in over 130 factories have been trained with QuizRR.40 

Among these, 24 factories are suppliers to the companies in the Axel Johnson Group. This assessment 

focuses on a sample of these factories in China, and is based on information gathered during the 

course of interviews conducted with 70 employees in six factories in Guangdong, Shandong and 

Zhejiang. This section hence focuses on the following evaluation questions: 

  

 

• How and to what extent is QuizRR used as intended in factories in China? 

• What changes can be observed in the factories that can be linked to some degree to QuizRR RR? 

Which concrete improvements have QuizRR RR contributed to, if any?  

• Is there evidence linking the reported outputs (QuizRR trainings) with the planned outcomes? 

• Have there been any measurable effects for employees with regard to e.g. strengthened knowledge, 

higher salaries, or better working conditions?  

• Have there been any measurable effects for factories with regard to e.g. increased productivity, 

higher product quality, or reduced staff turnover? 

• Have there been any measurable effects for brands/buyers with regard to e.g. better dialogue with 

the factory or better audit results?  

 

 

Interviews were conducted according to a work plan agreed upon by factory managers (sample 

attached in Annex III) and with the support of factory managers (HR, general office or compliance) 

managers, who helped the researcher get the workers/managers randomly selected from the list of 

employees who had done QuizRR RR training at least once in the factory. The interviews were 

structured in accordance with the question outlines developed during the evaluation inception phase 

(sample attached in Annex IV). Before the interviews started, the identity of the employees was 

verified and a written “evaluation informed consent” statement (attached in Annex V) read out and 

approved. The survey on site did not include a review of factory documents and records due to the 

limited timeframe for each factory visit (1 day per factory).41 Hence, the information on the different 

aspects of the evaluation, including the use of QuizRR, the effectiveness of the training, sick leave, 

staff turnover, productivity etc. was mainly collected through interviews.  

 

                                                 
40 QuizRR (2018) ‘40,000 people trained by QuizRR on human rights,’ url: 

http://www.mynewsdesk.com/se/quizrr/pressreleases/40-000-people-trained-by-quizrr-on-human-rights-2380392  
41 The factories had furthermore been requested and agreed to participate in interviews for an evaluation of QuizRR’s 

relevance and effectiveness as an educational tool, and not in an audit.  

http://www.mynewsdesk.com/se/quizrr/pressreleases/40-000-people-trained-by-quizrr-on-human-rights-2380392
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Table 2 below shows basic information about the factories surveyed: average number of employees, 

start date of training with QuizRR RR, latest training with QuizRR RR (as of February 15, 2018), 

date which evaluation interviews were conducted, number of managers interviewed, number of 

workers interviewed, and how many of those interviewed were women. 

 

Table 2: Basic information about the factories surveyed (anonymized in the table). 

 

Factory  Location Sector Average 

number of 

employees 

Start date 

of training 

with 

QuizRR RR  

Latest 

training 

with 

QuizRR RR 

at time of 

evaluation 

Date of 

evaluation 

interviews 

Number of  

managers 

interviewed 

Number of  

workers 

interviewed 

Number of 

women 

interviewed 

A Dongguan 
Guangdong 

Garment 320 March 2016 Dec 2017 2017-11-02 6 4 3 

B Dongguan 

Guangdong 

Garment 850 Sept 2015 April 2017 2017-11-03 7 6 4 

C Heze 

Shandong 

Food 180 Sept 2015 November 

2017 

2017-12-27 7 5 3 

D Ningbo 

Zhejiang 

Garment 680 March 2016 Dec 2017 2018-01-04 7 7 6 

E Jieyang 
Guangdong 

Ceramics 700 Feb 2017 Feb 2017 2018-01-10 4 6 3 

F Ningbo 
Zhejiang 

Metals 830 July 2016 April 2017 2018-01-12 5 6 2 
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4.1 QuizRR trainings and results at output 

level 
 

The QuizRR training methodology (short video + 

quiz) was very well received and appreciated among 

the interviewees. Almost all interviewees, and 

especially workers, believed QuizRR was a very 

good way of learning, and almost all factory 

managers thought that the QuizRR training 

methodology had promoted effectiveness of training, as compared to conventional training through 

lectures and reading materials. The most frequently mentioned reasons for this included that it:  

 

1) Helps users get a more intuitive and straightforward feeling, and hence intensifies the impressions 

and effects of learning;  

2) Facilitates discussion among peer users, and hence enhances learning effectiveness; 

3) Provides practical context for knowledge; 

4) Is easier for workers with less education to use;  

5) Is more attractive to young workers by providing participation and interaction;  

6) Can evoke the “cognitive empathy” of workers. 

