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NO SWEAT UNIVERSITY: 
LABOR STANDARDS AND CODES OF CONDUCT 

U. S. Departm«:nt of Labor and the 
Smithsonian Institution's 

National Museum of American History 

October 6,1998 

9:00 am Opening 
Spencer Crew 
Director, Smithsonian Institution's National Museum of 

American History 

9:10 am Keynote Address 
Alexis M. Herman 
U.S. Secretary of Labor 

9:20 am Video 

9:30 am Why arc we here? Framcworkllandscape of industry 
Moderator: Secretary Alexis Hcnnan 

Q Peter Liebhold, Curator, Smithsonian 

o Sister Gallagher, President, Marymount University 
o Tieo Almeida, Student, Duke University 
o Doug Cahn, Director of Human Rights Programs, Rcebok 

OLinda Golodncr, President, National Consumers League 

10:30 am Break 



Jl:OO am 

12:30 

1:30 pm 

1:45 pm 

3:15pm 

3:30 pm 

Creating Codes of Conduct 
Moderator: John Wiley, Provost j University of Wisconsin 

a 	Jonathan D. R(.lsenblum; Esq. 
a Brad Figel. Director of Governmental Affairs and International 

Trade Counsel. NlKE, Inc. 
D Xochitl Marquez, Student, UCLA 
Cl Marti Hale, President, Association of ColJege Licensing 

Administrators 

o 	Bruce Siegel, General Counsel. The Collegiate Licensing 
Company 

Lunch 

Remarks 
Congressman Gwrge Miller 

A Cull to Action 
Moderator: Peter Likins, President, University of Arizona 

D 	 Robert O. Keohane, Ph.D., James B. Duke Professor of 
Political Science, Duke University 

(J 	Eric Brakken. Student, University of Wisconsin 
Cl Dale Apley, Vice President, Kmart 
Cl Mark Levinson, UNITE 
o 	Michael Posner, Executive Director, La\\')'crs \ Committee for 

Human Rights 

Closing Remarks 
Kathryn O. Higgins 
Deputy Secretary of Labor 

Adjournment 
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BIOGRAPHIES OE MODERATORS AND PANELISTS 

A senior at Duke University studying Public Policy and Economics. Tico Almeida founded 
Student.,,; Against Sweatshops~-ali organization of Duke students tbat fosters campus awareness 
of sweatshop issues and helped to create real change in the University's licenSing practices. He 
served as a memberoflhe student delegation to Cenlral America, visiting El Salvador, Honduras 
and Nicaragua 10 investigate labor condition in foreign gannent l1lCtories. 

Dale J. Apley. Jr. serves as Divisional Vice President for Public Policy at the Kmart 
Corporation, Previously, he served as the national retailer's Director ofGovemment Affairs. 
Before joining the Kmart team, he was Director of Public Policy for the Ann Arbor Area 
Chamber of Commerce. He began his career in policy as Chief of Staff to Michigan State 
Senator Nick Smith. 

Eric Brakke" is a senior at the University of Wisconsin at Madison, where he is studying 
sociolo,bry. He is the Chair of the Student Govemment, and is active in progressive groups such 
as tlHl Alliance for Democracy and the UWGreens. 

As Reehok's Vice President of Human Rights Programs, Doug Calm oversees corporate 
commitment to international human rights, both through the company's business practices and 
philanlhropic endeavors. Cahn leads the team that develops and implements ReeOOk's 
workplace code of conduct for factories making Reebok products, He joined ReeOOk in 1991 
after serving as Administrative Assistant to U.S. RepresentatIve Barney Frank and a.<; Legislative 
Assistant 10 U.S. Representative Robert Drinan. 

Brad G. Flgel joined NIKE in 1995 in its Washington, D.c' office as Director ofGovernmental 
Affairs and International Trade Counsel. He represents the c;ompany lfl all Washmgton matters, 
including the AppareJ Industry Partnership. On behalfofNIKE. be has traveled extensively 
Ihroughou1 Asia, the Middle East, Europe and :..forth America. Before joining NIKE, be was the 
Chief Intern~ltional Trade Counsel for the U.S. Senate Committee on finance. 

Sister Eymartl Gallagher. RSHM bas been the President of Marymount University since 1993. 
Previously, she served as the University's Executive Vice President and led the development of 
Marymount'.s long~range strategic plan for development and growth as the University celebrates 
its 50th tmniversary in the year 2000. She has been an effective partner with the U.S. 
Department of Labor in the battle against sweatshops in a variety of innovative academic and 
public policy efforts and served as host for the departmenes Fashion Industry Forum in 1996. 
President of the National Consumers League since 1991, Linda Go/miner leads the nation's 
pioneer consumers' organization and is an advocate in bringing consumer power to hear on 



marketplace and workplace issues" Before coming to the NCL in 1983. she was president of her 
own public affairs finn. She Co-Chairs the Apparel Industry Partnership and the Child Labor 
Coalition. 

Martha Giesen Hale serves as President of the Association of Collegiate Licensing 
Administrators and is the Director of the Office of Licensing and Trademark Administration at , 
Vlrginia Tech University. Previously. she served in the Reagan Administration as Assistant 
Director for the White House Conference on Small Business. 

Since she was swom~in as the nation's 23rd U.S. Secretary of Labor on May 1, 1997. Alexis M. 
Herman has k"\i the Department to focus its work on three goals: a prepared workforce. a secure 
workforce and a quality workplace. She is the nation's "top cop" on the workplace enforcement 
beat and brings: more than two decades ofleadership to her position-as a business woman, 
government executive and community leader. Beforejoining President Clinton's Cabinet, she 
served as Assistant to the President and Director of the Wblre House Public Liaison Office. In 
i 992, she served as Deputy Director of the Presidential Transition Office. 

Kath".'n "Kitty" 0 'Leary Higgins was sworn in as Deputy Secretary of Labor on July 2, 1997, 
She oversees policy development and the daywtcrday operations of 16.000 employees. She 
manages the Department's 16 agencies to assure that working Americans are paid a just wage j 

can dt!pend on a secure retirement. have a safe and fair workplace, and are prepared fO'r a highl}'~ 
competitive global economy. Previously, she served in the Clinton Administration as Assistant 
to the President and Secretary to' the Cabinet 

Dr. Rohert O. Keohane is the James B. Duke Professor ofPol1ttcal Science at Duke University, 
He received his SA from Shimer College and his MA and Ph.D from Har.'ard University. A 
student of international institutions. he is the author of "After Hegemony: Cooperation and 
Discord in the World Political Economy" and "Internatlonal Institutions and State Power: Essays 
in International Relations Theory," and has coauthored two other books, He was recently elected 
President of the American Political Science Association tor 1999. 

tUark Levinson is Chief Economist and Director of Policy at UNITE. Previously. he served as 
ChiefEconomi~t of District Council 37 of AfSCME and as an Eoonomist for the UAW. He 
received his SA from Colorado State University and his MA and Ph.D ITom the New School tor 
Social Research. He is on the Editorial Board of Dissent magazine. 

Since 1988. PelFr Liebhoid has been a Museum Specialist in manufacturing history at the 
Smithsonian Institution's National Museum of American History, His research interests indude 
the culture of \York. manufacturing technology and work imagery, He is the co-curator of 
"Between a ~ock and a Hard Place; A History of American Sweatshops. 1820-Presem," which 
can be viewed at the National Museum of American History until December. 

Dr. Peter Lila"n,'t was appointed as the 18th Pres.ident of the University of Arizona in 1997. 
Previously. he served as President of Lehigh University in Pennsylvania and was Provost of 
Columbia Universi.!y where he had earlier served as a Professor and Dean of the School of 
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Engineering and Applied Science. He is a member of the Executlve Committee of the Council 
on Competitiveness and a member of the Business-Higher Education forum. both in 
Washington, D.C. He has also served on the 'White House Advisory Committee on (he Health of 
Uoi vcrsities.' 

A sophomorc'at the University ofCalifornia at Los Angeles, Xachitl Marquez is pursuing a 
double major in Chicano/Chicana and Women'5 studies with a spe<:ialization in labor and the 
workplace. She is a member of United Students Against Sweatshops and the Friends of Labor 
Coalition at UCLA. She became interested in labor issues because many members of her family 
worked in gannent sweatshops in the Los Angeles area. 

United State ... Representatflte George Miller is a leading spokesman on issues relating to 
children, families and natural resources, Currently the second most senior Democrat on the 
Committee on Education and the Workforce, he has made ending child labor and sweatshops a 
pnQrlty, both here and abroad. As vice~chainnan of the House Democratic Policy Committee. he 
is responsible tor developing policy positions on a wide array of issues for the DemocratIc 
Caucus, covering social, economic. foreign and environmental policy. He has represented 
California's Tn District (San Francisco~East Bay) since 1975. 

As Executive Director of the lawyers Committee for Human Rights since its inception in 1978, 
:Uichael Posner has led human rights fact-finding missions to 25 countries. He is a member of 
the Apparel Industry Partnership and is a visiting lecturer at Columbia L:niversity Law Schoo1. 
He is a regular commentator tor Court' TV and has contributed articles to the New York Times. 
Los Angeles Times, Wall Slrecl Journal and other major publications. 

Jonathan D. Rosenblum is an author. labor lawyer and Senior Fellow at the University of 
Wisconsin a! Madison Sociology Department. He represents the Washinl,.tfon, D.C. based 
International La~1r Rights Fund and is a member of the Apparel Industry Partnership. He 
advised Duke University in the preparation of its model code of conduct for licensed products 
and continues to work with Duke to create a universal collegiate code of conduct 

Bruce 8. Siegal is Vice President and General Counsel for the Collegiate Licensing Company 
and manages and oversees all legal enforcement activities. His responsibilities include 
supervising anti~countert"eitjng and litigation: trademark prosecution and policing; and 
negotiating and drafting contracts, including retail and promotional license agreements, He is an 
active member of {he Association of Col1eg,ate Licensing Administrators, the International 
Trademark ;\ssociation and the International Anti-Counterfeiting Coalition, 

Since 1994. Dr. John Wiley has served as Provost and Vice-Chancellor for Academic Affairs at 
the University (.fWisconsin at Madison. He has considerable experience as an institutional 
representative l()r a variety of external constituencies. including alumni groups, the Boards of 
Trostees of university-affiliated foundations and other organizations, domestic and international 
inter-university cooperatives, chambers of commerce and service clubs, the state legislature and 
governmental b,:xiies, the UW-System Administration and the UW~System Board of Regents. 
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The Smithsonian Institution and the United States 

Department ofLabor would like to thank Tile Collegiate 


Licellsillg CompallY (CLC) and the nine colleges and 

universities listed below for hosting and paying catering 


costs for the October 5, 1998 "No Sweat University" 

reception: 


Duke University 

The University of Arizona 


Georgetown University 

University of Illinois 


The University ofMichigan 

New York University 


The University ofNorth Carolina - Chapel Hill 

The Pennsylvania State University 


The University of Wisconsin 


Thank you. 




Report of Apparel Industry Partnership 

Tne members of the Apparel Industry Partnersnip hereby report to the President and to 
the public on: . 

• 	 The aImouncement of the attached Workplace Code o/Conduct as a set of standards 
defining decent and humane working conditions; 

• 	 The individual determination ofeach company participating in the Partnership to 
adhere to the Code and to inlplement as soon as reasonably practicable a monitoring 
program consistent with the attached Principles ofMonitoring, by adopting an 
internal monitoring program consistent with such Principles and utilizing an 
independent external monitor that agrees to conduct its monitoring consistent with 
such Principles; and 

• 	 The Partnership's commitment to work together to form t during a six-month transition 
period, a nonprofit association that would have the'following functions intended to 

, provide the public with confidence about compliance with the Code: 

• 	 To determine the criteria for company membership in the association and for 
companies to remain members in good standing of the association; 

• 	 To develQP criteria and implement procedures for the qualification of independent 
external monitors; 

• 	 To design audit and other instruments for the establishment ofbaseiine monitoring 
practices~ 

• 	 To continue to address questions critical to the elimination of ?weatshop practices; 

• 	 To deVelop m~ans to maximize the ability of member companies to remedy any 
instances of noncompliance with the Code; and 

• 	 To serve as a source of information to consumers about the Code and about 
companies that comply with the Code. 

The association would be governed by a board whose members would be nominated by 
companies, labor unions and consumer~ human rights and rel1gious groups. The 
Partnership would work together during this transition period to further detennine the 
governance of the association. 



Workplace Code of Conduct 

The Apparel Industry Partnership has addressed issues related to the eradication of 
sweatshops in the United States and abroad. On the basis of this examination, the 
Partnership has [annulated the following set ofstandards defining decent and humane 
working conditions. The Partnership believes that consumers can have confidence that 
products that are manufactured in compliance with these standards are not produced 
under exploitative or inhumane conditjons. 

Forced Labpr, There shall not be any use of forced labor. whether in the fonn of prison 
labor. indentured labor, bonded labor or otherwise, 

Child LahoL. No person shall be employed at an age younger tban 15 (or 14 where the 
law of the country of manufacture! allows) or younger than the age for completing 
compulsory education in the country ofmanufacrure where such age lS higher than 15, 

Harassment or Ahu§c. Every employee shan be treated with respect and dignity, No 
employee shaH be subject to any physical. sexual. psychological or verbal harassment or 
abuse. 

Nondiscrimination. No person shall be subject to any discrimination in employment, 
including hiring. salary. benefits, advancement, discipline. termination or retirement, on 
the basis of gender. race, religion, age. disability, sexual orientation, nationality, pollticnl 
opinion. or social or ethnic origin. 

Health and Safety. Employers shall provide a safe and healthy working environment to 
prevent accidents and injury to health arising out of, linked with, or occurring in the 
course of work or as a result of the operation of employer faciJities. 

Freedom Q[ A§socirujQ[) !!ill! Collective Bargaining. Employers shall recognize and 
respect the right ofemployees to freedom ofassociation and collective bargaining. 

Wages and Benefits. Employers recognize that wages are essential to meeting employees' 
baSIC needs. Employers shall pay employees, as a floor, at least the minimum wage 
required by local1aw or the prevailing industry wage, whichever is higher, and shall 
provide legally mandated benefits. 

Hours of Work, Except in extraordinary business circumstances, employees shall (i) not 
be required to work more than the lesser of (a) 48 hours per week and 12 hours overtime 
or (b) the limits on regular and ovenime hours allowed by the law ofthe country of 



manufacture or, where the laws of such country do not limit the hours ofwork, the 
regular work week in such country plus 12 hours overtime and (ii) be entitled to at least 
one day off in every seven day period, 

Overtime Compensation. In addition to their compensation for regUlar hours of work, , 
employees shaH be compensated for overtime hours at such premium rate as is legally 

. required in the country"ofmanufacture or, tn those countries where such laws do not 
exist, at a rate at least equal to their regular hourly compensation rate. 

Any company that detelUlines to adopt the Workpl""e Code ofConduct shail, in addition 
to complying with all applicable Jaws of the country of manufacture. comply with and 
support the \Vorkplace Code of Conduct in accordance with the attached Principles of 
Monitoring and sha~l apply the higher standard in cases of differences or conflicts. Any 
company that determines to adopt the Workplace Code of Conduct also shall require its 
contractors and, in the case of a retailer. its suppliers to comply with applicable local laws 
and with this Code in accordance with the attached Principles ofMonitoring and to apply 
the higher standard in cases ofdifferences or conflicts. 

1All references to local law throughout this Code shan include regulations implement~d 
in accordance with applicable local law. 



Principles of Monitoring 

I. Obligations of Companies' 

A. Establish Clear Standards 

• 	 Establish and articulate clear, written workplace standards1 

• 	 Formal1y convey those standards to company factories as well as to contractors and 
suppliers) 

• 	 Receive written certifications, on a regular basis, from company factories as well as 
contractors and suppliers that standards are being met, and that employees have been 
infonned about the standards 

• 	 Obtain written agreement of company factories and contractors and suppliers to 
submit to periodic inspections and audits, including by independent external 
monitors, for compliance with the workplace standards 

S, Create An Infonned Workplace 

Ensure that aU company factories as well as contractors and suppliers inform their 
employees about the workplace standards orally and through the posting of standards in a 
prominent place (in the local languages spoken by employees and managers) and 
undertake other efforts to educate employees about the standards on a regular basis 

C, Develop An Information Database 

• 	 Develop a questionnaire to verify and quantitY compliance with the workplace 
standards 

• 	 Require company factories and contractors and suppliers to complete and submit the 
questionnaire to the company on a regular basis 

D. 	Establish Program to Train Comtumy M9nitors 

Provide training on a regular basis to company monitors about the workplace standards 
and appJicable local and international law. as well as about effective monitoring 
practices, so as to enable company monitors to be able to assess compliance with the 
standards 



E. Conduct Periodic Visits and Audits 

• 	 Have trained company monitors conduct periodic announced and unannounced visits 
to an appropnate sampling of company factories and facilities ofcontractors and 
suppJififS to assess. compliance with the" workplace standards 

• 	 Have company monitors conduct periodic audits of production records and practices 
and of wage, hour, payroll and other employee records and practices of company 
factories and contractors and suppliers 

F. Provide Emnloyees With Opportunity to Repurt Noncompliance 

Develop a secure communications channel. in a manner appropriate to the culture and 
situation, to enable company employees and employees ofcontractors and suppliers to 
report to the company on noncompliance with the workplace standards~ with security that 
they will not be punished or prejudiced for doing so 

G. Establish Relationship~..~ith Labor. Human Rights, Religious or Other Local 
institutions 

• 	 Cons.ult regularly with human rights. lahor. religious or other leading local 
institutions that are likely to have the trust of workers and knowledge oflocal 
conditions and utilize. where companies deem necessary, such local institutions to 
facilitate communication with company employees and employees of contractors and 
suppliers in the reporting of noncompliance with the workplace standards 

• 	 Consult periodically with legally constituted Mions representing employees at the 
workstte regarding the monitoring process and utilize, where companies deem 
appropriate, the input of such unions 

• 	 Assure that implementation of monitoring is conslstent with applicable collective 
bargaining agreements 

H, 	Establish Means of Remediation 

• 	 Work with company factories and contractors and suppliers to correct instances of 
noncompliance with the \vorkplace standards promptly as they are discovered and to 
take steps to ensure that such instances do not recur 

• 	 Condition future business with contractors and suppliers upon compliance with the 
standards 



II. Obligations of Independent External Monitors 

A. Establish Clear Evaluation Guidelines and Criteria 

Establish clear, written criteria and guidelines for evaluation of company compliance 
. with the workplace standards 

B. Review CorngMv Infonnation Database 

Conduct independent review ofwritten data obtained by company to verify and quantify 
compliance with the workplace standards 

C. Verify Creation oflnformed Workplace 

Verify that company employees and employees of contractors ilnd suppliers have been 
informed about the workplace standards orally, through the posting of standards in a 
prominent place (in the local languages spoken by employees and managers) and through 
other educational efforts 

D. Verify Establishment ofCommunications Channel 

Veri fy that the company has established a secure communications channel to enable 
company employees and employees ofcontractors and suppliers to report to the company 
on noncompliance with the workpJace standards, with security that they will not be 
punished or prejudiced for doing so 

E. Be Qlven Independent Access to. and Conduct Independent Audit of. EmRloyee 

Records 


• 	 Be given independent access to all production records and practices and wage, hour, 
payroll and other employee records and practices of company factories and 
contractors and suppliers 

• 	 Conduct independent audit, on a confidential basis, ofan appropriate sampling of 
production records and practices and wage, hour, payron and otoer employee records 
and practices ofcomp~y factories and contractors and suppliers 

F. Conduct Periodic Visits and Audits 

Conduct periodic announced and unannounced visits, on a confidential basIs. of an 

appropriate sampling ofcompany factories and facilities ofcontractors and suppliers to 

survey compliance with the WOrkplace s.tandards 




G. Establish Relationships with Labor, Human Rights. Religious or Other Local 
[nstitution~ 

• 	 1n those instances where independent external monitors themselves are not leading 
local human rights, labor rights) religious or other similar institutions, consult 
regularly with hurn"an'rights.labor. religious or other leading local institutions that are 
likely to have the trust of workers and knowledge oflocal conditions 

• 	 Assure that implementation of monitoring is consistent with applicable collective 
bargaining agreements and performed in consultation with legally constituted unions 
repres(mting employees at the worksite 

H. Conduct Confidential Emoloyee Interviews 

• 	 Conduct periodic confidential interviews. in a manner appropriate to the culture and 
situation, with a random sampling of company employees and employees of 
contractors and suppliers (in their local languages) to determine employee perspective 
on compliance with the workplace standards . 

