


Note on Language

Please be advised that because FLA independent external monitors are locally-based and English is generally not their native language, the language presented may at times appear unclear to a
reader who is a native English speaker. In order to preserve the integrity of the transparency process and the information we receive, our policy is to publish the original text from the monitor and
participating company. However, the reader will note that we have taken the precaution to remove any identifying information about the factory that was monitored or the workers interviewed.

For example, in cases where monitors and/or participating companies have cited the actual number of workers in reference to a noncompliance issue, in order to protect the workers’ identities, we

have replaced the numbers with generic wording in brackets (i.e. “[some]’, “[worker interviews revealed that]”,etc.).

We do not disclose the name of the factory that was monitored in order to ensure that the FLA’s efforts to encourage and reward transparency do not have detrimental consequences for the
factory and the workers.

Instructions for Printing
The information contained in the Tracking Charts is organized by columns and rows in a table format. Due to the number and width of the columns, the charts have been formatted for legal size

(8.5 x 14in.) paper. To print the charts, please make sure to select “legal”’ size paper from Print properties.



Country Honduras

Factorv code 27002901C

IEM ALGI

Date of audit 2/16-2/18/04 and 3/11-3/18

Days in the facility 2/16-2/18/04 (6days) 3/11-3/18 (5
davs)

PC(s) Gildan

Number of workers 1900

t-shirts. tank tops
sewing, packing

Findinas

Pronosed Remediation as of Julv 6. 2004

FLA Code/ Compliance issue Legal Reference

‘Worker/management awareness of
Code

FLA Benchmark

FLA of itoring, Obli of
Companies: Ensure that all Company factories
as well as contractors and suppliers inform their

Monitor's Findings

During the 2/16-2/18/04 visit, the PC and factory Codes of
Conduct were observed posted throughout the factory. During
interviews, employees stated they were aware of FLA/PC Code

about the orally
and through the posting of standards in a
prominent place (in the local languages spoken
y and and
other efforts to educate employees about the
standards on a regular basis.

p , as they received training on Codes of Conduct.
Files of recent hires contain signed aknowledgements that they
have received training on Freedom of Association. 3/11-3/18
follow up revealed no changes in the aforementioned
circumstances.

Documentation

Employee interviews, Records
observations

Best Practice

PC remediation plan

Gildan will enhance training for all employees
including all management levels at all Honduran
sewing facilities. Trainings will be facilitated by an
external group approved by the FLA.

Target Completion Date

Sep-04|

Confidential non-compliance reporting
channel

There will not be any use of forced labor, whether

FLA of it s of
Companies: Develop a secure communications
channel, in a manner appropriate to the culture
and situation, to enable Company employees
and employees 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.

the form of prison labor, indentured labor, bonded labor or otherwise

and
and observations.

During the 2/16-2/18/04 visit to Gildan, four
methods to allow employees to report
noncompliance issues were in place 1.
Suggestion boxes throughout the factory for
confidential reporting. HR Manager is in
charge of the system. 2. A confidential hot-line]
to record issues of concern, HR Manager
reviews messages. 3. Once a year,
employees and management hold round table
discussions. 4. As per HR manager, Gildan
has an open door policy and lets employees
know that HR personnel is always available to
listen to their complaints and take action when

. As per i i L are
aware of policy.

No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger
than the age for completing compulsory education in the country of manufacture where such age is higher than 15.

Every employee will be treated with respect and dignity. No employee will be subject to any physical, sexual, psychological or
verbal harassment of abuse.

Sexual Harassment

No person will 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, political opinion, or
social or ethnic origin.

During the 2/16-2/18/04 visit, [worker interviews revealed that]
the doctor at the factory clinic has examined [worker's] personal
areas without having ailments that would require him to do so.
Other[s] interviewed stated that they do not feel comfortable
being examined by Gildan's doctor. Upon being questioned by
auditors, the doctor admitted that physical examinations take
place without the presence of a female nurse, as the nurse is
not available at all times. No response was given to the
statement that the type of exam was not indicated by the
ailments. This is contrary to factory policy, which states that it is
mandatory to always have a female nurse present during
examinations of female workers. The
observations of the 3/11-3/18 follow up revealed that a
memorandum had been issued to the Doctor, where Gildan
restated its policy, that he is not to examine workers without the
female nurse present.

Employee interviews. Documents
reviewed.

Doctor was under paid suspension and replaced with
female doctor. A local NGO, Centro de Derechos de
Muejeres (CDM), conducted a sexual harassment
seminar on June 22, 2004 at EP. Present were a
female lawyer and Gildan social responsibility monitor
for Central America. Some women came forward and
testified against the doctor. The doctor was terminated;
from EP on July 1, 2004. Report of session is
available. If requested, counselling for these women
will be provided by CDM or another appropriate
organization and paid for by the company.

In order to prohibit any future misunderstanding, on
the standard form used for each examination, a
column will be added for initials of a nurse and the
employee, acknowledging the presence of nurse.
Company will communicate nurse-present policy to
employees and post a sign at clinic: "While being
examined by the doctor, you have the right to have a
nurse present”.(Current policy prohibits any exam
conducted by male doctor with female patient w/o
presence of a nurse. )

Completed July 1, 2004. New worksheet
has been implemented in all Honduran
sewing facilities.

