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Sustainability Reports  

PRGMEA PSGMEA TMA

PSGMEA: Sustainability Report status

1 Report Complete 

8 Reports In Progress

3 Factories (No Umbertine)
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What happened on 

10th December 1948 ? 



Pakistan Signed the 

UDHR

Eleanor Roosevelt, the first lady of the United States, who 

chaired the UN Human Rights Commission and was 

instrumental in drafting the Universal Declaration of 

Human Rights (UDHR).

1948









OVERVIEW OF GLOBAL DUE DILIGENCE REGULATIONS:





Framework Umbrella Initiative Legislation Key Topics/ActionsInitiative

Microplastics Initiative EU textile strategy

European Green Deal

Circular Economy Action Plan Others

REACH Regulation
Waste Framework

Directive

EU Ecolabel on Clothing 

and Textiles

Corporate Sustainability 

Reporting Directive (CSRD)

EU Mandatory ESG Reporting

Environment Delegated Act

EU Taxonomy

Strategy for Sustainable and Circular Textiles

Action to limit

destruction of

textiles

Chemical 

Management

Preventing and

reduction of

waste

Industrial Strategy

Sustainable Products Initiative

Eco-design for Sustainable Products 

Regulation (ESPR)

Circular 

Economy 

principles

Minimum recycled

content in

products

Resource and

Energy 

Efficiency

Carbon and

Environmental 

Footprinting

Digital Product 

Passport (DPP)

Green Claims Initiative

Addressing 

unintentional 

release of

microplastics

Harmonized EU

rules for EPR

Halting exports 

of textile waste

Circular 

Business 

models

EU Corporate 

Sustainability Due

Diligence Directive

EU Sustainable Reporting 

Standard (ESRS)









HOW SHOULD COMPANIES CONDUCT HUMAN RIGHTS AND ENVIRONMENTAL DUE DILIGENCE

(HREDD) AS PER OECD PROCESS ? 

Source: OECD (2018)

IDENTIFY & ASSESS ADVERSE IMPACTS 

IN OPERATIONS, SUPPLY CHAINS & 

BUSINESS RELATIONSHIPS

2

1

EMBED

RESPONSIBLE

BUSINESS

CONDUCT INTO

POLICIES &

MANAGEMENT

SYSTEM

3

CEASE, PREVENT OR 

MITIGATE

ADVERSE IMPACTS

4

TRACK

IMPLEMENTATION AND

RESULTS

COMMUNICATE

HOW IMPACTSARE

ADDRESSED

5

6 PROVIDE FOR OR 

COOPERATE

IN REMEDIATION WHEN 

APPROPRIATE

https://mneguidelines.oecd.org/OECDWatch-Due-Diligence-Guidance-Contribution-2018.pdf


CSDDD: DUE DILIGENCE

OBLIGATIONS

Complaint 

Procedure

Establishment and maintenance

of a notification mechanism and

complaints procedure

Reporting
Public communication on due

diligence

Monitoring
Monitoring of the effectiveness

of the due diligence policy and

measures

Company Policy

Integration of due diligence into policies 

and risk management systems

Risk Analysis
Identification and assessment of 

actual or potential adverse impacts; 

where necessary, prioritization of 

potential and actual adverse impacts

Prevention & 

Mitigation
Prevention and mitigation of potential 

& ending and minimising actual

impacts; providing remediation,

carrying out stakeholder engagement

1

2

3

5

4
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Climate Transition Plan

Adopt and implement plan to ensure that

business model and strategy are in line with Paris 

Agreement

Source: Own illustration adapted from European Commission 2022

https://eur-lex.europa.eu/resource.html?uri=cellar%3Abc4dcea4-9584-11ec-b4e4-01aa75ed71a1.0001.02/DOC_1&format=PDF


UNDERSTANDING THE SUPPLY CHAIN:



CSDDD: WHO IS AFFECTED AND 

HOW?
Direct and indirect business 

partners:

• Are part of the chain of 

activities

• Possible differences in 

relation to preventive and 

corrective measures

Own operations and 

subsidiaries

• Controlled subsidiaries are

always part of the chain of

activities

Downstream

• Distribution, transport and

storage are only part if for

or on behalf of the obliged

company

Source: Helpdesk on Business and Human Rights 2024



Due diligence is the 
process enterprises 

should carry out

to identify, prevent, 
mitigate and account 
for how they address 
actual and potential 
adverse impacts

in their own 
operations, 
their supply 
chain and 

other business 
relationships

WHAT IS DUE DILIGENCE? 



