Workplaces

A Cast Member leads a family through one of five nature
trails at Hong Kong Disneyland Resort.
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The Walt Disney Company is committed to fostering safe, inclusive, and respectful workplaces — whether
in our parks and resorts, where Disney Cast Members enhance the guest experience everyday; in our Disneyowned stores, distribution centers or offices; or in factories around the world where Disney-branded products
are made.

Disney Operations

Chart 17: Employees by U.S. State

The Walt Disney Company, together with its subsidiaries
and affiliates, is a leading diversified international
entertainment and media enterprise with five business
segments: Media Networks, Parks and Resorts, Studio
Entertainment, Consumer Products and Interactive
Media. These businesses encompass a variety of
industries, including theme parks and resorts, television
and radio broadcasting, filmed entertainment, consumer
products, travel and tourism, Internet technologies, book
and magazine publishing, and music and more.

Total
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Percentage

Florida
California
New York
Connecticut

56.5 %
28.1 %
4.9 %
3.1 %

92.6 %

All Other U.S. States

7.4 %

Total

100 %

Chart 18: Disney Employees

Chart 16: Employees by Region

Region
North America
Asia Pacific
Europe, Middle East, Africa
Latin America
Not Stated

State

Percentage
89.1 %
5.8 %
4.4 %
0.5 %
0.2 %

Type

Total

Full-Time

95,524

Part-Time

25,438

Temporary / Seasonal

15,786

100 %
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Unless otherwise noted, all employee statistics reflect
our employee base as of September 27, 2008 (the
last day of our fiscal year). These numbers reflect the
following employee groups: domestic and international,
full-time, part-time and temporary seasonal who earned
wages during the last 60 days of our fiscal year.

allow for regular feedback and action planning and
provide leaders with an opportunity to discover what’s
important to our employees and Cast Members.

Working at Disney

For example:

As a company whose mission it is to provide quality
entertainment for people around the world, our values
naturally focus on the human element of our business -not only our guests, consumers and audiences, but also
our employees and Cast Members.

•

Our Studio Executive Coffee Series and “Studio
Exclusive” Video Series both provide employees
with increased access to their senior leaders through
intimate Q&A events. They give employees a chance
to learn more about their segment’s executives —
their career paths, inspirations and accomplishments
— as well as about projects in development.

•

The Cast Members of Walt Disney parks and resorts
are empowered to “deliver the magic” to exceed their
Guests’ expectations. During The Year of a Million
Dreams celebration, Cast Members from several lines
of business came together to brainstorm ways to
enhance the guest experience with special touches that
can only take place at a Disney park. From offering VIP
parade viewing to selecting a child to participate in the
flag-lowering ceremony to giving out complimentary
buttons, Cast Members across the board are engaged
in an important — and magical — part of the business.

•

At Disney Consumer Products’ annual Creative
Camp, the segment’s entire global creative community
comes together to celebrate, discover and explore
new ideas for driving its businesses. Designers,
character artists and creative operations personnel
participate in creative classes, self-development and
charitable activities.

•

At the Disney-ABC Television Group, all employees
are working to ‘”create what’s next.” This unifying
employee brand, built by and for employees,
serves as the foundation for everything they do.
Employees’ stories about how they are bringing
their brand to life are regularly captured and shared
through internal podcasts, videos, the intranet and
weekly e-newsletters.

At Disney, we value the fact that our heritage and
reputation demands we be held to the highest standards
of quality, ethics and social responsibility. For many,
that’s the reason they chose Disney as an employer.
And for Disney, it’s how we strive to treat our employees,
as well.

Several business segments provide various opportunities
to bring employees closer to the brand and business
and where possible, to participate in business decisions.

Employee Engagement
The Walt Disney Company recognizes that a key
element in creating the best environment for engaged
employees is great leadership. From the recruitment
and selection process, through ongoing development
and retention, Disney is highly focused on building
a cadre of great leaders who can fully engage their
employees. Leaders take responsibility for creating a
vibrant employee experience, understanding that their
own behavior and vision drives the creation of a work
environment in which employees can be fully engaged.
Open communication, especially among employees
and their leaders, helps build an engaged workforce.
Executives regularly include a Q&A segment in town hall
meetings, executive coffees and employee forums, etc.
Some executives also provide the opportunity to submit
questions for these meetings anonymously in advance.
Employees have the opportunity to ask questions of
senior leadership without censorship or repercussions.
Most senior executives have an open door and open
e-mail policy. And several senior executives have an
e-mail box or voicemail box specifically for questions
and suggestions.
Each business segment gives employees the opportunity
to have a voice through employee surveys. The surveys
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Many segments have “advisory” groups, such as the
Disney 411 Team, that help enhance communication
with employees. Team members attend monthly
meetings, volunteer at employee events and serve
as a Company communications link. Being a 411 Team
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Family-Friendly Policies and Benefits
At Disney, we view our employees as individuals with
diverse and unique needs. And we recognize and
appreciate that work is only one element of our employees’
lives. To that end, we provide a wide selection of benefits
and services, some of which are unique to our business.
In addition to adoption assistance, SurvivorSupport® and
domestic partner benefits, Disney provides:

Cast Members at the Studio Lot in Burbank, California,
celebrate the release of WALL-E.
member is a great opportunity to meet and interact
with peers from many divisions of the company.
Employees may seek assistance with issues through
several formal options, including their immediate
supervisor, Human Resource (HR) generalist, employee
relations and an anonymous 800-number called the
Disney Guideline. HR generalists are physically located
within the businesses and participate in day-to-day
operations, giving employees easy access to them.

Employee Benefits
At Disney, we recognize that company-sponsored
benefits are important to the security and well-being
of our employees and Cast Members. We provide a
comprehensive benefits package that attracts, values
and retains the employees and Cast Members who help
to make us one of the most admired companies in
the world.
Disney offers a range of benefit options to meet the
diverse needs of our employees and Cast Members,
including health and wellness programs, retirement and
savings options, insurance protection and time away from
work, as well as additional benefits to help employees
balance their personal interests and needs outside the
workplace. More than 73,000 employees and Cast
Members are covered under our health care plans.
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Complimentary Theme Park Tickets: Twice per year,
eligible employees receive complimentary tickets to
Disney-owned theme parks for themselves and their
eligible dependents. In addition, eligible employees
receive either an annual Silver Pass or Main Entrance
Pass that allows them admittance for themselves and
up to three guests or for themselves and their eligible
dependents. Employees also receive discounts of at
least 20% on selected Disney merchandise at the theme
parks. In addition, the company maintains national and
regional discount programs, under which employees can
receive discounts from other businesses.
Film Screenings: Employees at our major locations
frequently have the opportunity to attend screenings of
Disney films along with their families and friends (based
on number of dependents). In some cases, screenings
are held prior to the release of the film, giving employees
a sneak peek.
Childcare: Through a partnership with the YMCA, two
early-childhood development centers provide Central
Florida Cast Members with childcare options that fit their
work schedules, including “backup care” when a family’s
regular childcare is not available. Walt Disney World
subsidizes a childcare financial scholarship, based on
need, for parents who use the on-site family centers.
In Burbank, California, the Disney Childcare Center has
provided high-quality childcare to dependents of our
employees in the Los Angeles area since 1993. In July
2008, the Company announced plans to significantly
increase the number of families served companywide
by opening three new, state-of-the-art employee childcare
facilities – in Glendale, California; at ESPN headquarters
in Bristol, Connecticut; and near Pixar Animation Studios
in Emeryville, California.
Domestic Partner Benefits: One of the foundational
values of Disney is to respect, appreciate and value
everyone; as such, same-sex domestic partners are
considered dependents and are eligible for benefits.

Workplaces

Health and Wellness
Disney Healthy Pursuits is the innovative collection of
health programs, tools and resources our employees
and Cast Members can use to help them and their
families live healthier lives. Beginning in 2008, Disney
joined with WebMD to offer a confidential personal
health assessment. More than 34,000 employees
completed the assessment to learn more about their
health and what actions they can take to be healthier.
With the resources available through Disney Healthy
Pursuits, employees and Cast Members are stepping
up to our companywide challenge to make “one
simple change” toward better health.

and have a parent who is a full-time Disney employee for
more than one year. The winners are selected based upon
academic achievement and extracurricular activities.

Labor Relations
With operations in 42 countries, Disney Cast Members
and employees work under a wide variety of labor rules
and regulations. A significant number of employees in
various businesses are covered by collective bargaining
agreements. Disney’s management seeks to work directly
and fairly with Cast Members and employees as well as
their union representatives.