In December 2003 Maquila Solidarity Network and others filed a Third
Party Complaint with the FLA alleging noncompliance with certain FLA
Workplace Standards in this factory, which is owned by Gildan. Atthe
request of FLA, ALGI, an FLA Accredited Monitor, performed an inspection
of the factory and determined that there was noncompliance with the FLA
Workplace Standards as alleged in the Third Party Complaint, as well as
noncompliance with respect to certain additional Workplace Standards not
addressed in the Third Party Complaint. ALGI's findings are itemized in
this Tracking Chart.

After being informed of the ALGI findings, Gildan began developing a
remediation plan, as required by FLA procedures. However, as of July 12,
Gildan had not provided an acceptable remediation plan to the FLA.
Instead, on July 12, Gildan announced that it was closing the factory. In
response, the FLA has attempted to convince Gildan to take a different
course of action; or, failing that, FLA has encouraged Gildan to take
appropriate steps to lessen the damage to the approximately 1800 workers|
affected by its decision to close the factory. In addition it is still necessary
for Gildan to address any harm caused to workers as a result of

with the Code. FLA has informed
Gildan that a company’s decision to close a factory in which there has
been a finding of noncompliance with regard to the FLA Workplace
Standard on Freedom of Association is an indicator in and of itself of
possible noncompliance, as specified in FLA’s Workplace Standards
benchmarks.

The decision by Gildan to close the factory has jeopardized the prospects
of remediating the main findings in the complaint and the FLA has
therefore decided to suspend the Third Party Complaint process in this
matter, effective as of July 12. The FLA will continue to assess the
situation and will determine what action, if any, should be taken in
response to Gildan’s decision to close the factory. Despite its decision to
suspend this particular Third Party Complaint process, the FLA will
continue working with Gildan to implement adequate remediation of
noncompliance issues that can meaningfully be addressed given the
current situation.

In the Tracking Chart, items in the column labeled “Proposed Remediation
as of July 6” reflect the Gildan remediation plan that was being discussed
up until July 12. Information tha may appear in columns dated later than
July 6 reflect subsequent efforts agreed to by Gildan and FLA to address
the causes and effects of the original noncompliance that was verified by
the monitor.




Findinas

Pronosed Remediation as of Julv 6. 2004

FLA Code/ Compliance issue

Legal Reference

FLA Benchmark

Monitor's Findings

Documentation

Best Practice

PC remediation plan

Target Completion Date

6. Health and Safety

Employers will provide a safe and healtl
with, or occurring in the course of work

thy working environment to prevent accidents and injury to health arising out of, linked
or as a result of the operation of employer facilities

Document Maintenance/ Accessibility

Title V Chapter 1 of Honduras' Labor
Code

All documents required to be available to
workers and management by applicable laws
(such as policies, MSDS, etc.) shall be made
available in the prescribed manner and in the
local language or language spoken by majority
of the workers if different from the local language|

During the 2/16-2/18/04 visit, it was observed that seven out of
ten stain cleaning stations were missing MSDS sheets for the
chemicals being used. However, it was determined that
employees working with these chemicals have been trained on
proper usage of said materials.

Visual observations. Review of Health and|
Safety committee documents, interviews.

In addition to proper training, employees will be held
accountable at their stations and verified regularly by
supervisors to ensure MSDS sheets are present at all
times

Completed at EP 2/19/04.

Will be

extended to all Gildan Honduran sewing

facilities. Completion date August 1, 2004,

Evacuation Procedure Title V Chapter 1 of Honduras' Labor | All applicable legally required or recommended |During the 2/16-2/18/04 visit, it was observed that the cafeteria |Visual observations. The second door in kitchen will be configured so that it| Completed 4/30/04.
Code elements of safe evacuation (such as posting of |had only one door designated as an exit. Management was opens both directions. Kitchen workers will be
evacuation plans, unblocked aisles/exits, advised to use a present secondary door as an exit and to informed before next drill that they are to use this door
education, uation assure that the secondary door opens both ways, creating two as a secondary exit point. A supervised drill will be
etc.) shall be complied with and workers shall be | separate means of egress and a speedy exit during evacuation. conducted during lunch within the next month and the
trained in proper safety, first aid, and evacuation use of this door will be monitored for effectiveness.
procedures
Evacuation Procedure Title V Chapter 1 of Honduras' Labor | All applicable legally required or recommended | During the 2/16-2/18/04 visit, it was observed that the safety Visual observations. Evacuation plans are all updated and include the Completed 2/19/04

Code

elements of safe evacuation (such as posting of
evacuation plans, unblocked aisles/exits,

education,
etc.) shall be complied with and workers shall be
trained in proper safety, first aid, and evacuation
procedures

uation

evacuation plan showed one mean of egress in the cafeteria.
Management must restructure the evacuation plan to show
changes.

additional emergency exit i the kitchen

In December 2003 Maquila Solidarity Network and others filed a Third
Party Complaint with the FLA alleging noncompliance with certain FLA
Workplace Standards in this factory, which is owned by Gildan. At the
request of FLA, ALGI, an FLA Accredited Monitor, performed an inspection
of the factory and determined that there was noncompliance with the FLA
Workplace Standards as alleged in the Third Party Complaint, as well as
noncompliance with respect to certain additional Workplace Standards not
addressed in the Third Party Complaint. ALGI's findings are itemized in
this Tracking Chart.

