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Introduction

The issue of human rights and business has for the last
few years been subject to growing interest on the part
of the international community, gradually imposing itself
as an essential issue of governance and regulation in our
globalised economy.
The United Nations Guiding Principles on business and
human rights1 - the so-called “Ruggie Principles2” have taken up the complex challenge to clarify what
is expected from business with regard to respecting
human rights. Since their adoption in 2011, they have
been acknowledged and supported in an unprecedented
manner, and are today recognised on an international
level as the leading conceptual, political and normative
framework by States, intergovernmental organisations
and key players in civil society.
But what provides the Guiding Principles an important
part of their actual legitimacy is the consensus that
they engender among businesses themselves. More
and more corporations refer to this legible and
pragmatic methodological framework to structure
their improvement strategies, progressively welcoming
the inclusion of human rights within Corporate Social
Responsibility (CSR).

In addition, while the risk management paradigm
remains dominant in their strategic perception of human
rights, companies are beginning to explore opportunities
for creating associated value, such as developing
targeted commercial strategies to cover the essential
needs of low-income populations.
In this context, the aim of the present study is to
highlight a selection of best practices deployed by
large corporations in terms of respecting human
rights and implementing the Guiding Principles, and
to present some of the strategic, operational and
human challenges that come with their integration into
corporate practices and behaviours. We hope this study
will meet its objective by helping to share perspectives
and experiences between corporations which, although
each with their own issues and constraints, nevertheless
concur in their shared endeavour to promote and
contribute to a fair social and economic development,
inclusive of human rights.

Beyond their vigilance as employers or purchasers,
corporations today take steps to identify and address
their human rights impacts throughout their whole value
chain, from the extraction of raw materials, to the use of
their products or services by the end consumer.

1. Hereafter referred to as the “Guiding Principles”.
2. Name of the former Special Representative of the Secretary-General of the United Nations on the issue of human rights,
John Ruggie
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Executive summary

The present study was conducted on 821 companies:
• all companies listed in the CAC 40 index,
• all companies listed in the STOXX Europe 50, a stock index which covers 50 sectorial leaders from 18 European
countries2, including 7 French companies.

The scope and content of human rights considered by corporations evolve in response
to the political, economic, social and cultural global megatrends
Known issues faced by corporations remain
on the agenda…
• Health and safety
• Fight against forced labour and human
trafficking
• Fight against child labour
• Non-discrimination
• Freedom of association and right to
collective bargaining
• Decent living wage
• Financial transparency and fight against
corruption
• Rights of local communities with regard to
projects in the mining, forestry and agrofood sectors

...while others are gaining visibility in the field of CSR
• Economic and social rights : access to food, health, education...
• Rights of children beyond work related issues
• Freedom of expression
• Freedom of opinion
• Right to privacy and protection of personal data
• Free, prior and informed consent of indigenous peoples
• Non-discrimination of lesbian, gay, bi and trans (LGBT)
communities
• Representation of women in trade unions
• Protection of women against sexual violence at work
• Responsible sourcing in areas of conflict
• Environmental justice and rights of “climate refugees”

The central recommendation of the normative framework applicable to companies with regard to human rights
focuses on implementing due diligence: corporations must deploy procedures aimed at identifying, preventing and
mitigating the potential impacts on human rights linked to their activity and their business relationships.

Based on their external communication, the maturity level of the initiatives undertaken
by corporations to respect and promote human rights can be assessed as follows:
Commitment to respecting human rights

100%

Reference to the Guiding Principles (“Ruggie Principles”)

61%

Commitment of top management

30%

Role or body in charge of management

15%

Impact assessment at Group level

15%

Impact assessment in the supply chain

16%

Staff training
Internal audits

43%
18%

Supplier audits

24%

Internal complaints mechanism on human rights

27%

1. We considered Unilever PLC and Unilever NV as a single entity, bringing back the number of studied companies from 83 to 82.
2. Included in the CAC 40 and STOXX Europe 50 indexes as of 5 June 2014, presented in the “methodological notes” section on page 50.
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Strengths

Areas for improvement

All companies are committed to respecting human rights;
the majority of them refer to the Guiding Principles.

Engaging with external stakeholders in the context
of developing corporate policies, assessing impacts or
implementing complaints mechanisms remains a rare
practice.