Severity of Risk

• Scope

How many people could be affected by the harm?

• Scale

How serious are the impacts for the victim?

• Remediability

Will a remedy restore the victim to the same or equivalent position before the harm?

SEVERITY

ASSESSMENT OF ACTUAL RISK



ASSESSMENT OF ACTUAL RISK

Severity of Risk in terms of “Scope”

HIGH

• > 20% of the 
total population 
in the affected 
area or > 50% of 
the identifiable 
group

MEDIUM

• > 10% of the
total population 
in the affected 
area or > 11-50% 
of the identifiable 
group

LOW

• > 5% of the total
population in the
affected area or
< 10% of the 
identifiable group
.
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• All other impacts
that are not rated
as high/medium.

ASSESSMENT OF ACTUAL RISK

Severity of Risk in terms of “Scale”

HIGH

• The risk leads to 
death or adverse 
health effects, 
which can cause 
a considerable 
reduction in the 
quality of life 
and/or longevity 
of those affected.

MEDIUM

• The occurrence 
of the risk leads 
to a specific 
human rights 
violation of 
access to basic 
necessities of life 
(including 
education, 
livelihood, etc.).

LOW
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ASSESSMENT OF ACTUAL RISK

Severity of Risk in terms of “Remediability”

HIGH

• Difficult to fix:

• Complex technical 
requirements;

• Low acceptance of 
remedial measures by 
the identified group;

• Low capacity of the 
implementation partner

• No viable substitute for 
losses caused by the 
effects

MEDIUM

• Simpler technical

requirements;

• Acceptance by the 
identified group;

• Implementation partner 
can correct the effects 
with a little capacity 
development
.

LOW

• Easy to fix:

• Simple technical 
requirements

• Acceptance by the 
identified group

• The implementation 
partner has the ability to 
fix
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ASSESSMENT OF ACTUAL RISK

Probability of Risk

OFTEN

• The risk has already 
occurred several 
times per year.

PROBABLY

• The risk has already 
occurred several 
times in the past.

OCCASIONALLY

• The risk generally 
occurs rarely in the 
industry, but can 
occur;

• The risk has occurred 
several times in the 
industry. However, it 
is rather unlikely to 
occur.

H
o

w
lik

e
ly

is
it

th
a
t
th

e
n
e
g
a
ti
v
e

e
ff
e

c
t
w

ill
o
c
c
u
r?



COMPLIANCE VS DUE DILIGENCE

Compliance is about ensuring lists 
are ticked to gain compliance 
statements, often limited to Tier 1 
suppliers.

Due diligence demands 
companies to identify and assess 
salient risks across their 
operations and value chain in an 
ongoing process aimed at 
continuous improvement.

What does compliance mean to you? What does due diligence mean to you?



Compliance

Control-based approach

Closed-ended

Reactive risk-management

Forward-looking

Due Diligence

Risk-based approach

Open-ended

Proactive risk-management

Backward-looking

Which key topics characterize compliance? Which key topics characterize due diligence?

