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Hanesbrands Inc. —  Corporate Human Rights Benchmark Responses  

HanesBrands has voluntarily participated in the CHRB since its kickoff in 2017, and through this disclosure 
we support their goal to provide wide-scale, credible and publicly available data on corporate human rights 
performance. While the apparel industry faces many challenges, we seek to do our part by continuing to do 
business responsibly and make the requested information freely available. Those seeking to learn more can 
find additional information at https://www.corporatebenchmark.org/.	

 

Measurement Theme A — Governance and Policy Commitments 

A.1.1 Commitment to respect human rights 

The Company publicly commits to respecting human rights across its activities. It must be clear the 
commitment relates to all internationally recognized human rights, rather than to only one or more selected 
human rights. This only considers commitments to avoid adverse human rights impacts and does not 
include philanthropic commitments. 

HanesBrands Response to A.1.1 

Please see our Global Human Rights Policy found on www.HS.com. Please also see our Global Code of 
Conduct ("GCC") and Global Standards for Suppliers ("GSS") found on www.HS.com, as well as the FLA's 
Workplace Code of Conduct and Compliance Benchmarks ("WCCCB") found on www.fairlabor.org.  

 

A.1.2 Commitment to Respect the Human Rights of Workers 

The Company publicly commits to respecting the principles concerning fundamental rights at work in the 
eight ILO core conventions as set out in the Declaration on Fundamental Principles and Rights at Work (see 
Table 15), together with those human rights of workers that are particularly relevant to its industry. It also 
has a publicly available statement of policy committing it to respect the human rights of workers in its 
business relationships. 

HanesBrands Response to A.1.2 

Please see our Global Human Rights Policy.  Please also see our Global Code of Conduct ("GCC") and Global 
Standards for Suppliers ("GSS"), as well as the FLA's Workplace Code of Conduct and Compliance 
Benchmarks ("WCCCB") found on www.fairlabor.org.  

 

A.1.3 Commitment to Respect Human Rights Particularly Relevant to the Industry 

The Company publicly commits to respecting human rights and ensures that the business relationships in 
its supply chain respect the human rights of individuals belonging to specific groups or populations that 
require particular attention (for example, women, children, indigenous peoples, minorities, persons with 
disabilities, or migrant workers and their families — see Table 16), where they may be at heightened risk of 
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becoming vulnerable or marginalized if adversely impacted by the Company’s activities or its business 
relationships. 

HanesBrands Response to A.1.3 

Please see our Global Human Rights Policy.  Please also see our Global Code of Conduct ("GCC") and Global 
Standards for Suppliers ("GSS"), as well as the FLA's Workplace Code of Conduct and Compliance 
Benchmarks ("WCCCB") found on www.fairlabor.org.  

HanesBrands is fully committed to respecting women’s rights.  HanesBrands is fair in its employment 
decisions and supports laws prohibiting discrimination based on gender, gender identity, and any other 
protected status or characteristic.   

Please see www.aafaglobal.org for public acknowledgement that HanesBrands signed onto the AAFA/FLA 
Commitment to Responsible Recruiting. 

 

A.1.4 Commitment to Engage with Stakeholders 

The Company publicly commits to engage with its stakeholders, including potentially and actually affected 
stakeholders and their legitimate representatives. 

HanesBrands Response to A.1.4 

Please see our Global Human Rights Policy.  Please also see our Global Code of Conduct ("GCC") and Global 
Standards for Suppliers ("GSS"), as well as the FLA's Workplace Code of Conduct and Compliance 
Benchmarks ("WCCCB") found on www.fairlabor.org.  

The company is committed to appropriately engaging with affected stakeholders and engaging them in local 
communities.  The company is also committed to engaging with affected stakeholders and their legitimate 
representatives in the development and monitoring of its human rights approach.  HanesBrands has had a 
long history of engaging directly with a range of stakeholders, an implicit requirement of FLA membership. 
In fact, human rights NGO's make up 1/3 of the FLA board. We meet or talk regularly “in person” or by 
phone on a range of issues with the FLA, Workers Rights Consortium ("WRC"), Maquiladora Solidarity 
Network, the America's Group, representatives of the ILO Better Work programs globally, local members of 
the NGO community and labor organizations (including unions that exist in many of our facilities).  

Our commitment to engage with stakeholders covers both potentially and affected stakeholders. 

 

A.1.5 Commitment to Remedy 

The Company publicly commits to providing for or cooperating in remediation for affected individuals, 
workers and communities through legitimate processes (including judicial and non-judicial mechanisms, as 
appropriate), where it identifies that it has caused or contributed to adverse impacts. 

HanesBrands Response to A.1.5  
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Please see our Global Human Rights Policy.  Please also see our Global Code of Conduct ("GCC") and Global 
Standards for Suppliers ("GSS"), as well as the FLA's Workplace Code of Conduct and Compliance 
Benchmarks ("WCCCB") found on www.fairlabor.org.   

HanesBrands has a very well-developed human rights auditing program overseen by the Chief Sustainability 
Officer.  The program is designed to identify and promptly remediate issues of concern. We conduct over 
500 audits per year on our owned and contractor facilities using a proprietary, scored auditing system 
covering over 265 questions. These questions are scored on a zero to 3 scale with zero being the worst and 
3 being best practice. This scoring system allows us to objectively compare facilities on a range of human 
rights issues (rewarding the goods ones with more business) and to track the progress of a facility 
numerically over time. 

Every new facility must be audited to this scorecard by an internationally recognized, independent auditing 
firm before production can begin there, and we audit each year thereafter. Our internal audit teams 
consisting of 12 auditors across the globe then work with facilities through corrective action plans ("CAP's") 
if issues for improvement are identified. All questions to which a score of zero or one are assigned generate a 
corrective action requirement that is tracked by our auditing teams until timely corrected. 

It is our desire to work with factories and use our significant leverage whenever possible to drive workplace 
improvements. If we do not see the improvements made in a timely manner or a factory has a "zero-
tolerance" issue like child labor, we will disapprove a factory and cease doing business with them. Last year, 
we disapproved over 75 facilities. We believe we have developed over many years an effective "carrot and 
stick" approach, both of which are necessary for an effective human rights program. We are also subject to 
direct FLA human rights audits (the “SCI process) of our owned and contractor facilities as part of our FLA 
membership. 