In the event of supplier non-compliance, the majority of
companies commit to work together to move forward,
rather than to break the relationship.
Companies set targets and develop indicators to manage
the deployment of their human rights initiatives.
Impact assessments are increasingly undertaken by
companies, either at group level or on a restricted thematic,
geographic, or operational perimeter.
Some companies have identified their priority impacts
with regard to human rights and deploy robust management
systems to manage related issues.
The majority of companies are involved in sectorial, multisectorial or multi-stakeholder initiatives to exchange
insights and collaborate on issues relating to human rights.
More than half of the companies have designed a
commercial strategy targeted at the “Bottom of the
pyramid”1, in response to the essential needs of low-income
populations.
The publication of the number of complaints related to
human rights raised by internal complaint mechanisms is a
developing practice.

Little information is available regarding methods used to
identify and prioritise impacts on human rights. Value
chain or supply chain mapping, for example, is rarely
mentioned.
With regard to control, the practice of social compliance
auditing remains predominant; few companies conduct
complementary qualitative assessments on target or local
issues.
Assessment of suppliers’ practices beyond Tier 1 is very
rare.
Internal mechanisms for managing complaints regarding
CSR or business ethics issues are frequent, but very few
explicitly cover human rights. Complaints systems at an
operational level are still rarely implemented.
Disclosed information on actions taken to identify and
address impacts is primarily qualitative and narrative, and
lacks precision, particularly on the scope of these actions.
Very few companies publish performance or social impact
indicators.

1. BOP: “Bottom of the Pyramid”, socio-demographic segment of people living on less than $2 per day in emerging countries (The Fortune at the bottom of the
Pyramid: Eradicating Poverty Through Profits, C. K. Prahalad, 2004).
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1. Human rights
and business:
a strengthening
normative framework

6

At international level

The main human rights instruments: from
reference texts intended for States…
…to draft regulations applicable to
companies
The International Bill of Human Rights
The International Bill of Human Rights sets
out the fundamental rights and freedoms
of every human being.
It is composed of:
• The Universal Declaration of Human Rights;
• The International Covenant on Civil and Political
Rights, adopted in 1966;
• The International Covenant on Economic, Social and
Cultural Rights, adopted in 1966.
By virtue of the Preamble to the Universal Declaration
of Human Rights, “every individual and every organ of
society”, including businesses, are concerned.

The United Nations Global Compact
Launched in 2000 by the former
Secretary-General of the United Nations,
the Global Compact encourages
companies to conduct their business
while embracing ten principles relating to human rights,
labour standards, the environment and working against
corruption. Businesses undertake to respect these
principles and communicate on their progress annually
through a COP - Communication on Progress.
Businesses can reach the “advanced level” if they meet
a series of criteria regarding strategy, governance and
managerial practices.
Children’s Rights and Business Principles
Published in 2012 by UNICEF, the United Nations
Global Compact and Save the Children, these ten
principles guide companies on how to respect and
support children’s rights in the context of their
business and their commercial relationships.

The International Labour Organisation
(ILO) instruments
The ILO Declaration on Fundamental Principles
and Rights at Work, adopted in 1998, covers
the fundamental rights and principles which
every worker is entitled to, elsewhere contained in the eight
fundamental ILO conventions1 focusing on:
• Freedom of association and protection of the right to
collective bargaining;

The United Nations Global Compact platform,
– Human Rights and Business Dilemmas
Forum – illustrates, via several thematic scenario,
the dilemmas businesses may face in their efforts to
put their responsibility to respect human rights into
practice. For each dilemma, risk mitigation measures are
proposed.

• Elimination of all forms of forced or compulsory labour;
• Effective abolition of child labour;
• Elimination of discrimination in respect of employment
and occupation.

The United Nations Guiding Principles
on business and human rights

This Declaration applies to all member States of the ILO,
regardless of whether they have ratified the relevant
fundamental conventions.

Following a six years multi-stakeholder
consultation process, in 2011 the United
Nations Human Rights Council unanimously approved
the “Guiding Principles on business and human
rights”.

The ILO International Labour Office offers a free
confidential advice service on international labour
standards for businesses: ILO helpdesk.

1. Convention (nº 87) sur la liberté syn1. Convention No. 87 on freedom of association and protection of the right to organise, 1948; Convention No. 98 on the right
to organise and collective bargaining, 1949; Convention No. 29 on forced labour, 1930; Convention No. 105 on the abolition of forced labour, 1957; Convention
No. 138 on the minimum age, 1973; Convention No. 182 on the worst forms of child labour, 1999; Convention No. 100 on equal remuneration, 1951; Convention
No. 111 on discrimination (employment and occupation), 1958.
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These principles operationalise the “Protect, Respect and
Remedy” framework proposed in 2008 by Professor John
Ruggie, former Special Representative of the SecretaryGeneral of the United Nations on the issue of human
rights, transnational corporations and other businesses.
They are based on three pillars specifying the additional
responsibilities of States and businesses in terms of
respecting human rights:
• t he responsibility of States to protect against human
rights abuse by third parties, including businesses,
through effective policies legislation, regulations and
judicial procedures;
• t he responsibility of businesses to respect human
rights, which means they should avoid infringing on
the human rights of others and should address adverse
human rights impacts with which they are involved;
• a ccess to effective remedies for victims of corporate
human rights abuse, a duty which relates to both States
and businesses.
In 2014, the Office of the United Nations High
Commissioner for Human Rights published an
Interpretive Guide on the corporate responsibility
to respect human rights.