COMPLIANCE VS DUE DILIGENCE



DUE DILIGENCE: PARADIGM SHIFT

Risk to business

Stake-holder focus Rights-holder focus

Risk to people & the environment



HUMAN RIGHTS RISKS: OECD DUE DILIGENCE GUIDANCE FOR RESPONSIBLE SUPPLY

CHAINS IN THE GARMENT AND FOOTWEAR SECTOR

Child Labor

Sexual harassment and 

sexual and gender-based 

violence in the workplace

Forced Labor

Occupational Health

& Safety

Trade unions and 

collective 

bargaining

Wages

Working time



ENVIRONMENTAL RISKS: OECD DUE DILIGENCE GUIDANCE FOR RESPONSIBLE SUPPLY

CHAINS IN THE GARMENT AND FOOTWEAR SECTOR

Hazardous Chemicals Water Consumption

and Pollution

Greenhouse Gas Emissions

Responsible Sourcing 

from Homeworkers

Bribery and Corruption



HUMAN RIGHTS HOTSPOTS:
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Despite legislation empowering women to confront 

mistreatment, toxic professional settings persist, 

perpetuating a cycle of humiliation and victimisation

According to the Alliance against Sexual 

Harassment, a Pakistani non-profit, 93% 

of women in the private and public 

sectors report experiencing workplace 

harassment.

Pakistan’s Federal Ombudsman 

Secretariat for Protection against 

Harassment at Workplace reported 2,169 

harassment complaints in the 

government sector between 2018 and 

2022. These complaints included 582 

female and 148 male complaints.

The private sector saw 994 female and 445 male complaints. The Aurat 

Foundation, a Pakistani women’s rights organization, found that 90% of 

working women in Pakistan have experienced workplace harassment. .

Another Gallup Pakistan survey 

indicated that 70% of urban 

women and 93% of rural women 

have experienced workplace sexual 

harassment.

These statistics show that sexual 

harassment is widespread in 

Pakistan, emphasizing the need for 

awareness, prevention, and 

effective reporting.

Under - Reported 
Grievances: 
Harassment in the 
Workplace
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The 1973 Constitution of Pakistan includes several articles addressing human rights and labor, 

specifically prohibiting slavery, forced labor, and child labor while ensuring free and compulsory 

education.

Article 11 prohibits slavery, forced labor, and trafficking, while also outlawing child labor. 

Article 25-A mandates free and compulsory education for children aged 5 to 16. 

Article 37(e) focuses on safe and humane working conditions, emphasizing that children and women 

should not be employed in jobs inappropriate for their age or gender.

According to the International Labour Organization. 

Under - Reported Grievances: Child Labour        

Source: Business & Human Rights, July 2025

https://www.business-humanrights.org/en/latest-news/pakistan-over-16-million-children-in-sindh-engaged-in-child-labour-with-half-exposed-to-hazardous-workofficial-survey-supported-by-unicef-finds/


Under - Reported Grievances: Overtime & Minimum Wage Issues in Pakistan        

• Unpaid Overtime→ Workers asked to stay beyond 

shift without proper compensation.

• Forced Overtime → Pressure to accept long hours 

under threat of losing job.

• Below Minimum Wage→ Wages paid are often 

less than the legal minimum set by the 

government.

• Illegal Deductions→ Wages reduced for petty 

reasons (lateness, damaged goods).

• Delayed Payments → Monthly salaries not paid on 

time, affecting workers’ survival.

• 38% of workers in the textile sector report unpaid or 

forced overtime.

• Around 25–30% of factory workers are paid below the 

legal minimum wage.

• 70% of informal sector workers do not have written 

contracts, making wage claims harder.

(Sources: ILO, Human Rights Commission of Pakistan, PBS 

Labor Force Surveys)

Women earn about 25% less per hour than men—and 

around 30% less monthly, even for equal work

(Media Update: United Nations Pakistan, 11 March 

2025, n.d.)



State 

duty to 

protect

Corporat

e 

responsi

bility

Access 

to 

remedy -

complain

ts 

mechani

sm

UN Guiding Principles on 

Business and Human Rights

Remedy: Establishment of complaints mechanisms to 
avert human rights violations

Protect: the state protects people within its borders 
from human rights violations with appropriate 
structures

Respect: Companies respect human rights and 
establish the necessary management structures to 
ensure



United Nations Guiding Principle 31

“A Grievance Mechanism only 
serves its purpose if the people it 

is intended to serve know about it, 
trust it and use it.”