As noted in response to A.1.4, we also work with a broad range of stakeholders in remediating issues found 
at our sourcing facilities. Such engagement has included, for example, cooperative work to remedy cases of 
non-payment of severance and reluctance in granting the right to freely associate, to name a few. 

 

A.1.6 Commitment to Respect the Rights of Human Rights Defenders 

The Company publicly commits to not tolerating threats, intimidation, physical or legal attacks against 
human rights defenders, including those exercising their rights to freedom of expression, association, 
peaceful assembly and protest against the business or its operations. (See also Indicator C.5) 

HanesBrands Response to A.1.6 

Please see our Global Human Rights Policy.  Please also see our Global Code of Conduct ("GCC") and Global 
Standards for Suppliers ("GSS"), as well as the FLA's Workplace Code of Conduct and Compliance 
Benchmarks ("WCCCB") found on www.fairlabor.org.  We do not tolerate any threats, intimidation, or legal 
attacks against human rights defenders in any way, and we expect the same from our suppliers. By way of 
example, we have had a few occasions where suppliers wrongly fired employees for exercising their rights to 
freedom of association.  In those cases, we have required reinstatement with back pay as a remedy. 
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A.2.1 Commitment from the Top 

The Company’s human rights policy commitments are approved and communicated at Board level and a 
Board member or Board committee is tasked with addressing one or more areas of respect for human rights. 

HanesBrands Response to A.2.1 

Our Global Code of Conduct, Global Standards for Suppliers and human rights policies and program are 
overseen and reviewed at our board level. Our Audit Committee oversees the program and is given regular 
updates throughout the year on the progress of our human rights initiatives.  The updates include the trend 
data generated from our scorecard audit process. We were honored by Glasswing International for our 
community development and human rights work in conjunction with Glasswing and USAid. The Chairman 
of our Board spoke at that event on the importance of human rights to us. He also spoke recently on the 
importance of human rights when receiving the award as Responsible CEO of the Year by CR Magazine.  We 
firmly believe that respecting human rights is the right way to run a business and is a business imperative. 

 

A.2.2 Board Discussions 

The Company has processes in place to discuss and address human rights issues at Board level or the Board 
or a Board committee regularly reviews the Company’s salient human rights issues and provides examples of 
what was discussed. 

HanesBrands Response to A.2.2 

Our Global Code of Conduct, Global Standards for Suppliers and human rights policies and program are 
overseen and reviewed at our board level. Our Audit Committee oversees the program and is given regular 
updates throughout the year on the progress of our human rights initiatives.  The updates include the trend 
data generated from our scorecard audit process. We were honored by Glasswing International for our 
community development and human rights work in conjunction with Glasswing and USAid. The Chairman 
of our Board spoke at that event on the importance of human rights to us. He also spoke recently on the 
importance of human rights when receiving the award as Responsible CEO of the Year by CR Magazine.  We 
firmly believe that respecting human rights is the right way to run a business and is a business imperative. 

 

A.2.3 Incentives and Performance Management 

The Company provides incentives to the Board linked to the implementation of its human rights policy 
commitments or targets. 

HanesBrands Response to A.2.3 

 

Measurement Theme B — Embedding Respect and Human Rights Due Diligence 

B.1.1 Responsibility and Resources for Day-to-Day Human Rights Functions 
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The Company outlines senior level responsibility for human rights within the Company as well as the 
organization of the day-to-day responsibility for human rights across relevant internal functions.  

HanesBrands Response to B.1.1 

See www.HS.com and response to A.1.5. The HanesBrands human rights program is overseen by the Chief 
Sustainability Officer who has nearly 20 years of experience in the human rights field. He reports directly to 
the company’s Chief Administrative Officer, General Counsel and Corporate Secretary. He also works very 
closely with the Group President, Global Operations, American Casualwear and E-Commerce and his direct 
team who oversee our internal manufacturing and product sourcing operations. The VP CSR sits in the 
Group President Global Supply Chain's weekly staff meetings and discusses human rights and other issues 
in real time with him and his entire team and provides quarterly updates of key issues and trend data 
generated from our scorecard audit process. In addition, the VP CSR provides quarterly reporting to a CSR 
committee composed of, among others, the Chief Executive Officer and his senior executive team.  This 
organization structure was designed to embed the respect for human rights throughout our organization — 
and to have both senior-level oversight and day-to-day engagement in our human rights program. 

 

B.1.2 Incentives and Performance Management 

The Company provides incentives to senior managers linked to implementation of the Company’s human 
rights policy commitments or targets. 

HanesBrands Response to B.1.2 

The VP CSR’s performance evaluation is based in significant part on his oversight and management of the 
HanesBrands human rights program. 

 

B.1.3 Integration with Enterprise Risk Management 

The Company integrates attention to human rights risks into its broader enterprise risk management 
system(s). 

HanesBrands Response to B.1.3 

HanesBrands has an enterprise risk management (“ERM”) process that considers human rights related risks 
as part of its work. The leadership team charged with oversight of the ERM process meets regularly with the 
VP CSR and others to discuss those risks. There was a specific section in the ERM document reviewed with 
the Audit Committee of the Board that is dedicated to human rights risks which is updated several times per 
year. 

B.1.4.a Communication / Dissemination of Policy Commitment(s) within Company’s Own Operations 

The Company communicates its human rights policy commitment(s) to employees and other workers as 
well as to external stakeholders, in particular potentially affected stakeholders. 

HanesBrands Response to B.1.4.a 
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Please see our Global Human Rights Policy. Please also see our Global Code of Conduct ("GCC") and Global 
Standards for Suppliers ("GSS"), as well as the FLA's Workplace Code of Conduct and Compliance 
Benchmarks ("WCCCB") found on www.fairlabor.org.  HanesBrands translates its Code of Conduct and/or 
Integrity Guide for ALL employees globally to their local language (currently over 20 languages). It requires 
all employees to sign attesting that they have received it and agree to comply with it. ALL employees receive 
in-person Code of Conduct training, and management level employees (10,000) are also required to 
undergo on-line training multiple times per year. There are continuous messages and pieces related to our 
Code of Conduct and human rights program posted on our global intranet site that provide on-going 
training and reinforcement. We also conduct an intensive Global Ethics and Compliance week every year 
across all global locations to reinforce the importance of our ethics program and human rights issues. This 
reaches ALL global employees. The Code of Conduct, Global Standards for Suppliers and Global Human 
Rights Policy can be found on our intranet site and are publicly available to all stakeholders on www.HS.com. 