Retirement and Savings

Training and Development

Disney provides retirement savings and investment
options to help employees and Cast Members plan for
their financial future. More than 63,000 employees and
Cast Members are eligible upon vesting for a companyprovided pension benefit when they retire. In addition,
more than 71% of salaried employees and 24% of hourly
employees currently participate in the Disney 401(k)
plans. All domestic employees are eligible to purchase
stock through the Disney Employee Stock Purchase
Program, and approximately 12,500 employees and Cast
Members currently participate.

Disney University offers a series of leadership development
courses for all levels of leadership at Disney, from firsttime managers to executives. The curriculum not only
promotes a consistent set of leadership practices across
the company, but also provides leaders the support they
need to progress in their careers and build their capabilities.
Internal executives identified as role models “give back”
by getting involved in leadership development as teachers,
mentors and coaches.

Tuition Assistance
Disney provides financial assistance for eligible employees
and Cast Members who successfully complete qualified
courses that are educational or technical in nature and
relate directly to job duties. Employees are eligible for
educational reimbursement up to $700 per credit unit, 100%
of the purchase price of all books and up to $100 per
course for the cost of materials.

Disney Scholarship Program
Children of eligible employees can apply for a scholarship
from The Walt Disney Company Foundation Scholarship
program. In 2008, the program awarded 50 one-time
college tuition scholarships of up to $20,000 to children
of employees, rewarding their high school studies and
investing in their promising future achievements. Eligible
candidates must be in their final year of high school,
planning to attend an accredited college or university
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Development is available for everyone, not just those
who lead others. An individual contributor, for instance,
is viewed as a leader of his or her own work. Disney
employees have access to instructor-led and online
opportunities to develop personally and professionally.
Topics include communication, critical and creative
thinking, project management, time management, technical
and artistic skills development, cultural awareness, diversity,
ethics, safety, career development and wellness.
To support all this learning, we’ve invested in a global
learning and development technology-enabled platform,
Disney Development Connection, which provides access
to learning and communication via online courses
and virtual classrooms. Learning is accessible 24/7 in
multiple languages to learners all over the world without
requiring travel.
Based on the opportunities that employees and their
leaders identify, employees can build individualized
learning plans that can pull from resources including
more than 10,000 online and print reference materials,
targeted instructor-led classes, performance support
systems, guest speakers, mentors, coaches and more.
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Chart 19: Training Statistics

Type

Participants

Hours

Instructor-Led Course

538,745

1,657,553

Online Self-Paced
Online Virtual Classroom

507,224
912

348,814
817

On-the-Job Training

109,696

906,950

Assessments

38,912

2,507

Total

1,195,489

2,916,641

Participants could attend more than one class. All results are for fiscal year 2008 and
include our global workforce.

Signature Training Programs
To provide a full appreciation for Disney’s extraordinary
heritage and unique culture, a number of programs offer
employees and Cast Members in-depth background
on our history and organization, as well as our many
businesses. Disney and You, Disney Way One and
Disney Dimensions include visits to different company
sites and opportunities to build relationships across
the company, along with the inside scoop on current
priorities of the different businesses. Most important,
these experiences give employees a deep understanding
of the strength of our brand, insight into such Disney
values as teamwork and quality and a firsthand look
at the Disney “magic.” In 2008, Disney employees spent
approximately 320,000 hours in these types of trainings.

Career Planning and Development
To foster career growth, employees and Cast Members
at all levels participate in a global performance
management program that is structured to provide them
with ongoing feedback from their leadership. In addition,
an internal process that posts information about current
open positions companywide takes Cast Members and
employees through every step of the process — from
searching for a job posting to submitting a resume online.
Many segments provide workshops and online classes in
resume writing, interviewing skills and career planning to
assist employees in reaching their career goals.
Disney executives also engage in a talent planning
process that helps employees develop themselves for
potential future placement within our many and diverse
businesses. This formal planning process is conducted
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throughout the company. These ongoing talent
conversations with senior leaders provide employees
with the opportunity to be considered for task force
assignments as well as regular positions across the
company, both domestically and internationally.

Business Standards and Ethics Training
Business Standards and Ethics training is provided by the
company through its Disney Development Connection,
which provides education and training to domestic and
international employees through Web-based tutorials.
Training focuses on the company’s Standards of Business
Conduct and related areas. It is the company’s intent
that all of its employees and Cast Members have the
knowledge and training to act ethically and legally, in
compliance with the company’s standards.

Diversity
Disney views the development of a diverse workforce as
a business imperative and a catalyst to achieve better
performance. We embrace diversity, in other words, to better
serve our consumers by better reflecting the communities
we serve. We believe that a diversity of opinions, ideas
and perspectives enhances our internal creativity and the
company’s vitality.
As such, we’ve been building a workforce representative
of the global marketplace in which we operate, while
fostering an inclusive environment for our employees and
their families. Although we still have plenty of progress to
make, we are proud that the company now employs the
most diverse workforce in its history.
For our efforts, Disney was named to Diversity Inc’s
Top 50 Companies for Diversity, which recognizes
companies that demonstrate consistent strength in
CEO commitment, human capital, corporate and
organizational communications and supplier diversity.
Additionally, the company has scored 100 percent
for three consecutive years on the Human Rights
Campaign Foundation’s Corporate Equality Index, which
gauges workplace inclusivity and was recently named
by Business Week in the top 50 companies for MBA
students to begin their careers.
We think about diversity in the broadest terms and seek
to build a workforce that blends people from all ages,
experiences, backgrounds, ethnic groups, and lifestyles.

Workplaces

At present, the company has professionals in the U.S.
dedicated to the recruitment, retention and professional
development of minority employees and Cast Members.
We have also put into place a variety of mentoring, affinity
and professional development programs with the same
goals in mind.

Diversity at Our Parks and Resorts
As the largest segment of our employee base, the
Walt Disney Parks and Resorts group supports the
development of unique, high-quality and innovative
business solutions to meet the evolving needs of our
workforce, Guests, and communities. Our Cast, crew
and Imagineers view diversity and inclusion as
key elements driving creativity, innovation and
business growth.

ESPN staffers show their team pride.

Walt Disney Parks and Resorts has a well-defined
diversity and inclusion infrastructure in place, and
engagement exists at all levels.
•

•

•

•

All of our sites include a Diversity Leadership
Advisory Board, comprising of executives from our
various lines of businesses, that acts as a council
to raise awareness and discuss issues, trends, and
recommendations, to help enable diversity and
inclusion strategies.
Disney Parks & Resorts also have Diversity
Resource Groups, comprised of Cast Members
and Imagineers across the business segment, who
provide enrichment, awareness, and education to
the organization, and who also provide valuable
feedback and insight on products and services
currently in development to our business leaders.
Through consulting, talent sourcing and cultural
knowledge, our Global Strategies for Diversity
& Inclusion organization has established key
partnerships with creative executives to help develop
products, services and experiences that resonate
and have a relevant and emotional connection with
our Guests globally.
The Walt Disney Imagineering (WDI) ImagiNations
Design Competition is a program to help identify
talented students from our broad global audience.
The competition encourages students to form teams
to showcase their storytelling, creative and technical
abilities by submitting a project for review by

Workplaces

Imagineering judges. The reward for this incredible
effort is winning the opportunity to spend 10 actionpacked days in Anaheim and Glendale, California
learning and working with Disney Imagineers.
•

We identify guest speakers, and customize and
design unique immersive learning experiences
that offer deeper awareness and knowledge about
diversity and inclusion.

Diversity at Other Disney Units
Similar to Parks and Resorts, other Disney businesses
have programs designed to build and strengthen
diversity in the workplace. ABC and ESPN both have
sizable mentoring programs that are aimed at developing
strong cross-functional connections within their
organizations as well as strengthening the retention
and promotion of promising employees.
Creative talent development is a major theme at ABC,
ESPN and Walt Disney Studios. Several longstanding
initiatives are in place to help advance the careers
of both “on camera” and production employees
from diverse backgrounds. The Disney/ABC Writing
Fellowship, for instance, takes applications from more
than 1,200 writers annually and selects 10 of them for
writing positions on television shows and movies. Disney
also works closely with the National Hispanic Media
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Chart 20: Minority Statisticsa

Minority
40 %
48 %
21 %

U.S. Based Employees
New Hires
Management b

and Cast Member. Leadership is an essential part of
our safety team. Throughout its many subsidiaries, the
company has assembled risk management professionals
and resources to provide effective loss prevention and
loss control leadership.

