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BFC 		
Better Factories Cambodia
CARE			
Cooperative for Assistance and Relief Everywhere
GBV 		Gender-Based Violence
GBVH 			
Gender-Based Violence and Harassment
ILO 		
International Labour Organization
KPIs 		
Key Perform ance Indicators
LGBTQI+
Lesbian, Gay, Bisexual, Transgender, Queer and			
			Intersex
UN 		United Nation
ILO 		
International Labour Organization
#Metoo movement A social movement started in 2017 to encourage			
			
victims of sexual abuse and sexual harassment to			
			
speak out against their aggressors.
SDGs			
Sustainable Development Goals
SOPs 			
Standard Operating Procedure
UN 		United Nation
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Preventing gender-based violence
and harassment (GBVH) in the World
of Work has never been of greater importance. The United Nations (UN)
Guiding Principles on Business and
Human Rights and the adoption of
the Violence and Harassment Convention 2019 (No. 190) by the International Labour Organization (ILO) are
part of global efforts to address this
issue. Businesses are challenged to
do more by global social movements
such as the #Metoo movement, which
has thrown a light into sexual harassment within industries globally. Legislative efforts to address modern
slavery in supply chains are now in
force in the United Kingdom and
Australia, further focusing business
attention. Across supply chains,
companies are grappling with
questions on how to respond effectively across their operations. The
apparel industry is no different.
Effective responses are critical. The
impact of violence and harassment
on individual health and well-being is
significant, - for those experiencing it

and those witnessing it. Violence and
harassment have serious business
implications, with impacts on productivity, employee turnover and
absenteeism, business and industry
reputation and has the potential to
result in financial loss through legal
actions. There are clear incentives for
addressing this issue in the world of
work.
Yet, across the supply chain, there
is a lack of cohesion or agreement
on response. There is limited mutual
agreement and/or understanding
regarding good approaches, there
are different expectations from
different businesses and brands
across the supply chain, and there is
minimal understanding of the impact
of buying practices on downstream
suppliers. Effectively addressing gender-based violence and harassment
needs time, resources, and expertise
within individual businesses. There
is a need for guidance and collaboration on approaches and systems
to effectively address GBVH in the
apparel supply chain.
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1.1 Intended audience
These model guidelines to address GBVH in the apparel supply chain
were developed by CARE International and Better Work in response
to the needs of the apparel industry for expert support in preventing
and responding to GBVH. The guidelines enable industry-wide action in
addressing GBVH across the apparel and footwear supply chain and
ensure that stakeholders align and standardize a clear transparent
approach to preventing and responding to GBVH.
They are designed to be used in internal and external operations
by key businesses to address practices in-house and external
relationships across the supply chain.
These are designed for use by stakeholders including but not limited

to buyers, vendors (including manufacturing groups), agents,
suppliers (including sub-contractors) and licensees. Recognizing the
complex relationships and diverse set of actors in the supply chain,
CARE International and Better Work advise companies to adapt the
set of guidelines as needed and apply the core principles.
These guidelines should be seen as part of business obligations to
respect human rights and to mitigate risks of GBVH, in line with the
UN Guiding Principles on Business and Human Rights. In addition,
these guidelines support businesses in enhancing gender equality
outcomes as per the Sustainable Development Goals (SDGs), which
place the responsibility on all actors to ensure that gender equality
(SDG 5) and decent work (SDG 8) are achieved.

Internal and external operations by key businesses

Suppliers including sub contractors

Vendors including manufactoring groups

Agents

Licensees

Buyers

3

4

1.2 Definitions and Scope

Examples include:
•

Gender-based harassment

•

Sexual harassment

•

Gender-based violence (GBV)

•

Domestic violence

Definition of Sexual Harassment
“Sexual harassment” is a form of sex discrimination that encompasses a wide range
of physical, verbal, and non-verbal behaviours and practices of a sexual nature
including displays of pictures objectifying
individuals, disparaging remarks about individuals based on their gender or sex, jokes,
unwanted sexual advances, comments,
physical contact, or sexual assault.