Our Global Code of Conduct is distributed to all employees globally and signed/acknowledged by all 
employees.  Our Human Rights Policy is publicly available at www.HS.com. 

 

B.1.4.b Communication / Dissemination of Policy Commitment(s) to Business Relationships 

The Company communicates its human rights policy commitment(s) to its business relationships. In 
addition, it reflects its human rights commitments within the terms of its contracts (or other equivalent, 
binding arrangements) with business relationships. (See also Indicator B.1.7). 

HanesBrands Response to B.1.4.b 

Our GSS are provided to all suppliers who are contractually bound to abide by them and the FLA guidelines. 
We also routinely train our supply base directly on our expectations re: human rights and what they should 
expect as part of our intensive, scored auditing process. The GSS and Global Human Rights Policy can also 
be found publicly on www.HS.com. The FLA WCCCB can be found at www.fairlabor.org 

 

B.1.5 Training on Human Rights 

The Company trains its workers on its human rights policy commitment(s). 

HanesBrands Response to B.1.5 

See response to B.1.4.a. In addition, the CSR team routinely trains relevant supply chain management, 
procurement, human resources, facility management and compliance teams on our scorecard auditing 
process and the expectations we have for everyone along the value chain as it relates to human rights. This 
training can take various forms, from simple discussions at relevant staff meetings to in-depth, multi-hour, 
formal training on the details of our program. Further, our training of employees (procurement, factory 
managers, and compliance teams) and suppliers includes in-depth training on our GSS not just our Code of 
Conduct.  In other words, it includes comprehensive training on ALL core human rights and ILO standards. 

All employees are trained annually on expectations found in our Global Code of Conduct which includes our 
expectations on human rights. 
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B.1.6 Monitoring and Corrective Actions 

The Company monitors the implementation of its human rights policy commitment(s) across its operations 
and business relationships and follows up on corrective actions and necessary changes to policies or 
processes. 

HanesBrands Response to B.1.6 

See response to A.1.5. We audit ALL facilities, owned and contracted. The scorecard auditing process allows 
us to look directly into areas of weakness question by question. Our internal auditing teams work directly 
with each facility on corrective action findings until completion. As items are corrected, the facility's score 
increases, and we are able to track those increases over time. These scores are then shared with our supply 
chain management teams who use them to help select facilities and make better buying decisions. It is 
difficult to give specific examples of our corrective action process, because we employ the same process for 
every factory - big or small. They all go through the same rigorous analysis. As for changes in 
process/practices, the score results have clearly shown us that larger factories to which we supply more 
business and have greater leverage score higher to considerably higher. As such, we are using this data as the 
impetus to move to fewer, larger facilities. 

Every contractor facility is audited before production begins and yearly thereafter.  Regarding the corrective 
action process, our internal compliance teams work directly with factories on all open corrective action 
items until they are fully remediated.  A simple example is finding a blocked fire extinguisher and seeing to it 
that the blockage is removed. 

 

B.1.7 Engaging Business Relationships 

The Company takes human rights considerations into account when deciding to engage (or terminate) 
business relationships. 

HanesBrands Response to B.1.7 

See response to B.1.6. The Chief Sustainability Officer regularly supplies our supply chain and sourcing 
management teams with owned facility and contractor scorecard data, highlighting problem facilities in a 
regular "Facility Alarm List." Our management teams use this data to reinforce with facilities, especially 
those that are not progressing from a compliance perspective, the importance of our human rights efforts 
and the negative impact it will have on their business with us if they fail to meet our expectations. As noted 
earlier, our goal is to work with facilities to see them improve (and we are seeing scores improve objectively 
for the vast majority of facilities), but we disapproved over 75 facilities last year for not meeting our human 
rights directives and/or not complying with our processes (i.e. refusing audits), and those facilities are no 
longer used in our production. In short, human rights compliance directly, and in some cases immediately, 
effects our initial and on-going buying decisions.   

As described in B.1.6, we monitor improvement through our scoring system and closely track improvement 
of score (often because of our compliance team's work with the factory). 
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B.1.8 Approach to Engagement with Potentially Affected Stakeholders 

The Company has an approach to engaging with affected stakeholders on a regular basis. In doing so, it 
identifies affected and potentially affected stakeholders and engages in regular dialogue on human rights 
issues with them and organizations representing them. It also pays particular attention to those at 
heightened risk of vulnerability or marginalization and prohibits bribes or other favors that may divide 
communities. To facilitate informed engagement, the Company provides meaningful information in 
accessible formats and languages. 

The Company describes how it has identified, and engaged with affected and potentially affected 
stakeholders in the last two years AND it describes the frequency and triggers for engagement on human 
rights issues (for example by type or by stakeholder group). 

The Company also provides a summary analysis of the input/views given by the stakeholders on human 
rights issues and how the Company took those views into account. 

HanesBrands Response to B.1.8 

See response to A.1.4. In addition, we also interact with the many organizations listed in A.1.4 on a case-by-
case basis. If a stakeholder engages with us on a particular issue of concern, we will promptly investigate it 
and take action quickly if necessary.  

HBI’s framework for engaging with potentially affected stakeholders is to regularly communicate with 
organizations such as the FLA, the Workers’ Rights Consortium, Maquiladora Solidarity Network, the 
America’s Group, global representatives of the ILO Better Works programs, and local members of NGO 
communities, to name a few. For example, we recently engaged closely with the America’s Group and 
presented at a meeting they convened on childcare/education programs we sponsor in Honduras. These 
engagements often lead to recommendations of local stakeholders with whom we should additionally 
engage.   

We also have a very robust global anti-bribery policy and program which strictly prohibits our employees 
and suppliers from engaging in any act of bribery. We require our employees and high-risk suppliers to sign 
the anti-bribery policy and go through intensive live and on-line anti-bribery training. This process is tracked 
globally in an automated software system that we have been using for over five years to manage over 30,000 
global suppliers. 

We attend FLA meetings 3 times/year and speak/work with the Workers' Rights Consortium at least 
several times each month. 