 

However, when asked what were the most ‘unforgettable’ learnings from QuizRR RR, most workers 

(over 50%) mentioned fire control and prevention (e.g. how to use a fire extinguisher, and fire safety 

drill) and health and safety, which are depicted in more lively scenarios in the QuizRR RR videos. 

By contrast, more abstract knowledge about labor contracts, social insurance, labor union, and wages 

and welfare were among the least mentioned learnings. 

 

In addition, despite what appears in QuizRR statistics as a large number of training sessions or outputs 

(see figure 2 below), the effectiveness of these training sessions (and thus the potential for outputs to 

lead to outcomes) are curtailed by the realities in the factories, including how the training sessions 

are conducted.  

 

 

 

 

 

 

 

 

“The way in which QuizRR delivers 

training is very smart and adapted to the 

situations of the factory and workers; hence 

it can catch the workers’ attention and 

interest”. 

 

Factory manager 
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Figure 2: QuizzRR portal display of number of QuizRR RR training sessions and number of employees trained 

in the six factories surveyed for this evaluation. Screenshot end of January 2018. 

 

No factory had institutionalised QuizRR RR training within the factory. No factory had made QuizRR 

implementation a management concern or KPI of any department or manager, and hence no factory 

had made any rules or procedures for using QuizRR. Instead, the human resource department or 

general affairs office were normally asked to 

implement the training, which was then 

carried out randomly depending mainly on the 

availability of the workers and managers and 

whether it was busy or leisure season of 

business. In most factories, the main function 

of the manager who was responsible for 

implementing QuizRR trainings was to find 

available employees, give them instructions on QuizRR, and take care of the tablets (two tablets per 

factory). Hence, all arrangements in the factories with regard to the use of QuizRR were rather 

temporary and random, without a long-term plan. According to some workers, “it would be better if 

the factory had rules in using it”. 

“We have not considered making rules for it, as 

we do not know how long our client would ask 

to use it, and how this will go along with the 

audit”. 

 

(Factory manager) 
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The lack of institutionalisation of QuizRR in the factories may have something to do with the 

factories’ perception of the purpose of QuizRR. For instance, not a single factory manager said he/she 

had seen any connection between orders/purchasing decisions and the use of QuizRR and, no 

manager was expecting that either. Since QuizRR was carried out in addition to audits, they did not 

think QuizRR would replace audits (although they strongly hoped so). Some managers believed the 

major difference between QuizRR and audits was that QuizRR provides more help for the workers 

than for the factory, although a few managers also believed that if they do well in QuizRR they may 

earn more trust of their buyers, which might help the factory pass their audits. 

 

In order to stimulate peer-learning, discussion and dialogue, QuizRR is intended to be used more in 

groups, yet a big part of the interviewed workers (nearly half) used the system individually, and the 

managers always used it in his/her office. Over 50 % of managers (line supervisors and above) had 

used QuizRR more than 3 times in the past one and a half 

years, and each time for over 1 hour; a few managers had 

used it as many as 10 times. Most workers, on the other 

hand, used QuizRR less than twice in the past one and 

half years, and each time for less than 1 hour; and a big 

part of workers (about 30%) used QuizRR merely once, 

and for 30-40 minutes.  

 

Those workers who did use QuizRR in 

groups (of 3 to 5 workers) appreciated the 

peer learning atmosphere. However, many 

factory managers thought peer learning 

implied shutdown of a whole line and hence 

did not intend to use QuizRR during work 

time. Almost all workers compensated on a 

per-piece rate thus used QuizRR during 

their free time or breaks, as they tended not 

to use time during working hours on 

anything that is not sufficiently 

compensated. As a result, most workers did 

the training during their leisure time or rest days, which was extra work according to some workers. 

Therefore, although most workers think learning is necessary, they also complained about QuizRR 

taking their free time, thus making QuizRR something somehow “imposed on” them, which in turn 

has meant that most factories choose to use QuizRR in “not so busy seasons”. Many workers thought 

the sessions/video clips were “too long”, taking too much time, especially their rest time, which 

“QuizRR can be a good tool but they need to 

change the contents so that it fits the needs of the 

workers and is not just based on compliance. The 

questions are too basic and the videos are not 

connected with the questions so some workers just 

skip the videos and go straight to the questions. 