• 	 Utilize human <rights, labor. religious or other leading local institutions to facilitate 
communication with company employees and employees ofcontractors and suppliers, 
both in the conduct of employee interviews and in the reporting of noncompliance 

I. Implement Remediation 

Work, wh(!re appropriate. with company factories and contractors and suppliers to correct 
instances of noncompliance with the workplace sttlndards 

J. Comn1ete Evalu;111on Report 

Complete report evaluating company compliance with the workplace standards 

I It is recognized that implementation by companies of internal monitoring programs 
might vary depending upon the extent of their resources but that any internal monitoring 
program adopted by a company would be consistent with these Principles of Monitoring. 
If companies do not have the resources to implcipent some ofthese Principles as part of 



an internal monitoring program, they may delegate the implernentatlon of such Principles 
to their independent external monitors. 

2, Adoption of the Workplace Code of Conduct would satisfy the requirement to establish 
and articulate clear written standards. Accordingly. aU references to the "workplace 
standards" and the "standards" throughout this document could be replaced with a 
reference to the Workplace Code of Conduct 

.} These Principles of Monitoring should apply to contractors where the company 
adopting the workplace standards is a manufacturer (including a retailer acting as a 
manufacturer) and to suppliers where the company adopting the standards is a retailer 
(including a manufacturer acting as a retailer). A "contractor" or a "suppHer" shall mean 
any contractor or supplier engaged in a manufacturing process, including cutting. sewing, 
assembling and packaging, which results in a finished product for the consumer. 



PRESIDENT CLINTON'S INITIATIVE ON CHILD LABOR 


"This year, I will send legislation to Congress, and ask other nations to 
join us, 10 fight the most intolerable labar practice ofall-- abusive child 
~~" . 

President Clinton. January 27,1998 

President Clin!on is proposing in his FY99 budget a new initiative 10 fight child tabor. The initiative 
builds on the administration's record of reporting on child labor, aiding the private sector in the 
development of codes of conduct nnd labeling efforts. pressing successfully for a greater lLO focus on 
exploitative child labor, leveraging change ill the domestic garment industry through the usc of "hot goods" 
laws, .and using U.S. laws to suspend trade benefits in response to persistent exploitative child labor 
practices. 

The president's initiative to fight abusi,,'e child labor will: 
V Make the United States the world leader in supporting programs to reduce abusive child 

labor with a $27 mUlion increase in our commitment to the International Programme for 
the Elimination ofChild Labour, 

V Reduce the supply ofchild workers in the fann sector by providing a $50 mUlion increase 
for migrant education to reach 70,00-100,000 additional migrant children and $5 million 
for a youth job training demonstration. 
Reduce the demand for il1egal child labor in the US agriculture sector with $4 million for 
3-6 new investigators to enforee child labor laws, collect data, and enlist commercia! sellers 
of produce in encouraging child labor compliance by their suppliers, 

LEADING THE WORLD IN SUPPORTING PROGRAMS TO REDUCE ABUSIVE CHILD 
LABOR 

Tbe Presideni uU(!d for the U.S. to be the world's lending supporter ur(he International 
Programme for the Elimination of Child Labour (fPEe). The President's FY99 balanced budget 
proposcs that the U.S, contribute a total of$30 million M_ a IV/old increase M_ to IPEe in support of 
programs aimed at reducing the most intolerable forms of child labor ~- forced or indentured worK, work by 
very young -children, and work in the most hazardous occupations. The US funds will support multi­
dimensional programs including key ck:mcllts such as: in-country ownership, innovative partnerships 
between governments, workers and NGOs, development of reasonable educational alternatives, 
monitoring, crl;ntivc use of media, and documentation. 

INCREASIN(; EIlUCATION SERVICES FOR MIGRANT CHILDREN AND YOUTH 

The Prcsidtmt's FY99 budget calls for a $50 mUliou in-crcasc in the Migrant Education Program 
which provid(:s l<peciaJ licrviccli to migrHnt cbildren wbo often have diffi~,tlty in school because they 
change schools frcquendy. This 16% increase will allow all kinds of school based interventions 
including after school cure, summer sessions, transportation, und recruitment The funds will serve about 
70.000~100,000 addiiklllaJ chiidrcft TIle budget also calls for a $5 million demonstration program 
within the Migrant Youth Job Traioing title ofJTPA. The demonstration will test the efficacy of new 
programs to gel school age children out of the fields and into job experience coupled with educatiollal 
enrichment 

ENFORCING DOMESTIC CHILD LABOR 

The President's FY99 budgct calls for 54 million for the Department of Labor to increase 
enforcement (If child labor laws in fhe agricultural s«tor. The funds will be used to hire 36 additional 
investigators; collect data; conduct targeted enforcement actions: and enlist growers, processors, 
wholesalers. and grocers in encouraging child labor compliance by their suppliers. 



ILO DECLARATION 


ON FUNDA~vlENTAL 


PRINCIPLES AND 

RIGHTS AT WORK 

AND ITS 

FOLLOW-UP 
adopted by 
the International Labour 

Conference 

at its Eighly~$ixth Session, 

G.neva, 18 Jun. 1998 
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PRESENTATION 

On 18 June 1998 the International Labour Org­
anization adopted the ILO Declaratiml on Fu.ndamenlal 
Principles and Rights at H1'ark and its Fallow-up in Geneva, thereby 
taking up the challenges of globalization which hilVC been tile 
focus of considerable debate within the ILO since 1994. 
Although globalization is a factor of economic growth, and 
economic growth is a prerequisite for social progress~ the fact 
remains that it is not in ilself t:nough Lo guarantee that 
progress. It musl be accompanIed Ly a certain number of 
social ground rules founded OIl common values to cnab!t: ;tll 
those involved to claim their fair share of the wealth they have 
helped to generate. 

The aim of the Declaration is to reconcile the desire to 
stimulate national efforts to ensure that social progress goes 
hand in hand witll economic progress and the need to respect 
the diversity of circumstanccs) possibilities and preferences of 
individual countries. 

A first step in this direction was made in Copenhagen in 
t995 

1 
when the Heads of State and Government attending 

the World Summit for Social Development adopted specific 
commitments and a Programme of AClion relating to "basic 
workers' rights" - the prohibitlon of forced labour and child 
labour, freedom of association) the right [0 organize and 
bargain coilectively; equal remuneration for work of equal 
value and the dimination of discrimination in employmerH, 
The WTO Ministerial Conrerence held in Singapore in 1996 
then provided tpc opportunity for a second step to be taken. 
The States renewed their commitment to obsenlc inlernation~ 



ally rccogllil'xd (ore labour starH.tards, n:<;allcd lhtll the j 1.0 
wa'i the com~tent body to set and deal with these standards 
and reaffirmed their support for its work in promoting them. 

The adoption or the Declaration constituted the third 
step. It makes a significant contribution to the aim set forth in 
paragraph 54{b) of the Programme of Action adopted by the 
Copenhagen Summit) which is to safeguard and promote 
respect for basic workers' rights, requesting States parties to 
the corresponding ILO Conventions to fully implement them 
and other States to take into account the principles embodied 
in them. 

The existing supervisory machinery already provides the 
means of assuring the application of Conventions in the 
Stare.II that have ratified them. r'Or those that have not, the 
Declaration makes an important new contribution. Firstly, It 
recognizes that the Members of the lLO, cven if lhey have not 
ratified the Conventions in question, have an obligation to 
respect "in good faith and in accordance with the 
Constitution, the principles concerning the fundamental 
rights which are the subject of those Conventions". Next, and 
this is the first aspect of the fonow~up provided in the Annex 
to the Declaration, it seeks to achieve Ihis aim by 
implementing the 1£..0'5 unique Constitutional procedure in 
accordance with which each year States thai have not ratified 
lhe core Conventions will be asked to submit reports on 
progress made in implementing the principles enshrined in 
Ihem. 

Lastly, by solemnly committ1ng itself to mobilize its 
LJudgetary resources and its influence to help its Members 
to achieve the aims of the ·Copenhagen Summit, the 
Organization goes one step rurther. This commitment win be 
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rdlcclccl in the global report, the second aspect or the 
f9i1ow·uP provided in Ihe Annex. The global report will 
provide an ·overview of the progress made in the preceding 
four-year period both in countries which have ratified the core 
Conventions as well as in those whkh have not, it will serve as 
a basis for assessing the effectiveness of the action taken 
during the preceding period and as a starting point Cor action 
plans for future assistance. 

By adopting this Dedaration, the ILO has taken ·up the 
challenge presented to it by the international community. It 
has e:>tablishcd a social minimum at the global level to respond 
to the realilles of globaliz~tion and can now look ahead to the 
nC'.\I century with renewed op[lmlsm. 

Michel Hamcnnc 
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11.0 DEClARATION ON 

FUNDAMENTAI, 


PRINCIPLES AND RIGHTS AT WORK 


VVhereas the ItO was founded in the conviction that social 
justice is essential to universal and lasilng peace;. 

Whereas economic growth i!) csscntlal but not sullicicnt tn 
ensure equity, social progress and the eradication of 
poverty, confirming the need for the ItO to promote 
strong socia! pollcies,justicc and democratic institutions; 

\Vhereas the n.D should, now more than ever, draw upon all 
its standard~settlng, technical cooperation and research 
resources in aU ils areas of competence) in particular 
employment. vocational training and working condl­
lions, to ensure that, in the context of a global strategy 
ror economic and social development, economic and 
social policies are mutually reinforcing components in 
order to create broad~bascd sustainable d<;velopmcnt; 

Whereas the lID should give special altention to tilt: problems 
of persons with special social needs, particularly the 
unemployed and migrant workers) and mobiliz.e and 
encourage international, regional and national efforts 
aimed at resolving their problems~ and promote cffr:ctive 
policies aimed at job cn::a~ion; 

Whereas, in seeking to maintain the link between sodal 
progress and economic growth, the guarantee or 
fundarncntttl principles and rights at work is of 
particular significance in that it enables the persons 
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wnt:t:rncd to clailll fredy ami 011 lilt: l,a.sis or c<Jlmlily or 
opportunity their fair share or the wealth which they 
have helped [0 generate, and to achieve rully their 
human potential; I 

I Whereas the lID is the constitutionally mandated inter­ [national organization and the cOlIlpetent body to set and 
deal with international labour standard!', and enjoys 
universal support and acknowledgement in promoting 
fundamental rights at work as the expri'~"sion of its 
constitutional principles; 

Whereas it is urgent, in a situation of growing economic 

interdependence, to reaOirm the lmmutable nature of 

the fundamental principles and rights embodied in the 

Constitution of the Organiz''Ilion and to promote their 

universal application; 


The 	International Labour Conference, 

1. 	 Recails: 

(a) 	 that in freely joining the nn, all Members have­
endorsed the principles and rights set out in its 
Constitution and in the Declaration of Phila­
delphia, and have undertaken to work towards 
attaining the overall objectives of the Organiza­
tion to the best of their resources and fully in line 
with their specific circumstances; 

(b} 	 lhat these principles and rights have been ex­
pressed and developed in the form of spedlic rights 
and obligations in Conventions recognized as 
fimdamental bOlh inside and outside the Orga­
nization. 
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~. 	 Declares thai aU Members, {:vcn if they have not ratified 
the Conventions in question, have an obtlgation, arising 
from the very fact of mernbcrship in the Organizatlon~ 
to respect, to promote and to realizel in good faith and 
in accordance with the Constitution, the principles 
r::on~cming the fundamental right:; yvhich are the !iuLjt:d 
of those Conventlonsl ntlmely: 

(a) 	 rreedorn or association and the effective recognition 
of the right to collective bargaining; 

OJ} 	 the elimination of all forms ()f forced or compulsory 
labour; 

(c) 	 the effective abolition of child labour; and 

(d) 	 the elimination or discrimination in respect or 
employment ami occupation. 

3. 	 Recognizes the obligation on the Organization to assist 
Its MembeI's) in response to their established and 
expressed needs) in order to at~.in these objectives by 
rnaking fuJI use of its constitutlonal, operational and 
budgetary resources, induding by the mobllization of 
e..xternal resources and support, as well as by encou­
raging other international organizations with which the 
ILO has established relations., pursuant to article 12 of 
its ConstitutioH) Lo support these eOorts: 

(a) 	 by offering technical cooperation and advisory 
services to promote the ratification and imple­
mentation of the fundamental Conventions; 

Q) 	 by a'lsisting those Members not yet in a position to 
ratiiy some or aU or these Conventions in their 
efforts to respect) to promote and to realize the 
principles concerning fundamental rights which are 
the subject of those Conventions; and 
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«(:) 	 hy helping lin: Memher:; ill Iht:ir drorts to cn:alc a 
,climate for econormc and social development. 

4. 	 Decides that, to give filll effect lO this Declaration, a 
promotional follow· up, whidl is meaningllli and 
effective, ~hali be impiemcntcd in accordance with the 
measures specified In the annex hereto, which shaU be 
considered as an integral part of this Dcdaration. 

5. 	 Stresses that lahour standards Sh01lfd not be used for 
protectionist trade purposcs, and Lhal nothing in this 
Declaration and its follow-up shaH be invoked or 
otherwise used fiu' such purposes; in addition, til(: 
comparative advantage of any country should in no way 
be called into question by this DedanHioo and its «,How­
up. 
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Annex 

Fulluw-up to the Dedaration 

I. OVERALL PURPOSE 

I, The aim of the follow~up descrihed bdow is to 
encourage the dlorlS made by the Members of the 
Organization to promote the fundamental principles and 
tights enshrined in (h" Constitution of the ILO and the 
Declaration of Philadelphia and reaffirmed in this 
Declaration. 

2. In line with this objective. which is of a strictly 
promotional naLUre~ this follow-up will allow the identification 
of areas in which the assi;'Jlance of the Organization lhrough 
its technical cuopf':ratioll' activities may prove use fill to its 
Members to help them implement these fundamental 
principles and rights, It is not a substitute for the cstablisht:d 
supervisory mechanisms) nor shall it impede their functioning~ 
consequentiy, specific situations within the purview of those 
mechanisms shaH not be t:xamined or re~cxamincd within the 
framework of this foll()w~up. 

3. The two aspects of this follow-up, described below, 
arc based on existing procedures: the annual follow-up 
concerning non~ralificd fundamental Conventions will entail 
merely some adaptation of the preseOl moclalitit::s oC appli­
caJion of article 19, paragraph 5(e)) of the Constitution; and 
the global report will serve to obtain the best results hum the 
proccdun~s carried OUl pursuant to the Constitution. 
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11. ANNUAL FOLLOW-UP CONCERNING 

NON-RATIFIED 


l'UNDAMENTAL CONVENTIONS 


A. Purpose and SCOpt 

L The purpose is to provide an opportunity to review 
each year, by means of simplified procedures: to repiace the 
four~year review introduced by the Governing Body in 1995} 
the efforts made in accordance with the Declaration by 
Members which have nol yet ratified all Ihe fundamental 
Conventions. 

2, The fol1ow-up will coyer each year the four ar-cas of 
fundamental principles and rights specified in the Declaralion. 

B. Moda",i" 

L The follow~up will be based on reports requested 
from Members under article 19, paragraph 5(e)) or the 
Constitution. The report forms will be drawn up so as to 

obtain information from governments which have not ratified 
one or more of the fundamental Conventions, 011 any changes 
which may have taken place in their law and practice, taking 
due account of article 23 of the Constitution and established 
practice. 

2. These report") as compiled by the Office, will be 
reviewed by the Governing Body. 

3, With a view to presenting an introduction to the 
reports thus compiled, drawing <lttenlion to allY aspects which 
might (all for a more in-depth discussion, the OlTke may can 
upon a group of experts appointed for this purpose by the 
Governing Body. 
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4. AJjustrncnts to lhe Governing Body's eXIstmg 
procedures should be examined to allow Members which are 
not represented on the Governing Body to provide) in the 
most appropriate way, clarifications which might prove 
ncce.<;sary or userul during Governing Body discussions to 
supplemem the informal ion contained in-their reports. 

ilL GLOBAL REPORT 

A. Purjxw; and .rcope 

'1. The purpose of this report is to provide a dynamic 
global picture relating to each category of fundamental 
principles and rights noted during the preceding four~ycar 
period, and to serve as a basis for assessing the effectiveness 
of the assistance provided by the Organization, and for 
determining priorities for the following period, in the form of 
action plans for technkal cooperation designed in particular 
to mobilize Ihe internal and external resources necessary to 
carry them ouL 

2. The report will cover, each year, one of the four 
categories of fundamental principles and rights in turn. 

B. Modalities 

1. The report will be drawn up under the 
responsibility of the Director~General on the basis of official 
in~ormation) or inrormation gathered and asses-scd in 
accordance with ~stablished procedures. In the case of States 
which have not ratified the filndamental Conventions) it \vill 
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be hr:u;.;d ill parlit:ular 011 tht: lllldiugs of the ai(m:l1lcIHtOIH:d 

annual fonow-up. In the ca.'>!:: of Members which have ratified 
the Conventions concerned, the report will be based in 
particular on rt:ports as deah with pursuant to ar.tide 22 of the 
Constitution. 

2. This report "yili be submitted {I) the Conference for 
tripartite discussion as a report of the Director-General. The 
Confl:rcncc may deal with this report separately from reports 
under article 12 of its Standing Orders) and may discuss it 
during a sitting devotcd entirely to this rcp()rl, or in any other 
appropriate way. It will then be for the Governing Body! at an 
carly sessi()n~ to draw conclusions [rom this discussion con­
cerning the priorities and plans of action ror technicat coope­
ration to be implemented for the following four·year period. 

IV. IT IS UNDERSTOOD THAT: 

1. Proposals shall he made for amendments to the 
Standing Orders of the Governing Body and the Conference 
whieh are required to implemem the preceding provisions. 

2. The Conference shall, in due course, review the 
opcf'ttion of this follow-up in lhe light of the experience: 
acquired to assess whether it has adcquatdy fulfilled the 
overall purpose articulated in Part L 

• 

The il'm:going is the (LO Declaration on Fundamental 
PrirH;ipies and Rights at \>\fork and its Follow-up duly adopted 
by the General Conference of the Inlernational Labour Org­
anization during its EightYwSixth Session which w~<; held. at 
Geneva and declared closed the i8June 1998, 

IN FAITH WHEREOF we have appended our 
signatures this nineteenth day of June 1998. 

The President of the Conjerffm;c, 

JEANJACQur,s OECHSLIN 

The Dl'Tccior-General (If lhe Internafional Labour OJJice. 

MICHEL HANSENNE 
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NO SWEAT INITIATIVE 
Fact Sheet 

In the fashion world, you either follow trends or you set them. The college and 
university community is setting a trend by joining the tight against sweatshops­
demanding that their institutions develop and implement codes of conduct so their school 
and team merchandise is not made in sweatshops. They are joining others who are 
partnering with the Department to relegate sweatshops to the history books 

Background 
The ugly stain of sweatshops in America (and around the world) still exists nearly 100 
years after the famous Triangle Shirtwaist Company fire in New York City where 146 
gannent workers lost their lives, Today. three years after Thai immigrants were 
discovered in a CaHforn13 sweatshop forced to work: in slave-like conditions for less than 
70 cents an hour, a survey of garment shops in Los Angeles still found that 60 percent of 
the sewing shops we~e violating this nation's most fundamental labor law. A similar lack 
of compliance exists in New York City. 

With its "No Sweat" four-pronged strategy, the U.S. Department ofL.hor is working 
hard to eliminate sweatshops in this industry which employs approximately one million 
workers in some 22,000 garment sewing and cutting shops. But the government cannot 
de it alor:,e. Government, retailers, manufacturers, licensees, universities. students. 
unions, o::;nsumer groups, human rights groups and every concerned American must 
move in a new direction and move forward together to make sure that sweatshops are 
part of our past, and not part of our present or future. 

About "No Sweat University" 
America's gannent industry today grosses $45 billion a year with university-Hcensed 
products generating $2.5 billion in retail .a1es. This is a huge market with school and 
tearn apparel that i. readily identifiable. 

The "No Sweat University: Labor Standards and Codes ofConducts" forum will provide 
the university licensing community and others the tools and infonnation they need so that 
merchandise bearing their school name or logo is not stained by sweatshop labor. The 
"'No Sweat University" is a new and innovative partnership to foster real and lasting 
change to end sweatshops. 



> 

. Tile U.S. Department or Labor "No Sweat" Strategy 

Enforcement 
The department's Wage and Hour Division conducts targeted enforcement sweeps in 
major ganneRt centers and conducts investigation~based compliance surveys to determine 
the level of compliance with labor laws, During the Clinton administration. the 
department has recovered nearly $17 million in back wages for more than 51,000 
garment workers. 