 

B.2.1 Identifying: Processes and Triggers for Identifying Human Rights Risks and Impacts 

The Company proactively assesses its human rights risks and impacts on an on-going basis, including when 
these are triggered by key moments of the Company’s activities (e.g. policy change, market entry, new 
projects, amongst others). 
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HanesBrands Response to B.2.1 

See responses to A.1.5 and B.1.6. The data generated through the on-going scorecard audit process 
provides a wealth of information about our substantive and geographic risks globally. We conduct audits in 
well over 20 different countries. We track data to the question level (265 plus) and roll  it up to create a 
wide variety of management-level metrics for management reporting. We also receive extensive and 
actionable feedback from the FLA SCI audit process and our ongoing engagements with the Workers Rights 
Consortium, Maquilla Solidarity Network, and Americas Group. 

HBI’s conducts in-depth, 3rd party supplier audits of every facility (including owned) it uses globally yearly.  
Our internal compliance teams then meet with the facilities to drive corrective actions plans.  These audits 
provide a wealth of information about our substantive and geographic risks.  This information allows HBI to 
identify risk areas and respond appropriately. 

Our nearly constant access and review of our scored audits is the process of identifying and analyzing our 
human rights risks. 

 

B.2.2 Assessing: Assessment of Risks and Impacts Identified (Salient Risks and Key Industry Risks) 

Having identified its human rights risks and impacts, the Company assesses them and then prioritises its 
salient human rights risks and impacts. 

HanesBrands Response to B.2.2 

See responses to A.1.5 and B.1.3 above. HBI addresses its salient human rights issues through its extensive 
ERM process. The leadership team charged with oversight of the ERM process meets regularly (3 — 4 times a 
year) with the CSO and others to discuss those risks. There is a specific section in the ERM document 
reviewed with the Audit Committee of the Board that is dedicated to human rights risks and is updated 
several times each year. We also conduct intensive, audits of all owned and contractor facilities multiple 
times per year (once with 3rd party auditors — then with internal compliance teams who work corrective 
action plans). 

 

B.2.3 Integrating and Acting: Integrating Assessment Findings Internally and Taking Appropriate Action 

The Company integrates the findings of its assessments of human rights risks and impacts into relevant 
internal functions and processes by taking appropriate actions to prevent, mitigate or remediate its salient 
human rights issues. 

 

 

HanesBrands Response to B.2.3 

See responses to A.1.5.  By way of further example, there have been a number of occasions when we have 
required contractors (because of our scorecard auditing process) to stop withholding passports and/or to 



 

10 
 

repay employees for recruitment fees that employees improperly paid.  Through our ongoing human rights 
assessment process, we have also required a number of contractors to reinstate union members fired for 
exercising their rights to freely associate.  

 

B.2.4 Tracking: Monitoring and evaluating the effectiveness of actions to respond to human rights risks and 
impacts 

The Company tracks and evaluates the effectiveness of actions taken in response to its human rights risks 
and impacts and describes how it uses that information to improve processes and systems on an ongoing 
basis. 

HanesBrands 2018 Response to B.2.4 

See responses above to A.1.5, B.1.6, B.1.7, and B.2.1.  

We manage all of our audits and scorecard data in a centralized, web-based piece of tracking software. We 
routinely use the data generated to make decisions on those on whom we should focus our remedial efforts 
on which facilities should be excluded from our supply chain network. Last year, we disapproved in excess of 
75 factories based on data generated through our tracking.  By using a scored auditing tool, we can 
numerically track improvement (or lack thereof) over time and the effectiveness of our action plans. 
Improvements on issues like hours worked are often driven by the leverage we have with a facility. We have 
learned through this process that we need fewer, larger facilities to have the leverage to continue to 
sustainably effect positive change on a range of human rights issues, and this strategy is driving our sourcing 
model and buying decisions.  

 

B.2.5 Communicating: Accounting for how Human Rights Impacts are Addressed 

The Company communicates externally how it addresses its human rights impacts in a manner that is 
accessible to its intended audiences, especially affected stakeholders who have raised concerns, providing 
enough information to evaluate the adequacy of the response(s) and does not pose risks to affected 
stakeholders or personnel. This communication is distinct from engagement with potentially affected 
stakeholders for the purposes of assessing or addressing impacts (See also Indicators B.1.8, B.2.1 and B.2.2). 

HanesBrands Response to B.2.5 

As noted above (A.1.4, B.1.8), we frequently engage with a range of human rights stakeholders to hear, 
understand and address their concerns, often in their local language. We pride ourselves in the open, 
transparent relationship we have with many of them, which often leads to engagement on a case-by-case 
basis. Also, as a member of the FLA, we engage in the FLA third-party complaint process when a complaint is 
filed with the FLA regarding one of our suppliers. The FLA fully investigates these cases and publicly reports 
on their outcomes. Very simply, we respond to all allegations of human rights violations and work closely 
with stakeholders to resolve issues in local language, if necessary. 

We communicate directly with all stakeholders that raise concerns.  It can be done by email, phone or 
directly in person and in local language as needed. 
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Measurement Theme C — Remedies and Grievance Mechanisms 

C.1 Grievance Channel(s)/Mechanism(s) to Receive Complaints or Concerns from Workers 

The Company has one or more channel(s)/mechanism(s) (its own, third party or shared) through which 
workers can raise complaints or concerns, including in relation to human rights issues. The 
channel(s)/mechanism(s) is available to all workers and takes into account accessibility by marginalised 
groups. The channel(s)/mechanism(s) is not used to undermine the role of legitimate trade unions in 
addressing labor-related disputes, nor to preclude access to judicial or other non-judicial grievance 
mechanisms. 

HanesBrands Response to C.1 

See Global Code of Conduct and the FLA WCCCB found on www.fairlabor.org. HanesBrands has a two 
decade long history of managing an internal Code of Conduct for nearly 63,000 employees and uses a third-
party resource, Navex Global, to answer and log employee and third-party complaints/issues in over 20 
different languages. There are toll-free "Resource Lines" in every country in which we do business (nearly 
40) accessible 24/7, 365 days/year, as well as a web link that employees and third-parties can use to come 
forward with a complaint or issue confidentially and without fear of any reprisal. We train very heavily that 
retaliation in any form will not be tolerated. We also have well-developed open door policies that employees 
in our plants and elsewhere have helped to design and implement. We expect our third-party suppliers to 
have similar, appropriate grievance systems, and monitor them through our scorecard auditing process. 