Safety and Loss Prevention

Minority is defined as “non-white” employee. Employee statistics are self reported and reflect
our employee base as of September 27, 2008. Ethnicity only available for US-based employees;
not tracked internationally.
b
Management includes manager level and above.
a

Coalition and the Institute for American Indian Summer
TV and Film Workshop to develop promising talent.
We approach diversity in the workplace through a multifaceted strategy. Diversity is a running theme throughout
this report; you can learn more about our diversity efforts in
the Diversity in Content, Supplier Diversity and Children’s
Content sections.

At Disney, management takes a visible and active
role in planning safety into all projects and business
development. This ensures that safety and property
protection remain top priorities by identifying and
managing risk issues as they arise in the course of
business. This commitment is communicated to every
Cast Member and employee of the organization as well
as contractors, vendors and suppliers. Safety and loss
control programs focus on evaluating and identifying
key risks and implementing strategies to reduce the
frequency and potential severity of losses.
•

Television and Motion Picture Safety: Every script
is read by safety professionals to evaluate potential
risks for stunts, special effects, remote locations
and exposures. A checklist is used to document that
each of our productions has the required programs,
and safety personnel work with production crews
both inside the studios and on location to help
ensure that safety is integrated into the production.

•

Media Network Safety: With a diverse entertainment
and news content portfolio comes a need for loss
prevention with a non-industrial twist. Examples include
fall protection for camera operators at stadiums and
sports events and chemical, biological, radiological and
nuclear weapons awareness training courses for news
gatherers overseas and domestically.

•

Safety in Motion® (SIM): In view of the significant
impact and potential losses resulting from body-motion
injuries, we have implemented Safety in Motion®,
a program focused on reducing body-motion and
musculoskeletal injuries, with particular focus in the
labor-intensive Parks and Resorts segment.
At these locations, some with over 20,000 Cast
Members have received the benefit of hands-on
training and follow-up refreshers. As a result, bodymotion claims have been reduced by 38% at the
Walt Disney World Resort, with similar results at other
business units.

Chart 21: Gender Statisticsa

Male

Female

Employees

48 %

52 %

New Hires
Management b

38 %
56 %

62 %
44 %

a Employee statistics reflect our employee base as of September 27, 2008.
bManagement includes manager level and above.

Occupational Health and Safety
Reducing the risk of injury and illness to Disney Cast
Members and employees, and managing those health
problems that do occur, are goals that all of us share.
Ultimately, there are no better outcome than the injury or
illness that never happens.
At Disney we use a team approach to safety that
engages the entire enterprise. We believe that safety is
everyone’s responsibility and rests with each employee
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are part of a team. They work with their counterparts in
every part of Disney including safety, industrial hygiene,
risk management, operations and maintenance. Our goal
is to create an environment where information is shared
and continuously improves our efforts to reduce the
frequency and severity of workers’ compensation losses.
One of the company’s primary challenges regarding
workers’ compensation risk is the breadth of the
work in which Disney employees and Cast Members
are engaged. Disney businesses operate in diverse
industries, with employees are engaged in a wide
range of occupations throughout the world, with many
operating on a 24/7 basis.

Our Cast Members work together to promote safety
in the workplace.

•

•

Safe D Begins with Me: This internal communication
initiative at our parks raises awareness about safety
and the important role each Cast Member plays in
maintaining it. We communicate to our cast and
crew through newsletters, bulletin board postings
and posters. We also use creatively targeted
communications such as the “Safe D Begins With
Me! It’s Nothing to Be Silent About” video series for
which the Disneyland Resort received the Questar
Honors Award. This award honors outstanding
achievement in corporate CD-ROMs and videos.
Shoes For Crews: The external vendor “Shoes
for Crews” was engaged to address slip-and-fall
exposures in Food-service locations. With this
preferred provider of shoes for employees in specific
areas prone to slippery surfaces, the program
provides shoes to employees or encourages them
to buy and maintain higher-quality footwear.

Return-to-Work Programs: Early evaluation for return
to work is a cornerstone of our workers’ compensation
program, and we have embraced a philosophy of
“Recover While Working” with great success. Our focus
is on helping employees remain employed throughout
the recovery process and minimize time away from
work. We believe that remaining active and contributing
to the workforce is as important a part of recovery as
clinical and therapeutic measures. Beyond the benefit of
reducing costs, this approach produces the best result
for all: the business unit retains the experience and
contribution of the employee, while he or she is actively
and safely engaged during the recovery process.
Managing Medical Care Expenses: Effective medical care
is the key to achieving the best outcome for the injured
worker and reducing overall costs; if medical treatment is
managed, all other claim costs are better controlled. The
company maintains occupational or Cast health centers
at major locations in New York, Florida and California.
Depending on the nature of the business, these facilities
may include physicians, registered nurses or other health
professionals and provide general health resources, first
aid and occupational health services. At other locations,
private occupational health clinics or hospitals serve
smaller business units.

Loss Control

Supplier Diversity

Working closely and coordinating with the loss prevention
team, our loss control departments respond in the
unfortunate event of a worker injury. Our goal is to deliver
benefits that speed recovery and promote return to work.

Disney views supplier diversity as a strategic imperative
and a critical part of our overall commitment to diversity
and inclusion. Over the last few years, a steadily increasing
number of minority and women-owned companies has
won more and more business from Disney, and we’re now
recognized as a travel and entertainment industry leader
in this area. Today, supplier diversity considerations are

Our workers’ compensation professionals, both within
the company and those employed by service providers,

Workplaces
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woven into all phases of our standard sourcing process for
the billions of dollars in products and services that Disney
contracts globally every year.
For more information about our diversity initiatives, see
Diversity in Content, Workplaces and Children’s Content
sections.

Supplier Diversity Process
Disney recognizes that ongoing efforts must be made
to include diverse suppliers in our sourcing activities. As
such, we have a companywide Supplier Diversity and
Sustainability team that undertakes the following tasks:
•

Supporting our sourcing teams to identify qualified
diverse suppliers

•

Developing and executing projects that position
Disney to deliver year-over-year increases in the
volume of business contracted with diverse suppliers

•

Engaging with, and providing leadership and
financial support to, advocacy organizations
that propagate “best practices” related to
supplier diversity

450

Millions of Dollars

350

$428.5

$313.3

300

100

2006
a

2007

Last year, minority and women-owned businesses
competed for, and won, some significant contracts at
Disney and are now supporting the effective operations
of our company. These include staffing agencies that
provide temporary employees, a firm that links the many
geographic areas of Disney by providing conferencing
technology, companies that provide post-production
services for our creative content, and the food-service
company that supplies meals for our Cast Members
at Disneyland.

Supplier Diversity Projects
Disney’s Supplier Diversity and Sustainability Team
has launched two notable initiatives that are creating
opportunities for minority and women-owned
businesses and helping Disney to meet our own
diversity spending goals.

Chart 22: Total Direct MWBE Spenda

$378.9

Many of our sourcing professionals hold leadership
positions in minority and women-owned business
organizations. These include directorship positions at
minority business development councils in Southern
California and Florida, where Disney has the bulk of
its operations. Last year, Disney was recognized as
Corporation of the Year by the Women’s Business
Enterprise Council West, the Southern California Minority
Business Development Council and the Florida Minority
Business Development Council and as Entertainment
Company of the Year by the Greater Los Angeles AfricanAmerican Chamber of Commerce.

2008

The first is an effort to increase the base of suppliers
in the broadcast and production areas of our business.
Last year, Disney and the National Association of
Broadcasters co-hosted the first ever supplier diversity
event at NAB’s national convention in Las Vegas. The
event and other efforts by our team led to contracts
with four newly identified, diverse production services
companies for an incremental spending increase
of $5.4 million.
Our Supplier Diversity and Sustainability Team also
launched a mentoring program for qualified diverse
suppliers as they gear up to bid for Disney business.
Mentoring newly identified diverse suppliers helps
to shorten their learning curve and improves their
performance in the bidding process. Last year, a pilot
of the new program engaged seven minority and womenowned construction firms, leading to an incremental $4.1
million in spending with these diverse suppliers. We are

MWBE stands for Minority and Women-owned Business Enterprise
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already engaging more potential suppliers in this process
based on the successful trial.

Results
Last year, with more than 5,000 minority- and womenowned businesses, we spent a record $428.5 million, an
increase of 13.1% over the previous year. Increases in
spending on professional and marketing/media services
were the largest contributors to the change.