Source: United Nations Human Rights, 2011

https://www.ohchr.org/sites/default/files/documents/publications/guidingprinciplesbusinesshr_en.pdf


Principle 11 
of the UN 
Guiding 

Principles

OECD (2022):

Source: OECD (2022)

https://mneguidelines.oecd.org/translating-a-risk-based-due-diligence-approach-into-law.pdf






Grievance Mechanisms: Pakistan vs EU-CSDDD

Pakistan (IRA 2012 + 

Provincial Laws)
🧑🏭 Factory-level only – applies to registered 

employees

✍️Worker must file grievance in writing to 

employer

⏳ Employer must reply in 10 days

➡️ Escalation: Conciliator → Labour Court → 

NIRC

⚖️ Focus: Wages, dismissal, union rights

🚪 Closed system – no access for NGOs or 

external stakeholders

🐢 Remedies are legalistic, slow, adversarial

EU-CSDDD (Due Diligence 

Directive)
🌍Whole supply chain – direct & indirect suppliers

📢 Requires effective grievance channels (Art. 9)

⏱ Must ensure timely & effective handling

🤝 Open access – workers, unions, NGOs, 

communities

🛡 Covers human rights & environment risks

🚫 Zero retaliation allowed; must prove accessibility

💶 Penalties & market loss for non-compliance



Worker’s Story

https://drive.google.com/drive/folders/
1hs6CHtdv9JLJS_bcslvGABFpohTtXeGP?
usp=drive_link

https://drive.google.com/drive/folders/1hs6CHtdv9JLJS_bcslvGABFpohTtXeGP?usp=drive_link


Grievance 
mechanism

Early warning system

Process to 
address and 
remediate 
adverse 
impacts



PRACTICAL ACTIONS

• Strive for full restoration and proportional remediation

• Follow the law and international guidelines for remediation

• Consult impacted rights holders on remedies

• Check complaint process satisfaction

GRIEVANCE MECHANISM

• Hotline

• Email address

• Suggestion box

• Open door policy

• Employee surveys

• Stakeholder engagement

• Designated contact person

• grievance committee

• Sector / sustainability initiatives

Or Third Party Digital 
Grievance 
Management 
Solutions 



Effective Grievance Mechanism: Key Features

Applicable to the needs of an organisation 

Simple, defined and prompt

Trusted by the workers and the management staff 

Suited to solve grievance within an organisation 

Fact oriented

Understanding towards cultural differences

Managed by competent staff

(optional) supported through external services 

Open and non-threatening

A sound channel of communication

Regularly reviewed and continuously improved



Effective Grievance Mechanism: Key Requirements

Requirement Indicator

Confidential and reliable Independent system outside standard 

hierarchies, appeal mechanism

Must be known to all employees Availability in all languages

Solutions for illiterate workers available

Must be accessible to all employees Through confidential handlers (oral 

complaints) or other suitable options

System must be suited to avoid retaliatory 

use

Through a defined system checking for 

plausibility of grievance

Regular review of systems applicability Defined review process and assigned 

personnel

Transparency Communication about ongoing processes 

and records about previous grievance

Defined steps, defined end Available in writing, compliance with national 

and international requirements



FORMAL GRIEVANCE PROCESS

Recommendation for involved parties

Grievance 
council

Grievance 
managers

Grievance 
handlers

Mediators 
and other 

third parties



INVOLVED PARTIES

Mandatory

Grievance council or grievance manager

• Guide through the grievance process step-by-step

• Manage and monitor the compliance of the process

• Inform management about grievances if necessary

• Coordinate the process and ensure its integrity

• Coordinate the measures with the relevant parties

• Coordinate the reporting and compliance with the grievance 
management certification

• Carry responsibility to meet grievance system requirements



INVOLVED PARTIES

Mandatory

Grievance council

• Composition of council to ensure independence from workers and 
management

Grievance handlers

• If the size of the organisation requires assistance for the grievance 
managers, handlers may be appointed or chosen by the workers

• They address and handle grievances according to a defined and 
written process



INVOLVED PARTIES

Optional

Third party

• May be involved if necessary – either in the beginning of the process 
or when to monitor parts of the process/reporting