The U.S. Department of Labor has only 950 investigators to protect the rights of garment 
workers and another 110 million employees in 6.5 million workplaces. Enforcemen~ 
alone, cannot begin to address problems rampant in the garment industry. Partnership, 
education and recognition are also critical components in our effort to eradicate 
sweatshops. 

Partnership 
The U.S. Department of Labor has established partnerships with the states of Califomi a 
and New York, national religious leaders and the sociany responsible investment 
community. consumer groups. unions, the academic community and many other 
organizations and individuals to join in the battle to combat sweatshops. 

Participants in the Apparel Industry Partnership - unions, human rights activists and the 
garment industry - have developed and will follow a code of conduct, company 
obligations and principles of independent external monitoring. 

Education 
Through forums, seminars, public service announcements and our Internet web page 
(www.dol.gov). the department's ongoing education campaign informs workers of their 
rights~ contractors of their obligations to pay minimum wage and overtime~ 
manufacturers on effective monitoring programs; retailers on policies to ensure the goods 
they sell are not made in sweatshops; and consumers on how they can fight sweatshops. 

In addition, the department publishes quarterly the results of its enforcement activities 
reponing on the contractor shops found in violation of labor law and the manufacturers 
contracting with those shops, 

Recognition 
The department is working with and encouraging the industry to develop recognition 
programs to highlight best practices for others to follow. . 

http:www.dol.gov
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BYTHE T 
OF OTHERS' BROWS 


LaDor Dar 1998 arnves at an exuaordlnary moment. one 01 stnkes and discord, economiC volatility close to home ana far a ... ay. TOda)' we present Iwo 

essays oy U.S. labor secre\aues. separated IJ}' decades but no! intentIOns. U.S. labor Secretary AleXIS Herman, writIng at Ine Pioneer Press' request. 

responos 65 years later 10 Frances Perkins' claSSIC "The Cost of a FIve-Dollar Dress." Herman lnvnes e-mail response 15wealshoIl1l0dol.gov) 10 thiS 

commentary and the Is:;ues II presents. looay's letters to tne eOltor also mark lne saCrifice and dlH,culty of laoorIOg In search of the American Dream. 

http:15wealshoIl1l0dol.gov
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EDtTOR'S NOTE: This article \Vas published in February 193J headNned "The Cost 0/a 
Five-Dollar Dress, <I in Survey Graphic magazine. Perkins assumed her post as labor secretary 
willi Franklin Roosevelt'sfirst inauguration a month later and remained in fhe Cabinet for the 
dural/on ofhis administration. 

When a deal is too good to be true, it's because exploited laborers pay the price, 

Frances Perkins 
COMMENTARY 

It hangs in the window ofone of the little cash-und-carry stores that now line a street where 
fashionable New Yorkers used to drive out in their carnages to shop at Tiffany's and Constable's, 
It is a ,. supper dress" of silk crepe in "the new red," with medieval sleeves and graceful skirt. A 
cardboard tag on the shoulder reads: "Special $4.95." Bargain basements and little ready~to~wcur 
shops are filled with similar' 'specials:' 

But the manufacturer \vho pays a Hving wage for a reasonable week's work under decent 
conditions cannot tum out attractiVe silk frocks to retail at $5 or less. The real cost is borne by 
the workers in the sweatshops that arc springing up in hard-pressed communities. Under coday's 
desperate need for work and wages, girls and women are found toiling overtime at power 
machines and worktabIes, some of them for paychecks that represent a \\'age of Iess than 10 cents 
a day, 

The sweatshop employer is offending against industry's standards, as well as against the 
standards of the community, The employer who, in order to pay fair wages for reasonable hours 
of work. produces dresses In his shop to remil at $9,S0. finds himselfin competition with the less 
conscientious manufacturer whose "sweated" gannents are offered at $4.95. 

As we have come to know him in New York. this sweatshop proprietor is a "little fellow~" doing 
business on a shoestring. He must make a quick turnover or go under. Since he cannot hope to 
meet union conditions or the requirements of the labor law, he goes to some outlying suburb 
where garment factories are not a feature of the local picture and where state inspectors are not 
on the lookout for him. Or perhaps he goes to a nearby state ~~ !'-lew JerseYl Connecticut, 
Pennsylvania, Massachusetts ~~ where he believes labor laws are less stringent or that he will 
escape attention, 

The goods he rnakes up are probably cut in a city shop and "bootlegged" to him by truck, His 
operations are minutely subdivided so that they can be quickly learned and require little skilL His 
work force is made up of wives and daughters of local wage earners who have been out of work 
for months or even years and whose family situation is desperate. The boss sets the wage rates. 
figures the pay slips, determines the hours of work, His reply to any complaint is, "quit if you 
don't like it." ' 
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The Massachusetts Commissioner of Labor and Industries, in a survey of wages paid in Fall 
River. reports the earnings of more than 50 percent of the women and girls employed on 
piecework ,,\tere as follows in one plant: 

One employee at 5 cents a hour; one employee at 6 cents an hour; three employees at 7 cents an 
hour; two employees at 8 cents; 10 employees at 9 cents; one employee at 10 tents: 11 
employees at 12 1J2 cents; 13 employees at l3 1/3 cents; 18 employees at 14 cents; 13 
empIoyee's at 15 cents 

The report adds: "Assuming COnStant activity by those workers during the 48 hours of the plant's 
operation, the weekly earnings of the highest·paid workers in the group just cited. namely. those 
earning 15 ccnts an hour, would have been $7.20," 

The factories whose payrolls were studied in this survey had come to Fall River from New York 
and elsewhere, the commissioner points out, "under the double lure of cheap rentals to be found 
in the discontinued textile mills and a surplus of unemployed female Jabor, mostly young, 
unskilled girls," 

And he comments, "These pJants are for the most part in the charge of men of inferior business 
caliber. who probably could not survive at all if it were not for their willingness to be entirely 
ruthless in exploiting labor." 

Om of the sweatshop 

Working conditions, including safety provisions, sanitation, rest~room facilities and so on l are, 
!ike standards of wages and hours, holding up well in responsible concerns. Tn the runaway sh,-~, 
conditions arc usually far below standard and the picture of such a plant is a look back to the 
sweatshops that horrified caseworkers and visiting nurses at the turn 'of the century, 

What is the way out for the conscientious consumer who does not want to buy gannents, even at 
a bargain, made by exploited labor? Common sense will tell the purchaser that someone must 
pay the price of the well-cut silk dress offered at $4,95, The manufacturer is not producing these 
frocks for pleasure or for charity, If the purchaser does not pay a price that allows for a 
subsistence wage and reasonable hours and working conditions, then the cost of the' 'bargain" 
must be sweated out of the workers. 

The red silk bargain dress in the shop window is a danger signal. It is a warning of the return of 
the sweatshop, a challenge to us all to reinforce the gains we have made in our long and difficult 
progress toward a civilized industrial order. 

Rcpri:llcd in lhc Saini Pay! Pjom:er Press on September 7, 1998. with permission (If the U.S. Labor Depa:lfficn: 



Even today, even in America, workers slave in abhorrent conditions for pennies a 
day. But with consumers! help, U.S. Secretary of Labor Alexis Herman says, 
sweatshops can be closed down forever. 

Alexis M. Herman 
COMMENTATOR 

When my predecessor Frances Perkins penned her \933 essay on sweatshops, the Great 
Depression was at its climax and one out of four Americans was unemployed, 

On Labor Day 1998, Americans are enjoying the healthiest economy 1n a generation, Our 
unemployment rate is the lowest it's been in three decades, And to baby boomers and Generation 
Xers, the Great Depression is often little more than a c{lllection of sad stories from days long 
ago. 

While yesterday's $4.95 dress signaled the dangerous resurgence ofworker abuse and 
exploitation in Secretary Perkins' day, $100 bluejeans signal sweatshops' dangerous resilience 
today. Fashions may change, but whi~e we have made progress. the ugly stain of sweatshops in 
our country (and around the world) still remains. 

lust three years ago, Thai immigrants were discovered in El Monte, Calif., forced to work for 
less than 70 cents an hour in slavelike conditions to repay the cost of theil' passage to the United 
States. Later, talk~show celebrity Kathie Lee Gifford cast an even brighter spotlight an the 
abhorrent plight of sweatshop workers. 

As a result. most Americans know that even wday. sweatshops are real .~ and that they unravel 
the fabric of workers' lives and leave them hanging by a thread. 

But what can we do about it? 

As secretary of Jabor. I am the "top cop" on the workplace beat, and I am committed to tapping 
every resouree available so that all workers receive a fair paycheck earned with dignity and 
respect. The Labor Department is vigilant when it comes to labor law enforcement. Over the past 
six years of the Clinton administration. our crackdovvn on sweatshops has recovered nearly S 17 
million in back wages for more than 51,000 gannent workers. 

But that is n-ot enough. Enforeement, coupled with irmovative partnerships, education, 
recognition and the full participation of all consumers is our battfe plan in today's war against 
sweatshops. 

Many in the garment industry are doing their part in marvelous fashion,-The Apparel Industry 
Partnership -~ the first~of~its~kind coalition organized by President Clinton of dothing 
manufacturers and retailers. consumer groups, unions and human rights activists ~. is making 



bold strides. The code of conduct, company obligations and principles of independent monitoring 
they have committed to implement will help us bolt sweatshop doors forever. 

But you, .the consumer, can do something, too. 

In the fashion world, you either follow trends or you set them. Many individuals and 
organizations are setting innovative trends. Students in the archdioceses of Newark, N.J .. 
Chicago and elsewhere are working with their teachers to develop,a curriculum about the history 
of sweatshops, as well as guidelines that ensure that their school and athletic uniforms are 
"sweatshop-.free." College students are demanding that their institutions develop and implement 
codes of conduct so their sweat shirts aren't made in sweatshops. Their energy, enthusiasm and 
information is spreading to other campuses. A new generation of student activism is ,beginning -­
and making a real difference. 

Women's groups have started "Let's Go Sweatshopping" efforts in their local malls. asking 
exactly who makes their favorite garments, and how those garments are made. Churches and 
synagogues are getting involved. Designers, celebrity endorsers, even top fashion models have 
joined the campaign. 

And the Labor Department is doing something Frances Perkins never imagined: using the 
Internet to provide a wide menu of information for you, the consumer. Tips on avoiding 
garments produced in sweatshops and information on responsible manufacturers who recognize 
the value of fair treatment are at your fingertips. With the click of a mouse, conscientious 
consumers can access our Web site at www.dol.govandbecomepartofavirtual battle plan that 
will banish sweatshops to the history books once and for all. 

This new technology does not' 'antiquate" the sentiments of this country's first woman Cabinet 
member. Frances Perkins said once that "we can look forward confidently, if we all work 
together, to the time when there will be increased profits for industry, with lI,Iorkers receiving fair 
wages and having better working conditions." 

For as long as I hold her job, Frances Perkins' picture will hang in my office, and her words will 
forever be anchored in my heart. More importantly, we all must hold close her vision of an 
American workplace that values common sense, cooperation and native courage. These are the 
ideals that will wipe sweatshops forever out of style. 

As consumers, clothing is a necessary part of our lives. As Americans, sweatshops should be 
repugnant to our moral core. Each of us bears an unavoidable responsibility to make sure 
sweatshops are part of our past, and not part of our present or future. 

Alexis Herman is U.S. Labor Secretary; email her at sweatshopsr@do],govto respond to her directly about this commentary. 

www.dol.govandbecomepartofavirtual


SECRETARY OF "LABOR 
WASHINGTON 

October 6, 1998 
.' 

Dear No Sweat University Participants: 

It is a pleasure to welcome you to Washington, D,C. and the Smithsonian Institution's National 
Museum of American History for No Sweat University: Labor Standards and Codes ofConduct 
I am delighted that you are able to participate in this first-of-its-kind forum. 

Today's presentations will provide you with a unique opportunity to explore strategies for 
developing and implementing codes ofconduct to prevent labor abuses ofworkers making 
college and university apparel and other merchandise. Your involvement sends a clear signal to 

the academic community and countless others that merchandise bearing your school name or 
logo will not be stained by sweatshop labor, 

Throughout the history of our country, the energy, enthusiasm and activism of the academic 
community--lrom student to college presidents~rhas made a real and significant impact in so 
many social justice efforts. Now is the perfect lime for the battle against sweatshop labor in the 
garment indm;try to get "the old college try," 

i hope that you find No Sweat University to be rewarding, informative and productive. 

Sincerely, 

WORKING FOR AMERICA'S WORKFORCE 





'" . " ., - , .' " " ~. FEDERAL GOVERNMENT .' . -j.:, , I I .' • • 

DEPARTMEt'\ITOF'lABOR " . ".1, • • • • f • I I, , 
IJ,
,I 

Eradicating 

Sweatshops 




FHr t1l<)u~aml:) 'lfgannclll industry workcfs ill the United States 
scwin~ is a wa~: nflife that C')]IleS with :.J. high pri..::.:··-!pw wages 

::'Ild Ult~alc Wflfkillg cO[Hlitinns, b,>th ,)1' wluch n:!luh froItlUI<lllufa..:­

tUlen. and retaiJc~s crying [<) ~ha\'c d"lbrs alld dimell <lIT tht Cq,';lt 

of d;)[:lt!~.Ju.'>t it,)W :;,xp:oi[:n:! those condilion.~ .::m he was brought 

,.tJrkl~' home in 1995, whell J r:lid nil J .~Wt'";ltsl:op in El ~loHtc, 

CatifiJf:tia. n:y,:"je<l ::;c vin.ual pcom.gc orilLlwigl".uu \\'orb:rs hdng 
p:.lid less than S I.OG :llllh'ur. 

Two yeani c:JrI:er, '-Hch swc;:~h()p cm:tiili(\n" illllH\ior garment 

ccnters from Los :-h:gcles (() N'ew York CIty iuspired a tough liew 
anti-swe:ushop cafoxemcnt approach developed by the Department 

>lfLilior's Wage and Hour DidsH>n. Called ;'::-"0 Sweat." the program 
:1lrns to eradicate. 5weJ.csh"ps by going at the prohlem in a new way, 

Rather dIan having its small CO'lJS of800 mvestigutHC5 chasing 
tips on possihle sweatshop 3.c:iyit;,-the old way ()f policing the 
industry-the diviSion decided 10 pursUe a hew high-profile; t;.vn-part) 
top-down approach that hinges:)n cooperation and pub!icllY. 
First, dl",l"lon illv';;stig-.ltorS nq!;;m \\<)rklllg "'ill. the manufacturers 
and ret3u<;:rs wilo bu~- frum sewing <:.-1.!1l!t::lCtofS :md 5UDC{)!ltr.actors 
to make ::hem aware urlhe cmuliliOl;~ mllhT which S'Hlle "f their 

doth~s were Itelug sewn, even pteyenting shipments: under the 

ftdenl "hut g(),)ds-Iaw ill force accountahility, SecomJ: the 

Department ~)f La:)or decided t>.. publi~!, IislS "fmamlfacwrcts 
.and reullers who :nsist nil :eg.al and l!lhlCai practices am(jllg their 

eontrnctor5 and ~ubcontr.lctOf5-and those who do I)ot. 

TIll;: tactic was dii:nh'e. Polls slio1." tbat the vast m:\!onty I)e 

Americans WOU!dll't mllld IJJring a lide !IIilf!; );)f dothes st:wn 

umler proper working condition::.. And sillee the L.abllf Deparunellt 

publicity, mall)' fClaiII!!"S and m,lI\ufanurcrs haH: agreed to monitor 
cHnditiO)n~ in g<lrmcnt fa.cwries, Beside~ hdpiug to cn:atc a climate 

!()!' del.'Cllt working Clilltiiliot\s, tilt' \\'a~e and Hour Division hu~ 

:.lSSiS1Cd worker~ financially b~" collecti!;g SSA millioll ill b..ck wages 

ror ll10re than :,W,()OO Wlrmtnl workers over lhe pat.! tiuel! ;'car8. 

http:orilLlwigl".uu


rn ....~.....-~.-----.-.------.----. 

TOP 10 DOMESTIC VIOLATIONS 

FOUND IN GARMENT SHOPS 


__n_ -.------....~.- '--.--.-----.~-
I I . _ .' " . ' ' .. 

fill Failure to pay the minimum wage' '. 

I Ii Paying piece rates that amOiJnt to less than the minimum 
I wage' 

, m Missed payrolls 

jl.i'!lFaHure to pay overtime 
I m Miscalculation of overtime premiutrts 

m Illegal use of home sewing 

f!Iil Employment of underage workers 

III Failure to maintain accurate time records 

m Falsification of payroll records 

m Failure to establish regular pay periods 



\ 
L.: 

• 

Garment Initiative Timeline 
June 1995 - October 199B 

II 

JULY 


June 21 
The Los An".. Compiianee /IJIIan~. a 
government"*nduatry aeaoeiaoon was 
founded reQWing: b membe~ to monitor 
contractor eomphnce and ..urne 
responalbility for pa)1ng back wagee and 
eMf money penai'tin if eootracmr. found 
in vIolmn. 

1 995 


Augua.2
DOL r__hop In El Monte (CA) 
and ftnda n gtlI'IMflt wcOOn: wortdnO In 
WtuaI IIbrvcy for n It!Ie ... $.70 per 
hour. 

Augua. iT 
OOL .. It eM auIt In U,S. Oil:lriet Court 
In los AngeIea Meking to recover $5 
mil60n In back wagee tor the £:1 Mente 
aweatlhop wort.ent 

Auou" 23 
001. eonductt joint ttJda v.rith INS In lO1l 
Angel•. 

"_"'12
SeeteIaty Rtich. .. Retel Summit In New' 
York. _ .. cd .. nation'. fetalle... to 
join etfbftI to entdlcate awntIho~. 

..,......... 13 
$eocretaty Reich apeek.I to fashion and 
_ ..._ .. M1II)'m01Int UnlYerlily 

and t'8lIIateIlnvItalkm to retailng commu­
nity to Jom In tJWN:tahop eredlcetkm 
....rt. 

September U 
OOl ralda 50 garment shoplln loa 
Ange!e8 IU" ftnding .m shopa in ¥!ola­
tiOn, ov.inQ $568,000 to 600 wolttera. 

DOUOPA 10198 Page 1 
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Garment Initiative Timeline 
June 1995 - October 1998 

1 995 


()ctgber 17 
secretary Reich invitee: manufactureNl 
to join national 6rt at I: mesting of 
the American Apparel Manufad\!tere 
Association. AIM 8nnou~ manu­
~rel't who h~ signed compKanoe 
monitoring agr"""eobJ. 

October 30 
DOL conducta week-fong garment 
shop raids in New York and finds mOfe 
than $200,000 due to nearty 500 
workett. 

" - ~, " 

November 3 
Secretary Reich urgea major retaMn 
and manuf8CtUrera to submit Inlotma­
ron about programs and .yetems 
adopted to help their contractors and 
.u~ comply with labor Iawa. 

November • 
DOL anno!JhC*S New- Yor\( City 
ftOftement action recovering $30,000 
in back w.get. In record time for 40 
em~ who produc«! gouda 
destined for one of the nation's largest 
retatletS. 

Noyem~6 

,~OOL cor;du~ we:ek-long garm.nt 
raids in Los Angeles. 

Nowmbe,7 
s.ctetary Reich ordtns iaeulnce of 
8 subpoena agaim!.t Karman. Inc., 
• Denver manufacturer, to obtain 
Information about the destination of 
-hot goode- made In YIoIation. 
oay. before, DOL obtained • 
temporary reatralnlno ot'der IQa/nst 
thl manufacturef to pt8'i'ef'lt the 
iWipment of -hOt goods" In Jnter­
atato commtlfCfJ. 

November 17 
Marymount University rMHet pol 
ahMMrtg more than 69 PE!l'C$nt ot 
eonsum.,. polled e.ay they WO\iId 
not .nap at retail estsbftehmMt:8 
that .... sweatshop fJfQdlJeed 
goods. 

__20 

DOt begins to rec4Itve the lim wave of 
mare than 20,000 C8Is and kitten 
from.......,.... ofW__ 


The 1Itm liked Ita eredIt card and long 
distance ~mer'II to com.et the 
deportment 10 eneourtg. doria to end 
oarment wont.t ~on. 
__21 

Conaumert:' coalition announeet 
natfonwld:e education init:iat!>M to Inform 
ttl. pubic ebout .weaflhope. 