And some workers don’t even read the questions 

but go straight to the answers.” 

 

(Brand representative) 

“30 minutes a training session is a 

very long time, no matter when I am 

working or taking a rest”. 

 

(Factory worker) 
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creates resistance towards QuizRR learning; and as a side effect, many workers said they just skipped 

the short movies and went directly to the questions, thus weakening the QuizRR methodology.  

 

Some workers and managers suggested that, before the short video, learning points or introductory 

questions could be highlighted, so that users can consider these questions when watching the videos. 

Furthermore, when a wrong answer is given, QuizRR should provide an explanation why it is wrong. 

On the QuizRR interface, there should be a “users’ satisfaction feedback” system, which should also 

allow for users to “question the answers [given by the system]”. Some workers and managers thought 

the actors could perform better (currently too clumsy and dumb); some workers said if the actors were 

“big film stars”, the training would have been much more attractive, and other workers recommended 

that the films could be made into cartoons. 

 

Furthermore, according to the factory managers interviewed, tablets are a challenge for older/ 

illiterate workers, and yet not fashionable enough for young workers with mobile phones, which was 

agreed on by almost all workers interviewed. In one of the factories surveyed, over 80% of workers 

were ‘left-behind’ women at 40-50 years of age, many of them not able to read or write; while in 

another factory, most workers were young people with smart phones, who according to the manager 

and themselves, asked frequently to transfer the training to WeChat or online. Besides, tablets as are 

not a suitable means for conducting mass training, and 2-3 tablets per factory are not enough for 

individual trainings. In addition, in one factory one of the tablets had broken down and, according to 

some managers, the system gets slow over time and seems not to be responding as it should.  As a 

result, some factories tried to find other ways to use the contents. In one factory, the HR manager 

typed all questions and printed them out on paper for the workers to read. In another factory, they 

hired an engineer to hack into the tablet so that it could be connected to a projector.  

 

Another weakness of the QuizRR system is the risk for cheating and consequently unreliable data 

and measurability. This was emphasised by some managers, since it is almost impossible to verify 

who actually did the training. In one factory, a manager confessed that he and another colleague had 

done the training repeated times themselves “to save the trouble of bothering the workers”.  

 

Last but not least, the cost and benefit balance is also a challenge of QuizRR, especially when it 

comes to its intended future “commercialisation”. A vast majority of factories interviewed (5 out of 

6) responded with a definite “no” when asked about whether their factory would pay for QuizRR 

training, unless they got a clear commitment from buyers in offering better business benefits. One of 

the factories said “whoever asks me to use it shall pay for it”, and others thought neither the format 

nor contents of QuizRR are irreplaceable or attractive, and thus if they were asked to pay for it, they 

will shift to other less expensive channels (e.g. free training materials on the internet). 
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4.2 Outcome and potential impact  
 

A great majority of managers and workers believed the potential outcomes and impact of QuizRR 

RR were mainly concerned with raising awareness of employees (especially workers) and worker-

manager relations, and had very little to do with increasing productivity, cost efficiency or worker 

retention, or reducing sick leave. Most managers saw no connection whatsoever between QuizRR 

and business performance. Rather, their analysis of the potential effects of QuizRR was that, when 

workers learn more about their rights and responsibility, they tend to better understand, accept and 

cooperate with the management rules and procedures of the factory, and to join hands with 

management to establish effective workplace dialogue mechanisms, and then better worker-

management relations can be achieved.  

 

Some managers also believed QuizRR could help make the workers’ fragmented knowledge more 

holistic, and help them see the greater picture of a specific issue. This understanding was verified in 

the feedback from workers who expressed the same way of thinking. For example, one female worker 

said that after using QuizRR she understood the legal basis of the factory rules as well as the good 

performance of the factory and “how lucky” she was to work there. On the other hand, the managers 

also believed that when workers become more aware of their rights, it can create higher expectations 

on the factory pushing them to improve continuously. In this way, knowledge on rights and 

responsibilities may serve as a common ground/benchmark for evaluating and improving working 

conditions. However, there is a long reaction chain from knowledge learned by workers to improved 

conditions in the factory, and whether the learning would finally be translated into change depends 

very much on managers. For instance, the performance and conditions of the factory where the female 

worker said she felt “lucky” to work were already good, and the QuizRR training only made her 

aware of such facts. But in a factory that holds a responsive management style in worker’s rights 

(most manufacturing companies do) and in an environment where only strong collective pressure 

may push the factory to change,  the kind of training that QuizRR provides cannot produce strong 

and collective awareness that gives pressure for the factory management to consider actual changes. 