Sustainable Sourcing
In 2008, Strategic Sourcing and Procurement expanded
their focus on supplier diversity to include sustainability
and a sustainable sourcing professional was added to
drive the formalization of our activities in this area. As
a result, we developed and began introducing an EcoScoring template that assesses and compares suppliers’
environmental impact during the sourcing process.
During 2009, we will use this template as a supplier
self-assessment in an effort to measure our supply base
environmental impact and monitor changes going forward.
Additionally in 2009, we plan to develop and implement
a sustainable sourcing process that integrates
consideration of environmental concerns into the
sourcing process. We will begin to capture baseline
information in order to monitor improvement starting
in 2010.

Challenges
Our primary challenge continues to be the difficulty in
finding minority and women-owned enterprises large
enough to provide for our global requirements. The
diversity of our businesses and our geographical spread
requires that our suppliers be able to support many
locations and different business priorities. While this is
a challenge for all of our suppliers, it can especially
be difficult for smaller, privately held businesses. Our
Supplier Diversity and Sourcing teams work closely with
qualified diverse suppliers to ensure they understand
and can comply with these requirements.
We are optimistic that their low overhead structures
and smaller size will enable our diverse suppliers to be
even more successful at winning business in the current
economic environment, however, we realize that with
reduced spending there are also fewer opportunities.

Workplaces

In the coming months, our Supplier Diversity and
Sustainability team is expected to help identify diverse
supplier candidates for more than 150 sourcing
initiatives. The team will continue its work in expanding
the mentoring program and expanding broadcast and
production opportunities for diverse suppliers. They are
also working to ensure that qualified minority and women
owned businesses have the opportunity to compete for
construction and related contracts in the enhancement
of Disney’s California Adventure in Anaheim, California.
Further, the team is expected to hold workshops for
diverse suppliers on Disney’s move toward more
environmentally friendly building practices.
Supplier diversity will continue to be an important focus
area for The Walt Disney Company. We will continue
our work in the broadcast and production categories
and enhance our mentoring program by developing
workshops that educate and inform diverse suppliers
about leading business trends.
For more information or to get involved in our Supplier
Diversity program, visit www.supplierdiversity.disney.com.

Labor Standards in Licensing
and Product Sourcing
Disney’s International Labor Standards (ILS) program
is designed to evaluate and address the working
conditions affecting people who make Disney-branded
products around the world. The program thus applies
to workplaces that are not owned by Disney and people
who are not Disney employees. The ILS program is
managed by employees and cast members who have
sourcing or licensing responsibility throughout the
company’s operations and is supported by a core team
of approximately 70 ILS specialists in 10 offices around
the world. The ILS function reports to the Corporate
Responsibility department and regularly reports to the
Audit Committee of the Board of Directors.
In the past 12 years, our ILS program has evolved.
Like many other companies that started similar programs
in the 1990s, we initially focused on establishing a core
set of critical standards, working with licensees, vendors
and factories to promote their implementation and
assessing compliance. All of these actions gave us
insight into common labor problems at factories around
the world, as well as issues specific to particular
countries and regions. But with a very large number of
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factories to monitor as our businesses and needs grew
– a number that changes constantly as new factories
enter the system and older factories move on to other
work – we learned there are limits on our ability to ensure
sustained and consistent compliance. We have sought
to understand the roots of the problem by working
with external stakeholders as well as other brands and
we have begun to identify ways beyond traditional
compliance assessments to promote ongoing, steady
and responsible working conditions. While continuing
factory assessments, we are dedicating resources
increasingly to activities that lead more directly to
improved conditions in factories within our sphere of
influence. We have also expanded our participation in
collaborative efforts that address systemic issues and
seek to raise common standards.

Working with Licensees and Vendors
We have a large portfolio of intellectual property
(characters, stories, images, logos) that attracts a range
of licensees and vendors interested in producing and
marketing products bearing our characters, stories,
songs and brand names. These products encompass
a wide range of industries including apparel, footwear,
toys, published materials, food, CDs and DVDs, home
furnishings and electronics, among others. We have
granted rights to approximately 8,000 businesses to
use our intellectual property in the manufacture of such
products. In addition to many large companies and
retailers, our licensees and authorized vendors include
many medium-sized and small companies globally.
Many Disney-branded products are not, in fact,
manufactured by or for The Walt Disney Company. These

Our International Labor Standards program
promotes responsible labor practices in factories that
make Disney-branded products.
are licensed products handled through our licensing
operations in Disney Consumer Products, ABC, ESPN and
other business units, which work with licensees, vendors,
publishers and retailers to manufacture, distribute and sell
branded products in operations not owned or operated by
The Walt Disney Company.
Our Studio Entertainment, Parks and Resorts,
Media Networks and Disney Interactive Media Group
businesses also source Disney merchandise for
promotional purposes or for sale in retail outlets
and other venues that we own, operate or license.
We use the term “vendor” to refer to a supplier from
whom we obtain products directly (for example, for
sale at our theme parks), and “licensee” when we refer

Chart 23: International Labor Standards Timeline
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to other businesses who obtain the rights
(a license) to produce and sell products bearing
Walt Disney Company brands, characters or other
intellectual property.
For further discussion of the company’s operations,
including our supply chain, visit the Content &
Products section.

The principles embodied in our Code are designed to
be consistent with core conventions of the International
Labour Organization (ILO), the specialized agency of
the United Nations focused on global labor standards,
as well as codes set forth by key labor standards
organizations. The Code has been translated into more
than 50 languages and distributed to tens of thousands
of licensees, vendors, factories and individual workers.

Code of Conduct

Influence

Established in 1996, our Code of Conduct for Manufacturers
sets forth requirements for manufacturers of our products
with respect to labor standards and working conditions in
a range of important areas, including:

Licensees and vendors are companies separate from The
Walt Disney Company and they operate their businesses
independently. Many of these entities are large, publicly
traded companies in their own right. In general, Disney
provides intellectual property, such as a character design
and/or a brand, for a particular item of merchandise,
such as a costume, and the licensee uses its expertise
to apply it to merchandise and have it manufactured and
distributed. Each licensee’s and vendor’s responsibilities
include the selection of the factories they use, a key
component of their business operations. We require
that our licensees and vendors use factories that can
comply with the labor standards set by our ILS program,
centered on our Code of Conduct for Manufacturers.

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

Child Labor
Involuntary Labor
Coercion and Harassment
Nondiscrimination
Association
Health and Safety
Compensation
Protection of the Environment
Compliance with Other Laws
Subcontracting
Monitoring and Compliance
Publication

Chart 24: Supply Chain at Disney
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Sphere of Influence
Like many organizations, we have the greatest influence on
those business entities with which we work directly. What
this means in the context of labor standards in the supply
chain is that we have some influence with our licensees
and vendors, and with the industry or multi-stakeholder
initiatives in which we participate. But our influence at the

factory level is a function, in part, of the number of parties
in the “relationship chain” between Disney and the factory
and the importance of Disney-branded business to the
factory relative to other brands and buyers. And, in the
case of licensing in particular, we are not selecting the
factories or ordering, importing or selling the product made
in that factory. As a result, our leverage varies significantly
from relationship to relationship.

Chart 25: Countries, Licensees, Vendors and Factories in the Supply Chain
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Factories are Located
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This data describes the number of licensee, vendor and factory relationships that we have throughout the year. The numbers are presented in two formats to help convey the fluidity of our business
relationships. We present both a snapshot at the end of the year and also the sum of relationships over the year. A factory, licensee or vendor may work with Disney only a short period of time
within a year, and there are a signifigant number of relationships that reflect this difference.

Chart 26: Geographic Distribution of Active Licensees, Vendors and Factories
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USA & Canada

50 States and all territories; Canada

12 %

15 %

Asia & Middle East

Asian continent (excluding People’s Republic of China and Japan), Middle East, Turkey, non-U.S. Pacific Islands

Europe

Europe, including Russia

Japan

Japan

Latin America

Mexico, Central America, South America, Caribbean Islands

China

People’s Republic of China, including Hong Kong SAR and Macau SAR

Australia & New Zealand

Australia & New Zealand

Africa

Contiguous African continent including related islands, e.g., Madagascar and Mauritius

Chart describes the geographic distribution of factories, licensees and vendors across all regions over the course of the fiscal year. They do not reflect the geographic distribution at the end of the fiscal year.
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Scope of Licensing and Supply Chain

Focus Areas

The data that follows and all such data throughout
this report reflect information provided to and recorded
by us at the close of our fiscal year 2008. Due to everchanging business needs and relationships, this data
changes regularly. The information is also approximate
and is based on our best analysis of the data available.