Nowmber 30 
U.S. Ofstrlct Court mKnoMle, TN, 

. grants temporary ("training Ofder 
aQ'I!!Mt ommen! rontr.actC'r, Heft 
Manufacturing, !nc, and Hsft Out· 
doolll, Ino., to prevent the ahipment of 
good •. 

DOUOPA 1Q198 Page 2 
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Garment Initiative Timeline 
June 1995- October 1998 

1 995 1 996 


D«::ember 5 
DOl. announces TRmdaett., Ust, aliat 
of retailers and msnutBCtunm whien 
hl!lV8 all piedged to help eradicdt& 
aweatthopt m America end to try to 
enlur. that their shetvei are tiotk.a 
'Mth only "NO SWEAr ga~,_2. 
DOL announce. 1hst GAP, Banana 
Republic, Old Navy, :and GspKids are 
added to the TnHlds9tter Us1­

January 11 
DOl announcfIIoIIl that 37 employee& of 
the Hal Manufacturing, Inc. hlMl 
received $11.500 In back wages from 
Hut ... rMutt of OOL "hot OOoda~ 
TfMnporary RestraiOloQ O«fer (TROI, 

January 25 

DOl ennOll'nCft that NFL Propertiea .. 

edded to r~ Ust. 


Febfuaty 111 _11 
Secrebary Reich announces ge:rment AdmkllItrator Echaveete pertiapltee In 
work« k>d\-in end other wot'kIr IIbuIes II forum tpoMOred by Congtwewoman 
found In enforoement IIWeepf In O&tea, Nydia Velazquez to dIacuu condltiona 
New York CRy and Southern CI!lfotnItt In the _ Induttly. 

Febnusry 28 March 18 
Admlnletrstor Ech8VMta met WIth • Seerary Reich announc. the tlgnlng 
number of WOf'ker ad't«:ate Ctuanlzatlona of the agl1lllment be!wMI'l J~ 
In Lot Angafes tQ diaeuu atretealee for _ McCIntock. Inc., and ttl. AaiJn fmm!. 
identif)ing ¥iotaIonl In garment thope. grant Women ~ ending a 3­

year-okt dit~, 

March 25 
On 1M 85th anniveB:ary 01 the Triangle 
Shlrtwa)at Company fife, Secretary 
Reich Utl\'elled pUbic "Melli announce­. '---

IMnta to raise:, aYt,Hen.. of the pffght 
vi ~wP' milkers in the '1-5. 

DOUOPA 10/98 Page 3 



Garment Initiative Timeline 

June 1995 - October 1998 

1 996 


MAY 

April 12 
s..r-,. R<i<:h ~ In'" 
o1IiclaI operllng In San Ftancieeo of the 
Garment 2000 Teaching Faetoty. 
Gafm«trlt 2000, • conlfOrtiurn at 
contmetore;, maruifldunn. 'ebor, 
education and city govamment officiO:. 
wat wtabliahed to train wotbnI and 
lIhop owneflln n8'N technology and 
bmineaa wkles. 

OOUOPA 10198 


Mar' 
The Oepertmenl. announces that more 
than SO manufacture" have lligned 
monItOring agreements with ttle 
Department of Laber. 

May 3 
The Department reieasea Ite fjlllt tI'Io'ef 

national report on garment wmker 
abUM. The Department conducted 
472 tn~gationa that revealed 222 
~na and ,est.lbd In the cohc:tion 
ot mote than $1.3 mllllon tor about 
3,600 garment wcrkert. 

Mar" 
The Department announ9ft the 
resurte Of 8 garment induaby compli­
ance aurvey in the l08 Angeles area. 
The aurvey found that monitoring 
programs in the garment buaineU 
aignifi<:anUy reduoed minin'r!Jffi wage 
and overtime violation•. 

May' 
The Oepartmant announeee the reeulbt 
of • r~ compfeted SLlrvey 01 
gt1mllllnt Shope In SOuthern Cltfomla. 
whlch found ttlst ~ of tt"te ShOPI' 
In~ were ~ bv manu­
factuAlft.. Monl!or«l ttlDpI were found 
to have lea than hd the 'orioIatkma 
found In ahope not monitofed fo, 
oompiiance. 

Mar 10 
The Oepattment eondud!I week-long 
garm.nt raida In Orange and Rlver1idt 
Counhf.. CA 

MarlO ,"'. , 
The Department announces that tome Of 
tha nanon'l IarQlMll retailers r~ 
good6 ptodUced at three gilfmrmt 
factoriee that h .... e f4j:peatadty 'lloIatltd 
1M Fedele! minimum wage and overtime 
18'W8. J.e, Penney, TaIbot't, MaqIe 
East. Specialty Rea1iere, Chariotte 
RU'!ISe, and Claire's Boutiques wet. 

nemtd. Three garment contractm"1l 
uftdetpald 294 work1a mor. than 
$245.oo<t 

Mar 23 
Upon teeming !hit the rtnn hid 1'aIed to 
..... -...tor __.... 
OopIn1moo1immodlateiy _ "" 
mvedgation of Seo FIIIIhlona In New 
YOI1< ClOy , Th. __ ",""uc:lng 

goodl under the "Kathie lee" lebel IIOId 
.._byWAL.fAART. 

Mar 31 
The Secretary and Kathie L.. Gifford 
announce a FMhlon induttfy Forum In 
July to bring togetheJ lome of the 
biggett nemes In falhlon lind entmtain­
ment to expand 1M eruaad& against 
sweatshOpll. The preYioua ~ a 
garment shop in New York City produc­
Ing goods with Kethle Leo Gitford"a labef 
was found 1Q owe lt8 workers more than 
$47,000 In back wages. 

Page 4 



Garment Initiative Timeline 
June 1995 - October 1998 

II 

1 996 


June 11 
Secretary Reich m1nouncea that the 
Oepadn:lent iI expIQrlng an iTlt.ms­
tionallabtl that would IISIM'e COMUm­
era thet goodt thfJy porch.... have not 
boNn made >Mth chid. forced, or 
fl)(ploIted labor. 

June 17 
Secretary Reich announces that 
Talbot's Mid J.C. Penney inetlMed new 
compliance programs that Will require 
their vendors to edopt monftoring 
ptocedures that 'Will deUId: and prevent 
tweatahop abuses. K-MART was also 
recognized fot expanding its poley to 

'covet not 0Ny th. compliance of 
. YMdon. r.ontracttKf mtdtf by the 
company, but to f;llIpressty oblfgate Its 
vendors to be responsible fOf their 
aubcontractonl 8S welt 

DOUOPA 10198 


JuneD 
Secfetmy Reich 8tmouneel tturt the 
FaahIon Industry ForuM v.tJ be held on 
Jut)' 18th for repr~ from eI 
88pec.1;$ of the mduwtry to diteuaB 
'ItJ1Itegiel to en.una that II garments are 
mad. In conaltiona that .,.._ and In 
compliance with labor 1mMt. 

July'. 

More then 300 fahiQn Industry ~ 


tatiYee - Indudinll reteIefw, menufectur~ 


ers:, ~~. labor, con.umer
_0Ild __.. ­
~ In • Forum to dIcusa the 
Chillengn emboded in eraclcdng 
l1N8Stahopl and the Importance of 
_ IOgoI!1« 10 _ .... ond 1m..... 
ment 6OlUUona. 

• 
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June 1995 - October 1998 
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SEPTEMBER 


August 2 
Apparel end footwear Induny ~ 
commit to the PreaJdent of the United 
$tatM to partidpate In II voluntary, non­
govemmenml partnerahlp to develop 
options to taUre CClMUmtWS that the 
Item. thfl)l purchl!lUll Itt produced under 
aeceptdble labor eon.",. 

Augu.t 23 
Thill Oepartmfmt refe8S88 Ra 2nd national 
report on garment worker abuu. The 
Department conducted 223 InvestfgatiOna 
that resulted In the ec8ection of nead;' 
$700,000 in wages for about 2,500 
garment workers. 

Septembtt 10 
The Oepartment't No Sweat I~ iB 
named one of !:he 25 finaliata In the 1996 
lMovetions In AmerlctIn Gov.mment 
Awards program by tM Ford Foundation 
and the John F. Kennedy Scboot of 
Government at Ha:rvard Untvel'llty. 

seJ*!mber 10 
The Oepertment Invoked 1M "Hot Gooda~ 
prO'Asiorl Of the Fair labor Stanc:IafdI Act 
10 protect wo~.,. of " NeoN Jereey 
~ firm that faIed to pay 150 wo/'k.rs 
at!&as! $70,000 In wages.. 

Soptombor 1. 

A group of "t1OdaIy r.poneltlle 1nve8to,." rep'. 

Mn1Ing over S58.8 bam In a:aete edt upon at 

IeYefa 01 the fndutby to elnrlnate ~p*. 


DOLlOPA 10/98 Page 6 
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Garment Initiative Timeline 
June 1995 - October 1998 

II 

1 996 


0.-.. 
Mfw Vorl!' CompliMPCfl &tminar 

'The Department beiJmt hosting It uriee 
of complil!tl'JCff monRotfng MWk!hops to ......... til. _ industry __ 


information on monitoring programs. 

0.-.1. 
Jewish CounCi of Women hOUs It New 
Yod< _ Ccnfw"""", 1_. 
Secretary Reich. 

0ct0IMtr 18 
Chk8'Q'O Compliance Seminar 

"'""!!Or." .. ... , .. 
.~. ·The Oepafttnent releases ·a cnmJ:')t'ehen­

aive Iftudy of intemationai chiid labor 
abowlng that many manllfactufers have 
deVebped codes df eonduct banning 
child labor, 

DOUOPA 10198 


OCIDbw 2Z 
More tt'l-en th'ee dozen national mgknn 
Ieadoft join Secretary Reich In 1I etInd tg8inat 
garment ~ by eni!ItJnQ the Wlpport of 
their congregdons 8Cf()R. the country. 

Octatoer 23 
Lo, Anf1rHes CompfiQI1C$ &nnimK 

.·'l·· 

NOVEMBER 

_ ... 4 

The Oe:pertment announcea thai • lot ~ 
T" folW In October 'IAIIIdIIted an ea!Ier RfV:ty 
that ehowed the monih:nlno of contract ~ 
shop' by manufactutera fncr_ complanc:e wfth 
wage and hour ktM. 

_ ... 22 

The o.p.rtment r .... Itt 3td ".nal r!POrt on 
garm_ WOfkeJ .bute. 1M Oepertment eonduewd 
194 ~ th8t r~ in ttle COIIdoo of 
n••rty $800,000 in back W8Q8II for about 2,200 
garment worketa. 

-..... 26 
Marymount Unlvorlity r..... fa lJ8(:ond It,Mull 
cont.umer.urvey which, ~i to last ye.r, WmMt 
that corttUmel1t SlIt' that ther would be more likett 
to ahop at IItores which aeII goods made In compa.. 
anee with tabor laY4. 

Page 7 



Garment Initiative Timeline 

June 1995 - October 1998 

1 996 1 997 


JANUARYNOVEMBER 

Nov$mbel' 27 
TM o.p&rtment ennount:et the .econd 
ennual Tl'J!InI'JuttfK Ust - • directory of 31 
garment menufacturere and retale ... 
repreeontlng more than 115 apparel linea 
end Ihooaande of retaI storea, I.t!IIt take 
adcJIIonl!ll steps to ensure ttlelf goods ere 
made in compliance with labor laws. 

Deoember 3 
The Departmenra "EradIcetIng Swest­
.hopew Initidve is named OM of the ten 
winner. of the fnnovlltioml mAmeitcan 
Govel'J'JfJ'HUlt awards program by the Ford 
Foundation and Hmvard Unlversfly'e John 
F. Kennedy S~ of Government 

.". 

DOLJOPA 10/96 PageS 



--

'. 

Garment Initiative Timeline 
June 1995 - October 1998 
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FEBRUARY 
F_'8 
ClOt.. annovnCflfS the feeulla Of New York and 
loa Angefn S1Tike foren, f8<:O'«Irlng mOfe 
than $230,000 for 1$00 WQrk«t. and thiI: lign­
ing of DOL'e cornptience monttortng .oree­
mint by aevt'rlll manufacturer. In Lot An;&­
lea and three in New York.. 

. ",' 

_mmBli__ 

DOL ,"U8$ .fifo Ilational feport on garment 
abuM announcing the collection of more Itum 
$827,000 In beck WegeI fot 2.200 worlc;...., 
DOL begins evaluating the eft'ec1iven... of 
monitoring programs1Jfthe manufactuAn that 
appeared on three of ttl.. r.porta. 

March 25 

on the as-' annlverury of the Triangle Shirt· 

weiat Company nra. DOL announcet the td. 

dition of Esprit de Corp, Eddie Bauer, Wtd 

Philips-Van Heuaen to the Trendaetter list 

and the • Jweatshop Partnemaip- with the Nevi 

York City Fire Department providing for 1M 

refelt&l of $1,I$pected labor and flte code vlo­

lations to oct> oftler, 


APRIL 
AprIl ,. 
The _,,, IndU01ly ~__.. land­
mark agreement to 1h. Pret$dant oMth acme two 
dozen oompenkN and organtrattona to adopt an 
in<fullt.ry code of eonduct lind to launch new indo-­
pendent mol1itoring of womtt•. 

DOLJOPA 10198 Paga9 

http:in<fullt.ry


'. 

Garment Initiative Timeline 
June 1995 - October 1998 

. MAY 

May 14 
DOL ennounca results of lMt strike foren 
mgarment centers throughout the U.S. and 
the recovery of $320.500 for 500 emp4oyees. 

May 21 & 2ll 
DOL. In partnership with theAmerican Apparel 
Manutactur«lAuodatlon, conducts adv9~ 
Comp(1ence Monitoring Worksnopt in Sen 
F~ and Los Angtllel:, 

May 28 
DOlla8un 5'" national report announcing the 
reeovery of $486.716 In back wages for 1.367 
gtftl'\ent wodcef&, Flnes of $$2.000 Wet. as.. 
UMeqi, 

May 3. 
Secretary Herman delivers the k$Yl1ote ad· 
dins at the Marymounl UnMnsity Acedemle 
SearCh for SWeatshop SoMions Conference 
end calls for eohetive action to fight sweat­
shops. 

1 997 
-_.­

JUNE 

June" 3. 18 
DOL. In partnership wtIh the American AppartI 
Manufacturerl AAocietion. conduct. ad­
vanced Compfiance Monitoring Worbhope In 
New yort( City end ChSJ1otte, NC. 

June.u 
Seeretary Herman \1sita the "Oatmant 2000' 
tfah'tlng program In San Francl&co and In­
hOt/nen a $200,000 grant to help rlMtdte 
the CItY. garment indU'llry, 

JULY 

July" 
The Odaa Apparel Mlllf'Ulfectur.,. AaaocietIoo 
egna en agreement wtIh DOt. commlUing to 
monitor" of Ita ploduetlon contractore for 
comj:ftnce wflh 1abcr ttIwI. 

DOLJOPA 10/98 Page 10 
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Garment Initiative Timeline 
June 1995 - October 1998 

AUGUST 

AuGust 27 
The Department releaaes ita 6" nationai report on 
garment wor1<ere abuH, the DepartmltOt conduetod 
268 InY8lltlgdona that r.ulted in the tec:DVeIY of the 
largest .mount of back. wages tIV¢t in 8 quarter. $1,2 
mJIon • for 2,443 garment workem. Finea of more 
then 5260,423 wor& _BlUed. 

,,' 

1 9 9 7 


""$I.'$III1:J._ OCTOBER 

Septamber 22 
leaders of the socialy fetponalblo fnve8tment 
community iMuod their aec:ond call 10 don challenQ­
iog 1M apparet Indue:try to mek. B comrnittmmt to 
ensure that goode Bfe produced In compliance. 

October 18 
The Depeftmtmt al'lflouncee the rtlfUb of ,t,,11 flrat ever 
ganneflt Industry compIMce .urveyln New VQ!1t Cfty 
which found 83% of the thope: lnve8IIgated In lJiolation, 
The InYeItiga60ne resulled In the rtIC:OmY of ne:artt
$<100,000111 __ lot 1, __, 

_10 
Secretary Hennan unveil new ·No Swear garment 
In-' tor -.. .. Ill. N_INJ) Arch_ 
kICked 011' Ita eduQation inI!iItNe deIIgned to ralae 
.... 01 awiltllf'lOR for young (::Ont.UMttt about 
oetment_.... 

October 23 
Secrllllary Hetman "u-. statement matklng • $2 
mllion HtIIement EJ Monte ~ wen for ttlefs woO< 
at tubmtnfmum w.gea tn tlaVe-like condltiona !n a 
ewotshop dise<wered In August 1995, 
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, 

Garment Initiative Timeline 
June 1995 - October 1 998 

1 997 199 8 


November 17 
DOL announ~ that II: tQund 9 e:hih:ken 'NOridng 
hgally in II Texat tweatshOp and _ea:aed 132,750 
In fin811 Seven of the chldren were u:t'Jder ega 14, 

DECEMBER 

Oeeetnber 12 

OOlannouncel beck wagee of $214,000 due worke,. 

In II New York City IlW88t8nop pcodueing p<iYate label 

goodls for fOUf tuslicnei retaUera; ttQe retsllert eg.... 

10 meet with SecreWy ~an, 


Decembef30 
The Department ret.... Its .,. natJonai report on 
garment worker abva The Oepartmen'l conducted 
212 ~ that r88Ulted In the eohction 01 
more than $811,300 In W1lO8t for 1,650 garment 
Workelll. 

January ao 
s.ctetary 8ddr..... the ExecuUv. Commilte& of the 
National Retal Federdon, to mcpIore how the retd 
Industry cam at$)) up Ita e1'fGn. to improve oomphnce""--­

.. 
.. 
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Garment Initiative Timeline 
June 1995 - October 1998 

II 

FEBRUARY 
February 10 
Fedem.f court hlock1 thlpment of *hot goode- produeftd 
in NYC &weatIhop and O/'d$ta manu1ecturer FtIIJ'don 
Headquarter., Inc. to ecntider whether pricing It 
tu1ficient to pay WOfkett; producing .. goods In oompti­
~.. labor !awe. 

FebrUary " 
DOL. tn partrnntdp with the Ametk;an AppatW Manu­
factur.,.. Asaociation. conducta advanoed Compfhmce 
Wofbhop in DeJa, TX. 

199 8 


__"+1'.1__ 
March 0: 

Seetetary Herman tppIauda Ouke U~. Cod. of 

Condud tor its 700 appareIlcenaeet. 


March 30 
The Department release:e lte 81h ndonal report on 
glfment worker abuse. T'he Department conctuet.d 221 
~ne ttlilt reautted In the recovety of $330,5&5 
In ~k wages for 1.233 garment workers. Fin. of 
$49,500 were 8IHI:aed. 

APRIL 
Apr022 

_IV Hennon ",,_In tho opening of 111. 

Smittltonlan fnttitutkm. ~ "e.tween. Rock and 

• - Place; ADialogue..Am....... s-:r.;

162O-PeMnt" 'MIlch bob at the origin, 01 op 
prodlctlon and the com,-c fectofs that eontrlbUte to IIiI 
.......... 1oday. 
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Garment Initiative Timeline 
June 1995- October 1998 

II 

MAY 


AI ite fim~f Stak:etloldera Forum In Los Angelet. DOL 
announcet. the ~ of ttlo 1998 eomplant:e IJUMI'f of 
eontractof .nope (the third tihce 1994) kl the LA ef88. 
Thie 1UlVty' found no change In the omall hmII of 
compliance from the 1996 level of 39 percent, but did 
show ttla'! efT'edMIi monftoring of contntctor ehopa 
Inote8MIS oomplanC$ n ••rty ttlr. timea that of 
nonmonttored shope. Alec, new buIIn...end bust. 
~ which pay "off the payror have k:r.wr kwaf at 
cornpfianoo. 

.JULY
'-:--:--::-----_. ----­

June 25 
DOL meets with stakehOld8IW In the New Yotk: CIty area to 
diacuu cepl to increase eomplanc&. 

July", 
DOL"'" ita 9th na&naI repot1 on garmentwotker 
.buN. OOLeondueted~thatresultedin 
thecolec:::tion 01$655,653 In baekwagee for 1,518 
garment work .... 

A strIk.loree In the lot AngeIeI .... ftndlll neady 
$111,000 In back wagea duemor. than 200 wo~ 
fmployod by 14 gannont contrectort. 