Therefore, QuizRR RR may have raised the awareness of workers, but hardly to the level of 

“collective pressure” like that of a functional trade union. 

 

Most managers were not worried that increased workers’ awareness would challenge factory 

management. On the contrary, they believed more learning could only help managers. For instance, 

managers of several factories reported that QuizRR training helped increase the effectiveness of 

complaint mechanisms in their factory, since knowledge of rights set up benchmarks and boundaries 

while increasing the awareness of workers in using complaint mechanisms, and one manager said 

“when it comes to the number of complaints, I saw a curve of going up first and going down later”. 
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Furthermore, as is already seen in some factories, when the factory has satisfied the demand from its 

buyers in training workers without improving much in terms higher salaries or better working 

conditions, it will result in a sharp drop of interest among workers in QuizRR and thereby also its 

potential effectiveness. This is a major reason why most managers and workers did not think QuizRR 

could bring substantial and long term change to their factories. 

 

Nevertheless, QuizRR RR can and has stimulated changes at the individual level or in some cases 

even at factory level. During the factory interviews, the evaluator identified and collected a number 

of examples of such cases, where after QuizRR RR training: 

 

1) instances of smoking in a factory reduced sharply; 

2) workers in one factory became more cooperative in fire drills;  

3) some workers asked the factory to help them join the social insurance system;  

4) some workers dealing with chemicals and formerly resisting PPEs started to wear them voluntarily;  

5) a manager managed to change factory rules with regard to fire safety (in line with QuizRR 

contents); 

6) some workers now understood that they’ve been doing overtime which they thought was part of 

regular working hours, and now some of them said they told their managers directly that “we do not 

like to do OT often!”; 

7) one worker said, “if I am pregnant, I will tell my manager and ask for paid leave”; 

8) some workers now keep well their labor contracts (which they formerly believed were “useless”); 

9) some workers proactively report safety risks and clear up passage ways;  

10) some managers stopped shouting at workers and became more patient and better listeners; 

11) some workers did not understand why they could not bring their relatives under the age of 16 to 

work at the factory and kept introducing them to managers, and after QuizRR training, they stopped 

asking to do it; 

12) whereas before, workers left the factory without noticing the management; after QuizRR training, 

they started to file resignation applications in advance and followed relevant procedures;  

13) some workers realised that the fire drill did not cover all the employees of the factory;  

14) a worker realised that worker representatives should be selected by vote, not by appointment from 

the management; 

15) whereas before in one factory, managers only provided physical examination to workers at 

hazardous positions; after using QuizRR, they changed such practices and now provide physical 

examination to all workers annually.  

 

It should be noted, however, that these improvements could be the effects of many other influencing 

factors and that the cause-and-effect relationship between the QuizRR RR training and such 

improvements was not verified.  
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5. CONCLUSIONS AND RECOMMENDATIONS 
 

 

5.1 Relevance and effectiveness   
 

Based on the foregoing analysis of the training provided by QuizRR RR in China during the period 

2015-2017, the evaluators draw the following conclusions:  

 

• The concept and idea behind QuizRR clearly meets a growing demand for tools that go “beyond 

audit” to build capacity in factories. Expectations on companies with regard to transparency and to 

“know and show” that they respect human rights in their operations have grown exponentially over 

the last decade, at the same time as “code and control” measures have proven insufficient. As the 

political space and possibilities to support freedom of association, independent trade unions and 

local labour rights organisations have become more and more limited in recent years in China, 

QuizRR offers a pragmatic and feasible alternative for companies that want to be proactive and 

strengthen awareness and respect for labour rights among their Chinese suppliers. The collaboration 

with the brands and their business relation with the suppliers have thus functioned as door-openers 

for QuizRR, which has been important as factory managers might not accept a training on labour 

rights unless the brands initiate it. 