The OECD Guidelines for multinational
enterprises
The OECD Guidelines are recommendations
addressed to multinational enterprises by
43 member governments to encourage them to adopt
responsible behaviour, particularly with regard to human
rights, employment and professional relationships, the
environment and governance.
Each Member State is committed to setting up
mediation procedures or National Contact Points (NCP)
whose aim is to resolve stakeholders’ concerns that may
arise with the implementation of the OECD Guidelines
for multinational enterprises on their territory.

1. A/HRC/26/L.1, June 23rd, 2014; A/HRC/26/L.22/Rev.1, June, 25th, 2014.
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In its 2013 Annual Report the OECD reported an
increase in the number of complaints to National Contact
Points relating to human rights and due diligence
mechanisms in the supply chain and other business
relationships. A large proportion of complaints from nonOECD member countries was also observed.
Towards an international treaty to regulate
multinational corporations‘ activities?
In June 2014 the Human Rights Council of the
United Nations approved two resolutions1 covering:
• the preparation of a report by the United Nations
working group on business and human rights,
presenting the advantages and disadvantages
associated with a legally binding instrument on an
international level.
• the establishment of an intergovernmental working
group to develop an international treaty on
human rights, transnational companies and others
(resolution brought by the Ecuadorian and South
African governments). The scope of such a treaty
and its linkage with existing frameworks such as
the Guiding Principles aroused debate, with a risk
of polarisation between developing countries in
favour of negotiating an international treaty on
the one hand, and advanced economies favouring
voluntary regulatory measures on the other.

In Europe

The progressive integration of the United
Nations Guiding Principles
Member States are incited to legislate
The European Commission invites Member States of the
European Union to develop:
• a priority action programme relating to CSR, which
incorporates “social, environmental, ethical, human
rights and consumer concerns into their business operations and core strategy in close collaboration with
their stakeholders”1. In France, the government has
created a so-called forum of “Global actions for corporate social responsibility (CSR)”, a space for dialogue
and consultation between stakeholders responsible
for preparing the national CSR action plan, including
a working group on the “Implications of the accountability of businesses with regard to their value chain
(subsidiaries and suppliers)”.
• a national plan for implementing the United Nations
Guiding Principles on business and human rights2:
- The United Kingdom, the Netherlands, Italy, Spain,
Finland, Sweden and Denmark have published their
action plans relating to human rights and business.
- France or Germany’s national plans, for instance, are
still in development.
In the United Kingdom, a draft bill on forced labour
is under consideration
The UK Modern Slavery Bill would require large
corporations to disclose what measures they have taken
to combat modern forms of slavery in their supply
chains.
Our issues to increase transparency

The requested information will focus on the policies put
in place by these companies to identify and manage
their risks, and the results obtained in the form of
performance indicators.
Financial transparency in the extractive and
forestry industries
In 2013, the revised “Accounting and Transparency”
directives were passed by the European Parliament.
They require certain companies in the extractive sector
or involved in the logging of primary forests to publish
all amounts greater than or equal to €100,000 paid
to governments (taxes, royalties, bonuses, dividends
and other payments), “broken down by country and
project”.

Conflict minerals
In March 2014, a draft regulation was tabled by the
European Commission requiring companies importing
raw materials and metals (tin, tantalum, tungsten, gold)
coming from conflict or high risk areas to perform
due diligence on the traceability of the supply chain. It
would also include a self-certification mechanism for
companies.
Sectorial recommendations for businesses
In June 2013, the European Commission developed
three sector guides on how to implement the Guiding
Principles on business and human rights in:
• Employment and recruitment agencies;
• Oil and gas companies;
• Information and Communication Technologies (ICT)
companies.

A European directive published in November 20143
makes it mandatory, from 2017, for certain large
corporations (public interest entities with more than
500 employees), to publish in their annual report
environmental, social and employee-related information,
including on issues related to respect for human
rights, anti-corruption and diversity in the company’s
administrative, managerial and supervisory bodies.