After being informed of the ALGI findings, Gildan began developing a
remediation plan, as required by FLA procedures. However, as of July 12,
Gildan had not provided an acceptable remediation plan to the FLA.
Instead, on July 12, Gildan announced that it was closing the factory. In
response, the FLA has attempted to convince Gildan to take a different
course of action; or, failing that, FLA has encouraged Gildan to take
appropriate steps to lessen the damage to the approximately 1800 workers|
affected by its decision to close the factory. In addition it is still necessary
for Gildan to address any harm caused to workers as a result of

i with the p Code. FLA has informed
Gildan that a company’s decision to close a factory in which there has
been a finding of noncompliance with regard to the FLA Workplace
Standard on Freedom of Association is an indicator in and of itself of
possible noncompliance, as specified in FLA's Workplace Standards

Safety Equipment

Title V Chapter 1 of Honduras' Labor
Code

All safety and medical equipment (such as fire
fighting equipment, first aid kits, etc.) shall be in

During the 2/16-2/18/04 visit, it was observed that 20 eye wash
liquid bottles had expiration dates of Jan. '04 (each station

Visual observations.

The regular plant Safety Audit checkiist includes a
review of First-Aid kits, checked every shift. Plant

Completed at EP 3/22/04.
inall

Will be

The decision by Gildan to close the factory has jeopardized the prospects
of o

sewing

place, maintained as prescribed and accessible |contains between 2-3 bottles). As audit was taking place, nurse has been designated responsible for ensuring | fa s July 15, 2004.
to the employees personnel responsible for eye wash liquid bottles was in the that first-aid kits are adequately stocked at all times.
process of replacing the expired ones.
PPE Title V Chapter 1 of Honduras' Labor | Workers shall wear appropriate protective During the 2/16-2/18/04 visit, it was observed that although Visual observations. It has been determined that EP air quality levels fall | Completed 4/30/04.

Code

equipment (such as gloves, eye protection,
hearing protection, respiratory protection, etc.) to|
prevent unsafe exposure (such as inhalation or
contact with solvent vapors, noise, dust, etc.) to
hazardous elements including medical waste.

provided, some employees did not use respiratory masks. It is
recommended that the use of masks be enforced in production
areas as monitors observed accumulation of lint on workers
bodies and clothing.

within Cal/OSHA standards. However, H&S manager
will provide ONGOING quantitative data on air quality
measured by international standards, including norms
to be respected, and maintain an environment that is
well below accepted limits. A self-directed lint-cleaning|
campaign will begin on the floor immediately. The
"one-minute" campaign takes place daily, where
modules stop sewing and pause to clean lint from
sewing machines and work tables. The lint is then
removed away from their work areas. The facility will
also improve overall regularity of cleaning procedures
with additional personnel, if required. ( Current
standard used is Cal/OSHA Respiratory Standard 8
CCR 5144. )

Will be ongoing for all Honduran sewing

facilities

Sanitation in Dining Area

Title V Chapter 1 of Honduras' Labor
Code

Al food shall be prepared, stored, and served in
a sanitary manner in accordance with applicable
laws. Safe drinking water should be available in
each building.

On the 2/16-2/18/04 visit, during employee interviews, workers
complained that the food is not well prepared or cooked.
Complaints deposited in the company's suggestion boxes and
examined during the 3/11 followup visit reveal that many of the
complaints by workers were related to the quality of the food
and cafeteria service. Also observed were memos from
management to cafeteria personnel bringing complaints to their
attention and getting their commitment to correct issues.

Interviews. Document review.

To be inall

The company will launch a cafeteria
committee whereby volunteer members from a set
number of modules will be invited to participate in a
‘blind" critique of food preparation, noting quality,
and overall These
will be provided to HR and the kitchen
concessionaires for action. The committee could be
reconvened on an occasional basis, as the need is
identified by employees.

sewing facilities by 7/15/04.

Other: Restrooms

Title V Chapter 1 of Honduras' Labor
Code

On the 2/16-2/18/04 visit, interviews mentioned that one
bathroom is closed at 5:45pm and the other at 6:15pm, while
workers are still at the facility. Also toilet paper is not always
available. Itis recommended that all restroom facilities remain
open and be fully stocked with necessary supplies during hours
of operations.

Interviews. Employer admission

C forall +

will remain open
each shift. Toilet paper and soap will be checked
every hour. Re-stock will be conducted as needed to
ensure availability at all times. Janitor will sign a sheet
as proof that it has been done and supervisor will sign
to confirm

facilities 3/22/04

sewing

the main findings in the complaint and the FLA has
therefore decided to suspend the Third Party Complaint process in this
matter, effective as of July 12. The FLA will continue to assess the
situation and will determine what action, if any, should be taken in
response to Gildan’s decision to close the factory. Despite its decision to
suspend this particular Third Party Complaint process, the FLA will
continue working with Gildan to implement adequate remediation of
noncompliance issues that can meaningfully be addressed given the
current situation.