The channel is available in over 20 languages.   

 

C.2 Grievance Channel(s)/Mechanism(s) to Receive Complaints or Concerns from External Individuals and 
Communities 

The Company has one or more channel(s)/mechanism(s) (its own, third party or shared) through which 
individuals and communities who may be adversely impacted by the Company can raise complaints or 
concerns, including in relation to human rights issues. 

HanesBrands Response to C.2 

See Global Code of Conduct and the FLA WCCCB found on www.fairlabor.org.  HanesBrands has a two 
decade long history of managing an internal Code of Conduct for its 63,000 employees and uses a third-
party resource, Navex Global, to answer and log employee and third-party complaints/issues in over 20 
different languages. There are toll-free "Resource Lines" in every country in which we do business (nearly 
40) accessible 24/7, 365 days/year, as well as a web link that employees, third-parties and stakeholders can 
use to come forward with a complaint or issue confidentially and without fear of any reprisal. We train very 
heavily that retaliation in any form will not be tolerated. We also have well-developed open door policies 
that employees in our plants and elsewhere have helped to design and implement. We also our third-party 
suppliers to have similar, appropriate grievance systems, and we monitor the existence and effectiveness of 
supplier grievance systems through our scorecard auditing process. 

C.3 Users are Involved in the Design and Performance of the Channel(s)/mechanism(s) 
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The Company (or the initiative, in the case of a shared channel/mechanism) engages with potential or 
actual users on the design, implementation and performance of the channel(s)/ mechanism(s). 

HanesBrands Response to C.3 

See response to C.1.  We frequently seek the input of many across the organization and train against the 
availability and use of the Resource Line and web portal through which complaints can be made. Input 
comes heavily from the nearly 40 Code of Conduct Officers we have around the globe. We recently 
surveyed nearly 10,000 employees to ensure that they are aware of them, know how to use them and feel 
comfortable doing so, i.e. do not fear retaliation. Over 90 percent of those surveyed answered in the 
affirmative.  We expect suppliers to have similar, appropriate grievance systems and monitor the existence 
and effectiveness of such systems through our scored audit process. 

We confidentially surveyed nearly 10,000 employees to ensure they are aware of our grievance channels, 
know how to use them, and feel comfortable to do so, i.e., do not fear retaliation.  We have engaged with 
employees on performance of the system. 

 

C.4 Procedures Related to the Mechanism(s)/channel(s) are Publicly Available and Explained 

The Company describes how complaints or concerns are received, processed and addressed and how those 
making complaints are informed throughout the process as well as how these may be escalated. 

The Company describes the procedures for managing the complaints or concerns, including timescales for 
addressing the complaints or concerns and for informing the complainant. 

The Company describes how complaints or concerns for workers and all external individuals and 
communities may be escalated to more senior levels or independent parties. 

HanesBrands Response to C.4 

See response to C.1.  As noted earlier, complaints/issues can come in through the Resource Line, web 
portal or the management hierarchy. Those through the Resource Line are initially managed by a third-party 
service, Navex Global (used by many of the Fortune 500 companies), which answers the line in the caller’s 
local language and logs the complaint into its database. HanesBrands is then immediately notified. A small 
team of trained personnel then receive and initially triage the issue. After this initial review, the issue is 
assigned to a trained investigator, typically the country Code of Conduct Officer (we have one in every 
country in which we do business). Each matter is fully investigated, and the results are reported back to 
headquarters with a recommendation for next steps. It is again reviewed by the small, headquarters team 
before the matter is closed or any disciplinary measure is taken. For issues of particular severity, especially 
those that may be deemed "material" to the organization, the senior management team will be engaged 
initially and throughout the process, helping to manage the investigation and to make disciplinary decisions 
prior to closing the case. 

The typical investigation lasts 14-30 days, and the complaining party is often contacted multiple times 
throughout the process, always in their local language, to provide additional information if necessary.  Once 
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the investigation and review are complete, the complaining party is appropriately informed of the final 
outcome. 

 

C.5 Commitment to Non-retaliation Over Complaints or Concerns Made 

The Company prohibits retaliation for raising complaints or concerns, including in relation to human rights 
issues.  

HanesBrands Response to C.5 

See responses above to Section C. We train heavily on our prohibition of retaliation. The issue is addressed 
in every live training session and is extensively discussed in our Global Code of Conduct. We make it very 
clear that those who retaliate will be subject to discipline up to and including termination of employment. 
We have had to discipline and terminate individuals found to have retaliated. We have never brought a 
retaliatory action against anyone or their representatives for bringing forward a complaint or issue in good 
faith. We have and express the same set of expectations for all suppliers. 

 

C.6 Company Involvement with State-based Judicial and Non-judicial Grievance Mechanisms 

The Company does not impede access to state-based judicial or non-judicial mechanisms or other 
mechanisms (such as international mechanisms) for persons who make allegations of adverse human rights 
impacts and it operates on the presumption that it will not require individuals permanently to waive their 
legal rights to bring a claim through a judicial process as a condition of participation in a 
grievance/mediation process. It also does not impede access by competent authorities investigating and 
adjudicating credible allegations of human rights impacts. It participates in non-judicial grievance 
mechanisms provided by the state where these are available to resolve grievances. 

HanesBrands Response to C.6 

We have not and will not impede state-based judicial or non-judicial actions for persons making allegations 
of adverse human rights actions and have not and will not require anyone to waive legal rights as a condition 
of participating in our grievance process. We will cooperate as necessary, and as required by law, with any 
state-based judicial or non-judicial actions resulting from human rights complaints or allegations. We have 
required contract suppliers to reinstate (with back pay) workers wrongly terminated for exercising their 
rights to freely associate. As a result, we have instituted direct training on freedom of association at a range 
of contractor facilities at risk. 