1. “Corporate Social Responsibility (CSR): a renewed EU strategy 2011-2014 for CSR “, Communication from the European Commission, 25.10.2011.
2. To follow news regarding national plans to implement the Guiding Principles go to: http://business-humanrights.org/en/un-guiding-principles/
implementation-tools-examples/implementation-by-governments/by-type-of-initiative/national-action-plans.
3. Directive of the European Parliament and of the Council amending directive 2013/34/EU as regards disclosure of non-financial and diversity information by certain
large companies and groups, 22.10.2014, published in the Official Journal on 15.11.2014
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In France

Towards increasing binding regulation
In terms of non-financial reporting, France is one of the
few European countries to have made it compulsory, for
certain companies, to publish information covering 42
CSR topics, some of which relate to human rights and
fundamental social rights, in their management report,
such as:
• promoting and respecting the Fundamental
Conventions of the ILO (respect for freedom of
association and the right to collective bargaining,
eliminating discrimination in respect of employment
and occupation, eliminating forced or compulsory
labour, the effective abolition of child labour);
• other actions taken in support of human rights.

Draft legislation on the duty of vigilance of
parent and ordering companies
In November 2013, a draft legislation introducing an
obligation of vigilance for multinational corporations
regarding their subsidiaries and their sub-contractors
abroad was filed before the French National
Assembly1.
If it was adopted, parent and ordering companies in
France could be recognized as responsible - under
civil and criminal law - for the actions of their
subsidiaries and sub-contractors abroad, except if
they provide proof that they have implemented the
necessary measures to prevent potential damage to
health and the environment or an infringement of
fundamental rights.

Eligible companies are also required to undertake thirdparty verification of the information disclosed in their
management report.

There is convergence between binding and voluntary frameworks, echoed by investors and non-financial
rating agencies: corporations are encouraged to implement human rights due diligence,

i.e. procedures to identify, prevent and remedy the impact of their activities and
business relationships on human rights.

1. Law proposals no.1519 and no.1524 concerning the duty of vigilance of parent and subcontracting companies, registered on November 6th,2013.
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2. Implementing the
United Nations Guiding
Principles in large
corporations
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This aim of this study is twofold:
1. Present trends and best practices with regard
to implementing the United Nations Guiding
Principles on business and human rights in a
selection of companies, based on a documentary
review of publicly accessible sources:
• 2013, or 2013-2014 reference documents, annual
reports or business reports;
• Ethical charters, codes of conduct or other
communication tools;
• Company policies applying to one or several issues
relating to human rights;
• Corporate websites.
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2. Collect information about the strategic and
operational perception of human rights based on
individual interviews with managers in the following
French companies: Accor, Alstom, Airbus Group, BNP
Paribas, Carrefour, EDF, GDF SUEZ, L’Oréal, Legrand,
Orange, Saint-Gobain, Sanofi, Société Générale,
Solvay, Technip, Total, Veolia Environnement and
Vivendi.
Interviews were conducted between October and
December 2014.
A selection of the ideas and comments made during
these discussions is delivered in this study in the form of
verbatim accounts.

Engagement policy

As the basis for embedding their responsibility to respect human rights, business
enterprises should express their commitment to meet this responsibility through a
statement of policy.
United Nations Guiding Principle no.16
Main findings
• All companies surveyed are committed to respecting human rights.
• The Guiding Principles are referred to by the majority of businesses, enhancing their emerging status as a
framework of reference.
• Less than a third of those surveyed publish a personal commitment from top management to respect human
rights.
• Employee health and safety and the fight against discrimination in the workplace are the topics most frequently
mentioned by companies.
• Other rights beyond human rights at work are increasingly mentioned by companies.
• More than a third of those surveyed dedicate specific communication materials to their human rights policy.
• Two thirds of those surveyed include human rights in their procurement policy.
• All companies surveyed are committed to
respecting human rights by referring to at least
one of the 5 main international instruments1.
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100%
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to respecting human rights.
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• Less than a third of those surveyed publish a personal commitment from top management to respect
human rights or fundamental social rights.

A member Bayer’s Board of Directors presents the Group’s commitment in support of human rights.
“Bayer has long been committed to upholding and supporting human rights at various levels. We have expressed
our commitment to the United Nations’ Declaration of Human Rights [...] We firmly believe that respect for fellow
human beings is essential for maintaining exemplary business operations. Our Human Rights Position forms the
non-negotiable basis of our Group-wide commitment.”