DOUOPA 10/98 Page 14 
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Garment Initiative Timeline 
June 1995 - October 1998 

II 

- AUGUST 
--­ - ~ 

August 

A flII~n InitiatMt k'I N8\N York City finds 73% of the 
controetor $hope investigated In compliance and 1emven1 
nearty $70,000 in bbek~esfw ov.t 200 empfoyeoeawho 
wct1ted In ehOPli found in Violation, The department 
_ ...lin. of S44,ooo for ,.",.med and ¥ADfuI 
vtoIIttons. 

_ ..., ,. 


In ieu of T rendoUera uat. DOL VlGlook for In~ 

WIY'I to HtCOgni:re Hbest ~.. in the Induetry. 


Septem~t 25 
DOL mnouncee that Gotcha COVIf.., fne:., ill 0 .... 
based marnifacturet ill permentntty enjoined byt.dwal 
court order to not.hlp "hot goodie," PrevioUlty, the 
manufacturer wet wspended ft'om DOl'. Complance 
Monitoring ;l\g'rHmentfor Ita (:(lntntcto(. reputed 
vIolsOOne. 

OCTOBER 

~~---

DOL and the SmltMonlln lndtudon't NatIonal Muqum 
of American HIItory hOlt "No SWRt Un~ lAbor 
Stand:ItdI end Codee of Con~~.ftnt-of~ 
forum to prOYlde CI'lIege end unMnfty ofIIcWa,.wdenta 
end l'ept'M8nt.atfvet from lceneing cotnpania end 
Iceo.... unique 
opportunfty to *'¢'lore lib..... for 
deIfeIoPng endimpletnentino codea of conduct to 
pr(l'ff!frt labor abuMt ofwork.,. making colege and 
tmMtl'tlly apparef, 
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;SO'fE: 'This pamphlet provides only general information about the FLSk It does not attempt 
to answer alllcgaJ questions which may arise under the FLSA. It should not be considered in the 
same light as official statements of position contaioed in regulations or in the official opinion 
letters of the Wage & Hour Administrator. Copies of those publications may be obtained free 
from the nearest office of the Wage & Hour Division. 



How to Start 

But first, another teaSOn to start: Hot Goods 

If you're not quite convinced that you want to undertake monitoring of your contractors, 
here's another reason: "hot goods," Hot goods are items made in violation of the 
minimum wage, overtime or child labor requirements. The Fair Labor S~andards Act 
(FLSA) bot goods provision makes it illegal for any person (who is not specifically 
exempt) to ship or sell hot goods in interstate commerce, 

That means that you might be ordered by a court to stop shipment or sale of goods you 
receive from a contractor that violated the FLSA. Tbe Department of Labor (DOL) will 
not lift its objection to goods being Shlpped or sold until the contractor's emp10yees have 
received the back wages owed them and suitable assurances of future compliance are 
received, Thus. it's in your best interest to ensure that your contractors comply with the 
FLSA. 

Some tbings you can do 

Once you've decided to monitor your contractofs, here'5 how to start: 

1. 	 Let your contractors know that you intend to comply with the FLSA and that 
you expect them to do so, too, as part of theif contract with you. Let them 
know that you intend to monitor their compliance with the Act. 

2. 	 Work with your contractor to conduct a. pre-contract review of pricing terms. 
Contractors' pricing tenns should be competitive but sufficient to cover the 
actual costs of producing the goods, A contractor may try to win a contract 
with you by setting prices too low to pay employees at the required minimum 
wage or to pay employees overtime for bours worked over 40. 

3, 	 Provide your contractors with copies of the DOL publication on the FLSA 
and a copy of DOL's Wage&Hour poster, which explains the FLSA. Instruct 
your contractors to display tbe posler at their worksite (in language spoken by 
workers if available). 

4. 	 Ask your contractors to post a copy of YOUf business card and telephone 
number at the worksite. along with an open jnvitation to employees to make 
inquiries about their rights under the FLSA (in language spoken by workers), 

Developing Monitoring Agreements 



with Your Contractors 


Contractual agreements govern your relationship with your contractor. You and your 
garment contractors have many contractual understandings - about quality, prices. 
delivery time. In the same way, a written contractual agreement is the Ideal mechanism 
to establish both your expectation that. contractor will comply fully with the FLSA and 
your intent to monitor the contractor's working conditions, either by you or an 
independ€:nt monitor. 

At a minimum, such an agreement WQuld require your contractors to comply with the 
FLSA: . 

• 	 pay all employees at least the federal minimum wage 
• 	 pay employees time-and-.-halr for hours worked in exces. of 40 per week 
• 	 establish specific pay periods 
• 	 keep and maintain accurate time, pay and empJoyment reoords 
• 	 comply with child labor provisions 
• 	 not use prohibited industrial home work 

An enhanced written compliance agreement would be more effective. An enhanced 
agreement would also require your contractors to: 

• 	 use electronic time clocks 
• 	 not subcontract work without prior approval from you 
• 	 pay employees weekly, on the same day of the week 
• 	 pay employees with a payroll check, accompanied by a check stub l 

• 	 allow unannounced, on-site monitoring visits 
• 	 make the following available to monitors upon demand: 

• 	 time records 
• 	 payroll reoords (individual entry for every employee, every week) 
• 	 information on every employee (name. address. work ID number, 

social security number) 
• 	 employees to talk privately to monitors on a drop-in basis 
• 	 a management representative and an alternate for the monitors to 

interview 

You mny also want to encourage your contractors to use an outside payroll service, and 
to provide your contractors with an electronic time clock. 

t Some statcs may have specific requirements with respect to the fonn of payment~ for example. New 
York stale law requires employers to obtain a license before paying by check 



Monitoring a Garment Contractor 


Once your contractors have agreed to comply with the FLSA, you will want to know th.t 
they are living up to that agreement. On-site monitoring of the contractor's employment 
practices. by you or an independent monitor, is the best way to be sure your contractor is 
following the l.w. 

Site Visits 

An effective monitoring program uses trained individuals with experience in the garment 
industry to conduct unannounced site visits with contractors at Jeast quarterly (and more 
often when problems are found), During site visits, review time and payroll records, 
interview employees. and observe the employees' working conditions to: 

• determine the hours worked by employees and actual pay they received 
• determine whether any children are wo:king 
• establish that the contractor is following labor laws, and 
• determine whether the contractor is using subcontractors 
• determine whether work is given to home sewers 

Preparing for Site Visits 

During the 7 days prior to a site visit, monitors should look for employees entering or 
leaving the work site before or after hours on week nights and on at least one weekend 
day, Mak;~ notes to check against time cards, 

If. for example, monitors observe employees working over the weekend, but the time 
cards show only Monday through Friday, those records are not credible. 

Conducting a Site Visit 

There are two steps to a successful site visit. Walk through the workplace and conduct 
interviews with employees. Be sure the monitor, or one of the monitors, can speak the 
workers' language. Talk to the contractor and examine the employment records. 

Step I: Meeting witb tbe Employer 



1. 	 Conduct an initial meeting with the contractor and/or person in charge of 
payrolt [t is important to know how all employees are paid and how wages 
are determined. Obtain the following infonnation: 

• 	 Is compensation based on a piece rate? Is it hourly~ salary, or a 
combination of both? 

• 	 What are the rates of pay? 
• 	 What is the method of paymen~ cash or check? 
• 	 What is the frequency of payment? 
• 	 What are the reasons for all deductions? 
• 	 What constitutes a pay period? 
• 	 What are the hours of business operations? 
• 	 What is the method for computing overtime. if any? 

2. 	 Detennine bow mucb time is necessary to complete work paid at a piece rate. 
If, for example, an employee is paid 54 per garmen~ but on average, it takes 
75 minutes to complete, that would be a violation of minimum wage. 

3. 	 Check the contractor's records, including 

• 	 time cards/time sheeu 
• 	 payroll registers 
• 	 canceled checks 
• 	 piece-rate tickets 
• 	 current addresses and social security numbers for all employees 

Take a clos!!r look at records that seem too perfect or have handwritten changes 
or 'COrrections. 

4. 	 Make copies or take notes on some records for a later comparison and future 
visits. 

5, 	 Compare data on time cards/time sheets with infonnatlon gathered from 
observing the contractor shop prior to the'initial rneeting'with the employer. 

6. 	 Look at all the work orders that are currently "in house," If the orders 
include women's apparel, it may be necessary to count the goods to assure 
that they are all at the factory, and not in employees' homes to be worked on. 



. Step 2: Observing and Interviewing the Employees 

I. 	 Walk through the establishment. Count the number of employees for later 
comparison with the number of time cards. 

2. 	 Make arrangements to interview several employees to hear their description of 
work and pay conditions and to verify the records. These interviews should 
b. confidential. Some typical questions to ask employ...: 

• 	 What are your starting and stopping times? 
• 	 How much time do you get for lunch and rest periods? 
• 	 What days do you work? 
• 	 \Vho keeps your time? 
• 	 Do you have or know of any off the clock work, either at the factory 

or at home? 
• 	 How are you paid and how often? 

• 	 When were you last paid? 
• 	 What is your rate of pay? 
• 	 What specific goods are you working on? 
• 	 What deductions are made from your paycheck? 
• 	 How is your overtime computed? 
• 	 How is the piece rate figured? 
• 	 Are you told in advance how much you wilt be paid? 
• 	 Are you given check stubs? 
• 	 Are time rewrds accurate? 
• 	 Were you "coached" for this interview? 

It is important to intcrview employees about recent pay periods since memories 
often fail as the time grows longer. Analyze the interviews and compare them 
with the payroll records and information gathered from observing thc contractor 
shop. Get answers for any questions or d~repancies that emerge. This is where 
even the best schemes can unrave1. Look carefu1ly at any employee statement 
that suggests a violation, even if the other statements indicate compliance. 



l 

.. Let Us Help 

For more information on monitoring, or for technical assistance in setting up your own 
monitoring program, pJease contact: 

Tbe Nortbeast RCliion 

Connecticut, Delaware, District of Columbia, Maille, 

Maryland, Massacbuselt8, New Hampshire, New Jersey, 

New Yorl4 Pennsylvania, Puerto Rico, Rhode IsIaDd~ 


Vermont, Virgin blands, VirgiDi~ West Virginia 


Bruce SulUvan 

District Director 

26 Federal Plaza. Room 3838 

New York, NY 10278 

(212)264-8185 

(212) 264·9548 FAX 

The Southeast Remon 

Alabama, Florida, Georgia, Kentucky, Mississippi, 

North Carolina, South Carolina. Tennessee 


John Blaine 

Assistant District Director 

800 Briar Creek Road, Suite CC-412 

Charlotte, NC 28205·6903 

(704) 344·6302 
(704) 344-6307 fAX 

The Southwest RClIilln 

ArkansMt l...6uisiana, New Mexico, Oklahoma, Texast 


South UakOtil, North Dakota, Montana, Colorado, Utah. Wyoming 


Bruce Cranford 

Regiona1 Gannent Coordinator 

525 S, Griffin St. Suite 800 

Dallas, TX 75202 

(214) 767,,6895 x 230 
(214) 767,,2730 FAX 

The Midwest RCliion 



Ulinois. Indiana~ Iowa, Kanas, Michigan~ Minnesota, 
Mi!sonri~ Nebraskat Ohio, Wisconsin 

Jules Van Rengen 
Acting Deputy Regional Administrator 
230 S. Dearborn SI. Room 816 
Chicago, Illinois 60604-1591 
(312)353.7280 
(312) 353·3835 FAX 

The Western Recion 
Alaska) Arizona, California, Guam, llawaii, Idabo, 
Nevad,o, Oregon, Saipan, Washington 

Gerald M. Hall 
District Director 
lOON. Barranca Ave. Suite 850 
West Covina, CA 91791 
(626) 966·0478 x 226 
(626) 955·5539 FAX 

FOR MORE INFORMA nON ABOUT THE FLSA, INCLUDING THE POSTER 
AND SAMPLE MONITORING AGREEMENTS: Please contact the nearest office of 
the Wage & Hour Division, which is listed in most telephone directories under u.s. 
Governmen~ Department of Labor, Employment Standards Administration. For 
information about State or local laws, please contact the State or local agency responsible 
for the enforcement of those laws. 
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INTRODUCfION 

The members or the Apparel Industry Partnership announced the creation of the attached 
"Workplace Code of Conduct" and "Principles of Monitoring" to. the President and to. the 
public on April 141 1997, To. achieve the objective of establishing a means to. provide the 
public with confidence about implementation of the Workplace Code and the Monitoring 
Principles, the members of the AlP hereby set forth a charter document for the fonnation 
of a Fair Laoor Association. 

The Association shaH have. inler alia, the following purposes: 

• To accredit independent external monitors to conduct independent external 
monitoring and inspections of Applicable Facilities of Participating 
Companies; 

• To certify whether the Applicable Brands of each Participating Company 
are produced in Compliance with the Fair Labor Association Standards; 

• To continue to address questions critical to the elimination of sweatshop 
practices; and 

• To serve as a source of infonnation to consumers about the Workplace 
Code, the xlonitoring Principles and Participating Companies. 



I. DEFINITIONS 

The fi>l1owing capitalized tenus shaH have the following meanings when used in this 
Charter: 

. "A.\.e" shall mean the Apparel Industry Partnership. 

"Alleged NOD compliance" shall mean any significant and/or persistent pattern of 
noncompliance, Qr any individual Incident of serious noncompliance, with the Workplace 
Code or Monitoring Principles. alleged by a Third Party. 

",Applicable B1'1lnds" shall mean the Brands of a Participating Company for which the 
Company is seeking certification that such Brands are produced in Compliance with the 
Fair Labor Association Standards, 

"Applicable Faciliti~it sh..-Ill mean the Facilities of a Participating Company other than its 
Dc Minimis Facilities. 

"ASSQchuiwl" shall mean the Fair Labor Association. 

".A~sQciatiQn Public Report" shall mean the public report evaluating a Participating 
Company's Compliance with the Fair Labor Association Standards in the production or 
Applicable Brands, as more fully described iii Section V below, 

".Emard" or "Board of Directors" shall mean the Board of Directors of the Association, 

"Board Member" or "Member" shall mean a member of the Board, including the Chair, 

"Rrarur shall mean a trademark or logo affixed to a product that is either owned or 
controlled by a Participating Company Qr which the Company has the right 10 use under 
license. 

".!Juli.(' shall mean the chainnan or chairwoman. as the case may be. of the Board. 

"Chart~U shall mean this Charter of the Fair Labor Association. 

"C;omphunf' shaH mean a complaint which sets forth a claim of Alleged Noncompliance 
that is submitted by a Third Party to the Association, 

"CQmllJian.G' with the Fair Labor Association Standards" shall mean the fOllowing: 
(i) effective implementation by a Participating Company of internal and independent 
extemal monitoring programs consistent with the Monitoring Principles; (Ii) timely 
remediation by the Participating Company of noncompliance with the Workplace Code 
or Monitoring Principles found by internal or accredited independent external monitors; 
and (iil) in situations where monitors have found a significant and/or persistent pattern of 
noncompliance, or instances of serious noncomp1iance, with the Workplace Code or 
Monitoring Principles) the taking of adequate steps by the Participating Company to 
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prevent recurrence in other Applicable Facilities where such type of noncompliance may 
occur, 

"Pc Minimis Facilities" of a Participating Company shall mean Facilities (i) with which 
the Participating Company contracts for production for six months or less in any 
24~month period or (ii) in which the Participating Company accounts for ]0% or less of 
the annual production of such Facility. In no event shall De Minimis Facilities constitute 
more than 15% of the total ofall Facilities ofa Participating Company. 

"Executiye Pirector" shan mean the Executive Director of the Association. 

"Facilitie.s" of a Participating Company shall mean, the produc-lion or manufacturing 
facilities of a Participating Company and its majority-owned subsidiaries and of such 
Participating Company's or its majority~owned subsidiaries' licensees, contractors 
(where the Participating Company is a manufacturer, including a retailer acting as a 
manufacturer) and suppliers (where the Participating Company is a retailer, including a 
manufacturer acting as a retailer). where such Facilities are involved in the production or 
manufacturing of Applicable Brands. For purposes of this definition. a "contractor" or a 
"supplier" shall mean any contractor or supplier engaged in a manufacturing process, 
including cutting, sewing, assembling and packaging, which results in a finished product 
for the consumer. 

«Inilial~mentation Period" shall mean the implementation period during which a 
Participating Company is seeking initial certification that its Applicable Bnmds are 
produced in Compliance with the Fair Labor Association Standards, This period shall be 
for a tenn of two or three years, at the discretion of the Participating Company. 

;'Labor!~" shaU mean consumer, human rights, labor rights. labor union. religious 
and othl~r pubUc interest organlutions, provided that such organizations work on issues 
related to fair labor standards. 

"Monitoring PI",}" shaH mean the monitoring plan submitted to the Association by each 
prospective Participating Company that describes with specificity the Company's 
proposed internal monitoring program and independent external monitoring program, 

"MQnitoring Principles" shall mean the Principles ofMonitoring attached to this Charter. 

""fanicipating Company" or "Company" shaH mean a company whose participation in 
the Associatlon's monitoring process has been approved by the Board. 

"Simple MajQrity Vote" shall mean a vote requiring the approval of at least one mQre 
than one·halfofall of the Members orthe Board, with the Chair voting on the matter. 

"SupeonilQrity Vote" shall mean a vote requiring the approval of at lea.<;t two~thirds of an 
ofthc industry Members of the Board and at least two-thirds of the LaborlNGO Members 
of the Board, with the Chair having no vote on the matter. -, 
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«Third r~" shall mean any person or organization other than an accredited independent 
external monitor, 

",}Yuz:klliacc Codt" shall mean the Workplace Code ofConduct attached to (his Charter, 

II. GOVERNANCE OF TJ{E ASSOCIATION 

A. Structure 

The Association shan be fanned as a nonprofit association under the laws of a state that 
has adopted a separate nonprofit association statute. The Association shall seck 
Section 501(c)(J) status as a tax~exempt organization. 

B. ,Board of Djrectors."f the Association 

The Board of Dlmctors of the Association shall consist ofsix industry representatives and 
six LaborlNGO representatives. The initial industry Board Members shall be selected by 
the industry members of the AlP, and the initial LaborlNGO Board Members shall be 
seJected by the LaborlNGO members of the AlP. Thereafter, new industry Board 
Members shall be selected hy the then~serving industry Board Members in consultation 
with the companies then participating in the Association's monitoring process. New 
LaborlNGO Board Members shall be selected by the then-serving LaborlNGO Board 
Members. 

Each Board Member shan be committed to the goals of the Association in eliminating 
sweatshop practices. Persons employed or retained by. or agents of, accredited monitors 
or entities whose applications for accreditation are pending shaH not be eligible to serve 
on the Board. Officers and directors of Participating Companies and LaborlNGO 
organizations may serve as Members of the Board. No more than one Board Member 
may be from any individual company or LaborINGO organization. The Board shaH 
adopt appropriate screening and recusal policies in order to address any potential conflict 
of interest issues. 

In addition to the industry and LaborlNGO representatives, the Board shan have one 
voting Chair, mutually agreeable to, and selected by, the industry Board Members and the 
LaborlNGO Board Members in accordance with the procedure specified below. 

C, Selection Process and QualificatioDs for Chair 

An inihal Nominating Committee to identify candidates to serve as the initial Chair, 
comprised of three industry members from the AlP and three Labor/NOO members from 
the AlP, shan be appointed by the co-chairs of the AlP subject to the rarification of the 
AlP. The initial Chair shall be selected subject to the approval of at least a two~thirds 
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majority of the industry members of the AlP and at least a two-thirds majority of the 
Labor/NOO members of the AlP" 

Thereafter, a Nominating Committee made up of two industry Board Members and two 
LaborlNGO Board Members shall be appointed by the incumbent Chaic The 
Nominating Committee shall actively identifY and assess the potential Interest of 
qualified candidates. The Nominating Committee shall submit no less than five names of 
qualified candidates to the entire Board for consideration. The new Chair shall be 
selected by the affinnative vote of at least a two-thirds majority of the industry Board 
Members and at Icast a two-thirds majority of the LaborfNGO Board Members, 

)n selecting the Chair, Members of the Board shall seek individuals with the following 
qualifications: 

I. 	 A commttment to the goals of the AIP and the Association in eliminating 
sweatshop practices; 

2. 	 Knowledge of business operations, including, but not iimited to, labor 
issues affecting companies; 

3. 	 Independence. 

Factors to he considered in determining independence include whether a 
person or his or her spouse or immediate family has held any position 
with. or rendered any paid services to. any external monitor. any company 
in the apparel or footwear industry or any other Participating Company, or 
any LaborlNGO organization; 

4. 	 The Chair must be willing to divest of any directly held (i.e., not held 
through a mutual fund or in it bllnd trust) equity securities or any other 
financial interest in any monitor or any Participating Company. Any 
nominee must also disclose all such hOldings as well as any contributions 
made al any time during the past three years to any LaborlNGO 
organization. 