• Parties involved in grievance may submit a proposal to third party

• May be called upon in case grievance cannot be handled internally

• May be called upon if independency of the system must be assured

Mediator/Arbitrator

• May be called upon in case grievance system cannot be handled

• Both parties can submit a proposal for a mediator or an arbitrator

• Has the right to make decisions



GRIEVANCE COMMITTEE

Worker’s

Representative

HR Manager

Social Compliance

Officer

Production Manager

QC Manager

OSH Manager

Recruit new staff; document, employee files

Set and check quality standards and offer trainings

Set and check OHS standards and offer trainings

Communicate worker concerns and ideas

Set and check code procedures, knowledge in

labour laws and related regulations

Conduct production forecast, plan production,

communicate production requirements

3 senior workers From different sections, independent from workers’

representations



TANGIBLE ISSUES

Salary Delays
Late payments due to payroll errors.

Safety Hazards
Broken PPE gear or malfunctioning equipment.

Poor Facilities:
No clean drinking water or overcrowded restrooms.

Unfair Shifts
Last-minute overtime without compensation.

PRECEIVED GRIEVANCES

they demand immediate fixes. they demand proactive communication.

Perceived Issues: Left unaddressed → Toxicity, 

disengagement, gossip cycles.

Real Issues: Left unsolved → morale, 

performance, and turnover

HR Favors Team A!
Unclear promotion criteria.

Why was my leave denied?
Poorly explained policies

They’re cutting bonuses!
Rumors due to lack of transparency

My supervisor ignores me
Language/cultural misunderstanding



Activity 

Anonymous Question Box

•       Setup: Provide a box for participants to drop anonymous “concerns” or “grievances.”

•       Activity: Read some aloud and walk through how they would be handled under the mechanism.

•       Goal: Shows transparency and fairness in addressing real issues.



Features of a Grievance Reporting Channel

When an employee shares a grievance, they are not just reporting a problem—they are seeking feel heard, safety and 

respect. 

Accessibility

Available to all relevant personnel, 

regardless of location or role.
C122 – Employment Policy Convention

Security and Confidentiality

Protects the identity of reporters if 

anonymity is required.
C155 – Occupational Safety and Health Convention

Trust and Transparency

Clear procedure, timeframes, and process 

stages should be established and shared.
C81 – Labour Inspection Convention

Protection Against Retaliation

Explicitly enforce a zero-tolerance for 

any form of retaliation.
C98 – Collective Bargaining

Understanding that not every complaint can be an anonymous complaint



Enhancing Grievance Management through Worker Voice & Social Dialogue



First Step Toward Resolving a Complaint — Listening

How You Listen Determines Whether the Grievance Grows or Gets Resolved

The 3-Part Pause

Pause before responding

Paraphrase: "So what I hear is..."

Probe: "Can you share more about...?"

The 80/20 Rule

Employee speaks 80% of time

You speak 20% (mostly questions)

Emotional Labeling

"I sense you're frustrated about..."

Validates feelings without judgment

Non-Verbal Signals

Maintain eye contact (culturally appropriate)

Nodding, leaning slightly forward

Avoid distractions (phone/paper shuffling)



Active Listening

A communication technique where the listener pays full attention to the speaker, both verbally and 

nonverbally, to understand the complete message being conveyed.

Role of Active Listening in Grievance 

Management Systems

Understanding complainants perspective

Reducing tension

Clarifying facts & accurate information

Rapport building

Benefits of Active Listening in Grievance 

Management Systems

Early conflict resolution

Credibility of process is increased

Better decision-making

Increased employee confidence

Enhances emotional support



Non-Verbal Communication

Gestural Communication

• Shows attentiveness

• Reinforces messages

• Encourages openess

• Manages tension

Eye Contact

• Builds trust

• Adds acknowledgement

• Signals focus

• Manages conversation flow

Facial Expression

• Reflects sincerity 

• Effective social interaction

• Influences reactions

• Conveys empathy

Emotional Expressions (Tone, Pitch, 

Pace of Voice)

• Sets emotional tone

• Humanizes the process

• Helps de-escalate 

• Builds connection



• High Empathy → Helps complaints feel heard, understood, & respected.