 

C.7 Remedying Adverse Impacts and Incorporating Lessons Learned 

The Company provides for or cooperates in remediation to victims where it has identified that it has caused 
or contributed to adverse human rights impacts (or others have brought such information to the company’s 
attention, such as through its grievance channel(s)/mechanism(s)). It also incorporates the lessons learned 
from remediation approaches into its channel(s)/mechanism(s) and processes to prevent future impacts. 
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HanesBrands Response to C.7 

We audit ALL facilities globally, owned and contracted. The scorecard auditing process allows us to look 
directly into areas of weakness question by question. Our internal auditing teams work directly with each 
facility on corrective action findings, especially those that have and adverse human rights impact, until 
completion. As items are corrected, the facility’s score increases, and we are able to track those increases 
over time. These scores are then shared with our supply chain management teams who use them to help 
select facilities and make better buying decisions. All facilities, big or small, go through the same rigorous 
analysis. As an example of our auditing process in action, one focus has been on whether a facility has the 
appropriate processes to verify age of workers. Emphasis on good processes related to this issue have 
worked to prevent occurrences of underage labor.  We have also worked very extensively with lean 
manufacturing techniques.  Leaner and more efficient facilities have directly  led to increases in take home 
pay and a reduction in work hours. 

In our response to B.1.6 we describe in detail our audit and corrective action process.  All identified 
corrective actions are tracked in a sophisticated software system by our compliance teams who work 
directly with facilities to ensure corrective actions are fully implemented. 

 

Measurement Theme D — Performance: Company Human Rights Practices 

D.2.1.a Living Wage (in own production or manufacturing operations) 

The Company pays all its workers a living wage, which is regularly reviewed and negotiated through 
collective bargaining with relevant trade unions where they are operating. There are numerous definitions of 
living wage but the core concept is to provide a decent standard of living for a worker and his or her family 
based on a regular work week not including overtime hours. A living wage is sufficient to cover food, water, 
clothing, transport, education, health care and other essential needs for workers and their entitled official 
dependents and provide some discretionary income. Workers also receive equal pay for equal work. 

HanesBrands Response to D.2.1.a 

As over 70% of our total unit volume comes from factories we own or control, we have direct access to a 
wide range of employee data and the ability to survey our employees frequently. In short, we are confident 
that employees in our owned facilities already live in households that are meeting their basic needs. For 
example, in one of our largest facilities the Dominican Republic, over 95% of employees voluntarily 
participate in a savings program with the company affiliated cooperativa/credit union. They are required as 
part of that program to save weekly. In total, the employees in that plant have nearly U.S. $2 million in 
savings. Savings is obviously a very strong indicator of disposable income, i.e. one does not save if his family 
is not meeting its basic needs. In addition, we look at what types of items an employee household owns. In 
that same plant, well over 90% have running water, electricity, stoves, refrigerators, and televisions. Over 
1/3 own a computer. We see all of these things as a strong indication that these families are meeting their 
basic needs right now because of our compensation plans.  

Of important note, our compensation plans include much more than simply a base wage. Incentive plans 
based on production volume often significantly increase total pay, and we supply a broad range of in-kind 
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benefits, such as free or subsidized transportation, meals, healthcare, and uniforms.  For more detail, please 
see the video on  www.hs.com entitled “What working at HanesBrands means to me and my family.” 

 

D.2.1.b Living wage (in the supply chain) 

The Company ensures its suppliers pay their workers a living wage, which is regularly reviewed and 
negotiated through collective bargaining with relevant trade unions where they are operating. There are 
numerous definitions of living wage but the core concept is to provide a decent standard of living for a 
worker and his or her family based on a regular work week not including overtime hours. A living wage is 
sufficient to cover food, water, clothing, transport, education, health care and other essential needs for 
workers and their entitled official dependents and provide some discretionary income. Workers also receive 
equal pay for equal work. 

HanesBrands Response to D.2.1.b 

As a member of the FLA, we are working with that organization to evaluate fair compensation across our 
entire supply base, not just in our owned facilities. See www.fairlabor.org for more detail. It is a requirement 
of the FLA to evaluate fair compensation across our entire supply chain (owned and 3rd party contractors). 

Our wage/compensation provision can also be found in our Global Standards for Suppliers. 

D.2.2 Aligning Purchasing Decisions with Human Rights 

The Company ensures coherence between its purchasing policies and practices and its human rights 
commitment(s), so that such policies and practices do not undermine its human rights commitments or 
hinder the ability of its business relationships to meet the Company’s expectations and their own human 
rights responsibilities. 

HanesBrands Response to D.2.2 

See responses to Section B above.  As an outcome of the scorecard auditing process, we have a wealth of 
data on factories’ performance to our human rights standards.  We are thus able to both penalize poor 
performing factories by withholding business and reward high performers by providing continued or 
additional business.  Our data indicates that those factories with whom we have the largest and longest 
relationships score higher to very higher on our scorecard.  Size and scale matter, and we will continue, as a 
rule, to support these facilities and find more of them. 

An example of a business interest that may, at times, be in conflict with human rights is lead times.  
HanesBrands has worked directly with retailers to improve average lead times to avoid creating bottlenecks 
that negatively impact hours worked, i.e. excessive overtime. 

 

D.2.3 Mapping and Disclosing the Supply Chain 

The Company maps its suppliers and discloses its mapping publicly. 

HanesBrands Response to D.2.3 
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We do map our suppliers beyond tier one, especially for our owned capacity. We can map  the cotton used 
for our internal production back to the east coast of the U.S., know exactly where the yarn is being produced 
make nearly all of our fabric in our owned textile mills (Dominican Republic and El Salvador), and sew the 
garments in our own factories in Central America, the Caribbean, Vietnam, Thailand, Philippines and 
Indonesia. We have disclosed these and other facilities on our www.hs.com. website. We also have an in-
depth process to track the source of conflict minerals in our supply chain. Please see www.hs.com. for our 
most recent SEC disclosure on the details of our conflict minerals program. 

 

D.2.4.a Child Labour: Age Verification and Corrective Actions (In Own Production or Manufacturing 
Operations) 

The Company verifies the age of job applicants and workers in its own operations. In addition, if the 
Company learns that it has child labor in its operations, it ensures that the children are enrolled in a 
remediation/education program, rather than dismissing them from employment. If children are found to be 
involved in hazardous work, they are removed immediately from the situation and provided alternative work 
until they can be enrolled in or are immediately enrolled in a remediation/education program. The objective 
is to ensure that children are not pushed into more dangerous survival strategies. 