D. 	 Issues for Board Consideration 

The Board shall have responsibility for approving the following matters by the 
affirmative vote indicated below for each specific matter: 

1. 	 The amendment of the Workplace Code and Monitoring Principles: 
Supcrmajority Vote; 

2, 	 The adoption and amendment of the Bylaws and Articles of Incorporation 
of the Association: Superrnajority Vote; 
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The appointment or removal of the Executive Director: Supemlajority 
Votc; 

4. 	 The appointment or removal of senior officers of the Association other 
than the Executive Director: Simple Majority Vote; 

5, 	 The adoption of the annual operating plan and budget for the ASsoc111tion, 
including the identification of funding sources and the setting of annual 
assessments for Participating Companies: Simple Majority V"ote; 

6. 	 Any increase or decrease of the cap on annual assessments for 
Participating Companies: Supennajoriry VQtc~ 

'j. 	 The adoption and any amendment of the Association's accreditation 
criteria for independent external monitors: Supennajorily Vote; 

S. 	 The adoption and any amendment of the Association's baseline 
monitoring procedures: Superrnajority Vote;. 

9. 	 Any amendment of the range of percentages of Applicable Facilities of 
Participating Companies required for inspection by accredited independent 
extemal monitors on a prospective basis, based on data derived from 
inspections conducted by independent external monitors during the InWal 
Implementation Period: Supemlajority Vote; 

10. 	 The decision whether to . accredit a particular external monitor for a 
two~year period: Simple Majority Vote; 

11. 	 The decision whether to renew the accreditation of a particular external 
monitor for an additional two-year period: Simple Majority Vote; 

12. 	 The decision whether to suspend the accreditation of an external monitor 
for a period detennined by the Board: Simple Majority Vote; 

13. 	 The decision whether a particular company is eligible to participate in the 
Association's monitoring process: Simple Majority Vote; 

14. 	 The decision whether to certify initially that the Applicable Brands of a 
Participating Company are produced in Compliance with the Fair Labor 
Association Standards. based on reports of the Association's accredited 
independent external monitors, and the approval of the initial Association 
Public Report regarding such Participating Company: Simple Majority 
Vote~ 

15, 	 The decision whether to re-new, for an additional onc~year period, the 
certification of a Participating Company's Applicable Brands and the 
approval' of the annual Association Pu~lic Report regarding such 
Participating Company: Simple Majority Vote; 
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t 6. 	 The decision whether to suspend the certification of a Participating 
Company's Applicable Brands and place the status of such Participating 
Company on a 90~day special review, or to extend such special review 
period: Simple Majority Vote; 

17. 	 In the event that the status 'of a Participating Company is placed on special 
review, the decision whether such Company shall have its participation in 
the Association temiinated following the special reVlew period: 
Supermajority Vote; 

18. 	 Any amendment of the "Third Party Complaint Procedure" set forth in 
Section Viii below by which complaints from Third Parties concerning 
workplace conditions in Facilities of Participating Companies are 
addressed by the Association: Simple Majority Vote; 

19. 	 The adoption and any amendment of a procedure to address complaints 
from Third Panics concerning the conduct of extemal monitoring by 
specific accredited independent external monitors: Simple :Majority VotCj 
and 

20. 	 Other appropriate issues critical to the elimination of sweatshop practices, 
including any amendment of the "Special Country Guidelines" set forth in 
Section VH below and any adoption of additiona1 country guidelines: 
Supennajority Vote. 

Each Board Member shall serve a three-year tenn. The Board shall be staggered so that 
each year, the tenn of two industry Board Members and two LaborlNGO Board Members 
shall expire l The Chair shall serve for a three-year tenn, and may serve such additional 
tenns as determined through the normal Chair selection process. 

E. 	 f.ee"ti,!> Staff of the Association 

The Association shall employ a full-tIme professional staff, including an Executive 
Directof, Responsibilities of the staff shall include: 

1. 	 Providing infonnation to consumers about the Workplace Code, the 
Monitoring Principles and Participating Companies; 

2. 	 Developing and conducting related public outreach and t;:Qnsumer 
education programs about the Association; 

3. 	 Reviewing applications of independent external monitors for accreditation, 
and fOf renewal of accreditation, based on the accreditation criteria set 

The initial Board Members shaU agree as 10 which mitial Members "hall serve a one~year. two-year (lr 
three~year term to begin staggering thf! terms, 
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forth in Section IJ1 below. and recommending independent external 
monitors to receive accreditation to the Board of Directors~ 

4. Reviewing applications of companies to participate in the Association's 
monitoring process, based on the participation criteria set forth in 
Section II below, and recommending the eligibility of Participating 
Companies to the Board of Directors; 

5" Upon request, serving as a resource for Participating Companies and 
NGOs participating in the monitoring process; 

6, Establishing a database providing information about local labor laws and 
about local labor, human rights, religious and nongovernmental 
organi7.ations in countries ofproduction; 

7, Making recommendations to the Board concerning questions critical to the 
elimination ofsweatshop practlces~ 

K Conducting oversight of accredited independent external monitors. and 
addressing complaints concerning monitoring activities of independent 
external monitors; and 

9. Addressing complaints concerning workplace conditions in FacitHies of 
Participating Companies, pursuant to the "Third Party Complaint 
Procedure" set forth in Section VIII below, 

III. 	 PARTICIPATION CRITERIA FOR COMPANIES 

A company that desires to participate in the Association's monitoring process shall 
submit to the Association an application consisting of a monitoring p1an that describes 
the company's internal and independent external monitoring programs (as described in 
more detail in Section V below) and consisting of tbe agreement of the company to 
undertake in good faith the following: 

L 	 To adopt, and cause its applicable licensees, contractors and suppliers to 
adopt, the Workplace Code in the manufacture of its apparel and footwcar 
produets~ 

2, 	 To fonnally convey the Workplace Code (in the applicable local language) 
to company factories. and applicable licensees, contractors and suppliers. 
and communicate the company's commitment to comply with the 
Workplace Code to senior officers, managers and employees of both the 
company and its applicable licensees, contractors and suppliers; 

3, 	 To implement a system of monitoring that complies with tbe Monitoring 
Principles, including utJIizing independent external monitors accredited by 
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"Third Part):" shall mean any person or organization other than an accredited independent 
external monitor. 

"Workplace Code" shall mean the Workplace Code ofConduct attached to this Charter. 

II. (;OVERNANO: OFTHE ASSOCIATION 

A, Structure 

The Association shall be fomled as a nonprofit association under the laws of a state that 
has 13dopted a separate nonprofit association statute, The Association shall seek 
Se<tion 501 (e)(3) status as a tax-exempt organization. 

B, lward o[D~Qrs Qfthe Associatjon 

The Board of Directors of the Association shall consist ofsix industry representatives and 
six LaborlNGO representatives, The initial industry Board Members shall be selected by 
the industry members of the AlP, and the initial LaborlNGO Board Members shall be 
selected by the LaborlNGO members of the AlP. Therealler, new industry Board 
Membe(s shall be selected by the then-serving industry Board Members in consultation 
with the companies then participating in the Association's monitoring process. New 
LaborlNGO Board Members shall be selected by the then-serving LaboriNGO Board 
Members. 

Each Board Member shaH be commiued to the goals of the Association in eliminating 
sweatshop practices, Persons employed or retained by~ or agents of, accredited monitors 
or entities whose applications for accreditation are pending shaH not be eligible to serve 
On the Board. Officers and directors of Participating Companies and LaborlNGO 
organizations may serve as Members of the Board. No more than one Board Member 
may be from any individual company or LaborlNGO organization. The Board shaH 
adopt appropriate screening and recusal policies in order to address any potential conflict 
of interest issues. 

In addition to the industry and LaborlNGO representatives, the Board shaH have one 
voting Chair, mutually agreeable to, and selected by, the industry Board Members and the 
LaborfNGO Board Members in accordance with the procedure specified below, 

C. S.eJt:1<tlon Process and Qualific.ations for Chair 

An initial Nominating Committee to identify candidates to serve as the initial Chair, 
comprised of three industry members from the AlP and three LaborlNGO members from 
the AlP, shall be appointed by the co~chairs of the AlP subject to the ratification of the 
AlP. The initial Chair shall be selected subject to the aPeroval of at least a two~thirds 
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majority of the industry members of the AlP and at least a two-thirds majority of the 
LahorlNGD members of the AlP. 

Thereafter, a Nominating Committee made up of two industry Board Members and hvo 
Labor/NOD Board Members .hall be appointed by tbe incumbent Chair. The 
Nominating Committee shan actively identify and assess the potential interest of 
qualified candidates" The Nominating Committee shaJi submit no Jess than five names of 
qualified candidates to the entire Board for consideration. Th.e new Chair shall he 
selected by the affinnative vote of at least a two-thirds majority of the industry Board 
Members and at least a two-thirds majority of the Labor/J\GO Board Members. 

In selecling the Chair, Members of the Board shall seek individuals with the following 
qualifications: 

1. A conunitment to the goals of the AlP and the Association in eliminating 
sweatshop practices; 

2, Knowledge of business operations, including, but not limited to. labor 
issues affecting companies; 

3, Independence, 

Factors to be considered in determining independence include whether a 
person Qr his or her spouse or immediate family has held any position 
with. or rendered any paid service.q to, any external monitor, any company 
in the apparel or footvlear industry or any other Participating Company, or 
any LaborfNGO organization; 

4. 	 The Cbair must be willing to divest of any direotly beld (i.e., no! held 
through a mutual fund or in a blind trust) equity securities or any other 
financial interest in any monitor or any Participating Company, Any 
nominee must also disclose all such holdings as well as any contributions 
made at any time during the past three years to any Labor/NOD 
organization. 

D. 	 .Issues for Board Consideration 

The Board shall ·bave responsibility for approving the following matters by the 
atlirrnative vote indicated helow for each specific maHer: 

1. 	 The amendment of the Workplace Code and Monitoring Pnnciplcs: 
Supermajority Vote; 

2. 	 The adoption and amendment of the Bylaws and Articles of Incorporation 
of the Association: Supermajority Vote; 
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3. 	 The appointment or removal of the Bxecutive Director: Supennajority 
Vote; 

4. 	 The appointment or removal of senior officers of the Association other 
than the Executive Director: Simple Majority Vote; 

5" 	 The adoption of the annual operating plan and budget for the Association. 
including lhe identification of funding sources and the setting of annual 
assessments for Participating Companies: Simple Majority V:ote; 

6, 	 Any increase or decrease of the cap on annual assessments for 
Participating Companies: Supennajority Vote; 

7, 	 The adoption and any amendment of the Association's accreditation 
criteria for independent external monitors: Supennajority Vote; 

8. 	 The adoption and any amendment of the Association's baseline 
monitoring procedures: SupennajorilY Votej 

9, 	 Any amendment of the range of percentages of Applicable Facilities of 
Participating Companies required for inspection by accredited independent 
external monitors on a prospective basis, hased on data deri ved from 
inspections conducted by independent external monitors during the Initial 
Implementation Period: SupermajorilY Vote; 

10, 	 The decision whether to accredit a particular external monitor for a 
two-year period: Simple Majority Vote; 

11, 	 The decision whether to renew the accreditation of a particular external 
monitor for an additional two-year period: Simple Majority Vote; 

12. 	 The decision whether to suspend the accreditation of an external monitor 
for a period determined by the Board: Simple Majority Vote; 

13. 	 The decision whether a particular company IS eiigible to participate in the 
Association's monitoring process: Simple Majority Vote; 

14, 	 The decision whether to certifY initially that the Applicable Brands of a 
Participating Company are produced in Compliance with the Fair labor 
Association Standards~ based on reports of the Association's accredited 
independent external monitors, and the approval of rhe initial Association 
Public Report regarding such Participating Company: Simple Majority 
Vote; 

i5. 	 The decision whether to renew, for an additional one-year period, the 
certification of a Participating Company's Applicable Brands and the 
approval' of the annual Association Public Report regarding such 
Participating Company: Simple Majority Vote; 
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16, 	 The decision whether to suspend the certification of a Participating 
Company's Applicable Brands and place the status of such Participating 
Company on a 90-day special review, or to extend such special review 
period: Simple Majority Vote; 

17. 	 In the event that the status of a Participating Company is placed on speciaJ 
review, the decision whether such Company shall have its pat1icipation in 
the Association terminated following the special review period: 
Supermajority Vote; 

18. 	 Any amendment of the "Third Party Complaint Procedure" set forth in 
Section VIIi below by which complaints from Third Parties concerning 
workplace conditions in Facilities of Participating Companies are 
addressed by the Association: Simple Majority Vote; 

19. 	 The adoption and any amendment of a procedure [0 address complaints 
from Third Parties concerning the conduct of external monitoring by 
specific accredited independent external monitors: Simple Majority Vote; 
and 

20. 	 Other appropriate issues critical to the elimination of sweatshop practices, 
including any amendment of the "Special Country Guidelines" set forth in 
Section VII below and any adoption of additional country guidelines: 
Supermajority Vote. 

Each Board Member shall serve a three-year term. The Board shall be staggered so that 
each year, the tenn of two industry Board Members and two LaborlNGO Board Members 
shall expire! The Chair shall serve for a three-year tenn. and may serve such additional 
tenns as dctennined through the nonnal Chair selection process. 

E, 	 l~xeculive StafIoftbe Association 

The Association shall employ a. fun-time professional staff, including an Executive 
Director. Responsibilities of the staffshaH include: 

1. 	 Providing infonnation to consumers about the Workplace Code~ the 
Monitoring Principles and Participating Companies; 

2. 	 Developing and conducting related public outreach and consumer 
education programs about the Association; 

3< 	 Revie'<ving applications of independent external monitors for accreditation, 
and for renewal of accreditation, based on the accreditation criteria set 

TIle initial Board Members shall agree as to which initial Members shaH serve a one-year, two-year or 
three~year term to begw ~taggering the tenns. 
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forth in Section m below, and recommending independent external 
monitors to receive accreditation to the Board of Directors; 

4, 	 Reviewing applications of companies to participate in rhe Association's 
monitoring process, based on the participation criteria set forth in 
Secdon II below, and recommending the eligibility of Participating 
Companies 10 the Board ofDirectors~ 

5, 	 upon request. serving as a resource for Participating CQmpanies and 
NGOs participating in the monitoring process; 

6. 	 Establishing a database providing information about local labor laws and 
about local labor, human rights, religious and nongovernmental 
organizations in countries of production; 

I. 	 Making recommendations to the Board concerning questions critical to the 
elimination of sweatshop practices; 

g, 	 Conducting oversight of accredited independent external monitors, and 
addressing complaints concenting monitoring activities of independent 
external monitors; and 

9. 	 Addressing complaints concerning workplace conditions in Facilities of 
Participating Companies, pursuant to the "Third Party Complaint 
Procedure" set forth in Section vm below. 

Ill. 	 I'ARTICIPATION CRITERIA FOR COMPANIES 

A company that desires to participate in the Association's monitoring process shall 
submit to the Association an application consisting of a monitoring plan that describes 
the company's internal and independent external monitoring programs (as described in 
more detail in Section V below) and consisting of the agreement of the company to 
undertake in good faith the foHowing: 

L 	 To adopt. and cause its applicable licensees, contractors and suppliers to 
adopt, the Workplace Code in the manufacture of its apparel and footwear 
products; 

2. 	 To formally convey the Workplace Code (in the applicable local language) 
to company factories, and applicable licensees, contractors: and suppliers. 
and communicate the company's commitment to comply with the 
Workplace Code to senior officers, managers and employees of both the 
company and its applicable licensees. contractors and suppliers:; 

3, 	 To implement a system of monitoring that complies with the Monitoring 
Principles. including utilizing independent ex"tental monitors accredited by 
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the Association for the relevant region or function and disclosing to the 
Association the identity, the scope of work and the teons of the 
engagement of such monitors; and 

L~. 	 To pay annual assessments to the Association. Assessments shall be 
detennined by the Boatd of Directors of the Association based on a 
fonnula related to the annual revenues of each Panicipating Company. 
The annual assessment for each Participating Company shall range from a 
minimum of $5,000 to • maximum of $100,000, based upon the annual 
consolidated revenues of such Company. (An assessment of $100,000 
shall be required of any Participating Company with annual consolidated 
revenues in excess o1'$IQ billion.) 

The staff of the Association shall recommend 10 the Board of Directors. whether such 
company is eligible to participate in the Association's monitoring process based on the 
company's satisfaction of the foregoing, With respect to the company's monitoring plan, 
the staff of the Association shaU review each plan to detennine whether it complies with 
the ~1onitoring Principles and the requirements for Monitoring Plans set forth in 
Section V below, assigns specific responsibilities for implementing the commitments 
contained therein to appropriate officers, establishes a system of acc-Ountabilily, and sets 
forth an operational structure for imp)emcnring the pian, 

Jfthe Board of Directors approves the participation of SllCh company in the Association's 
monitoring process. then the company's Applicable Facilities shall undergo independent 
external monitoring by accredited independent external monitors to detennine whether its 
Applicable Brands are produced in Compliance with the Fair Labor Association 
Standards. Such a company shall thereafter be referred to as a "Participating Company". 

IV, 	 COMMUNICATIONS TO THE PUBLIC 

In the (;vcnt that the Board of Directors approves the participation of a particular 
company in the Association's monitoring process and external monitoring commences, 
then such Participating Company, as well as the Assocjation, may communicate to the 
public that such Company is participating in the Association's monitoring process. and 
such Company and the Association may disclose the Applicable Brands for which the 
Participating Company is seeking certification that such Brands are produced in 
Compilance with the Fair Labor Association Standards. 

A Participating Company cannot make any public announcement or other communication 
to the public that nil or some of its Brands are produced in Compliance witb [he Fair 
Labor Associati~n Standards and shall not have the right to use the service mark of the 
Association for any purpose unless: (a) such Brands have been certified by the 
Association to be ·produced in ComplIance with the Fair Labor Association Standards; 
and (b) the Company continues to satisfy the criteria set forth above for participation in 
the Association's monitoring process, If these conditions have been met, then the 
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Participating Company shall be entitled to communicate to the public that such Brands 
have been produced in Compliance with the Fair Labor Association Standards and shall 
be entitled to use the service mark ofthe Association in product labeling. advertising and 
other communications to consumers and shareholders. 

Neither the Board ofDirectors nor any member of the Association's stafr shall disclose to 
the jJublic any Information relating to any Participating Company which is confidential or 
proprietary, including any detailed information or assessment regarding (i) the overaU 
status of such Particlpating Company in the Assoclation or (ij) the status ef a particular 
unresolved ComplaInt relating to a Participating Company, 1r. in either case, any such 
infonnation has not already heen disclosed to the public by the Company or the 
Ass<x:iation, However. the status of such Participating Company in the Association. as 
well itS the identification of the Applicable Brands for which it is seeking certification 
and whether such certification has been obtained shall be publicized by the Association 
and the Association shall issue public reports with respect to each Participating Company 
as provided in Section IV. E. below. The Board of Directors shall establish further 
guidelines for responding publicly to inquiries regarding Complaints from Third Parties. 
Such guidelines shall preserve the integrity of thc process hy which the Association 
investigates Complaints, facHitate the ability of Companies to remediate problems in their 
Facilities and provide the public with assurance -of the independence and integrity of the 
Association. 