In the Tracking Chart, items in the column labeled “Proposed Remediation
as of July 6" reflect the Gildan remediation plan that was being discussed
up until July 12. Information that may appear in columns dated later than
July 6 reflect subsequent efforts agreed to by Gildan and FLA to address
the causes and effects of the original noncompliance that was verified by
the monitor.
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Pronosed Remediation as of Julv 6. 2004

FLA Code/ Compliance issue

Legal Reference

FLA Benchmark

Monitor's Findings

Documentation

Best Practice

PC remediation plan

Target Completion Date

7. Freedom of and

Employers will recognize and respect the right of employees to freedom of association and collective bargaining

Right to Freely Associate

Workers will have the right to establish and,
subject only to the rules of the organization
concerned, to join organizations of their own
choosing without previous authorization. The
right to freedom of association begins at the time|
that a worker seeks employment, and continues
through the course of employment

During the 2/16-2/18/04 visit, [worker interviews reported] that
they are not free to organize or participate in any kind of
activities that would indicate a desire to form a union and if
known by Gildan management, would result in termination from
employment. The observations of the 3/11-3/18 follow
up revealed no changes in the aforementioned circumstances.
Examination of topics covered in previous training to workers
revealed the FOA was not covered and workers were not made
aware of their FOA rights. Recent (Dec 2003) changes in
training workers include greater emphasis on educating workers
on their Freedom of Association Rights.

Employee interviews (On premises and off
premises). Document in employee's files
listing topics covered at employee training.|

Although no actual violations were found, as
confirmed by the Honduran Ministry of Labor, Gildan is|
proposing the following actions: 1) An external group
will be selected to provide full training on FOA and
labor rights to facility executives and supervisors in
Honduran sewing facilities, as well as Gildan
corporate (VP Public Affairs, VP HR and teams) in
Montreal. 2) Gildan will participate in the FLA [Central
American Project]. 3).The company will create &
distribute to 100% of the workforce, in partnership with
a local NGO, Centro de Derechos de Muejeres
(CDM), an educational brochure that enlists and
explains workers' rights and FOA rights in clear and
easily understood language and educate the
workforce on the concept of a union: what it is a union|
what it is not, what it does, what it is for.

Sep-04|

Unfair dismissal

The employer will not dismiss, discipline, or
otherwise coerce or threaten workers seeking to
form, join or participate in workers' organizations

During the 2/16-2/18/04 visit, records reviewed showed that in
Nov. 03, 88 employees work-relationships ended. Of these, 5
were terminated during their probationary periods, 18 were laid
off because of low production and 65 signed resignation letters.
At least one specific group was identified as wanting to form a
union (as per offsite and onsite interviews). This group
identified as No. 14 operated with 14 employees. In Nov-03, 6
employees (40%) resigned. In addition to this event, 18 more
employees were laid off because of low production. Gildan's
statement justifying the lay off was due to production reasons
was not consistent with interviews of active and former
employees who stated that they have been working many
overtime hours (including some 5th days) during Nov.

Management stated at the closing conference that production
was overall constant throughout the year. A subsequent
Ministry of Labor investigation resulting from a complaint of
illegal dismissal filed by 39 of the above mentioned employees,
determined that Gildan did not violate any laws as employees
had resigned on their own will. Nevertheless, ALGI has found
evidence to conclude that there are violations to the FLA Code
in this area.

As per review of termination, resignation
documents, and management interviews.

SEE ABOVE

Unfair dismissal (Continuation)

The employer will not dismiss, discipline, or
otherwise coerce or threaten workers seeking to
form, join or participate in workers’ organizations

On the 3/11-3/18 visit, interviews with the union (FITH) and
several of the affected workers alleged that two union leaders
were fired on 10/30/03; once management found out they were
recruiting workers. During the weeks that followed all other
members were told by the HR Dept. that they would be let go as|
work was slow but they had an option to resign voluntarily (by
resigning voluntarily the employees could collect severance
pay). The monitors' examination of their personnel files, show
the Ministry of Labor had been summoned to the factory to
investigate the dismissals of the union leader for poor work
quality and disobeying a supervisor' order, two weeks before
their employment was terminated. However, one received
severance pay (preaviso), a benefit normally reserved for those
who give 60 days notice of resignation.

The Ministry of Labor report dated 2/3/04, lists the two alleged
union leaders as having been fired; one for poor work quality
and the other for disobeying an order to repair work from a
production supervisor. Again no wrong doing by management
was found by the Ministry of Labor. Asking the government to
become involved is a practice that, according to a Ministry of
Labor official, is very uncommon, as factories typically handle
these situations internally. Nevertheless, ALGI has found
evidence to conclude there are violations to the FLA Code in

thic

Resignation documents,
employer/employee interviews.

SEE ABOVE

Indemnification

Employers shall not offer or use severance pay
as a means of restricting union formation or
union operations.