• Active Listening Skills → Encourages fuller disclosure of sensitive issues.

• Non-Verbal Sensitivity → Better at reading emotional cues, body 

language, and hidden distress.

• Conflict de-escalation → Calmer, compassionate responses reducing 

tensions during hearings.

• Trust Building → Women with high Emotional Intelligence can create 

safer environments for reporting grievances. 

Emotional Responsiveness in Men for Grievance Systems

• Role-Model Behavior → Upholding dignity and accountability in the 

workplace.

• Balanced Approach → Firmness with empathy prevents intimidation and 

ensures fairness.

Emotional Intelligence in Women- Role in Grievance Management Systems



Dos and Don'ts 



Dos and Don'ts 



Step 2: The 50-50 Rule of Grievance Handling

The aggrieved person tells you their side. Your responsibility is to uncover the rest

Empathy + Evidence = Effective Grievance Handling.

Example: An operator complains about "unfair workload."

Investigate the Context

Missing 50%: Check production logs, ask teammates about 

shift patterns.

Cross-Check with Data

Attendance records, CCTV footage, work logs

The Hidden Systemic Factor

Is this a one-time issue or a process flaw?

Red Flag: If similar grievances recur in the same department.

Red Flags to Avoid
• Jumping to conclusions without evidence

• collecting info. in a visibly biased manner

• Discussing the case openly or emotionally

• Ignoring cultural sensitivity or emotional impact

Ask Clarifying Questions

Use open-ended questions: “Can you walk me 

through what happened?”

Validate statements with factual cross-checks



Step 3: Grievance Recording and Documentation

If it’s not recorded, it didn’t happen.

Poorly documented complaints are a liability

Serial No/Ticket Number for tracking

Auto-generated or manually assigned

Enables easy tracking and follow-up

Date & Time Stamp

Captures when the grievance was received

Helps determine response timelines and urgency

Complainant Details

Name, department, shift (or anonymous if the system allows)

Respect for anonymity must be preserved when requested

Nature of Complaint

Brief but specific summary (e.g., salary delay, verbal 

abuse, broken fan)

Add evidence where available

Mode of Submission

Written form, mobile app, suggestion box, helpline, verbal 

to supervisor (recorded by HR)

Initial Response / Acknowledgment Status

Whether it was acknowledged, in process, or escalated



Accessibility

A continuous pattern of 

complaints reflects that 

the system is effective 

and accessible for wide 

audience.



Trust and Transparency



Protection Against Retaliation



Resolving — Corrective & Preventive Action

Resolution isn’t just about putting a bandage on the issue—it’s about restoring trust, reinforcing fairness, and ensuring it 

doesn’t happen again.

Corrective Action – Fixing the Immediate Issue

This means addressing the specific problem the 

employee faced.

Examples:

• Reversing an incorrect salary deduction

• Replacing a broken water cooler

• Apologizing and warning a supervisor for 

misconduct

• Adjusting duty rosters or work assignments

Preventive Action – Strengthening the System

Once the issue is resolved, ask:

“What allowed this to happen in the first place?”

Examples:

• Add a check in payroll software to prevent repeat 

deductions

• Improve internal communication on leave policies

• Retrain line managers on respectful behavior

• Put up signage or FAQs to clarify procedures



Workplace Harassment Law 

“Protection against harassment of 

women at the workplace act, 2010”

Specialized Grievance 

channels For Harassment

Ensuring

• Confidentiality

• Impartiality

• Protection

Gender Inclusive

• Female representation 

→ builds trust 

→ encourages reporting

• Male representation

→ strengthens accountability

→ maintains gender balance 

Building Trust & Culture

• Reduces barriers, & fear of 

retaliation.

• Ensuring no other problem 

occurs again

• Positioning systems as 

preventive measures

→ awareness sessions, 

trainings, & sensitization

Harassment Committees In Grievance Mangement Systems
Vitally important in preventing workplace harassment. These committees are responsible 

for establishing a safe and respectful work environment by implementing policies, 

investigating complaints, and recommending appropriate actions.  