HanesBrands Response to D.2.4.a 

See our Global Human Rights Policy, Global Code of Conduct, Global Standards for Suppliers found on 
www.hs.com.  We absolutely prohibit the use of child labor and insist on appropriate age verification across 
both our owned and supplier facilities. We monitor this very closely as part of our scorecard auditing process 
described earlier. We have never had a case of underage labor in our owned facilities given our very 
strenuous internal processes. In the few cases where we have identified such in our contractor facilities, we 
have insisted on and overseen a process to get the young worker out of the workplace immediately and (1) 
into local schools at the expense of the contractor or (2) have required the contractor to immediately pay 
the young worker all monies owed up to the age of majority. We have had few cases of underage labor, 
especially in the last 5 years, due largely to our very intensive auditing program. 

 

D.2.4.b Child Labour: Age Verification and Corrective Actions (in the Supply Chain) 

The Company ensures its suppliers verify the age of job applicants and workers. In addition, if the Company 
learns that it has child labor in its supply chain it ensures that the child/children are enrolled in a 
remediation/education program, rather than dismissing them from employment. If children are found to be 
involved in hazardous work, they are removed immediately from the situation and provided alternative work 
until they can be enrolled in or are immediately enrolled in a remediation/education program. The objective 
is to ensure that children are not pushed into more dangerous survival strategies. 

HanesBrands Response to D.2.4.b 

See our Global Human Rights Policy, Global Code of Conduct, Global Standards for Suppliers and the FLA 
WCCCB.  We absolutely prohibit the use of child labor and insist on appropriate age verification across our 
owned facilities and broader supply chain.  We monitor this very closely as part of our scorecard auditing 
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process described earlier.  We have never had a case of underage labor in our owned facilities given our very 
strenuous internal process.  In the few cases where we have identified such in our contractor facilities, we 
have insisted on and overseen a process to get the young worker out of the workplace immediately and (1) 
into local schools at the expense of the contractor or (2) have required the contractor to immediately pay 
the young worker all monies owed up the age of majority.  We have had few cases of underage labor, 
especially in the last 5 years, due largely to our very intensive auditing program. 

 

D.2.5.a Forced Labour: Debt Bondage and Other Unacceptable Financial Costs (In Own Production or 
Manufacturing Operations)  

The Company refrains from imposing any financial burdens on workers by withholding wages or expenses 
that should be covered by the Company, including recruitment fees and related recruitment costs and to 
fully reimburse workers if they have been required to pay any fees or other charges during recruitment.  

HanesBrands Response to D.2.5.a 

We pay all workers regularly, in full and on time and do not require workers to pay work related fees at costs 
at our owned facilities.  We expect our suppliers to do the same and audit aggressively against that to.  See 
response A.1.5.  All workers also receive a pay slip with their wages explaining legitimate deductions. 

 

D.2.5.b Forced Labour: Debt and Bondage and Other Unacceptable Financial Costs (in the Supply Chain) 

The Company ensures its suppliers refrain from imposing any financial burdens on workers by withholding 
wages or expenses that should be covered by its suppliers, including recruitment fees and related 
recruitment costs. 

HanesBrands Response to D.2.5.b 

See our Global Human Rights Policy and Global Standards for Suppliers found on www.hs.com.  We strongly 
oppose any form of forced or bonded labor, including the imposition of recruitment fees in our owned or 
supplier facilities. We have suppliers in high risk countries like Jordan sign a separate statement indicating 
they will not impose recruiting fees. We also interview workers as part of our scorecard auditing process to 
determine whether they were required to pay such fees. Where we have found issues, we have required not 
only immediate cessation of such fees but also the return of such monies to the worker. As for trending, we 
are seeing less of this, especially in very large contractors supplying international brands. Large brands, like 
HanesBrands, have focused on this issue extensively in recent years and have driven much of it out of their 
supply chains through very aggressive auditing. 

We work with suppliers to eliminate the practices by auditing directly on these issues and taking prompt 
and real action if and when we identify problems.  Please also see our Commitment to Responsible 
Recruiting at www.aafaglobal.org. 

 

D.2.5.c Forced Labour: Restrictions on Workers (in own Production or Manufacturing Operations) 
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The Company refrains from restricting workers’ movement, including through the retention of passports or 
other personal identification or travel documents or ATM cards or similar arrangements for accessing wages. 

HanesBrands Response to D.2.5.c 

See response to B.2.5.b. The company does not restrict workers’ movements and does not retain (nor do its 
contractors) passports, travel documents, or ATM cards. Where we have found cases of suppliers 
withholding passports, we have required the supplier to immediately return them to workers. 

 

D.2.5.d Restrictions of Workers (in the Supply Chain) 

The Company ensures its suppliers refrain from restricting workers’ movement, including through the 
retention of passports or other personal identification or travel documents or ATM cards or similar 
arrangements for accessing wages or other measures to physically restrict movement. 

HanesBrands Response to D.2.5.d 

See response to D 2.5.c.  

 

D.2.6.a Freedom of Association and Collective Bargaining (in own production or manufacturing operations)  

The Company respects the right of all workers to form and join a trade union of their choice and to bargain 
collectively. In addition, it provides workers’ representatives with appropriate facilities to assist in the 
development of effective collective bargaining agreement(s). The Company also prohibits intimidation, 
harassment, retaliation and violence against trade union members and trade union representatives. 

HanesBrands Response to D.2.6.a 

See Global Human Rights Policy found on www.hs.com.  We are committed to the rights of workers to form 
unions.  

 

 

 

D.2.6.b Freedom of Association and Collective Bargaining (in the Supply Chain) 

The Company ensures its suppliers respect the right of all workers to form and join a trade union of their 
choice and to bargain collectively. In addition, the Company ensures its suppliers provide workers’ 
representatives with appropriate facilities to assist in the development of effective collective bargaining 
agreement(s). The Company also ensures its suppliers prohibit intimidation, harassment, retaliation and 
violence against trade union members and trade union representatives. 

HanesBrands Response to D.2.6.b 
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See our Global Human Rights Policy, Global Code of Conduct and Global Standards for Suppliers found on 
www.hs.com.  We fully respect the right of workers to freely associate and collectively bargain and insist on 
that in our own operations and the operations of our suppliers. We have numerous unions in our facilities 
and work with them frequently through the collective bargaining process. We audit against this issue heavily 
in our scorecard auditing process and have on a number of occasions required reinstatement of terminated 
employees (with back pay) when we have identified cases where employees have been terminated for 
exercising those rights. As for trending, this remains an issue of concern for us in our supply base. We have 
dealt with cases recently where we have required reinstatement of affected employees. We audit against the 
issue closely and interview workers on this point directly when conducting our audits. We make it very clear 
to suppliers what our expectations are. 