During the 2/16-2/18/04 visit, former employees were
interviewed off-site and said they were terminated because of
their union organizing activities. These employees stated that
they had to sign a resignation letter in order to receive
severance payments. The resignation letters were reviewed,
which resulted in observation of very similar and in some cases
identical wording of the letters. Upon confronting the Human
Resource coordinator in charge of lay offs, she stated that she
guides the workers and verbally helps write the resignation
letter as the workers have difficulty writing

Termination, resignation and laid off
documents (Nov-2003), offsite interviews
and management interviews.

The resignation letters comply with all the legal
i of a voluntary resi i (Itis not
for Human to assist
in writing letters including those of resignation
because of the level of education of the workers. )

In December 2003 Maquila Solidarity Network and others filed a Third
Party Complaint with the FLA alleging noncompliance with certain FLA
Workplace Standards in this factory, which is owned by Gildan. At the
request of FLA, ALGI, an FLA Accredited Monitor, performed an inspection
of the factory and determined that there was noncompliance with the FLA
Workplace Standards as alleged in the Third Party Complaint, as well as
noncompliance with respect to certain additional Workplace Standards not
addressed in the Third Party Complaint. ALGI's findings are itemized in
this Tracking Chart.

After being informed of the ALGI findings, Gildan began developing a
remediation plan, as required by FLA procedures. However, as of July 12,
Gildan had not provided an acceptable remediation plan to the FLA.
Instead, on July 12, Gildan announced that it was closing the factory. In
response, the FLA has attempted to convince Gildan to take a different
course of action; or, failing that, FLA has encouraged Gildan to take
appropriate steps to lessen the damage to the approximately 1800 workers|
affected by its decision to close the factory. In addition it is still necessary
for Gildan to address any harm caused to workers as a result of

i with the pl Code. FLA has i informed
Gildan that a company’s decision to close a factory in which there has
been a finding of noncompliance with regard to the FLA Workplace
Standard on Freedom of Association is an indicator in and of itself of
possible noncompliance, as specified in FLA's Workplace Standards
benchmarks.

The decision by Gildan to close the factory has jeopardized the prospects
of remediating the main findings in the complaint and the FLA has
therefore decided to suspend the Third Party Complaint process in this
matter, effective as of July 12. The FLA will continue to assess the
situation and will determine what action, if any, should be taken in
response to Gildan’s decision to close the factory. Despite its decision to
suspend this particular Third Party Complaint process, the FLA will
continue working with Gildan to implement adequate remediation of
noncompliance issues that can meaningfully be addressed given the
current situation.

In the Tracking Chart, items in the column labeled “Proposed Remediation
as of July 6” reflect the Gildan remediation plan that was being discussed
up until July 12. Information that may appear in columns dated later than
July 6 reflect subsequent efforts agreed to by Gildan and FLA to address
the causes and effects of the original noncompliance that was verified by
the monitor.

8. Wages and Benefits

Employers recognize that wages are essential to meeting

' basic needs. will pay as a base, at

least the minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally

mandated benefits

Time-recording system

Time worked by all employees, regardless of
compensation system, will be documented by
time cards or other accurate and reliable
recording systems such as electronic swipe
cards

During the 2/16-2/18/04 visit, it was observed that although the
majority of employees record hours worked at the beginning
and end of each work shift, those employees working on the 5th
day of the 4X4 work schedule are not required to log in on that
day. Employees who do log in for the 5th day have their hours
erased from the electronic payroll system. The observations of
the 3/11-3/18 revealed that the company now records all hours
of work outside the regular shift including the 5th day (this is not
a verification of proper payment)

1) All hours of work are electronically recorded and 1) Completed June 1, 2004. 2) Contracts®

compensated according to Honduran Labor law.
2) Factory will ensure all
work a fifth day do so voluntarily.

p whol3)

wording to be changed by July 15, 2004.
[ ion date July 15, 2004. 4)
Analysis completed. Retroactive pay

3) Salaried supervisors will assume the responsibility |checks to be issued by August 1, 2004 to

of briefing second shifts.

4) The factory will conduct an analysis to determine
adequate these eligible indivi will
be rewarded with remuneration retroactive to January

4,2004.

all affected Gildan Honduran employees.
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Legal benefits: Vacations According to Art. 348 (Honduras Labor
Law), the worker should not work while
on vacation. Employees with 2 years of]
service are entitled to 12 days of
vacation; employees with 3 or more
years of service who are entitle to 15.

Employers will provide all legally mandated
benefits to all eligible workers

During the 2/16-2/18/04 visit it was determined by examining
vacation payroll records, employee interviews and

ackr 1t by that Gildan a policy
of collective vacation during Christmas and New Years totaling
11 days. As a result of this practice, employees who are
entitied to more than 11 days (because of seniority) are not
granted the additional days. These additional days are properly
compensated, but not taken as mandated by Honduran labor
laws. The observations of the 3/11-3/18 follow up revealed no
changes in the aforementioned circumstances.

Records review, Interviews and
management acknowledgement.

Since the Honduran Labor law specifies that vacation

Competion date for all Honduran sewing

days cannot be Gildan will
change internal vacation policy and grant those with
seniority the additional days.