V. 	 ACCREDITATION CRITERIA FOR EXTF,RNAL MONITORS 

A 	 Independence of Extrnlal Monitors 

1. 	 A prospective external monitor shall not be eligible to' conduct independent 
external monitoring for a Participating Company unless such external monitor js 
independent from such Company as well as its applicable licensees. contractors 
and suppliers to [he foHowing extent: 

a. 	 Neither the external monitor nor any of its employees personally involved 
in the monitoring of such Participating Company shall hold any equity or 
debt securities of, or have any other financial interest in, the Company or 
any of its applicable licensees; contractors or suppliers; 

b, 	 Neither the external monitor nor any of its employees personally involved 
10 the monitoring of such Participating Company shalt have any business 
or financial relationship with the Company or any of its applicable 
licensees, contractors or suppliers that would conflict with or compromise 
its ability to conduct monitoring for such Company in a neutral, impartial 
manner; and 

c. 	 The mooitor. or any affiliated company of such monitor, shaH not provide 
other services (excluding financial auditing'services) to the Participating 
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Company, or shaH not have provided other services (excluding financial 
auditing services) to the Company in the twelvcRmonth period prior to its 
consideration to be an external monitor, if the value of all such other 
services exceeds $)00,000 or if the value of all services (including any 
financial auditing services) provided to the Company has or shall account 
for 25% or more of the monitor's annual revenue. The Association. 
however, may waive the application of this provision on a case~by·case 
basis upon a good faith showing that the monitor has established effective 
mechanisms to eliminate any signIficant risk to the independence of the 
monitoring. such as the establishment of ethical walls between those 
employees providing such other services and those employees that shall be 
conducting the monitoring (i.e" prohibiting those employees that provide 
such other services from conducting the monitoring and prOhibiting the 
exchange of information ,between such other employees and such 
employees conducting the monitoring), The independent external monitor 
shall continue to maintain any mechanisms implemented by it to protect 
the independence of its monitoring, 

If accredited by the Association and selected to ~ conduct monitoring for a 
Participating Company, the external monitor must pledge to continue to comply with 
the foregoing independence criteria throughout the period that it is cltgaged in 
monitoring for such Company. 

2. 	 An accredited independent external monitor shall pledge to conduct its monitoring 
in a neutral, impartial manner and shall pledge that the content of its monitoring 
report shall be accurate and not misleading. 

3, 	 An accredited independent external monitor shall be selected to conduct 
monitoring for a particular Participating Company by the Company desiring to 
engage its services, 

4. 	 An accredited independent external monitor shall not accept a fee or other 
compensation for monitoring that is in any way contingent upon the outcome of 
its monitoring or the content of its monitoring report, 

B. 	 Qualifying Characteristics of External MonhQfS 

In order to qualify as an accredited independent external monitor of the Association, a 
prospective external monitor shall: 

J, 	 Agree to conduct its monitoring consistent with the Monitoring Principles; 

2, 	 Agree to conduct its monitoring utiliring the audit instrument to be 
established by the Association setting forth baseline monitoring practices 
for accredited independent external monitors; 
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3, 	 Demonstrate knowledge of and familiarity with the relevant standards to 
be appJied in the conduct of monitoring, e.g., the Workplace Code, labor 
law and practice in the country where monitoring shall lake place, and 
knowledge of applicable international labor standards; 

4" 	 Demon~trate its capacity to conduct monitoring competently. with 
particular knowledge of prevailing practices and issues in the country(ies) 
where accreditation for monitoring is being sought, including: 

a. 	 Ability to communicate effL'Ctively in the language(s) of . 
employees in the workplaces to be monitored; 

b, 	 Ability to assess the accuracy of quantifiable information, e.g., 
accounting skills; 

c. 	 Ability to assess health and safety practices; 

d. 	 Knowledge of prevailing discrimination issues; 

e, 	 Knowledge ofprevailing labor relations issues; 

f. 	 Knowledge of the local production system in the industry/cQuntry. 
to assist in detecting unacknowledged outsourcing or homework; 

g. 	 Knowledge of laws and regulations relating to residency and 
immigration, to pennit monitoring of compJiance with forced or 

. coerced labor standards; and 

5. 	 Demonstrate its capability to interview and communicate with employees 
in ways that maintain the confidentiality of infonnation and confidence Qf 
those interviewed. 

In seeking accreditation. a prospective independent external monitor shall submit to the 
Association a monitoring plan demonstrating satisfaction of the foregoing criteria. A 
prospective independent external monitor may seek accreditation to conduct monitoring 
in defined geographic areas. A prospective independent external monitor also may seek 
accreditation to pertonn some, but not aU, monitoring functions. 

Each accredited independent external monitor must notify the Association of any material 
change that may affect any of the independence criteria or qualifications of external 
monitors listed above, 

C. 	 Ac\;Quntabjlity of External MQnito!] 

An accredited independent external monitor shall be accountable to the Association for 
professional misconduct or gross negligence in the conduct of its monitoring or the 
preparation or content of its monitoring reports. In the event that the Association 
determines that an accredited independent external monitor has committed sllch 
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misconduct or negligence~ the Board shall have the authority to remove the accreditation 
of such external monitor, An independent external monitor shall have the obligation to 
report to the Association any breach of any mechanism established by such independent 
external monitor to protect the independence of its monitoring and any steps taken by 
such independent external monitor to remedy such breach. Independent external 

,monitors shaH be accredited for a two-ycar period, which accreditation can be renewed 
ror SUcc!~ssive two-year periods thereafter provided that the external monitor continues to 
be independent and otherwise qualifies under the criteria set forth above. 

D. Nondisclosure by External Monitors 

Each Participating Company shaH have the right to enter into a confidentiality or 
nondisclosure agreement with its accredited independent external monitors with respect 
to nondisclosure to any party other than the Company of infonnation deemed by such 
Company to be proprietary or confidential; provided, however. that any such 
confidentiality or nondisclosure agreement sha1l expressly pem1it the independent 
external monitors to disclose (i) to the Association, all information concerning the 
Participating Company, its Applicable Brands and its Facilities as expressly required to 
be disclosed in this Charter and Oi} to the Executive Director of the Association, all other 
infornlaHon which the Executive Director reasonably may require in order to carry out 
the purposes of the Association. 

VI. TilE MONITORING PROCESS 

A. Monitoring Plan 

Each Participating Company shaH submit to the Association for review and approval a 
Monitoring Plan that describes with specificity the Participating Company's proposed 
internal and independent external monitoring programs. The Monitoring Plan must 
describe the strategy and process by which the Participating Company shall implement its 
monitoring programs in accordance with the Monitoring Principles and whether the 
Company determines to opt for an Initial Implementation Period of two or threc years2

• 

The Company shaH identify in its Monitoring Plan those Facilities which the Company 
considers to be De Minimis Facilities, citing the reason for such designation. 

The Monitoring Pjan of each Participating Company also shall describe which Brands of 
the Company shall be deemed to be Applicable Brands for which the Company shall seek 
certification that such Brands are produced in Compliance with the Fair Labor 

, 
Note that the Initial Implementation Period would wmmence for eaeh Participating Company III the 

time that the Company's application 10 the Association to participate in the Association's monitoring 
process is accepted, (This v.'Ould be fotlowing the formation of the Association and the initial accreditation 
of accredited independent external monitors.) 
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Associalion Standards. During the Initial Implementation Period, the Participating 
Company shall. at a minimum, designate the following as Applicable Brands: 

(a) The Brand that accounts for the greatest percentage of the Company's 
annual consolidated. revenues; 

(b) Any individual Brand that accounts for more than 30% of the 
Company's annual consolidated revenues); and 

(e) Any Brand which bears the Company name; 

provide'd. however, that: (i) it shall be within the discretion of such Participating 
Company to designate as Applicable Brands those Brands under which it produces 
products under license for Third Parties; (ii) it shall be w1thin the discretion of sueh 
Participating Company to exclude particular product lines of an Applicable Brand if such 
product lines are produced by Third Parties under license from the Company. but in no 
event maya Participating Company exclude under this provision apparel or footwear 
product lines which, in the aggregate. comprise more than 300,4 of such Participating 
Compa.ny's annual revenue derived from such Applicable Brand; and (iii) where a Brand 
is used across various product lines. the Company shall seek certification for the Brand as 
used for its apparel and/or footwear product Hnes and, within its discretion, for other 
product lines4 

• Following the Initial lrnplementation Period, the Participating Company 
shall commit to progressively seek certification for its other apparel and footwear Brands 
and product lines, with a view toward achieving full participation among all of its Brands 
and product lines, 

Among the infonnation to be provided in each Participating Company's Monitoring Plan 
shall be: training materials for internal monitors~ description of the employees 
responsible for the conduct of internal monitoring; data on the number and frequency of 
on~site inspectIons of Applicable Facilities; and evaluation and reporting fOnTIS for 
internal monitoring. As part of its application, the Participating Company shall provide a 
list identifying the number of Facilities in eacb country and. where appropriate. regions 
of such country. Within ten business days after the acceptance by the Association of the 
Company's Monitoring Plan, the Company shall provide to the Executive Director of the 
Association a complete US! of its Facilities. disclosing the name. address and owner of 
each such Facility. The identity of such Facilities shan be maintained in strict confidence 
by the Executive Director, and such list of Facilities. with the identity of specific 
Faciliti(~s set forth in code; shall be disclosed only to those key staff members of the 

3 In tbe event [hat no single Brand ora Participating: Company accounts for 30% or more of the Company's 
annual consolidated revenues, then the Company and the ASSQ(;iation shall reach an agreement as to which 
Brands of the Company constitute sigmficant Brands which shall be included a$ Applicable Brands. 

4 In the event that such designated product lines account for less than 30% or the Company's annual 
consolidated revenues derived from such Brand, then the Company and the Assocl!Illon shall reach an 
agreement as to which product lines within such Appli-cable Brand constitute significant product lines to' be 
included in the monitOring process. 
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Association whose duties reasonably require them to have access to such information and 
shall be maintained in striCt confidence by such staff members, subject to appropriate 
confidentiality agreements between the Association and its stafTmembers, 

A Participating Company shan be required to keep its Monitoring Plan up to date, by 
notifying the Association of any material changes to its Monitoring Plan. A Participating 
Company shall report to the Association annually on its ongoing activities to implement 
its Monitoring Plan with respect to additional Brands. In addition. should a Participating 
Company at any lime acquire any additional Brands, then the Company sha-ll provide the 
Association with a plan for pal11c\pation of such Brands in the monitoring process. 

B. Jnlernal Monituring Procram 

Each Participating Company shalHmplcment an internal Company monitoring programS 
consistent with the Monitoring Principles covering at least one-half of all Applicable 
Facilities during the first year of the Initial Implementation Period, and covering all orits 
Facilities during the second year of tile Initial Implementation Period. As part of its 
internal monitoring, the Participating Company shall conduct periodic inspections of an 
appropriate sampling of Applicable Facilities as described in its Monitoring Plan. 
Following the first two years of the Initial Implementation Period, a Participating 
Company shaH continue to fully implement the Monitoring Principles in all Facilities and 
shall continue to conduct internal inspections of its Applicable Facilities consistent with 
the Monitoring Principles. 

, 

Within '60 days of its completion of any internal inspection report of an Applicable 
Facility, a Participating Company shall provide to the Association a standardized report 
on each such inspected Applicable Facility. which report shaH include: (a) a description 
of the manner in which the inspection was conducted by the Company's internal monitors 
at such Applicable Facility; (b) a description of the status of the Company's 
implementation of its internal monitoring program at such Applicable Facility~ (c) a 
description ofany significant andlor persistent patterns of noncompliance l or instances of 
serious noncompliance, with the Workplace Code or Monitoring Principles found at the 
Applicahle Facility by the intenlal monitor, (d) a description of the remedial steps taken 
by the Company at such Applicable Facility in response to instances of noncompliance 
with the Workplace Code or Monitoring Principles found by the internal monitor; and (e) 
a description of remedial actions taken by the Company to prevent the recurrence of such 
noncompliance at the Applicable Facility. 

~ Note that, consistent with the Monitoring Principles, if a Participating Company docs not have the 
resourtes to implement un internal monitoring program using its own employees, such Company may 
delegate the implementation of such internal monitoring program to accredtted independent external 
moni!nrs. 
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C. 	 External Monitoring 

A Participating Company shall have fully implemented, as of the end of the Initial 
Implementation Period. an independent external monitoring program consistent with the 
Monitoring Principles, using independent external monitors accredited by the Association 
and cov(~ring aU Applicable Facilities. As part of this program, accredited independent 
external monitors shall conduct periodic inspections.of at least 3OC/a of the Participating 
Company's Applicable facilities during the Initial Implementation Period, Credit shall 
be given to a Participating Company if one of its Applicable Facilities is already subject 
to independent external monitoring conducted on behalf of another Participating 
Company using the same Facility, provided that the independent external monilor for 
such Facility is independent (as detcnnined by Section V. A. above) of the Company 
receiving such credit. As in the case of internal Company monitoring. De Minimis 
Facilities need not be included for inspection in a Participating Company's independent 
external monitoring program. 

In the list of Facilities that the Participating Company shaH provide to the Association as 
part of its Monitoring Plan, the Company shall suggest specific Applicable Facilities that 
should ~,e given priority for inspections conducted by accredited independent external 
moniton', taking into account the risk factors set forth below, Such list shall be 
represenlative across the Participating Company's Applicable Brands, and shall be 
modifiee by the Company as necessary to reflect any material changes in the Monitoring 
Plan or in the Company's business. The Executive Director of the Association shaH have 
the authority to modify the inspection list proposed by the Company based upon the risk 
factors set forth below; however. to the extent the list proposed by the Company 
appropriately reflects the risk factors set forth below, there shan be a general presumption 
in favor of the Participating Company's suggested list of Applicable Facilities. During 
the Initial Implementation Period, the Executive Director shall not substitute any 
Applicable Facility for one reccmmended by the Company unless the Company has 
implemented its internal monitoring program at such substitute Applicable Facility. Any 
such decision by the Bxecutive Director shall be made in consultation with the 
Participating Company. 

~sk factors to be considered in making such determinations include: 

• 	 Any record at a particular Applicable Facility of unremediated, 
substantiated violations of the workplace standards set forth in the 
Workplace Code or ofcredible complaints with respect to such violations; 

• 	 The risk of noncompliance presented in the country (or, where 
appropriate, region of such country) in which the Applicable Facility is 
located; and . 

• 	 Size of the Applicable Facility, in tenns of the number of employees, 
vohune of production, and percentage of the Participating Company's 
production sourced at such Applicable Facility, 
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Following the Initiallmpiemcntation Period, independent external monitors accredited by 
the Association shall continue independent external monitoring annually of the 
Applicable Facilities of each Participating Company. Each Participating Company shall 
agree to inspections by accredited independent external monitors on an annual basis of 
'10% of Applicable Facilities\ provided, however, that, the Association may adjust this 
percentage upward or downward on a sliding scale to a maximum of 15% and a 
minimum of 5% annually based upon its evaluation of !.he factors set forth below for the 
detennination of ComplIance with the Fair Labor Association Standards. 

The Association shall gather infonnation and consult with experts in sampling techniques 
during the first three years of the Association's existence in order to determine whether 
the level of independent external monitoring to be undertaken by a Participating 
Company after the Initial Implementation Period is sufficient for the purposes of the 
Association's abiHty to certity Compliance with the Fair Labor Association Standards. 
The Board QfDirectQrs shall consider such infonnation and may modify such percentage 
of independent external monitoring by a Supennajority Vote of the Board. 

D. .costs of Inspections by External Monitors 

Each Participating Company that completes'its Initial Implementation Period during the 
first five years of the Association's existence shall be reimbursed by the Association for a 
portion of the Company's total direct cost of required inspections ofApplicable Facilities 
by accredited independent external monitors in the Initial Implementation PeriOd as 
specified below, provided that the Participating Company provides the Association with 
all appropriate documentation of the services rendered by the accredited independent 
external monitors and the costs incurred by the Company. Thereafter. each Participating 
Company shall bear the full costs of Applicable Facility inspections by accredited 
independent external monitors. 

For each such eligible Participating Company, the Association shall reimburse such 
Particip.o.ting Company for a portion of its total direct cost of ~uired inspections of 
Applicable Facilities by accredited independent external monitors during a Participating 
Company's Initial Implementation Period as follows: 

Year 1 of the Initial Implementation Period: 50% 
Year 2 of the Initial Implementation Period: 45% 
Year 3 of the Initial Implementation Period: 30% 

(if applicable) 

, 

This percentage would not include foltow~up inspections of .my Applicable Facilities in connection 

with the remediation of any instances of noncompliance with the Workplace Code or Moniloring Principles 
found at such Applicable Facilities, but the Associ'l[ion may gtve credit, if appropriate, for a full 
re.inspeclion ofan Applicable Facility, 
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Except for the partial funding to he provided by (he Association for inspections by 
accredited independent external monitors in the Initial Implementation Period, each 
Participating Company shaH otherwise bear all costs relating to thc implementation of its 
internal and independent external monitoring programs, including the costs of any 
follow-up inspections of Applicable Facilities in connection with the remediation of any 
instances of noncompliance with the Workplace Code or Monitoring Principles found at 
such Applicable Facilities. 

E. RcpQrtiOi~ Re,quirements 

Each accredited independent external monitor conducting external monitoring inspections 
for a Participating Company shall provide to such Participating Company an initial 
standardi1.ed report on each Applicable Facility inspected by such independent external 
monitor. Within 60 days of the submission of each such report to the Participating 
CompllflY, the accredited independent external monitor shall provide to the Executive 
Director of the Association a standardized report on each such inspected Applicable 
FacilitYl which report shall contain the initial standardized report provided to the 
Participating Company and shall include: (a) a description of the external monitoring 
conducted by such accredited external monitor at such Applicable Facility; (b) a 
description of the Company's internal monitoring program at such Applicable Facility; 
(c) a description of any significant and/or persistent patterns of noncompliance, or 
instances of serious noncompliance, with the Workplace Code or Monitoring Principles 
found .t the Applicable Facility by the accredited independent external" monitor, (d) a 
description of the remedial steps taken by the Company at such Applicable Facility in 
response to instances of noncompliance with the Workplace Code or Monitoring 
Principles found by the accredited independt."Ol external monitor; and (e) a description of 
remedial actions taken by the Company to prevent the recurrence of such noncompliance 
at the Applicable Facility. 

In additfon to the standardized reports on internally and externally inspected Applicable 
Facilities provided to the Association by the Company and the accredited independent 
extemal monitors j each Participating Company shall provide to the Association every 
twelve months a standardized report describing the activities of such Participating 
Company to fully implement the Workplace Code and Monitoring Principles. The report 
shall summarize the activities and findings of the Participating Company's internal 
monitoring program and the activities and findings of its accredited independent external 
monilors. The report shall describe the steps taken by the Participating Company to 
prevent the noncompliance found by either extemal or internal monitors in the 
Company's Applicable Facilities from recurring in other Applicable Facilities where such 
type of noncompliance may occur. The report also shall include the infomtation 
described in subparts (iv) through (x) below and shall describe the remedial actions taken 
by the Company in response to, any significant and/or persistent patterns of 
noncompliance, or instances of serious noncompliance, with the Workplace Code or 
Monitoring Principles found by either internal or' accredited independent external 
monitors at Applicable Facilities. 
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The staff ofihe Association shall use the Participating Company's report, and the reports 
on insp('-cted Applicable Facilities prepared by the Company's accredited independent 
external monitors. to prepare a standardized Association Public Report evaluating 
Comp1iance with the Fair labor Association Standards in the production of the 
Company's Applicable Brands, which report shall contain: 

(i) 	 A finding as to whether the Company has effectively implemented internal 
and independent external monitoring programs consistent with the 
Monitoring Principles; , 

(ii) 	 A finding as to whether the Company has timely remediatcd instances of 
noncompliance with the Workplace Code Or Monitoring Principles found 
by internal or accredited independent external monitors; 

(iii) 	 A description of the Company's Applicable Brands~ and the annual 
consolidated revenues or percentage of apparel and footwear sales of the 
Company attributahle to each such Applicable Brand7; 

(iv) 	 A list of the countries and, where appropriate, regions of such countries, in 
which the Company's AppHcable Brands are produced, manufactured or 
supplied; 

(v) 	 A summary of the Company's intemaJ monitoring process, including the 
level of training of internal monitors, materials provided to internal 
monitors and the administration of the internal monitoring process:; 

(vi) 	 The identity of the accredited independent external monitors used by the 
Company and the countries and, where appropriate, regions of such 
countries in which such independent external monitors conducted 
inspectIons of Applicable Facilities; 

(vii) 	 The number of Applicable Facilities subject to inspection by accredited 
independent external monitors during the period and a list of the countries 
andt where appropriate, regions of such countries where such inspections 
occurred; 

(viii) 	 A summary of specific aspects of the Participating Company's internal or 
independent external monitoring programs that arc particularly innovative 
or exemplary; 

(ix) 	 A summary and assessment of any significant and/or persistent patterns of 
noncompliance, and instances of serious noncompliance, with the 

1 To the extent such information is confidential or proprietary fOf priv31e Companies, the Association will 
nOl disclose silch information to the public, and will work with such Companies to substitute other 
meaningful infonTIation in the public report whi;;h is not confitkntial or proprietary. 
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Workplace Code or Monitoring Principles found in the production of any 
Applicable Brands, identifying, where appropriate, specific countries and 
evaluating such infonnation in the context of the human rights situation in 
the particular country (hased on information contained in reports on 
country practices from governmental and intergovernmental 
organizations); and 

(x) 	 A summary and assessment of the remediation steps taken or initiated by 
the Company to prevent the recurrence of any significant and/or persistent 
patterns of noncompliance, or instances of serious noncompliance, with 
the Workplace Code or Monitoring Principles, found in the production of 
any Applicable Brand,. 