 

D.2.7.a Health and Safety: Fatalities, lost days, injury rates (in own production of manufacturing operations) 

The Company discloses a set of quantitative information on health and safety related to its total workforce, 
namely: injury rate, fatality rate, lost days or near miss frequency rate. 

HanesBrands Response to D.2.7.a 

We believe we have one of the best safety records in the industry and track injury statistics very closely at 
our owned facilities. Our recordable injury rate across all owned facilities in 2017 was .40. By way of 
comparison, the average recordable rate for apparel manufacturing is 1.5, nearly 4 times our low rate. There 
were no fatalities in 2017.  Despite our low injury rate, our goal is to drive it down further in 2018 to .36. A 
large part of our scorecard auditing process involves an intensive look at a facility's safety practices and 
performance. Identified issues are included in a corrective action plan and followed closely until 
improvements are made. 

Our target rate for fatalities is zero. 

 

D.2.7.b Health and Safety: Fatalities, lost days, injury rates (in the supply chain) 

The Company discloses a set of quantitative information on health and safety related to suppliers’ workers, 
namely: injury rate, fatality rate, lost days or near miss frequency rate. 

 

 

HanesBrands Response to D.2.7.b 

See response to 2.7.a. We disclosed our recordable injury rate in D.2.7.9 and had zero fatalities.  We have a 
recordable rate of 0.4 against an industry average of 1.5 (dramatically lower).  We do work very closely with 
suppliers in our auditing process that focuses heavily on health and safety. 

 

D.2.8.a Women’s Rights (in Own Production of Manufacturing Operations) 
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The Company recognizes the relevance of women’s rights for the industry, given the prevalence of women 
workers and the different dimensions of inequality they often face. The Company has measures in place to 
implement its policy commitment to eliminate discrimination against women through: providing equal pay 
for equal work, and measures to ensure equal opportunities throughout all levels of employment, which may 
include setting up women’s committees that report to management to address and resolve issues. In 
addition, the Company has in place measures to eliminate health & safety concerns that are particularly 
prevalent among women workers (e.g. sexual harassment, impact of pesticides on pregnant women). 

HanesBrands Response to D.2.8.a 

See our Global Human Rights Policy, Global Code of Conduct and Global Standards for Suppliers found on 
www.hs.com.  As noted above, we train ALL employees heavily on our harassment and discrimination 
standards in our Code of Conduct and Human Rights Policy and focus heavily on the issue in our scorecard 
audit process at our owned and supplier facilities. More importantly, our focus on women’s rights starts at 
the top where 20% of our Board of Directors is comprised of women. We now have four women as plant 
managers (rare in our industry) in our organization and several more who are being trained and groomed for 
these roles. We also have a global director of diversity and inclusion at HanesBrands whose job it is to 
oversee our diversity program and practices to, among other things, ensure that women’s issues are 
addressed appropriately across our entire organization. We are very proud of our open and inclusive work 
environments across the globe, especially as they relate to women. 

HanesBrands is fully committed to supporting all women’s rights.  Our Code of Conduct (see page 7) and 
GSS absolutely address women’s rights and are very protective of any form of harassment or discrimination 
against women.  We train and audit (as described extensively already) heavily against these issues. 

 

D.2.8.b Women’s Rights (in the supply chain) 

The Company recognizes the relevance of women’s rights for the industry, given the prevalence of women 
workers and the different dimensions of inequality they often face. The Company ensures its suppliers have 
measures in place to implement its policy commitment to eliminate discrimination against women through: 
providing equal pay for equal work, and measures to ensure equal opportunities throughout all levels of 
employment, which may include setting up women’s committees that report to management to address 
and resolve issues. In addition, the Company ensures its suppliers have measures in place to eliminate health 
& safety concerns that are particularly prevalent among women workers (e.g. sexual harassment and 
physical security). 

HanesBrands Response to D.2.8.b 

See also responses above and our GCC, GSS, and the FLA WCCCB. As noted above, we train ALL employees 
heavily on our harassment and discrimination standards in our Code of Conduct and focus heavily on the 
issue in our scorecard audit process at our owned and supplier facilities. More importantly, our focus on 
women’s rights starts at the top where 20% of our Board of Directors is comprised of women. We now have 
four women as plant managers (rare in our industry) in our organization and several more who are being 
trained and groomed for these roles. We also have a global director of diversity and inclusion at HanesBrands 
whose job it is to oversee our diversity program and practices to, among other things, ensure that women’s 
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issues are addressed appropriately across our entire organization. We are very proud of our open and 
inclusive work environments across the globe, especially as they relate to women. 

HanesBrands is fully committed to supporting all women’s rights, especially as it relates to discrimination, 
equal opportunity and equal pay for equal work. 

 

D.2.9.a Working Hours (in Own Production or Manufacturing Operations) 

The Company respects applicable international standards and national laws and regulations concerning 
maximum working hours and minimum breaks and rest periods. The Company also assesses the ability of 
workers within its factories to comply with its commitments to respect working hours and minimum breaks 
and rest period when allocating work or setting targets. 

HanesBrands Response to D.2.9.a 

See our GCC, GSS and FLA WCCB. See also responses above that describe our scorecard audit process. 
Working hours continues to be an issue across the apparel industry, yet we continue to focus this issue 
through our scorecard audit process. By way of example, we worked very closely with a large factory in 
Jordan who was able to reduce its total weekly hours to 60, our standard, largely through the 
implementation of lean principles and efficiency gains.  We expect workers at our owned facilities and 
suppliers to work no more than 48 regular hours/week and 12 hours overtime, other than in extraordinary 
circumstances. 

We respect and enforce all laws and regulations concerning minimum breaks and rest periods.  Our Global 
Standards for Suppliers requires compliance with all laws. 

 

D.2.9.b Working Hours (in the Supply Chain) 

The Company ensures its suppliers respect applicable international standards and national laws and 
regulations concerning maximum working hours and minimum breaks and rest periods. The Company also 
assesses the ability of suppliers to comply with its commitments to respect working hours and minimum 
breaks and rest period when allocating work or setting targets in its purchasing orders. 

HanesBrands Response to D.2.9.B 

See response to D.2.9.a. We work with suppliers by auditing directly against our working hour requirements 
and then enforcing them. 