61%
of companies
refer to the
United Nations
Guiding
Principles
30%
of companies
publish a
commitment
from their top
management

1. Global Compact: The United Nations Global Compact - ILO: Fundamental Conventions of the International Labour Organisation - UDHR: Universal Declaration
of Human Rights - Ruggie Principles: United Nations Guiding Principles on business and human rights - OECD Guidelines: OECD Guidelines for multinational
enterprises
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“The
commitment of
our CEO is the
lever that we use
the most often in
case of internal
resistance”

The CEO of Veolia committed to respecting health and safety at work at the ILO headquarters.
“On July 1, 2013, Veolia – represented by its Chairman and CEO – signed the Seoul Declaration at the International Labour Organization (ILO) in Geneva, recognizing the fundamental human right to a safe and healthy
working environment.”

• Employee health and safety and the fight
against discrimination in the workplace,
traditionally covered by internal HR
and social policies, are the topics most
frequently mentioned by companies.

Thematic coverage of engagement policies
Non-discrimination

100%

Indigenous peoples

98% Health and safety
21%

Working hours

Prohibition of
forced labour

38%
of companies
have a specific
communication
media dedicated
to human rights

Freedom
of
association

49%

85%

72%

77%

Abolition of child labour

• Other rights beyond human rights at work are increasingly mentioned by companies.

Standard Chartered’s human rights policy highlights several specific rights:
“The UDHR [Universal Declaration of Human Rights] contains a number of fundamental rights, which we aim
to uphold in all circumstances, including: the right to life, the right to legal recognition as a person, freedom
of thought, conscience and religion, […], freedom from retroactive penal legislation”

• More than a third of those surveyed dedicate specific communication materials to their human
rights policy.

Diageo’s human rights policy contains a series of questions and answers on
working hours, freedom of association and the right to collective bargaining.
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Some companies develop communication materials targeting one right or one topic in particular.

Nestlé has adopted a policy on land and land rights in agricultural supply chains:
“Nestlé is against all forms of land acquisitions that are illegal and/or have an adverse impact on local
communities’ livelihoods (land grabs). It is committed to developing its business in a way that […] respects
human rights, and particularly the customary rights to land and natural resources of Indigenous Peoples,
traditional peoples and communities.”

Telefonica elaborates its rights approach in favour of children:
“In 2013 Telefonica worked to transform the traditional approach – which includes a recognition of the
responsibility of companies towards children and is often focused on the impact on the supply chain – into a
more global approach, as described in the UNICEF report Children’s Rights and Business Principles, which takes
into account the rights of all boys and girls.”

Traditional
approach
• Prevention of child
labour in our own
operations and in
our supply chains
• Philanthropic
initiatives to
protect children

Focus on rights
• Overview of the impact of the company on children
• Design of our products and services
• Marketing and advertising methods
• Decent work
• prevention of child labour
• Protection in emergencies
• Philanthropic initiatives
• Relations with local government

• Two thirds of those surveyed include human rights in their procurement policy.

Unilever splits its requirements towards its suppliers along three maturity levels.
“We are introducing a continuous improvement ladder that provides benchmarks for three performance levels,
Mandatory Requirements, Good and Best Practices.”

67%
of companies
formalise their
human rights
requirements
towards their
suppliers

SAP elaborates its requirements with regard to combating forced labour and respecting individual freedoms in
its Supplier Code of Conduct.
“Workers shall not be required to forfeit any documents related to travel, identification, and so on, […] as a
condition of employment.”
“There shall be no unlawful practice of laying off workers. This includes temporary layoffs to promote or
increase the company revenue and turnover.”
“Suppliers provide workers with clean toilets facilities, access to potable water, and sanitary food and
preparation and storage facilities.”
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Focus on the recommendations of the Guiding Principles
Consultation of external stakeholders in the context of drafting a human rights policy increases its relevance and
legitimacy.

Société Générale consulted NGOs while preparing
its sector policies regarding financing and
investment.
“In 2013, Société Générale participated in various
working and discussion meetings with some 15
NGOs (BankTrack, Amis de la Terre, […]. These
exchanges gave rise to investigation and/or
documented responses or measures taken into
account in the drafting of certain sector policies. “

Lafarge designed its lobbying charter in collaboration with the NGO Transparency International:
“Lafarge’s public affairs practice relies on a Lobbying Charter drafted with the support of Transparency
International (TI).”
“TI France was consulted during the draft to collect its opinions and suggestions. [...] Lafarge has taken into
account most of the recommendations made by TI France.”

Engagement policy: some key success factors
• S pecify the scope and the nature of human rights considered to be a priority at a given time in view of the
company’s business model, activity and geographical location.
• F ormulate clear expectations in respect of the company’s internal and external stakeholders, clarifying their
respective responsibilities.
• State the company’s position in the event of a conflict between its commitments and local laws.
•C
 ross reference other documents and tools where the company commitments are expressed on issues related to
human rights, including internal complaint mechanisms.
•C
 ommunicate the policy not only by making it available internally, but also by disseminating it externally, translating
the policy into the appropriate languages and adapting the materials to facilitate understanding and ownership.