August 1, 2004.

In December 2003 Maquila Solidarity Network and others filed a Third
Party Complaint with the FLA alleging noncompliance with certain FLA
Workplace Standards in this factory, which is owned by Gildan. At the
request of FLA, ALGI, an FLA Accredited Monitor, performed an inspection
of the factory and determined that there was noncompliance with the FLA
Workplace Standards as alleged in the Third Party Complaint, as well as
noncompliance with respect to certain additional Workplace Standards not
addressed in the Third Party Complaint. ALGI's findings are itemized in
this Tracking Chart.

Legal Compliance for holiday/leave Art 339 states that holiday must be
compensated computing the average
of regular plus overtime earned during
the immediate preceding week. Art.
340 states that if a holiday is worked,
the payment must be at 200% over the
regular rate and must receive an
additional day off.

Workers will be paid for holidays and leave as
required by law

During the 2/16-2/18/04 visit, it was determined by examining
holiday calculations and payroll records that Gildan fails to
properly compute the average of regular and overtime for
employees who come on the 5th (unrecorded hours) and also
fails to allow a replacement day off (from a business day). This
condition results in miscalculation of holidays and time off as
mandated by Honduran labor laws. The observations of the
3/11-3/18 follow up revealed no changes in the aforementioned
circumstances.

Records review and payroll calculations.

The VP of HR Honduras will conduct a complete
analysis to determine those who have worked the fifth
day. These eligible individuals will be compensated for
this time going back to January 4, 2004. The analysis
will include a recalculation of benefits and holidays
and compensation shall be made accordingly. The
aforementioned measures should ensure that this
situation does not happen again

Analysis completed June 25, 2004.
Retroactive paychecks to be issued
August 1, 2004 to all affected Gildan
Honduran employees.

After being informed of the ALGI findings, Gildan began developing a
remediation plan, as required by FLA procedures. However, as of July 12,
Gildan had not provided an acceptable remediation plan to the FLA.
Instead, on July 12, Gildan announced that it was closing the factory. In
response, the FLA has attempted to convince Gildan to take a different
course of action; or, failing that, FLA has encouraged Gildan to take
appropriate steps to lessen the damage to the approximately 1800 workers|
affected by its decision to close the factory. In addition it is still necessary
for Gildan to address any harm caused to workers as a result of

with the Code. FLA has informed
Gildan that a company’s decision to close a factory in which there has
been a finding of noncompliance with regard to the FLA Workplace
Standard on Freedom of Association is an indicator in and of itself of
possible noncompliance, as specified in FLA's Workplace Standards

Accurate recording of wage
compensation

All hourly wages, piecework, bonuses, and other
incentives will be calculated and recorded
accurately

During the 2/16-2/18/04 visit, it was observed that mechanics
and quality control personnel under the 4X4 system are
required to work the 5th day for an extra three to five hours.
While some employees log the time worked with their swipe
system card and others do not, hours worked by employees do
not appear in the payroll register. Although hours are recorded
by employees, these hours are removed from the computer
when payroll records are prepared and wages are paid. These
hours are not compensated. The observations of the 3/11-3/18
follow up revealed no changes in the aforementioned

Interviews and payroll observation.

SEE ABOVE

SEE ABOVE

The decision by Gildan to close the factory has jeopardized the prospects
of remediating the main findings in the complaint and the FLA has
therefore decided to suspend the Third Party Complaint process in this
matter, effective as of July 12. The FLA will continue to assess the
situation and will determine what action, if any, should be taken in
response to Gildan's decision to close the factory. Despite its decision to
suspend this particular Third Party Complaint process, the FLA will
continue working with Gildan to implement adequate remediation of
noncompliance issues that can meaningfully be addressed given the
current situation.

Childcare facilities Art 142, requires facilities with more
than 20 employees to provide (child
care facility) for working mothers with

children under 3 years of age.

During the 2/16-2/18/04 visit, it was observed that Gildan does
not have a childcare facility. The observations of the 3/11-3/18
follow up revealed no changes in the aforementioned
circumstances.

Visual observations,
employee/management interviews.

Three options are currently under study for a childcare
facility: 1) Gildan to subsidize a ity group in

Decision to be made by August 1, 2004.

neighboring areas of facilities. 2) Build a room for
childcare in existing facilities. 3) Negotiate with the
ZIP.

At the present moment, lactating mothers are given
the option of arriving 30 minutes later or leaving 30
minutes earlier.

to begin after that date.
Completion date to be determined based
on decision; tentatively Q4, 04. (All
Honduran sewing faci

In the Tracking Chart, items in the column labeled “Proposed Remediation
as of July 6” reflect the Gildan remediation plan that was being discussed
up until July 12. Information that may appear in columns dated later than
July 6 reflect subsequent efforts agreed to by Gildan and FLA to address
the causes and effects of the original noncompliance that was verified by
the monitor.

9. Hours of Work

Except in 'y business ci

will (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 overtime hours allowed by the law of the country of manufacture
or, where the laws of such country will not limit the hours of work, 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

Rest Periods Art 326 mandates a 30 minutes
(minimum) rest period between shifts

During the 2/16-2/18/04 visit, it was ined that

work part of their lunch period (10 to 15 minutes) to achieve
production goals scheduled for the day. The observations of
the 3/11-3/18 follow up revealed no changes in the
aforementioned circumstances.

