Further information provided by Starbucks,

relating to its exchange with customer Gordon Quilty

Starbucks sent the following letter to the Business & Human Rights Resource Centre on 26 March 2006, after we asked Starbucks whether it wished to add any further information to its statements in the Feb-Mar 2006 email exchange between customer Gordon Quilty and Starbucks UK, concerning Starbucks’ operations in Guantanamo and Starbucks’ approach to human rights.  The text of the exchange of messages between Gordon Quilty and Starbucks is available here:

http://www.reports-and-materials.org/Exchange-between-Quilty-and-Starbucks-about-Guantanamo-and-human-rights-Feb-Mar-2006.doc
[message sent to Mauricio Lazala, Researcher, Business & Human Rights Resource Centre]
26 March 2006
Dear Mr. Lazala, 

Thank you for giving us the opportunity to respond to your email and provide additional information regarding Starbucks policy on human rights and sustainable development. 

We acknowledge that you will be posting our correspondence with Mr. Quilty. We respectfully request that you omit the names of Starbucks partners (employees). The views expressed by these partners represent the Company and are not their personal opinions. 
As we stated in our response, human rights is an important issue and we are working on a company policy that will help define our role in the human rights discussion. We have primarily focused our efforts with regard to human rights on our core business of coffee as part of our overall sustainability efforts. To that end, I would like to describe a few of those initiatives currently in place within our organization. 
In 1998, Starbucks began to integrate conservation principles to our coffee buying practices through our partnership with Conservation International (CI). The success of the farmers with whom we do business is intrinsically linked to the sustainability of our business. Our commitment to pay premium prices for high-quality coffee underlies all of our relationships with farmers. Three years later, we collaborated with CI to create and pilot Starbucks Preferred Supplier Program (PSP) that was based on a set of socially and environmentally responsible coffee buying guidelines. 

These early efforts laid the groundwork for what eventually became Coffee and Farmer Equity (C.A.F.E.) Practices. Formally introduced in fiscal 2004, C.A.F.E. Practices was designed to assure high-quality coffee is grown and processed with environmental sensitivity and social and economic equity throughout our coffee supply chain. Program improvements were made in fiscal 2005 by Scientific Certification Systems (SCS), a third-party evaluation and certification firm retained by Starbucks for the development, training and auditing of C.A.F.E. Practices. 

C.A.F.E. Practices helps ensure that Starbucks purchases coffee that is grown and processed in a sustainable manner by evaluating the social, environmental and economic aspects of coffee production. The guidelines include 28 indicators against which suppliers (farmers, cooperatives, processors and exporters) are evaluated. Suppliers need to earn the minimum points in each scored area, representing social and environmental criteria. Starbucks looks at the points earned in each section to decide each supplier’s status.

In fiscal 2005, Starbucks purchased 76.8 million pounds (34.8 million kilograms) of coffee from C.A.F.E. Practices suppliers in seven countries. Starbucks buys on a preferential basis from C.A.F.E. Practices approved suppliers who score highest on these social, environmental and economic criteria. Final scores are determined by independent, third-party verifiers, a process monitored by SCS.
Following this letter, we’ve provided an excerpt of two criteria used to evaluate hiring and employment practices, as well as worker conditions with coffee suppliers. 
Additionally, in June 2004, Starbucks joined the UN Global Compact, a voluntary international network of corporations, which focuses on human rights, labor standards, environment and anti-corruption.
We welcome dialogue with advocacy groups and would like the opportunity to speak with you directly. We have a Corporate Social Responsibility team located in the UK who would be happy to meet with you. I will ask that they get it touch with you.
Again, thank you for contacting us.
Sincerely,

Sandra Taylor

senior vice president

Corporate Social Responsibility

Starbucks Coffee Company 
To view the full document, please refer to: http://www.scscertified.com/csrpurchasing/starbucks.html
3.0       Social Responsibility
 
3.1       Hiring Practices and Employment Policies
 

3.1.1        Intent –Seeks to ensure fair employee hiring practices and employment policies that provide for and protect employees.  Local employment standards should be met by employers.

 
3.1.2        Discussion - Fair, equitable, non-discriminatory hiring and employment practices are essential to the aims of the C.A.F.E. Practices Program.  Fair wages are necessary to meet the basic needs of employees.  Employers seek to continuously improve employee benefits and should be able to provide a comprehensive hiring and employment policy in writing.

 

3.1.3        Evaluation Criteria
 

SR- HP1: Minimum/Living Wage/Overtime Regulation

 

Objective: Seeks suppliers who share a commitment to the betterment of wage and benefit levels to improve the lives of workers and their families.  Overall compensation for full time and temporary workers meets/exceeds local or national laws.

 
Scoring Indicators – 2 points (Required)

·        Workers must be regularly paid at least the cash equivalent of the minimum legal wage or a wage that is consistent with local industry standards, whichever is greater.  National legally mandated benefits are paid by employer.

·        Suppliers must provide equal pay for equal work, and must not pay trainees less than minimum wage, or the prevailing customary wage, whichever is greater

·        Permanent employees must have access to their accurate and complete personal earnings records

·        Financial disciplinary penalties must not be imposed upon workers

·        Workers must not work more hours in one week than allowable under applicable laws, and must be properly compensated for overtime work

·        Employees must be informed at the time of hiring if mandatory overtime is a condition of employment

 
Scoring Indicators - Maximum points 
Two Point Indicators above, plus (up to three additional points can be awarded for meeting the following):

·         Documented payment in legal tender beyond national minimum wage that meets employees' basic needs relative to their industry and cost-of-living (living wage)
·         Overtime regulation and payment in legal tender that exceeds national laws
·         Provident/pension scheme for full or part-time employees
 
SR-HP2: Freedom of Association/Collective Bargaining
 
Objective: Ensure that workers' rights to organize and negotiate freely with their employers are guaranteed in accordance with national laws and international obligations (ILO Conventions 87 and 98).
 