Our approach to International Labor Standards
focuses on:
• Integration within our business operations
• Education of licensees and vendors
• Monitoring of the factories to assess working
conditions
• Remediation activities that encourage and promote
sustainable practices
• Collaboration with a wide range of external
stakeholders on common objectives
• Public policy to support labor standards
improvement
• Transparency of the program’s activities to facilitate
education, learning and evolution
We have been working on some of these areas, like
monitoring, since the beginning of our program. Other
areas, like remediation, are areas that have been a core

Chart 27: Countries with the Most Factories Producing Disney-Brande d Product
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Chart describes the geographic distribution of factories, licensees and vendors across all regions over the course of the fiscal year. They do not reflect the geographic distribution at the end of the fiscal year.
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part of our approach, and we have been evaluating how
to make those approaches more effective. And still other
focus areas, like public policy, are areas that we’ve just
begun to explore.

Integration
The ILS group maintains a dedicated staff of approximately
70 in 10 countries to promote integration within Disney’s
global and functional operations. These team members
orient new Disney employees about the ILS program,
explain their roles and responsibilities in operating the
ILS program, participate in the negotiation of contracts
with licensees and vendors and act as a first line of
communication within Disney about the operation of the
ILS program. The team also operates an online learning
program for Disney employees in the U.S. with respect to
key ILS issues.
The ILS team plays a critical role in ensuring that Disney’s
ILS expectations are a part of daily activity for all of our
varied business groups – groups whose needs and
objectives evolve on a regular basis, who need to adapt
quickly to changing business opportunities and who
operate with different business models and supply chains.
Briefings for business group employees and employees
of licensees and vendors take place regularly and are
reinforced on an ongoing basis as people and activities
evolve. The focus of such meetings includes explanation
of Disney’s ILS program requirements to new employees,
support for business negotiations to include ILS
requirements in licensee and vendor contracts and
discussion of licensee, vendor and factory performance.
In addition, members of the company’s internal ILS
Advisory Group – a cross-functional team of Disney
executives – work both collectively and independently to
integrate the ILS program into business unit operations.
Their role in reviewing policy, identifying business impacts
of ILS policy changes and supporting and confirming key
policies ensures that our ILS objectives are appropriately
reflected in the Company’s operations.

Education
We work closely with licensees, vendors, agents, factories
and social compliance monitors to communicate our
program principles, policies and compliance expectations.
This happens through seminars, presentations, meetings
and formal training sessions. As part of this process,
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Disney requires licensees and vendors to inform us of,
and gain our approval for, all factories involved in the
manufacture of Disney-branded product.
An increasing number of Disney licensees and vendors
maintain their own labor standards programs, and
conduct regular assessments of factories manufacturing
their products. Disney evaluates these programs to
determine whether their standards and factory assessment
approach are consistent with our own. Where possible,
Disney accepts these factory assessments to expand our
knowledge of factory conditions.
Education of licensees is partially integrated into
business processes, as licensees are informed of their
ILS obligations during business negotiations, and again
in more detailed fashion after an agreement is signed.
Members of our ILS team also provide educational
support to enable licensees to fulfill their ILS compliance
obligations, including processes for identifying factories
they intend to use for the manufacture of Disney-branded
product. The ILS team holds regular updates with major
licensees and retailers, to exchange information on
how the respective programs work and to ensure that
licensees are informed of the compliance status of their
factory base.
Where requested, the ILS team also assists business
counterparts in establishing, maintaining or expanding
their own programs. And to the extent that our licensees
and vendors participate in Multi-Stakeholder Initiatives
(MSIs) or industry initiatives that involve factory
assessment, we accept assessments performed by
these organizations as well. Examples include the Ethical
Trading Initiative, Fair Labor Association, International
Council of Toy Industries CARE Foundation, Social
Accountability International, Worldwide Accredited
Responsible Production, Business Social Compliance
Initiative and others. We also periodically assess other
companies’ labor standards programs in order to gain
insight that can help us improve our own program.

Monitoring
Disney has been involved in factory assessment
operations since 1996, and these activities continue to
serve an important role in our overall program. Information
gleaned from our on-site factory assessments provides
us with context and understanding of factory conditions
necessary to guide and evaluate our integration, education,
remediation, collaboration and transparency efforts. While
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conducting on-site factory assessments remains an
important part of our ILS program, we find it increasingly
useful to employ alternative methods to identify and
address issues, including the use of a confidential worker
helpline as well as the coordination of assessments and
remediation with other brands and organizations.

conduct a Follow-Up Assessment after a period of time to
confirm that they are making progress. Increasingly, our
licensees and vendors are also assuming responsibility for
conducting factory assessments.

Assessment Resources

•

An opening meeting with the factory management
takes place at the start of each assessment to
discuss our objectives, the scope and process of
the assessment, and (if the factory is new to the
manufacture of Disney-branded merchandise)
introduce our Code.

•

Working conditions, including health and safety
requirements, are assessed by a visual walk-through
of all manufacturing areas, dormitories and canteens
and any warehouse or storage areas.

•

Employment policies, including hiring and
disciplinary practices, and evidence of employee
compensation, working hours and benefits, are
assessed through the review of relevant documents
such as personnel records, payroll records, piece
rate records, timecards, production records and
other pertinent documentation.

•

Information gathered from documents is further
corroborated through worker dialogues conducted
outside the presence of factory management.

We utilize a number of specialized teams to conduct
social compliance assessments. We maintain teams of
specially trained social compliance monitors on staff in
Guangzhou, China; Mumbai, India; and Glendale, California,
who are responsible for conducting factory assessments
according to our Code of Conduct. In addition, we
engage external social compliance monitoring firms to
conduct assessments in countries where we do not have
staff. We regularly engage with these monitoring firms to
communicate our expectations and share best practices for
the execution of a social compliance assessment. Lastly,
some of our licensees and vendors maintain their own
social compliance programs with either dedicated social
compliance monitors on staff or through relationships with
external monitoring firms. Where such programs meet our
standards, we accept the output of those processes.

Elements of the Factory Assessment

Targeted Assessments
Manufacturing of branded product takes place in more
than over 100 countries across the globe. When we
conduct factory assessments ourselves, we prioritize
which factories we visit according to highest risk, using
data and information obtained through Disney’s years
of experience with factory conditions in these countries.
We supplement this information with external country
data and reports such as the Transparency International
Corruption Perception Index (CPI), the AccountAbility
Responsible Competitiveness Index (RCI) and the
United Nations Development Program Human
Development Index (HDI). Approximately 93% of the
factory assessments conducted in 2008 were in highrisk countries.
Assessment Process
The assessment process starts with a factory visit,
known as the Initial Assessment, which can be either
scheduled or unannounced. It includes interviews with
workers, review of payroll and other pertinent records and
visual inspection of the factory premises. If non-severe
violations are discovered during an Initial Assessment, we
will allow the factory time to correct the issues and will
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Unannounced Factory Assessments
Our goal in conducting on-site factory assessments is
to obtain an accurate and current evaluation of working
conditions. To do this, we need access to several things:
workers, management, relevant documentation and
the physical premises. Since our monitors sometimes
need to travel great distances to get to a factory, we
historically have arranged for an assessment date with
factory management beforehand in order to ensure
that we can access everyone and all items we need to
successfully complete our assessment. This ensures the
best chance for our monitors to gain access to records,
management, accountants and human resources
personnel. It also ensures that monitors are able to locate
the factory, in locations where street addresses are not
common or change, or where the address is incomplete.
However, we know from experience that assessments
can cause anxiety and may encourage factories
to present the best possible and not always most
accurate picture. Therefore, in 2006 we began to test
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Spotlight On: Confidential Worker Helpline
The Situation
As part of our on-site factory assessment process,
Disney monitors meet with workers to understand their
perspectives on their working conditions, learning a great
deal about factory conditions. However, some workers
may not feel comfortable sharing information, so we’ve
sought other ways to empower them to raise questions
and concerns, obtain information on their rights and
responsibilities and to pursue remedies, where warranted.
The Opportunity
In southern China, we worked with a local civil society
organization (CSO) to help develop and implement a
confidential worker helpline. The helpline is operated by
the CSO and was installed with the agreement of factory
management at more than 20 factories that produce
Disney-branded products. The CSO provides introductory
training to workers on occupational health and safety,
existing labor law and how to access the helpline via a free
phone number. The CSO receives worker calls, provides
guidance to the workers, and reports the issues - without
revealing the identities of the individuals - to Disney and the
factory management on a monthly basis, or immediately
in cases requiring urgent attention. Where issues relate
directly to the factory’s inability to meet Disney’s Code of
Conduct for Manufacturers, we meet with the factory to