16

Governance and management

In order to identify, prevent, mitigate and account for how they address their adverse
human rights impacts, business enterprises should carry out human rights due diligence.
United Nations Guiding Principle no.17
Responsibility for addressing such impacts is assigned to the appropriate level and
function within the business enterprise.
United Nations Guiding Principle no.19

Main findings
• Less than one fifth of companies communicate on the governance and leadership of their human rights approach.
• A few companies disclose short-term targets.
• Companies develop quantitative indicators to monitor the deployment of their human rights due diligence.
• Structured approaches to due diligence, on one or several issues relating to human rights, remain scarce.

• Less than one fifth of companies communicate on the governance and leadership of their human rights
approach.

Technip created a dedicated role to coordinate human rights issues in the company.
“At the end of 2013, Technip strengthened its ethics structure by creating two new positions: National Content
and Human Rights Coordinator and Vice President Group Gender Diversity.”

15%
of companies
have a dedicated
body in charge
of managing
their human rights
approach.

ArcelorMittal Group’s Board of Directors oversees the implementation of the Group’s human rights policy.
“The ArcelorMittal Group Management Board has overall responsibility for the implementation of the Human
Rights Policy. Our Human Rights performance will be reported to the Board of Directors at least annually, starting
in 2011.
• A few companies disclose short-term targets.

Published objective:
“Carry out [a human rights] assessment in all of the 19 countries in which we have majority-owned production
facilities by the end of 2015. After that we will also include our minority shareholdings in this process.”
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“In our company,
the department
in charge of
human rights
was more or less
appointed by
chance”

Published objective:
“Develop and publish a supplier code, aligned to the UN Guiding Principles for Human Rights by the end of 2015”.

• Structured approaches to human rights due diligence remain scarce.

Nestlé has adopted a due diligence programme based on 8 pillars:
“1. Integrating human rights into new and existing policies
2. Engaging with stakeholders on a wide range of human rights issues
3. Training employees on human rights and developing their capacity on human rights
4. Evaluating risk assessments across its activities
5. Assessing human rights impacts in high risk operations,
6. Coordinating human rights activities through the Nestlé Human Rights Working Group
7. Partnering with leading organizations to implement its human rights activities and
8. Monitoring and reporting on its performance.”

Total has defined a human rights roadmap for 2013-2015 which implementation is assigned to relevant departments and entities.
“At a meeting in May 2013 attended by Professor John Ruggie […],Total’s Executive Committee adopted a roadmap for the period 2013-2015, with a view of strengthening Total’s compliance with human rights standards in
its operations and risk management systems.”

Some companies have set up a structured approach to one or more priority issues in relation to their core business:

Orange reports annually on the actions it has undertaken to implement the Industry Dialogue principles, a sectoral
initiative aimed at ensuring that freedom of expression and privacy are respected:
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• Companies develop quantitative indicators to monitor the deployment of their human rights due diligence
such as:
- % of employees who have signed the Code of Conduct.
- Number of site managers having mapped their stakeholders
- % in volume of the 12 key commodities that are currently traceable
- Number of raw material supplier sites audited
- Number of audits performed at Tier 2 suppliers’ sites
- Number of suppliers blocked due to unsatisfactory progress with their corrective action plans
- % of entities having set up a grievance mechanism accessible to local communities.

Focus on the recommendations of the Guiding Principles
The effectiveness of due diligence initiatives rests on an iterative approach which can be continuously improved on
the basis of lessons learned.

Carrefour has carried out a self-diagnosis of its audit methodology on working conditions at production sites,
according to the good practices developed by the Global Social Compliance Program (GSCP).
“This process provides a means of carrying out an analysis of the strengths and weaknesses of the existing
control system with a view to continuing improvement. The strengths of the social compliance monitoring
system for Carrefour suppliers are as follows:
• the system covers all the sections identified by the GSCP;
• audits are conducted in accordance with to the GSCP’s general methodology (76% of total compliance).
One area for improvement has been identified: namely the need to strengthen the documentation of
procedures for checking compliance with the supplier charter, in particular in terms of combating certain forms
of discrimination or applying minimum salary levels.”