The content and public release of such Association Public Report shall he subject to the 
approval of the Board of Directors of the Association, The Association Public Report . 
shall be released to the PartJcipating Company five business days prior to its public 
release, The report shaH exclude infonnation determined by the Association. in 
consultation with the Participating Company, to be of a proprietary or confidential nature, 

All reports and other confidential or proprietary infonnation provided to the Association 
by Participating Companies and accredited independent external monitors (other than 
reports intended for public dissemination) shall he disclosed only to those staff members 
of the Association whose duties reasonably require them to have access to such 
information and shaH be maintained in strict confidence by such staff members. 
Employees of the Association shall be requlred to execute confidentiality and 
nondisclosure agreements with respect to such infonnatioo. 

F. 	 j)cterminatioDS ofCompliaucc 

At the c-.nd of the Initial Implementation Period. and annually thereafter, the Executive 
Director oftbe Association shall advise the Board of Dkectors whether the production of 
lhe Applicable Brands of a Participating Company should be certified to be in 
Complinflce with the Fair Labor Association Standards and shall rewmmend the 1evel of 
accredited independent external monitoring to be undertaken b'y the Company in the 
foUowing year, In making such detenninations~ the Executive Director and the Board of 
Directors shan evaluate the following factors: 

• 	 Effective implementation by the Participating Company 'of internal and 
independent external monitoring programs consistent with the Monitoring 
Principles; 

• 	 Timely remediation by the Participating Company of instances of 
noncompliance with the Workplace Code or Monitoring Principles found 
by internal or accredited independent external monitors; and 
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• 	 In' situations where monitors have found a significant and/or persistent 
pattern of noncompliance, or instances of serious noncompliance, with the 
Workplace Code or Monitoring Principles. the taking of adequate steps by 
the Participating Company to prevent recurrence in other Applicable 
Facilities where such type ofnoncompliance may occur. 

G, 	 Special Revjew 

If a Participating Company fails to meet or maintain the participation criteria set forth in 
Section !I above, or if the Company fails to achieve or maintain Compliance with the Fair 
.Labor Association Standards with respect to its Applicable Brands, the Company's status 
may be placed on a 90~day period of special review by the Board of Directors, During a 
Company's special review period, neither such Participating Company nor the 
Association shall identify the Company as being in Compliance with the Fair Labor 
Association Standards. Upon the expiration of the 90~day special review period, the 
Board may extend such special review period for such time as the Board reasonably 
believes the Company needs to effectively address the issues which required such special 
review period or otherwise to achieve Compliance with the Fair Labor Association 
Standards with respect to its Applicable Brands. During such extended special review 
period. the Company shall have the status of a Participating Company. 

H. 	 Termination ofPanlcipatlQn 

Following any period of special review, whether or not such period has,been extended by 
the Board, the Board of Directors may tenninate the particjpation of a Participating 
Company in the Association's monitoring process if the Company has not effectively 
addressed the issues which required such special review period and the Board determines 
that the Participating Company is 5tm not in Compliance with the Fair Labor Association 
Standards with respect to its Applicable Brands. The ract that a Company's participation 
has been tenninated shall be made pUblic by the Association. 

VII. 	 ))EPARTME:-IT OF LABOR WAGE STUDY 

The Association shall request that the Department of Labor undertake. and complete 
within ,six months, a study of the relationship between wages and basic needs of 
employees in the apparel and footwear industry around the world and in the United 
States. The outline for the study shall be as follows: 

1. 	 To the extent publicly available, minimum and prevailing wages from 
relevant countries shall be compiled. The compilation shan rely on data 
from the International Labor Organization, World Bank: and other existing 
resources; 

To the extent publicly available, this study shall compile data on the 
market basket of goods used to establish the poverty level in apparel and 
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footwear producing countries. Data from the International Labor 
Organization. World Bank and other existing sources shalt be used to see 
in which countries the rilinimmtl wage and prevailing \ ....age, including 
mandated non-wage benefits such as an earned income tax credit, reaches 
Qr exceeds the established poverty level; 

3,, 	 Using the publicly available data. the study shall compare minimum and 
prevailing wages with employees' basic needs. as reflected by the poverty 
level, for relevant apparel and footwear producing countries; , 

To the extent publicly available, the study shall compile existing research 
on methodologies designed to measure the level of purchasing power of 
wages and benetits needed to meet hasic needs of employees in apparel 
and footwear producing countries. 

In its effort to continue to address questions critical to the elimination of sweatshop, 
practjc~, the Association shall review this and aqy other pertinent and necessary data and 
considcI' their implications, ifany, for the Workplace Code. 

I 

VIII, 	 SPECIAL COUNTRY GUIDELINES 

Impleffi;entation of some of the standards contained jn the Workplace Code may be 
problematic in certain countries where the rights embodied in the standards are not fully 
recognized or enforced either through law or practice. Despite these difficulties, one of 
the principai goals of the Association is to promote and encourage positive change in 
these ci:mntries so these standards become fully recognized l respected and enforced. 
Vr'hen deemed necessary and appropriate by the Board, the Association shall provide 
Participating Companies with appropriate country guidelines to address such special 
problems, The Association staff also shall provide to Participating Companies periodic 
repons,on country practices from sources such as the lntemational Labor Organization 
and the annual U.S, State Department human rights country reports. 

With regard to the standard on freedom of association and collective bargaining 
contained in the Workplace Code, the Association expects all Participating Companies to 
addres~ this issue by taking steps to ensure that employees have the ability to exercise 
these rights without fear ofdiscrimination or punishment. Such steps include contracting 
with f~e:tory ovmers that understand and recognize these rights and who shall not 
affimlatively seek the assistance of state authorities to prevent workers from exercising 
these rights. The resort to violence by either employers or employees shall be considered 
inconsi,stent with the right to freedom of association and collective bargaining, as 
provided by ILO Conventions 87 and 98,, 
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IX. THIRD PARTY COMPLAINT PROCEDURE 

The Association shaH establish and implement a process to allow Third Parties to report 
any significant andior persistent pattern of noncompliance, or individual incident of 
serious noncompliance, with the Workplace Code or Monitoring Principles with respect 
to any Facility of a Participating Company, 

, 
A. SllIndard for Complaint,, 
To initiate a Complaint of Alleged Noncompliance with respect to a Participating 
CompaTlY. a Third Party must provide information detailmg \\'ith specificity the Alleged 
Noncompliance and shal1 include any evidence or other supporting infonnation. The 
Complaint must contain reliable. specific and verifiable evidence or information that the 
Alleged Noncompliance has occurred. 1n assessing the reliability of any Complaint, the 
Assoc:iation shaH consider the reliability of any past Complaints made by the Third Party. 
In the event that such a Complaint is submitted to the Association, the Association shan 
inform .[he Company of the contents of such Complaint. The Association shall inform 
any Third Party which files it Complaint that it may elect to have its identity kept 
confidential, and the Association shall honor such request 

B. Meetjng the Standard 
, 

If the Executive Director believes ihat a Complaint of AUeged Noncompliance does not 
meet the foregoing standard, the Complaint shall be returned to the Third Party whkh 
submitt!;d the Complaint, with an explanation that the Complaint does not contain 
sufficiently reliable. specific and verifiable evidence or infonnation about the Alleged 
Noncompliance. If the Executive Director believes the evidence and other supporting 
infonnaHon provided in a Complaint contains reliable, specific and verifiable information 
about the Alleged Noncompliance. the Executive Director shall review available internal 
and ~~x_temal monitoring reports relating to the Facility or Facilities in question to 
detennine whether the Alleged Noncompliance is addressed therein and already has been 
remediated by the Participating Company. 

C. Remediatw the Alleged Noncompliance 

If the J;xecutive Director detennines that the Alleged Noncompliance was addressed in· 
the monitoring reports and remediated by the Participating Company, the CornpJaint shall 

.be returned to the Third Party which submitted the Complaint, with an explanation that 
-the AUegcd Noncompliance already has been adequately remediated by the Participating 
Comp~ny. \ , 
If the ·Executive Director detennines that the Alleged Noncompliance has not been 
aadressed in the monitoring reports or remediated by the Participating Company, and 
decides to proceed, the Complaint, with any supporting evidence, sball be fOf\varded to 
the Participating Company for review" The Participating Company and its accredited 
indepe!1dent external monitor shall report to tbe Executive Director within 45 days as to 
whcthc:r the Alleged Noncompliance occurred. If the Alleged Noncompliance did occur. 
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the Participating Company and its accredited independent external monitor must report 
how the Company has remedtated such noncompliance, and whether the Company has 
developed an effective means of preventing and remediating such noncompliance in the 
future, 

If the Executive Director is satisfied that the Participating Company has adequately 
remediated the AHeged Noncompliance, the Complaint shall be returned to the Third 
Party which submitted the Complaint. with an explanation that the Alleged 
Noncompliance raised in the Complaint was adequately remediated by the Company. 

D. Additional MonitQring 

If the Executive Director is not satisfied with the Company resrwnse, the Executive 
Director and the Participating Company may ask a mutually agreed upon accredited 
indcpcndcllt external monitor to investigate the Alleged Noncompliance. If the AUegcd 
Noncompliance is verified by such accredited' independent cxtemal monitor. the 
Participating Company shall remediate the noncompliance. and such remediation must be 
verified by the monitor. The monitor shall write a report of its findings to toe Executive 
Director. 

If toe Executive Director invokes this procedure and requires additional independent 
external monitoring. then, at the option of the Executive Director: (i) the Participating 
Company shall receive credit for such additional external monitoring against fhe overall 
level of external monitoring that a Participating Company is required to undertake during 
the period in which the additional external monitoring occurs; or (ii) the Association shall 
reimburse the Participating Company for such additional external monitoring, 

After remediation of the noncompliance has occurred, the Comptrunt shall be retwned to 
the Third Party which submitted the Complaint, with an explanation that the Alleged 
Noncnmpiiance has been adequately remediatoo by the Participating Company. 

X. ;\sSOCIAnON RESOURCfi:S 

The members of the AlP recognize that the Association must secure a multi~year 

financial commitment that allows it to carry out its responsibilities as set forth in this 
Charter: While the long~tenn economic viability of the Association shall depend on 
funding from Participating Companies based on assessments scaled according to each 
Company's annual consolidated revenues, the Association also shall seek assistance from 
the government, foundations and other non-profit sources. 
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WORKPLACE CODE OF CONDUCT 


The Apparel Industry Partnership has addressed issues related to the eradication of 
sweatshops in the United States and abroad. On the basis of this examination, the 
Partnership has formulated the following set of standards defining decent and humane 
working conditions. The Partnership believes that consumers can have confidence that 
products that are manufactured in compliance with these standards are not produced 
under exploitative or inhumane conditions. ' 

FOrced lJIbw::. There shall not be any use of forced labor, whether in the fonn of prison 
labor. indentured labor, bonded labor or otherwise. 

QJ.ikILllhQr. No person shall be employed at an age younger lhan 15 (or 14 where the 
law of the country of manufactureS allows) or younger than the age for completing 
compulsory education in the country of manufacture where such age is itigher than 15. 

Harnssm.l.IDl 2r~. Every employee shall be treated with respect and dignity. No 
employee shall be subject to any physical, sexual. psychological or verbal harassment or 
abuse. 

Noruiisciminatiou. No person shall be subject to any discrimination tn employment. 
including hiring, salary, benefits, advancement, discipline, tennination or retirement. on 
the basis of gender, race, religion, age. disability, sexual orientation. nationality, political 
opinion. or socjal or ethnic origin. 

funilll and~, Employers shall provide a safe and healthy working environment to 
prevent accidents and injury to health arising out of, linked with, or occuning in the 
course ofwork or as a result of the operation of employer facilities. 

Freedom .of Association And Collectiye Bargainim:, Employers shall recognize and 
respect the right of employees to freedom of association and collective bargaining, 

Wa,&es and Benefits, Employers recognize that wages are essential to meeting 
employees' basic needs. Employers shall pay employees, as a floor, at least the 
minimum wage required by local law or thc- prevailing industry wage, whichever is 
higher, and shall provide legally mandated benefits. 

limlm Qf,WQrk. Except in extraordinary business circumstances. employees shaH (i) not 
be requilred to work more than the Jesser of (a) 48 hours per week and 12 hours overtime 
or (b) the Hmits on regular and overtime hours allowed by the law of the country of 
manufacture or, where the laws of such country do not limit the hours of work, the 

All references to local law throughOUt this Code shall mclude regulations implemented in accordance 
with applicable local law . 
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regular \>lork week in such country plus 12 hours overtime and {ii) be entitled t9 at least 
one day off in every seven day period. 

Overtime Compensation, In addition to their compensation for regular hours of work. 
employees shall be compensated for overtime hours at such premium rate as is legally 
required in the country of manufacture or, in those countries where such laws do not 
exist l at a rate at least equal to their regular hourly compensation rate. 

Any Company that determines to adopt the Workplace Code of Conduct shall, in addition 
to comJ: lying with all applicable laws of [he country of manufacture, comply with and 
support the Workplace Code of Conduct in accordance with the attached Principles of 
Monitoring and shall apply the higher standard in cases of differences or conflicts. Any 
Company that determines to adopt the Workplace Code of Conduct also shall require its 
licensees and contractors and, in the case of a retailer. its suppliers to comply with 
applicable local laws and with this Code in accordance with the attached Principles of 
Monitoring and to apply the higher standard in cases of differences Or conflicts, 

---- " 
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PRINCIPLES OF MONITORING 


I. 	 OBLIGATIONS OF COMPANIES' 

A. 	 Jatahlish.Clear Standards 

.. 	 Establisn and articulate clear. written workplace s1andards!O 

" 	 FonnaJly convey those standards to Company factories as well as to 
licensees, contractors and suppliers 

• 	 Receive written certifications, on a regular basis. from Company factories 
as well as contractors and suppliers that standards are being met, and that 
employees have been infonned about the standards 

• 	 Ohtain written agreement of Company factories and contractors and 
suppliers to submit to periodic inspections and audits, including by 
accredited external monitors, for compliance with the workplace standards 

B. 	 Cn:a1e An InfQaned Workplace 

Ensure thal all Company factories as well as contractors and suppliers infonn their 
employees about the workplace standards orally and through the posting of standards in a 
prominent place (in the loc~d languages spoken by employees and managers) and 
undertake other efforts to educate employees about the standards on a regular basis 

C. 	 Deyelop An lnfonnatjQu Database 

• 	 Develop a questionnaire to verify and quantify compliance with the 
workplace standards 

• 	 Require Company factories and contractors and suppliers to complete and 
submit the questionnaire to the Company on a regular basis 

9 
it is re\;ognized tOOt Implementa!ion by 'Companies of Inlemal monitoring programs might val')' 

depending upon the extent of their resources but t}UH any internal monitoring: program adopted by a 
Company would be .:onsisten( with these Principles ofMonitoring. If companies do not have the tcsources 
to implement some of these Principles as jWrt of an interna! monitoring program, they may delegate the 
implementation of such Prindplcs to their a~creditcd cxlenwl monitors. 

10 Adoption of the W()rkplace Code of Conduct would satil>fy Ihe requin:nDcnt (0 cstllbji$li and artiGulate 
clear written standards. Accordingly, all references to the "workplace standatds" and the "standards" 
tllfougbout this document could be replaced with a reference to the Workplace Code ofConduct 

B·t 



, ' 
• 

D, 	 Establish Program to Train CQrnpany.MQnjtors 

Provide training on a regular basis to Company monitors about the workpJace standards 
and applicable local and international law. as weU as about effective monitoring 
practices. so as 10 enable Company monitors to be able to assess compliance with the 
standards 

E. 	 Conduct Periodic Vjsits and Audits 

• 	 Have trained Company monirors conduct periodfc announced and 
unannounced visits to an appropriate sampling of Company factories and 
facilities of contractors and suppliers to assess compliance with the 
workplace standards 

• 	 Have Company monitors conduct periodic audits of production records 
and practices and of wage, hour> payroll and other employee records and 
practices of Company factories. and contractors and suppliers 

F. 	 froyjde Employees With OopQrtuuiLv to Report NQncom.pJiance 

Develop a secure communicatjons channell in a manner appropriate to the culture and 
situation" to enable Company employees and employees ofcontractors and suppliers to 
report to the Company on noncompliance with -the workplace standards. with security 
that they shall not be punished or prejudiced for doing so 

G, 	 Establish Relationships with Labat Human Rights. ReligiQUs or Other Local 
Institutions 

• 	 Con$ult regularly with human rights. labor, religious or other leading local 
institutions that are likely to have the trust of workers and knowledge of 
local conditions and u1i1ize. where companies deem necessary. such local 
institutions to facilitate communication with Company employees and 
employees of contractors and suppliers in the reporting of noncompliance 
with the workplace standards 

.. 	 Consult periodically with Ie-gaIly constituted unIons representing 
employees at the worksite regarding the monitoring process and utilize, 
where companies deem appropriate, the input -of such unions 

• 	 Assure that implementation of monitoring is consistent with applicable 
collective bargaining agreements 

11" 	 E.stablish Means ..ofRemediation 

• 	 Work with Company factories and contractors and suppliers to correct 
instances of noncompliance with the workplace standards promptly as 
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they arc discovered and to take steps to ensure that such instances do not 
recur 

• 	 Condition future business with contractors and suppliers upon compliance 
with the standards 

n. 	 08L1GATIONS OF ACCREDITED EXn;RNAL MONITORS 

A. 	 Establish Clear Evaluation Gujdelines and Criteria 

Establish clear, written criteria and guidelines for evaluation of Company compJiance 
with the workplace standards 

B. 	 Review Company Infoonation Database 

Conduct independent review ofwritten data obtained by Company to verify and quantify 
compliance with the workplace standards 

C. 	 ¥erify Creation of Informed %idpiac, 

Verify that Company employees and employees of contractors and suppliers have been 
informed about the WOrkplace standards orally, through the posting of standards in a 
prominent place (in the local languages spoken by empJoyees and managers) and through 
other educational efforts 

D. 	 ,Y"i(y Establishment of Communications Cbannel 

Verify that the Company has established a secure comrnunicatjons channel to enable 
Company employees and empJoyees of contractors and suppliers to report to the 
Company on noncompliance with the workplace standards, with security that they shall 
not be punished or prejudiced for doing so 

E. 	 J30 Given Independent Access to. and Conduct Independent Audit of, EmpiQj'.e.e 
Records 

• 	 Be given independent access to all production records and pract1ccs and 
wage, hour, payton and other employee records and practices of Company 
factories and contractors and suppliers 

.. Conduct independent audit. on a confidential basis, of an appropriate 
sampling of production records and practices and wage, hour, payroll and 
other employee records and practices of Company factories and 
contractors and suppliers 

.~ 
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F. 	 Conduct Periodic Visits and Audits 

Conduct periodic announced and unannounced visits, on a confidential basis, of an 
appropriate sampling of Company factories and faciHtics of contractors and suppliers to 
sorvcy compliance with the workplace standards 

G. 	 Establish Relatjonsbip.s with Labor. Hyman Rigbts, Rehgkms or Other Local 
InstitutiQns 

• 	 1n those instances where accredited external monitors themselves arc not 
leading local human rights, ta.bor rights. religious Of other similar 
institutions, consult regularly with human rights, labor, religious or other 
leading local institutions that are likely to have the trust of workers and 
knowledge onoeal conditions 

• 	 Assure that implementation of monitoring is consistent with applicable 
collective bargaining agreements and performed in consultation with 
legally constituted unions representing employees at the worksite 

H. 	 Conduct Confidential Employee Interviews 

• 	 Conduct periodic confidential interviews, in Ii manner appropriate to the 
culture and situation. with a random sampling of Company employees and 
employees of contractors and suppJiers (in their local languages) to 
detenninc employee perspectjvc: on compliance with the workplace 
standards 

• 	 UtHize human rights, jabor, religious or other leading local institutions to 
facilitate communication with Company employees and employees of 
contractors and suppliers, both in the conduct of employee interviews and 
in the reporting ofnoncompliance 

I. 	 Implement RemedjatioD 

Work, where appropriate, with Company factories: and contractors and suppliers to 
correct instances ofnoncompliance with the workplace standards 

J. 	 Complete Eyaluatjon Report 

Complete report evaluating Company compliance with the workplace 
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