unannounced assessments in China. Compared with
scheduled factory assessments conducted in the same
region during the same time frame, unannounced
assessments had a higher percentage of findings of
violations in almost every Code category. We continued
throughout 2007 to conduct more unannounced
assessments, and in 2008 roughly half of the assessments
we conducted ourselves in China were unannounced.
In 2009, we plan to conduct a larger number of
unannounced factory assessments in China, and we
will begin testing some unannounced assessments in
other countries as well. We are increasing the number
of unannounced assessments – and we encourage our
licensees and vendors to do the same depending on the
nature of their relationships – because we believe that
we get a more accurate picture of the true working
conditions of the factories. However, this approach also
means that we will have a greater number of instances
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review the information reported to the helpline, discuss
potential causes and remedies and agree upon an
improvement plan.
Results
Results of the helpline to date reveal that:
• In its first three years of operation, the helpline received
more than 600 calls from workers, suggesting that this
type of feedback mechanism is embraced by workers.
• In approximately three quarters of the calls, the issues
and inquiries have related directly to the labor law and
Code of Conduct. The remaining calls were of a more
personal nature.
• In some cases concerns were not identified through
the regular assessment process. When this has been
the case, the objective of Disney and the CSO is to
work toward resolution of these issues.
The confidential worker helpline is providing a benefit to
workers and is proving valuable to us as it helps to improve
our understanding factory conditions. We will continue to
track progress, and use what we’re learning from workers
and factories to guide improvements in our ILS program.

of factories denying us access to their staff or factories. In
2008, 10% of the assessments we arranged directly and
scheduled in advance resulted in those factories denying
us access at the time of the assessments. For the same
time period, unannounced assessments resulted in a 26%
rate of denial of access. When a factory denies us access
to their facility to conduct an assessment, we communicate
to the licensee or vendor that their factory did not allow
us entry to conduct a social compliance assessment. We
expect the licensee or vendor to reinforce with their factory
that access to the facility is a critical requirement in order
to maintain authority to make Disney-branded product.
We give them one additional opportunity on a different day
to allow us access. If we are still denied access after that
second chance, then we have no option but to terminate
our authorization of work in the factory. Lastly, in cases
where monitors will have to travel great distances to
reach a factory, those factory assessments will
remain scheduled.

Workplaces

Remediation
Our assessment process often results in findings of
noncompliance with one or more of the standards set
forth in our Code of Conduct. Indeed, in very many
cases, factories do not meet our Code of Conduct
standards or their local labor law on the initial inspection.
The most common violations found during assessments
are related to health and safety, excessive working
hours, inability to verify compliance (in part due to record
discrepancies) and overtime wages.
We take several steps to identify areas that need to
be addressed.
•

At the end of a factory assessment, monitors explain
preliminary findings to the factory management.

•

Assessment reports are then reviewed by our ILS team
who further evaluate the factory’s compliance against
the Code and local labor law and then create corrective
action plan letters or other reports to communicate
expectations for remediation to the licensees and
vendors responsible for choosing those factories.

•

Depending on the type and level of nonconformance,
factories are given a certain period of time to
demonstrate improvements in factory working
conditions, which are then typically verified through
follow-up assessments.
– Our Code of Conduct for Manufacturers contains
12 provisions that we expect manufacturers to
meet. However, noncompliance with some of these
provisions creates greater immediate risk to factory
workers. Accordingly, we prioritize certain violations
that require immediate correction. Examples of our
“zero tolerance” issues include child labor, involuntary
labor and physical abuse. Other issues require
prompt attention but we will allow factories time to
correct them, including wage and hour violations.

•

Licensees and vendors are expected to
communicate the findings to the factories and
support their remediation efforts.

•

Ultimately, the factory is responsible for taking
corrective action.

declared ineligible for Disney production. In our fiscal
year 2008 we withdrew production authorization
from approximately 500 factories due to severe or
continued noncompliance.
In addition to noncompliances identified through the
assessment process, we also receive information from
and act upon claims brought to us by other sources –
NGOs, unions and other companies. We use this
information to help us prioritize issues and resource
deployment, and then conduct a prompt investigation of
the situation. We then work with the factory, the licensee
or vendor who sourced the product, and sometimes
other parties to develop a remediation plan to help bring
the factory’s operation into compliance.
Training and Building Capabilities
Some situations may warrant a special remediation
process, which might, for example, include factory
management training, communications training or the
implementation of a confidential worker helpline. We are
also continuing to explore opportunities to enhance
compliance efforts through industry and stakeholder
initiatives, and by employing what we learned through
Project Kaleidoscope (described seperately) in the
application of a continuous improvement model that may
prove more effective in promoting long-term compliance.

Collaboration
We believe collaboration is key to improving working
conditions systemically and have sought to collaborate
with external parties interested in and able to contribute
a broad range of perspectives, experiences, knowledge
and cultural sensitivities. Working directly with licensees,
vendors and other stakeholders to encourage
strengthened labor standards allows us an opportunity
to learn from others and simultaneously share our
experience and suggestions. Through these efforts,
we continue to test new approaches to encouraging
responsible labor practices in compliance with our
Code. Some of our collaboration has been informal
and ongoing for many years. In other cases, we’ve
decided to formalize relationships and recently signed
agreements with both Social Accountability International
and the International Council of Toy Industries (ICTI)
CARE Process.

Though we strive for sustained improvement in factory
compliance, continued noncompliance with the Disney
Code and local labor law may result in factory being

Workplaces
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Spotlight On: Supporting Remediation and Factory-Level Compliance
The Situation
In 2005, 2006 and 2007 a Hong Kong-based group,
Students and Scholars Against Corporate Misbehavior
(SACOM), published several reports alleging poor
working conditions at factories making books, toys and
other items for Disney licensees in China.
Disney’s Response
We investigated the claims immediately and confirmed
that some of the factories included in the reports did
indeed have compliance issues, while other factories
included in the reports were not authorized to produce
Disney products at all due to repeated failures to comply
with required Disney ILS policies.
We engaged the licensees, and in some cases the
factories directly, on developing proactive, comprehensive
approaches to compliance with the Disney Code of
Conduct for Manufacturers. However, a few factories
were unwilling to remediate, and therefore we withdrew
authorization to produce Disney-branded product from
these factories.
Results
The remaining factories developed and implemented
comprehensive compliance plans, and addressed issues
related to worker claims with the assistance of third-party
mediation resources.
Factories - Zhong Shan Hung Hing and
Shenzhen Hung Hing
• Implemented formal factory-level compliance policies
and procedures, supported by centralized record keeping
and line supervisor training on social compliance and
management skills.
• Updated employee handbooks to better communicate
compliance policies and workers’ rights.
• Upgraded safety devices on machinery, and updated and
improved health and safety training for workers.
• Established an Environment, Health & Safety Committee
with workers as elected committee members.
• Introduced a confidential worker helpline operated by an
independent civil society organization.
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Factory - Kam Long
• Implemented a compliance plan to the factory as
noted above.
• Adopted “Key Performance Indicator” reporting based
on learnings from our Project Kaleidoscope. This
allowed the factory to track progress and enhanced
goal-setting.
• Conducted a factory management and worker
communication workshop and a root cause analysis to
assist in identifying and addressing fundamental causes
of noncompliance.
Factory - Ho Wai
• Provided basic training on labor law and occupational
health and safety.
• Provided a communication workshop to promote
constructive and open communication.
• Introduced a confidential worker helpline operated by
an independent civil society organization.
• The factory moved its operations to two factories in
a neighboring city in early 2008. In the new location
the licensees and factories are undertaking a
comprehensive compliance plan to engage several
outside parties to oversee, assess or provide training
to the factory employees.
What We Learned
• Cooperation and willingness to remediate on the part of
all parties involved – especially the licensee, vendor and
factory – are essential to achieving sustainable changes
and improving factory working conditions.
• Working with organizations outside of the immediate
supply chain enhances the process of identifying
factory issues and finding solutions.
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Project Kaleidoscope
Between 2002 and 2008, Disney, McDonald’s
Corporation and a group of organizations working to
improve working conditions in company supply chains
carried out a collaborative project designed to promote
sustained compliance with labor standards mandated by
corporate codes of conduct for manufacturers. We invite
you to read the final report of Project Kaleidoscope in
English, Simplified Chinese or Traditional Chinese.
The project was piloted at 10 contractor factories in
southern China and through this effort an alternative
approach to long-term, sustained code compliance was
developed and successfully field-tested. The project
involved several key elements:
•

Enhancing training and education for management,
supervisors and workers, and potential positive
compliance incentives.