GBVH is inclusive of any act that is perpetrated against a person’s will and is based on gender norms and unequal power relationships. It encompasses threats of violence and coercion. It can be physical, emotional, psychological, or sexual in nature, and can take the form of a denial
of resources or access to services. It inflicts harm on all people.
GBVH is grounded in sexist and homophobic attitudes and behaviors, which are reinforced by gender inequality in society, including unequal
gender norms and discrimination against women, and most commonly impacts women and members of lesbian, gay, bisexual, transgender,
queer and intersex (LGBTQI+) communities.
Individuals may experience GBVH from a co-worker, supervisor, employer, or their intimate partner.

Anyone can be a target or perpetrator
of sexual harassment, regardless of their
gender or sexual orientation or ability but
most sexual harassment is perpetrated by
men against women. Sexual harassment
can also occur between people of the same
gender. Sexual harassment is a manifestation of power relationships and often occurs
in unequal relationships in the workplace,
including between women and men.
While in some cases individuals may make
sexual comments or personal advances
without intending harm or not thinking it is
harassment, such action can be unwanted,
unwelcome, and uninvited and make a

person feel humiliated, intimidated or
offended and constitute harassment. The
intention of the person engaging in the
behaviour does not prevent it from being
sexual harassment.
Sexual harassment in the workplace can be
categorized in two ways: quid pro quo or
hostile working environment:
•

•

Quid pro quo sexual harassment occurs
when a worker is asked for a sexual
favour, whereby, a worker’s decision
to submit to or reject the request is the
basis for a decision about a worker’s job
or to provide a job benefit, including but
not limited to pay rises, promotions, or
continued employment.
Hostile work environment consists of
any conduct that create an intimidating,
hostile, or humiliating work environment
covering a range of behaviour including
sex-based comments, disparaging
remarks about the sex or gender of the
victim, innuendos, and sexually suggestive or explicit materials.

While a single incident constitutes sexual
harassment, oftentimes, sexual harassment
involves repeated behaviours.
Scope of application

in the course of, and/or arising out of, and
linked with work including but not limited to:
•

Physical workspace

•

Places where workers are paid, take rest
breaks and meals

•

Commute to and from work

•

Work-related events, social activities,
travel, and training

•

Interactions with clients, contractors,
service, and trade staff

•

Communications through information
and communication technologies, and,

•

Employer-provided accommodations.

Under these guidelines, workers include
employees defined by national law and
practice, persons working irrespective of
their contractual status (i.e. part-time
workers, workers who have terminated
their contracts), trainees, and job applicants. It includes security guards, canteen
employees, third parties that work in and
around business sites. Employers are also
included as potential targets of GBVH. These
guidelines also focus on non-employees
such as contractors, clients, or individuals
who may be present in the workplace and
may be a target or a perpetrator of GBVH.

Gender based violence and harassment in
the world of work covers situations occurring
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There are seven core principles that should be applied in implementing these
guidelines and all responses to GBVH. These principles are designed to ensure
that any engagement with victims, survivors, or complainants of gender-based
violence and harassment will:

1. Maintain Confidentiality – the identity
and identifying information will be kept
confidential and private unless otherwise
voluntarily agreed;
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2. Ensure Consent - the individual’s informed
consent is voluntarily obtained before any
action is taken and can be withdrawn at any
time without negative repercussions

3. Do no harm – take appropriate measures
to secure immediate safety and refrain from
actions which may result in future harm
including in training and communications;

4. Adopt a victim and survivor-centred
approach – recognizing that the rights,
needs and wishes of victims, survivors, or
complainants are to be placed at the centre
of action and for these individuals or groups
to be treated with dignity and respect;

5. Ensure equal treatment – refraining from
discriminating on the basis of gender, sexual
orientation or sexual identity, age, ethnicity,
ability, migrant status, contractual status,
marital status, education status, literacy or
language status, or other characteristic