1) Daily hours will be changed to 7AM to 6:40 PM
Workers will have two 15 minute breaks and an
unpaid 40 minute lunch. This will put Gildan in full
compliance of Article 326,

2) Gildan i ing and i ing 4X4;
researching alternatives

3) Gildan will work with industrial hygiene and
ergonomic workplace experts to conduct a study on
the long-term impact of this type of work model on
worker's overall health.

To be implemented in all Honduran
sewing facilities in September, 2004.

Rest Periods As per Art. 130, within a normal work
schedule, women and minors must
receive a break equivalent to 2 hours

per day

During the 2/16-2/18/04 visit, it was observed that Gildan
provides 30 minutes of unpaid meal break and two 15 minutes
coffee breaks to all employees, totaling only one hour. The
observations of the 3/11-3/18 follow up revealed no changes in
the aforementioned circumstances.

Employee, employer interviews,
observations.

‘Women will be advised of this right during
(PC Comments: Under this law, women, who
represent 60% or more of the workforce, could be
under additional pressure to achieve their production
goals. This law also perpetuates the belief that women
are not physically able to endure working hours. This
is essentially reverse discrimination. However, Gildan
will comply by advising women of this right.)

C ion date
Honduran sewing facilities.

2004 in all

Overtime Limitations As per Art 333 it is forbidden for the
same employee to work more than 4

overtime days within the same week.

During the 2/16-2/18/04 visit, it was i that

interviews, observations.

employees on the 4X4 schedule work overtime on 4 days in the
same week as employees work prior to the start of their regular
work shift schedule and during lunch in order to meet production|
goals. Some of these employees (mechanics & quality control)
come on the 5th day, accumulating 5 days of overtime,
exceeding the limitation of the overtime provision in Honduras.
The observations of the 3/11-3/18 follow up revealed no
changes in the aforementioned circumstances.

1) Workers will not be permitted to work more than the
Honduran legal limits and those outlined in the FLA
workplace code of conduct

2) Mechanics and Quality Control will no longer work
the fifth day with no overtime compensation.

3) The Gildan VP of HR Honduras has been asked to
assess number of employees affected and determine
if additional hiring is required.

Completion date August 1, 2004. To be
implemented in all Honduran sewing
facilities.

Overtime Limitations

Except in extraordinary business circumstances,
employees will (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
overtime hours allowed by the law of the country
of manufacture or, where the laws of such
country will not limit the hours of work, the
regular work week in such country plus 12 hours
overtime; and (i) be entitled to at least one day
off in every seven day period. An extraordinary
business circumstance is a temporary period of
extra work that could not have been anticipated
or alleviated by other reasonable efforts

During the 2/16-2/18/04 visit, it was observed that employees
working a 3X1 (working three days, resting 1) work schedule,
work 66 hours per week once every four weeks. The
observations of the 3/11-3/18 follow up revealed no changes in
the aforementioned circumstances.

Interviews, records review.

As the schedule is planned, this is normal occurrence
because of the cycle of the calendar. This has never
been considered extraordinary business
circumstances nor has it been the subject of any
internal complaints, to our knowledge. The Company
will from this point on limit working hours to no more
than 60 per week per employee and will determine if
additional hiring is required.

Completion date August 1, 2004. To be
implemented in all Honduran sewing
facil
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10. Overtime

In addition to their compensation for regular hours of work, employees will 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 will not exist, at a rate at least
equal to their regular hourly compensation rate.

In December 2003 Maquila Solidarity Network and others filed a Third
Party Complaint with the FLA alleging noncompliance with certain FLA
Workplace Standards in this factory, which is owned by Gildan. At the

Accurate recording of OT hours
worked

Employees will be paid for all hours worked in a
workweek. Calculation of hours worked must
include all time that the employer allows or
requires the worker to work

During the 2/16-2/18/04 visit, it was determined through
employee interviews and payroll observations that mechanics
and quality control personnel under the 4X4 system are
required to work the 5th day, an extra three to five hours. These
hours are not recorded and not compensated. ~ The
observations of the 3/11-3/18 follow up revealed no changes in
the aforementioned circt 1ces.

Records review and employee interviews

SEE SECTION "OVERTIME LIMITATIONS"

Completion date August 1, 2004. To be
implemented in all Honduran sewing
f: .

request of FLA, ALGI, an FLA Accredited Monitor, performed an inspection
of the factory and determined that there was noncompliance with the FLA
Workplace Standards as alleged in the Third Party Complaint, as well as
noncompliance with respect to certain additional Workplace Standards not
addressed in the Third Party Complaint. ALGI's findings are itemized in
this Tracking Chart.

OT Compensation Art 330 of the Honduran Labor Law, all| The factory shall comply with applicable law for
hours worked in excess of the normal | premium rates for overtime compensation
work schedule (8 hours per day) are
considered overtime and be
compensated at rates (25,50 or 75%
higher over the regular rate). As per
Gildan Activewear company manual a)
the work schedule is from 7am to
6:30pm, b) all employees are
mandated to be at the factory 15
minutes prior to the beginning of the
daily shift (@6:45am), ¢) any hours
worked outside the work schedule shall
be considered overtime.