•

Remediation in factories that demonstrate significant
compliance issues, in order to minimize
circumstances in which factory termination is the
only business alternative.

•

Working with local nongovernmental organizations
as well as individual factories with the goal of
developing practical implementation approaches,
including training and remediation methods
and tools.

What did we learn from this effort and how are we
applying the understanding going forward?
First, the process helped us understand that internal
management systems are critical if factories are to take a
more central role in identifying and resolving issues under
their control. Understanding what a management system
is, identifying key performance indicators (KPIs), and
having a process by which KPIs are collected, reported
and acted upon will help factories better manage their own
performance. As we developed the management systems
approach – termed “Dynamic Social Compliance” (DSC) –
we engaged the assistance of a major international testing
and compliance firm – TUV Rheinland Hong Kong Ltd.–
to train factories in this area. This firm has since developed
a training program as part of its regular offering to clients.
There are now a handful of factories – separate from
those in Project Kaleidoscope – that have undergone or
are in the process of implementing the DSC management
system approach. This training is also being offered to
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factories outside of Disney’s supply chain. We are pleased
that an international organization has learned from, adapted
and found a market for a process developed under the
aegis of Project Kaleidoscope.
We also learned the importance of having a facilitated, multi
level communication process inside the factory. We utilized
an existing process called “participatory rapid appraisal”
(PRA) to bring together multiple, different representatives
of the factory – managers, supervisors, workers – to
participate in workshops to identify issues and solutions.
Gaining input from multiple participants can empower a
wider range of factory staff to raise concerns and to do so
in a constructive manner that is solution-oriented. Since
the project concluded, we have had our internal monitoring
team in China trained in this methodology and have even
helped some other factories learn the process.
Better Work / Better Factories Cambodia
Disney has been and continues to be a supporter of
both the Better Work and Better Factories Cambodia
initiatives. Better Work is a partnership between
the International Labour Organization (ILO) and the
International Finance Corporation (IFC). It supports
factories in improving their labor standards based on
core ILO labor standards and national labor law and
through factory-level assessments, training, reporting
and multi-stakeholder engagement. Better Work is
developing both global tools and country-level projects
in Haiti, Jordan, Lesotho and Vietnam, with plans to
expand beyond these countries over time.
Better Work is building upon the learnings of the ILO’s
Better Factories Cambodia initiative. Better Factories
Cambodia promotes improvement in apparel factories
in Cambodia by monitoring and reporting on working
conditions in Cambodian garment factories according
to national and international standards, by helping
factories to improve working conditions and productivity,
and by working with the Cambodian government
and international buyers to promote a rigorous and
transparent cycle of improvement.
More information on these initiatives is available at
www.betterfactories.org and www.betterwork.org.
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Multi-Fibre Arrangement (MFA) Forum

Public Policy

In 2006, Disney began participating in the MFA
Forum, an open network of more than 70 participants
representing brands and retailers, trade unions, NGOs
and multilateral institutions, whose aim is to promote
social responsibility and competitiveness in national
garment industries that are vulnerable after the expiration
of apparel and textile quotas. In particular, Disney
participates in working groups focused on Latin America
and Bangladesh.

We believe that engagement with various government
organizations is an important way to share and coordinate
common objectives of improving labor standards. In
particular, we have met directly with U.S. and Chinese
government agencies, among others, to learn about how
each of our organizations approach labor rights issues and
to seek ways to work in tandem to mutually support our
common goals. In 2006, we convened a meeting of more
than 20 U.S. companies with the U.S. Department of State’s
Bureau of Democracy, Human Rights and Labor to explore
ways in which we could work together to support labor
rights improvements throughout the world. We convened a
similar meeting in 2008 with the U.S. Department of Labor’s
International Labor Affairs Bureau. We have also periodically
met with district, provincial and state officials in China,
and in 2008 hosted a delegation of labor officials from
Guangdong Province at our headquarters office in Burbank,
California. Lastly, through our involvement in various multistakeholder initiatives, including the IFC and ILO Better
Work program and the MFA Forum, we are able to access
government perspectives on labor issues in a range of
countries in which our branded products are manufactured.
Going forward, we aim to explore further ways in which we
can support existing government initiatives to improve labor
standards and leverage those efforts for greater impact.

Business for Social Responsibility (BSR)
Since 1998, Disney has been a member of BSR, a
global business network and consultancy focused on
sustainability. Over the past decade, BSR has provided
guidance on leadership in good labor practices and
development of sustainable business strategies and
solutions, and has led numerous working groups
including Disney and other companies.
Social Accountability International (SAI)
Disney joined SAI in 2008. SAI works with companies,
consumer groups, nongovernmental organizations (NGOs),
workers and trade unions, local governments, as well as
a network of agencies accredited for SA8000 auditing, to
help ensure that workers of the world are treated according
to basic human rights principles. Our goal in joining SAI is
to access information on SA8000-certified factories, best
practices in factory assessment and
training resources.
International Council of Toy Industries (ICTI) CARE Proccess
Disney formalized a relationship with the ICTI CARE
Foundation’s ICTI CARE Process in 2008. The ICTI
CARE Process is the international toy industry’s ethical
manufacturing program, aimed at ensuring safe and
humane workplace environments for toy factory workers
worldwide. The initial focus is on China, including Hong
Kong and Macau, where the majority of the world’s toys
are manufactured. Expansion is contemplated, over time,
to other countries where toys are made. Disney has
been accepting ICTI CARE Process factory assessments
for a number of years, but we recently made a more
formal acknowledgement that the ICTI CARE Process
would satisfy the requirements of our monitoring
program. We plan on working further with the ICTI CARE
Process to strengthen the program and to better utilize
their factory assessment information.
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Transparency
This Corporate Responsibility report represents an important
element of our commitment to share information with our
stakeholders. Through this and other methods, we plan to
convey our policies, programs, challenges and achievements
to interested stakeholders on a systematic basis.

Performance
We believe we have made strides in promoting
responsible working conditions throughout our supply
chain and among our licensees and their manufacturers
in the years since the inception of our International Labor
Standards program. For example, we have conducted
approximately 60,000 assessments of factories since
1996 and forged productive collaboration with some of
our licensees to help them develop social compliance
programs. These examples are a result of Disney’s
commitment of labor and financial resources toward
a program we believe is vital for our brand and our
commitment to socially responsible corporate policies
and practices.

Workplaces

While our ILS team has consistently acted to address
labor issues as they have been discovered in factories
working on our behalf, we know there is more to be
done to create systemic, lasting improvements. We
are committed to continuing to evolve our program to
meet these ongoing challenges. Below is a collection
of ILS indicators for 2008.

2008 Results
Factory Assessment Coverage
Assessment coverage indicates the percentage of
factories we or our business partners are able to visit
for the purposes of conducting a social compliance
assessment. With approximately 23,000 factories active
in the course of a single year, some for short periods of
time, it is virtually impossible to assess every facility.
Accordingly, our ILS program concentrates its resources
in countries that we designate as high risk, which we
describe under the “Targeted Assessments” discussion.
Nonetheless, increasing assessment coverage is a
critical goal we are currently evaluating.
The data in Chart 28 reflects on-site factory assessments
conducted by Disney internal social compliance
monitors and by the external monitoring firms that we
retain directly, as well as assessments conducted by
or contracted for by our licensees and vendors. During
the fiscal year 2008, approximately 3,500 factories were
assessed by Disney or our licensees and vendors.
These factory assessments add up to approximately
4,400 separate assessments.
To improve these factory assessment coverage ratios, we
will begin implementing a requirement in 2009 for our
licensees and vendors to submit factory assessment
reports for their factory base prior to the start of production.
Findings of Compliance Assessments
The data in Charts 29 and 30 reflect the percentage
of assessments in our fiscal year 2008 in which we
found noncompliance with elements of our Code of
Conduct. As described earlier in this report, we attempt
to target our factory assessments to areas we believe
may be higher risk, or in other words, more likely to
have a violation. Therefore, the data we are reporting for
incidence are not representative of all factories related
to Disney’s chain of suppliers.
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Chart 28: Factory Assessment Coverage

Country Risk

Coverage

Factories in High Risk Countries

25 %

Factories in Medium Risk Countries

6%

Factories in Low Risk Countries

<1%

Factories in All Countries

15 %

We prioritize which factories we visit according to highest risk, using data and
information obtained through Disney's years of experience with factory conditions in these
countries. We supplement this information with external country data and reports such as
the Transparency International Corruption Perceptions Index (CPI), the AccountAbility
Responsible Competitiveness Index (RCI) and the United Nations Development Program
Human Development Index (HDI).