Governance and management: some key success factors
•A
 ssign human rights leadership to an internal role / department with strategic leverage in the field where the
company’s priority impacts occur.
•C
 larify the mandate and the internal responsibilities of the designated department: awareness-raising,
methodological support, monitoring compliance of practices and procedures, etc.
• Involve strategic functional and operational management and subsidiaries in the implementation of human rights
due diligence, while coordinating a cross-disciplinary approach to avoid the silo effect (through a coordination
committee for example).
•M
 ake sure that the implementation of human rights due diligence is part of the operational road map of an
existing position.
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Assessing impacts and defining
priorities

In order to gauge human rights risks, business enterprises should identify and assess
any actual or potential adverse human rights impacts with which they may be involved
either through their own activities or as a result of their business relationships.
United Nations Guiding Principle no.18
Main findings
Identifying impacts
• Few companies communicate on mapping all or part of their value chain prior to identifying their impacts.
• Less than one fifth of companies have carried out a formal assessment of their impacts on human rights, be it at
group level or within a more specific perimeter.
• Human rights impacts assessments in the use of products and services are a developing practice.
• Less than one fifth of companies have carried out a human rights impact assessment down their supply chain.
Prioritising impacts
• Disclosure of information on priority human rights impacts in view of the company’s activity, business model or
footprint remains rare.
Engaging with stakeholders
• Direct consultation of potentially affected stakeholders during human rights impact assessments is not a
widespread practice.
• Some companies consult experts or non-governmental organisations on specific issues.

Identifying impacts
• Few companies communicate on mapping all or part of their value chain prior to identifying their impacts.
The exercise is the more often carried out in respect of one or more sectors of the value chain, sometimes involving
suppliers.

Nestlé initiated the mapping of its supply chain.
"Starting in April 2014, Nestlé’s key suppliers are required to provide information on their supply chain back to
the origin for the products they supply to Nestlé. The main objectives of the programme are [...]: to develop a
comprehensive picture of the extended supply chain right down to the farm level."

Vodafone has developed a traceability programme down its minerals supply chain.
“Vodafone participated in the development and pilot of the Conflict Free Sourcing Initiative’s Conflict Minerals
Reporting Template in 2011 and we now use this as part of our due diligence process to find out from
suppliers which smelters 3TG metals [Tin, Tungsten, Tantalum, Gold] are sourced from.”
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• Less than one fifth of the companies have carried out a formal assessment of their impacts on human
rights, be it at group level or within a more specific perimeter.
- At group level:

Vinci has carried out a comprehensive human rights risk assessment and communicates on the results
obtained.
“Vinci has mapped out human rights risks for its employees and subcontractors working on the Group’s
sites. The key human rights issues for the Group are the preservation of physical and mental well-being, the
right to a decent salary and safe working conditions, avoidance of discrimination, freedom of association
and the right to collective bargaining, the prohibition of child labour and forced labour, and respect for the
fundamental rights of local populations.”

15%
of companies
have carried out a
human rights
impact
assessment at
corporate level.

Nestlé highlights the distinction between the methodology of a traditional audit and that of a human rights
impact assessment (HRIA).

- Within a specific perimeter, be it thematic, geographic, operational or focused on a specific business activity.

Legrand assesses its human rights impacts in the countries identified as most at risk by involving its subsidiaries
in the exercise:
“A self-assessment, based on the methodology of the Danish Institute for Human Rights, was offered to “not
free” countries to raise awareness of human rights. In 2013, the self-assessment iwas introduced in five pilot
countries: Saudi Arabia, China, United Arab Emirates, Mexico and Thailand. The results will be used by the
Group in 2014, and will feature among the objectives of its new CSR roadmap.”

18%
of companies
have carried out a
human rights
impact
assessment in
one or more
geographical
areas.
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Focus on the recommendations of the Guiding Principles
Businesses must update their human rights risk profile regularly, taking into account changing circumstances and
emerging issues.

BHP Billiton specifies how often impact assessments must be carried out at operational level.
“Our human rights due diligence process requires our operations to identify and document key potential
human rights risks by completing a human rights impact assessment (HRIA). [...] We require each HRIA to be
verified and validated through an engagement process with stakeholders and by a qualified specialist every
three years and must be internally reviewed on an annual basis.”

17%
of companies
have carried out a
human rights
impact
assessment
regarding the use
of their products
and/or services.

• Human rights impact assessments in the use of products and services are a developing practice, particularly
in the banking and information and communication technology sectors:

UBS includes human rights criteria in the risk assessments of its products, services and transactions.
“UBS applies a risk framework [...] to identify, assess and manage environmental and social risks, [including
human rights] in transactions, products, services or activities such as lending, capital raising, advisory services
or investments that involve a party associated with environmentally or socially sensitive activities.”

Vodafone has established a privacy risk management system.
“Our policy prohibits any application of network technologies involving the inspection of data packets until they
have been subjected to an in-depth privacy impact assessment. […] This assessment evaluates the potential
impact on the customer and enables us to identify and develop solutions to avoid or minimize any impacts.”