 

• There is furthermore both a need and a market demand for scalable, continuous and tailored 

training. As such, QuizRR offers an attractive solution for many buyers — in particular perhaps for 

middle-sized companies with limited own training capacity and leverage — as an interactive, 

simple, cost-efficient and measurable form of training of both factory managers and workers in 

supply chains across different markets, with training content adapted to the local legal context and 

delivered in different languages. 

 

• The QuizRR training methodology (short video + quiz) was very well received and appreciated 

among the interviewees. During the interviews conducted in the factories included in the evaluation, 

a number of examples of positive effects of QuizRR RR were furthermore identified and collected. 

These included examples concerning increased awareness regarding maternity leave, labour 

contracts, social insurance and PPE. One worker had realised that worker representatives should be 

selected by vote and not by appointment by management. Smoking in a factory had decreased 

sharply; workers had become more cooperative in fire drills; and one factory now provided physical 

examination to all workers. These findings thus indicate that QuizRR trainings have generated or 

contributed to raised awareness and changed procedures particularly on health & safety issues. 
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• However, despite what appears in QuizRR statistics as a large number of training sessions and 

outputs, the relevance of these numbers and the effectiveness of the training sessions (and thus the 

potential for outputs to lead to outcomes) are limited and curtailed by the realities in the factories, 

including how the training sessions are conducted and in relation to the needs and interests of 

different target groups:  
 

• No factory had institutionalised QuizRR training within the factory and thus all 

arrangements in the factories with regard to the use of QuizRR were rather temporary and 

random, without a long-term plan. QuizRR is intended to be used more in groups, yet a big 

part of the interviewed workers (nearly half) used the system individually, and the managers 

always used it in his/her office. Most workers used QuizRR only once or twice in the past 

one and half years, and each time for less than one hour. Many factory managers thought 

peer learning implied shutdown of a whole line and hence did not use QuizRR during work 

time. Almost all workers compensated on a per-piece rate used QuizRR during their free 

time or breaks, as they tended not to use time during working hours on anything that is not 

sufficiently compensated. Therefore, although most workers think learning is necessary, 

they also complained about QuizRR taking their free time, and as something somehow 

“imposed on” them. Many workers thought the sessions/video clips were “too long”, taking 

too much time; and as a side effect, many workers said they just skipped the short movies 

and went directly to the questions, thus weakening the QuizRR methodology.  
 

• Tablets are a challenge for older/ illiterate workers, and yet not fashionable enough for 

young workers with mobile phones. Tablets are also not a suitable means for conducting 

mass training of many workers at the same time. Due to this and technical issues with the 

tablets, some factories tried to find other ways to use the contents. In one factory, the HR 

manager typed all questions and printed them out on paper for the workers to read. In another 

factory, they hired an engineer to hack into the tablet so that it could be connected to a 

projector.  
 

• Another challenge and weakness of the QuizRR system is the risk for cheating and consequently 

unreliable data and measurability. The QuizRR portal displays the number of training sessions 

carried out, the number of trained users in each factory, work level of the users trained, what training 

modules have been conducted, questions with the lowest and highest numbers of answers etc. It is 

however almost impossible to verify who actually did the training and, in one factory, a manager 

confessed that he and another colleague had done the training repeated times themselves “to save 

the trouble of bothering the workers”. 
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• Furthermore, while the factory interviews indicate positive effects with regard to raised awareness 

and changed procedures on health & safety issues, it is more questionable if QuizRR RR has 

generated or contributed to any measurable or demonstrable results on more abstract or complex 

issues that concern human rights “beyond compliance” with Chinese laws and regulations. The 

evaluators see several different reasons for this, that have to do both with training content, context 

and methodology:  

 

• QuizRR’s module on “Rights and Responsibilities” (hereinafter QuizRR RR)  — the module 

used in the factories included in this evaluation — mainly covers basic rights covered in 

Chinese law (workplace policies, fire and building safety, health and safety); that is, basic 

legal compliance issues.  

 

• The fundamental problem in China is not necessarily that workers are unaware of their rights 

or that factory management lack training, but rather that they are not able to enjoy them or 

put them into practice since they concern systemic issues beyond the sphere of control of the 

factory, such as overtime or the right to freedom of association, worker representation and 

collective bargaining.  