In aggregate, we have found that factories generally
improve after the initial assessment, and it does appear
that the act of monitoring and the identification of issues
help facilitate some remediation. However, the degree of
initial noncompliance, and the progress made after the
first assessment, still fall short of our expectations.
We also categorize the data by priority (high, medium,
low). We use these designations to prioritize our
remediation strategy. Each violation identified during an
assessment is expected to be corrected. High priority
categories – generally those consistent with ILO core
conventions – are deemed severe and need to be
corrected immediately. Medium priority violations may
require changes in payroll systems or other internal
mechanisms which may take time to correct. Lowpriority violations are important, but other issues should
be prioritized first. Specific noncompliance findings
within the categories of Health & Safety and Monitoring
and Compliance are categorized as high, medium or
low depending upon the particular issue.
We have also broken down the findings from our compliance
assessments into regions (see Chart 30) to provide
additional detail about the results of the factory
assessment program. The table does not include the
findings of compliance assessments for Australia, New
Zealand, Japan, and Africa as the low number of factory
assessments in these countries resulted in an insignificant
data sample. The table does not include the findings of
follow-up assessment for Europe and USA & Canada, as
the low number of assessments resulted in an insignificant
data sample. The data reveals that compliance violations
exist in every region but that there are some with a higher
degree of noncompliance.
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Specific non-compliance findings within the categories of Health & Safety, Protection of the Environment and Monitoring
and Compliance are categorized as high, medium, or low depending upon the particular issue.
Chart 29: Noncompliance in Initial and Follow-Up Assessments

Code of Conduct Category
Child Labor
Involuntary Labor
Coercion and Harassment,
Nondiscrimination,
Association
Compensation
s -INIMUM 7AGE
s /VERTIME 7age
s /VERTIME (OURS
s 3OCIAL "ENEFITS
s /THER #OMPENSation
Health & Safety
s Factory
s $ORMITOry
Protection of the Environment
Other Laws
Subcontracting
Monitoring and Compliance,
Publication

Violation Priority
High
High

2%

1%

Medium

39 %

32 %

Medium
Medium

46 %
57 %

37 %
56 %

Medium
Medium

37 %
21 %

26 %
14 %

High/Medium/Low
High/Medium/Low
High/Medium/Low
Medium
Medium

81 %
19 %
17 %
40 %
13 %

59 %
11 %
15 %
31 %
14 %

High/Medium/Low

50 %

41 %

While we have made progress in implementing our
ILS program, we face several ongoing challenges.
The following represents possible approaches to
these issues.
Size and scope of operations: Given the very
large number of Disney licensees and vendors, the wide
geographic spread of their factories and the diverse
categories in which Disney-branded products are
manufactured, we recognize the limits on our ability to be
an expert in any one area as it relates to labor standards.
Accordingly, we work with a wide range of organizations
– other companies, nongovernmental organizations,
monitoring firms, governments, industry and multistakeholder initiatives – to promote collaboration
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Percent of Follow
Up Assessments
1%
1%

High

Ongoing Challenges and Opportunities

86

Percent of Initial
Assessments
4%
3%

and convergence of standards and approaches. We’ll
focus increasingly on helping our licensees and vendors
understand our expectations, and especially work to
identify resources that already exist or can be developed
to promote their success.
Limited influence: It is not unusual for Disney-branded
product to be only a small portion of an individual
factory’s total annual production. The result can be that
our company does not always, at a factory level, have
meaningful influence to improve labor conditions. And
given that we are sometimes not the entity issuing the
purchase order to the factory, the factories may not have
a direct relationship with us. Despite this, we work with
our licensees and vendors to embed labor standards
requirements into their contracts and help them create
labor standards programs where they can exert their
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Chart 30: Noncompliance in Initial and Follow-Up by Region

Code of Conduct Category
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Follow-up assessments for Europe were not included, as the low number of follow-up assessments resulted in an insignificant data sample.
Follow-up assessments for USA & Canada were not included, as the low number of follow-up assessments resulted in an insignificant data sample.

more direct influence. We also increasingly work with
other companies to promote improvements in factories
we have in common.
Inconsistent or absent industry standards: We are very
often one brand or buyer among many in a factory. While
our Code of Conduct and implementing practices are not
on the surface substantially different from many others,
there are slight variations in how we and others assess
and evaluate compliance. Where local country law
is silent on a particular topic, factory managers may have
different understandings of what constitutes compliance.
In addition, there is no universal approach to how a
social compliance assessment should be undertaken.
How many workers are interviewed? How many
months of payroll records should be reviewed? What
is a zero-tolerance issue? To address such issues, we
have participated in an initiative to create standards for
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social compliance monitors, worked with other brands
and buyers to create common approaches to shared
factories and supported efforts, such as Better Factories
Cambodia, where there is a single set of standards and
monitoring approaches. In addition, we also accept the
factory assessment output of many other programs that
are consistent with our own Code of Conduct, thereby
reducing confusion and duplicate monitoring activity.
And as described in the Collaboration section, we’ll
continue to work with government agencies and
other parties to encourage the movement toward
common standards.
Ineffective government enforcement: Many countries
have sufficient labor laws but lack the resources or don’t
prioritize the resources they have to assess compliance
and enforce labor laws. As such, we increasingly work
with government agencies to share information, seek
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work collaboratively with our licensees and vendors.
We have also expanded our engagement with external
stakeholders. However, this has still not resulted in a
supply chain that meets our expectations.
As a result, we have committed additional resources
to revising and updating the ILS program to meet the
challenges of our global supply chain. In 2008, Disney’s
ILS program was reorganized to make it formally part of
the Corporate Responsibility group, and we commenced
a strategic review of how our people, processes and
technology can better support our ambitions to improve
factory labor standards. We look forward to sharing the
results of this work in our next corporate responsibility
report. For now, we can share a few central themes
we’re focused on.
Disney assesses factories that make products sold
at a wide range of retail stores.
clarification on labor law application and support the
strengthening of labor law enforcement abilities.
Noncompliance: Unfortunately, sustained compliance
with local labor laws and our Code of Conduct remains
a difficult goal for many of the factories making products
for The Walt Disney Company. We are therefore exploring
ways in which we and our licensees and vendors can
encourage factories to demonstrate continuous
improvement toward full compliance rather than full
but unsustained compliance by an arbitrary deadline.
We’ll be reviewing our compliance policies going forward
and redesigning those that inadvertently promote
a “pass the audit” mentality rather than encouraging
factories to evaluate and address root causes
of noncompliance.

What We Are Doing About It
Our goal is to have a supply chain that mirrors Disney’s
own desire to operate as a responsible business. We
have learned a tremendous amount since 1996, when
we launched our International Labor Standards program,
and have put forth a concerted effort to monitor
factories, enforce expectations for compliance and

Greater Supply Chain Ownership
To improve the social performance of our supply
chain we will encourage our licensees and vendors
to assume greater ownership of their monitoring and
remediation work with the factories they select. This
is a sizeable task given that we have approximately
8,000 licensees and vendors over the course of 2008,
but we believe that shared accountability and collaborative
enforcement will promote improvements at the factory
level. This will also allow us to shift some of our resources
from factory assessment work to identifying root causes of
non-compliance and working to build systemic solutions
that can promote improvements. We believe that one of
the ways we can utilize our size and brand is to support
industry-level and multi-stakeholder approaches to labor
standards issues. So we will shift more effort to these
approaches relative to conducting factory assessments.
Stakeholder Engagement and Collaboration
We can best achieve our ILS goals through policies that
focus on reduction of duplicative efforts, on collaborative
efforts that result in positive outcomes, and a willingness to
be transparent about our challenges and key successes.
Going forward we expect to strengthen our efforts with
industry associations, multi-stakeholder initiatives,
governments, NGOs and other brands to identify and
promote sustainable solutions to workplace improvement.
We will also work with stakeholders to create common,
consistent and understandable standards for this field
of work.

A MULTIMEDIA version of this report is available at
www.disney.com/crreport
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