Scoring Indicators – 2 points

·         Workers have some form of representation with management or employer and
·         Workers have a place to gather to air workplace grievances to management or employer with no fear of reprisal
 
Scoring Indicators - Maximum points
Two Point Indicators above, plus (up to three additional points can be awarded for meeting the following):

·         Workers' right to organize and/or collectively bargain in accordance with national laws and international obligations is acknowledged by management
·         Regular meetings between management and employees continually improve working conditions
·         A worker’s association is established for the purpose of directly communicating concerns about workplace conditions and remuneration with management or, in regions or countries where agricultural workers’ organizations have been established in the coffee sector, a collective bargaining agreement exists between employees and employer.
 

Another component of the program is third-party verification. Again, two examples from the social responsibility section are referenced below. To view the full document, please refer to: http://www.scscertified.com/csrpurchasing/starbucks.html
3.0    Social Responsibility 
3.1    Hiring Practices and Employment Policies
 
	SR-HP1: Minimum/Living Wage/Overtime Regulation
	Score = 

	Objective: Seeks suppliers who share a commitment to the betterment of wage and benefit levels to improve the lives of workers and their families.  Overall compensation for full time and temporary workers meets/exceeds local laws.

	Overall Findings, Conditions, Documentation and Justification for Score:
 

 

 

	Number of Entities of Sample Meeting Minimum Practices (x of y)

	 
	Workers are paid at least the cash equivalent of the minimum legal wage or a wage that is consistent with local industry standards, whichever is greater

	 
	Suppliers provide equal pay for equal work, and must not pay trainees less than minimum wage, or the prevailing customary wage, whichever is greater

	 
	Employees have access to their accurate and complete personal earnings records, kept according to generally accepted accounting principles

	 
	Financial disciplinary penalties are not be imposed upon workers 

	 
	Workers do not work more hours in one week than allowable under applicable laws, and are properly compensated for overtime work

	 
	Employees are informed at the time of hiring if mandatory overtime is a condition of employment

	Number of Entities of Sample Meeting Best Practices (x of y)

	 
	Documented payment in legal tender beyond national minimum wage that meets employees' basic needs relative to their industry and cost-of-living (living wage);

	 
	Overtime regulation and payment in legal tender that exceeds national/local laws

	 
	Provident/pension scheme for full or part-time employees

	
	
	


 
 

	3.1 Hiring Practices and Employment Policies

	SR-HP1: Minimum/Living Wage/Overtime Regulation Score:

	Objective: Seeks suppliers who share a commitment to the betterment of wage and benefit levels to improve the lives of workers and their families.  Overall compensation for full time and temporary workers meets/exceeds local or national laws.

	Overall Findings, Conditions, and Justification for Score:
 

 

	Available Documentation: (e.g. Contracts, payroll registries, employment manual, etc)

 

 

	Number of Entities of Sample Meeting Minimum Practices (x of y)

	 
	Workers must be regularly paid at least the cash equivalent of the minimum legal wage or a wage that is consistent with local industry standards, whichever is greater.  National legally mandated benefits are paid by employer

	 
	Suppliers provide equal pay for equal work, and must not pay trainees less than minimum wage, or the prevailing customary wage, whichever is greater

	 
	Permanent employees must have access to their accurate and complete personal earnings records

	 
	Financial disciplinary penalties are not be imposed upon workers 

	 
	Workers must not work more hours in one week than allowable under applicable laws, and must be properly compensated for overtime work

	 
	Employees are informed at the time of hiring if mandatory overtime is a condition of employment

	Number of Entities of Sample Meeting Best Practices (x of y)

	 
	Documented payment in legal tender beyond national minimum wage that meets employees' basic needs relative to their industry and cost-of-living (living wage);

	 
	Overtime regulation and payment in legal tender that exceeds national/local laws

	 
	Provident/pension scheme for full or part-time employees


 

	3.1 Hiring Practices and Employment Policies

	SR-HP2: Freedom of Association/Collective Bargaining Score:

	Objective: Ensure that workers' rights to organize and negotiate freely with their employers are guaranteed in accordance with local laws and international obligations

	Overall Findings, Conditions, and Justification for Score:
 
 
 

	Available Documentation: (e.g. union contract, employment manual, etc)

 

 

	Number of Entities of Sample Meeting Minimum Practices (x of y)

	 
	Workers have some form of representation with management or employer  

	 
	Workers have a place to gather to air workplace grievances to management or employer with no fear of reprisal

	Number of Entities of Sample Meeting Best Practices (x of y)

	 
	Workers' right to organize and/or collectively bargain in accordance with national laws and international obligations is acknowledged by management

	 
	Regular meetings between management and employees continually improve working conditions. Collective bargaining agreement exists between employees and employer

	 
	A worker’s association is established for the purpose of directly communicating concerns about workplace conditions and remuneration with management or, in regions or countries where agricultural workers’ organizations have been established in the coffee sector, a collective bargaining agreement exists between employees and employer. Workers have a place to gather to air workplace grievances to management with no fear of repercussion
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