 
• QuizRR’s recently developed module on Worker Engagement partly aims to address this 

gap and focuses specifically on workplace dialogue. In the factories included in this 

evaluation, however, the evaluators found no indications that QuizRR RR trainings had 

generated the strong and collective awareness and pressure required to translate into 

changes and outcomes in relation to better working conditions, higher salaries, and human 

rights and standards beyond compliance with Chinese laws. If anything, factory interviews 

rather seemed to indicate that QuizRR trainings resulted in a better understanding, 

acceptance and appreciation of existing factory rules, management and standards. 

Furthermore, when a factory has satisfied the demand from its buyers in training workers 

without improving much in terms higher salaries or better working conditions, it may result 

in a sharp drop of interest among workers in QuizRR and thereby also its potential 

effectiveness. 

 

• In this context, it is important to point out that the six factories selected for the evaluation have only 

used QuizRR RR during a very short period of 2-4 years, and that none of these factories have used 

QuizRR WE, thus making measurable results with regard to workplace dialogue, the rights of 

freedom of association and collective bargaining both unlikely and premature to assess.  

 

• Nonetheless, the evaluators were tasked with assessing whether QuizRR RR has generated or 

contributed to relevant, measurable and sustainable results in relation to Axfoundation’s longterm 
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goal of transformative change towards socially sustainable production. Given the findings 

described above, the evaluators find QuizRR’s claims and propositions to “secure human rights”, 

“add transparency” and “bring measurability to social responsibility” problematic, as they seem to 

give an incorrect picture of what QuizRR delivers. There is also a significant gap and discrepancy 

between these propositions and what QuizRR can realistically achieve in the complex Chinese 

context. 

 

• As discussed in the Introduction of this report, there is a general tendency for companies to give 

disproportionate importance to easily measurable but not necessarily the most relevant or important 

issues, and to focus on fulfilling measurable goals while values and processes that are harder to 

measure are de-prioritised. The evaluators see a risk that QuizRR RR could function more as a 

useful tool for companies to measure and share progress based on numbers of trainings, and less as 

a useful tool for workers in terms of strengthened human rights knowledge, empowerment and 

improved working conditions. As discussed above, progress on training does not necessarily 

translate into progress on human rights performance or on the enabling right of freedom of 

association, and it is crucial that companies do not lose sight of or divert from these fundamental 

issues. 

 

• There is furthermore an important difference between a (top-down) approach in which the point of 

departure is to meet the needs of brands and factory management to monitor, measure and share 

training data, as compared to a bottom-up and participatory approach taking the needs and interests 

of the workers as its point of departure, and from which interventions are devised to empower and 

build sustainable knowledge and capacity among workers. These contrasting approaches make a 

big difference also in terms of building trust between the different stakeholders, and in addressing 

negative power and control dynamics traditionally associated with audits. The intention here is not 

to suggest that business-led initiatives are by necessity “top-down” or futile, nor that these risks 

and limitations are specific to QuizRR; they do however apply to QuizRR and its potential as a tool 

for change just as much as they do to other tools and initiatives described in this evaluation.  

 

• When QuizRR RR was introduced to buyers and factories in China, it was presented as a simple, 

scaleable and cost-effective solution. Many stakeholders also expect that there is buy-in and 

ownership in the factories, and that they will be ready to shoulder or share the costs for QuizRR at 

some point. However, the evaluators found no evidence or signs of this in the factories surveyed. 

Most managers saw no connection at all between QuizRR and business performance. A majority 

of factories interviewed (5 out of 6) responded with a definite “no” when asked about whether their 
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factory would pay for QuizRR training, unless they got a clear commitment from buyers in offering 

better business benefits.42  

 

• A related dilemma affecting QuizRR’s relevance and potential impact in China is that many of the 

Swedish companies that have used QuizRR RR in China (including all the brands involved in this 

evaluation) are small and medium-sized companies — not the least in the Chinese context — and 

as such have very limited influence or leverage over the factories, representing only 2-3 percent of 

the factories total orders. This makes it difficult for them to place demands and pressure on the 

factories, in particular if it involves additional processes and costs for the factories who already 

spend hundreds of thousands of yuan a year on audit related costs. Which leads to the next question 

and problematic assumption underpinning QuizRR’s value proposition, namely: who should bear 

the costs of QuizRR? It also raises questions about the broader “business case” for QuizRR. 