6. Advance policy and future interventions
– drawing from the findings and lessons
from cases of GBVH to raise awareness and
to inform future preventive and response
measures; and,

7. Work towards gender equality and
inclusion – in addition to undertaking
practical measures to prevent and respond
to GBVH, measures will contribute to an environment of gender equality and inclusion
for all.
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The guidelines recognise that prevention and response to violence is the obligation
of all businesses across the supply chain, both in their internal practices and
externally in their dealings with other parts of the supply chain. The guidelines
and accompanying guidance are intended to support internal and external
responses to prevent and respond to GBVH.
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The guidelines draw from global evidence of what works to prevent and respond to GBVH and cover five aspects of the workplace. Each
guideline is broken down into these five essential areas for action to prevent and respond to GBVH throughout the supply chain:

This document contains five guidelines related to the following areas in the apparel supply chain.
1. Human Resource Management
2. Procurement, Purchasing, and Sourcing

•

•

Organisational Leadership - Commit to the prevention
of and response to GBVH as a leadership priority, be accountable to the commitment and monitor action.

•

Workplace Policies - Protect employees and workers
throughout the supply chain with supportive policies,
which seek to prevent GBVH and provide effective
remedy.

•

Workplace Systems - Protect and be accountable to
employees and workers throughout the supply chain
through workplace systems, which are accessible,
effective, and gender sensitive in preventing and responding to GBVH.

•

Workplace Norms and Practices - Drive culture change
in the world of work and across the supply chain to
address and change norms, practices and systems that
contribute to GBVH.

•

Workplace Training - Deliver targeted training support
and capacity-building to encourage early intervention
and prevention in workplaces and the supply chain,
and addresses the root causes of gender inequality and
GBVH.

3. Supply Chain Management
4. Client and Customer Management
5. Subsidiary Management

Figure 1: Workpalce aspects in preventing and responding to GBVH
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These guidelines are supported by , which
provide more detail for businesses in the
supply chain on how to implement the
guidelines.
1.

Policy Implementation Guide

2. Grievance Mechanisms Implementation
Guide
3. Referral Implementation Guide
4. Measurement Implementation Guide
5. Risk Assessment Implementation Guide
6. Responding to Disclosures Implementation Guide

7.

Training Implementation Guide

8. Zero Tolerance Implementation Guide
Prevention and Response a continuum
In preventing and responding to gender-based violence and harassment in the
apparel industry, it is important to understand that most measures can have both
a protective and responsive result regarding
GBVH. For example, while a policy seeks to
outline workplace responses to GBVH, the
existence of the policy can be preventative
in its deterring effect on would-be perpetrators.

The guidelines recognise that GBVH takes
place within a broader context of gender inequality. All actors in the world of work can
address gender inequality in many ways.
These guidelines are designed to address
the specific issue of GBVH in the world of
work, which is recognised as a form of discrimination in that individuals, predominantly women, are targeted because of their
sex or gender.

The obligation and responsibility to address GBVH is held by each stakeholder
in the apparel supply chain in relation to their own operations as well as the
operations of their business partners. The recommendations provided here
apply to all actors in the supply chain. These guidelines recognise that manufacturing supply chains are complex, for these guidelines to be developed CARE
and Better Work have made assumptions about the supply chain model in
operation (Figure 2).
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Figure 2: Representation of the apparel supply chain. Source: Better Work

The guidelines are designed to be implemented by all businesses in the apparel
supply chain to effectively prevent and respond to gender-based violence and
harassment. Implementation of the guidelines is likely to require an organisational action plan, which considers how internal systems need to be reviewed,
adapted, and improved. A sample template to support an implementation
plan is provided in Annex 1. Governments, unions, and civil society can use
these guidelines to guide engagement with actors in the supply chain about
standards and expectations for workplace responses to GBVH.

15

16

17

18

19

20

21

22

23

24

25

26

27

28

29

30

31