During the 2/16-2/18/04 visit, it was observed that to meet
production goals, some employees start work before 7:00 AM
(one hour before the beginning of the regular shift). The extra
time is not included in calculation of wages. These hours, if
calculated would be applied as overtime. Additionally, it is
written on Gildans internal policy (manual) that employees must
be at the factory 15 minutes prior to the beginning of the regular
shift. Another section of the manual states that any hours
worked outside the regular shift must be compensated at the
overtime rate. In addition, production workers who work on an
extra day, usually to cover for an absent worker in the next shift,
are paid on a production basis and not at the premium rate. The
observations of the 3/11-3/18 follow up revealed no changes in
the aforementioned circumstances.

Observation of company payroll records,
interviews of employees, physical
surveillance at Gildan earlier than 7 am.

1) If employees are asked to arrive 15 minutes prior
to their shift to prepare for the day, they will be
compensated for this time, and paid overtime if
warranted

2) All time recorded will be integrated into calculation
of wages and benefits.

3) Any hourly employee who works more than his or
her regular shift will be compensated as per the
conditions of Honduran labor law.

Completion date August 1, 2004. To be

After being informed of the ALGI findings, Gildan began developing a

inallt sewing
facilities.

plan, as required by FLA procedures. However, as of July 12,
Gildan had not provided an acceptable remediation plan to the FLA.
Instead, on July 12, Gildan announced that it was closing the factory. In
response, the FLA has attempted to convince Gildan to take a different
course of action; or, failing that, FLA has encouraged Gildan to take
appropriate steps to lessen the damage to the approximately 1800 workers|
affected by its decision to close the factory. In addition it is still necessary
for Gildan to address any harm caused to workers as a result of

with the p Code. FLA has informed

Gildan that a company’s decision to close a factory in which there has
been a finding of noncompliance with regard to the FLA Workplace
Standard on Freedom of Association is an indicator in and of itself of

Art 330 of the Honduran Labor Law, all | Overtime hours worked in excess of code
hours worked in excess of the normal |satndard will be voluntary.

work schedule (8 hours per day) are
considered overtime and be
compensated at rates (25,50 or 75%
higher over the regular rate).

Mandatory Overtime

During the 2/16-2/18/04 visit, [worker interviews revealed that
some employees] (mechanics and quality control personnel)
complained that as employees under the program of 4X4 they
are obligated to come the fifth day without pay to brief the
second shift. This process involved sometimes as long as 4
hours. Employees also complained that although these hours
are logged, they are not compensated, they have been told by
their immediate supervisor that in order to maintain their present|
job description or even their employment, they must cooperate.
The observations of the 3/11-3/18 follow up revealed no
changes in the aforementioned circumstances.

SEE SECTION "TIME RECORDING SYSTEM"

The decision by Gildan to close the factory has jeopardized the prospects
of remediating the main findings in the complaint and the FLA has
therefore decided to suspend the Third Party Complaint process in this
matter, effective as of July 12. The FLA will continue to assess the
situation and will determine what action, if any, should be taken in
response to Gildan’s decision to close the factory. Despite its decision to
suspend this particular Third Party Complaint process, the FLA will
continue working with Gildan to implement adequate remediation of
noncompliance issues that can meaningfully be addressed given the
current situation.

In the Tracking Chart, items in the column labeled “Proposed Remediation

Insufficient lockers

During the 2/16-2/18/04 visit, it was observed that the cafeteria
has only 192 lockers for a work staff of 1900 employees .
Gildan is recommended to add additional lockers to satisfy the
needs of all employees. The observations of the 3/11-3/18
follow up revealed no changes in the aforementioned
rircimetancac

A survey will be conducted to evaluate the present
need and additional lockers will be provided if the
desire/need exists.

Completed June 30, 2004. It was
determined at the EP plant that no
additional lockers were requested by
employees.

as of July 6” reflect the Gildan remediation plan that was being discussed
up until July 12. Information that may appear in columns dated later than
July 6 reflect subsequent efforts agreed to by Gildan and FLA to address
the causes and effects of the original noncompliance that was verified by
the monitor.

Other As per Chapter V, Art. 88,89,90,91,92
and 93 relating to company's internal
manual / regulations indicating the
company policies in reference to the
labor code.

During the 2/16-2/18/04 visit, it was observed that Gildan
Activewear has an internal company manual, but it needs to be
updated since it has instituted new policies such as: work
structure of weekly employees, monthly employees and
categories of staff. At present, factory practices in the above
mentioned selections are not mentioned in their Internal
Company manual.  The observations of the 3/11-3/18 follow
up revealed no changes in the aforementioned circumstances.

The company manual will be updated to include code
of conduct policies, work structure of weekly and
monthly employees, and categories of staff, as well as
any other relevant changes. This will be distributed to
all employees as well as communicated to them
verbally by their supervisors

Completion date for all Honduran sewing
f:

ies August 1, 2004