 

• It seems to the evaluators that QuizRR’s roll-out in China may have moved a bit too fast and would 

have benefited from a more careful strategic and analytical process, including a more thorough (and 

documented) problem-, stakeholder- and needs-analysis, based on which a theory of change and 

results framework could have been developed and agreed among the key stakeholders 

(Axfoundation, the brands and the factories), and against which progress towards the stated 

objectives would now be measured. The lack of such an agreed and clearly formulated theory of 

change and results framework makes it challenging to evaluate and measure progress, as it is not 

sufficiently clear what the specific or short-term objectives are, and what needs and expectations 

are to be met by QuizRR. There needs to be more realistic expectations on what QuizRR can 

achieve in a complex environment like China, and QuizRR should be more careful and realistic 

about what it promises to deliver. Axfoundation, the buyers, factories and QuizRR need to discuss 

their respective needs and expectations, including what objectives and results are most important, 

how they may be achieved and how success shall be measured.  

 

 

5.2 Recommendations  
 

Formulate a realistic and human rights-based theory of change  

 

• It is suggested that Axfoundation, the brands and QuizRR formulate a Theory of Change — a 

comprehensive description and illustration of how and why the desired change is expected to 

happen in the Chinese context — and develop a results framework that captures the “missing 

middle” between QuizRR trainings and outputs on the one hand, and long-term objectives and 

                                                 
42 As of October 2018, five of six factories had continued to use QuizRR however, and signed up for a new 2-year 

period 2018-2020.  
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impacts on the other. In this process, Axfoundation and QuizRR should identify which problems 

are within the sphere of control of QuizRR and can be addressed by QuizRR trainings, and which 

problems and needs need to be addressed by other means and by/in partnership with other 

stakeholders.   

 

Put in place training baselines and training plans 

 

• QuizRR has recently introduced several important measures to address some of the challenges and 

issues identified above and during the piloting phases of QuizRR in China, including an improved 

process for implementation and follow-up, with baseline questions, training plans and technical 

support. These were however not in place in any of the factories included in this evaluation, and 

should have been part and parcel of QuizRR from the outset. The importance of such training plans 

and baselines is a major lesson to be drawn from the piloting phase of QuizRR RR in China.  

 

Provide more tailored and accessible training and incentives 

 

• Whilst QuizRR RR is to some extent developed for different markets with content adapted to 

different legal and cultural contexts, it is still too generic to be really relevant and “useful” to many 

of the intended users. In order to be more relevant and effective, training needs to be more carefully 

tailored to meet the specific needs of the different target groups, including women, migrant workers, 

older workers and different levels of staff at the supplier factory. The context and needs differ not 

only between Bangladesh and China, but also within China in different types of factories, sectors 

and geographies. These tailored trainings should be developed based on needs assessments among 

the relevant target groups, and implemented in partnership with relevant local organisations. 

QuizRR’s recently developed collaboration with CSR CCR is a good example of such more tailored 

trainings meeting specific needs and delivered in partnership with a relevant organisation.  

 

• Rather than, or in addition to, speaking in grand terms about the business case for QuizRR, QuizRR 

and its partners need to provide concrete and real incentives both for workers and factory owners, 

including tailored trainings to incentivise and retain workers. Trainings conducted by the factory 

must furthermore take into consideration the worker’s time and inputs. Many workers thought their 

time using QuizRR should be compensated. Training required by buyers for their suppliers should 

have an established business feedback and rewarding system. A value & interest sharing system 

needs to be built up among buyers/brands, factories and workers, hence creating incentives for all 

parties to use and promote QuizRR. More features need to be designed to attract workers to use 

QuizRR, otherwise, their interest will drop quickly. Such features could for example include 

accumulating “points” for the factory, and factories can also make QuizRR training an integral part 

of new employee orientation training.  
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• A training/learning platform more embedded in the local context and structures will be more likely 

to succeed. QuizRR is however not well-known among Chinese stakeholders. More publicity and 

promotion of QuizRR would thus be needed in order for QuizRR to be able to lend leverage from 

Chinese stakeholders like business associations and NGOs. QuizRR should furthermore be made 

into an application or other real online version; intellectual property rights concerns can be solved 

through membership/online authorisation systems. A big majority of managers and workers alike 

believed that QuizRR “shall be promoted to more factories”, and some of them had recommended 

QuizRR to their peer factories, friends and relatives. 
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