Ericsson explicitly lists the criteria used to assess risks associated with the misuse of its products.
"The Sales Compliance Board […] uses three core criteria to evaluate human rights risks associated with
unintended use of functionality: the type of product, service or know-how, the market, as well as the customer.”
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• Less than one fifth of the companies have carried out a human rights impact assessment down their
supply chain.

Puma, a subsidiary of Kering, supports some of its suppliers in their effort to pay fair wages as part of the Better
Wage Programme.
“The first part of this ambitious programme includes a research project, the Compensation Ladder research,
which aims to evaluate suppliers’ regional wage policies and compare them with benchmarks, such as the
Asian Floor Wage.”

16%
of companies
have carried out a
human rights
impact
assessment
down their
supply chain.

Prioritising impacts
• Communication on their priority human rights impacts in view of the company’s activity, business model or
footprint remain rare.
The identified priorities relate to risks, but also to opportunities associated with human rights.

GlaxoSmithKline identifies areas needing priority actions based on a human rights impact assessment conducted
in 2013.
“Based on this assessment, we prioritized seven areas to further examine GSK’s policies and process, and their
potential to positively or negatively impact human rights. These are: access to healthcare; global warming
impact of propellants used in some inhalers; clinical trial standards; employment practices; patient safety;
product counterfeiting; and use of third party suppliers.”

Telefonica identifies its human rights priorities on the basis of their fundamental obligations and their competitive
advantage.
“Telefonica has set up a global work for managing key aspects of human rights. The final report on our impact
assessment in 2012 served as a starting point for the development and implementation of a working plan at
corporate and local levels. In it, 15 priority issues were identified for Telefonica, involving a combination of risks
and opportunities.”

Vivendi explicitly links its CSR strategy with its
priority impacts on human rights.
“Vivendi has focused its societal responsibility on
three strategic issues directly linked to the Group’s
activities, which are related to human rights […]:
• protecting and empowering young people […];
• promoting cultural diversity […];
• k nowledge-sharing contributes fully to the
exercise of human rights […]. “
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Engaging with stakeholders
• Direct consultation of potentially affected stakeholders during human rights impact assessments is not a
widespread practice to date.

In August 2013, an agreement was signed between BG Group, the government of Honduras and a political
organisation representing the Miskitu, the largest indigenous community in the region, to set up a consultation
process.
"We conducted this consultation in accordance with ILO Convention 169 on Indigenous and Tribal Peoples. It
was also designed to adhere to the principles of being “free, prior and informed’. The consultation began with
a meeting with approximately 70 community leaders, during which we provided information on our planned
activities, and potential impacts on environment and fishing communities. They then translated information
materials into the Miskitu language, and conducted meetings at each of 12 local territorial councils, after
which we met representatives from all the territorial councils to discuss remaining concerns.”

• Some companies consult experts or non-governmental organisations on specific issues.

“Our objective in
the CSR
department is to
train the partner
NGO in our
business
challenges before
we collaborate,
to facilitate
constructive
dialogue with
our operational
staff.”
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In 2013, at the request of Unilever, OXFAM conducted and published a study on respecting fundamental labour
rights in Unilever’s supply chain in Vietnam.
”Unilever accepted Oxfam’s request to conduct the research 'Labour rights in Unilever's supply chain: from
compliance towards good practice' within our operations and supply chain in Viet Nam to learn what the
implications of the UN framework [Principes directeurs] might be and how a global business can further
improve and refine the labour standards of its employees and workers.”

Safran uses a psychosocial risk assessment methodology designed and developed by a university.
“[Safran performs] diagnostic reviews of psychosocial risks using the Working Conditions and Control
Questionnaire © (WOCCQ). A framework agreement was signed with the University of Liège, a pioneering
figure in this area and the brains behind the WOCCQ”.

Assessing impacts: some key success factors
• Map the value chain, particularly the supply chain, upstream of the impact assessment, to understand the
company’s human rights context.
• Consult directly, to the extent possible, with the potentially affected stakeholders - or their representatives to take their concerns into account in assessing and prioritising risks and impacts.
• Measure the severity of the risk in terms of its nature and scale and how remediable the impact is for the
affected stakeholders.
• Combine the integration of human rights criteria within existing risk assessment mechanisms, with more
targeted evaluations on the issues considered to be the most salient for the company.
•T
 ake the time to comprehensively identify the impacts of all the activities involved before prioritising them
and taking action.
• Concentrate actions on risks which will have the most impact and communicate on the others identified
to inform stakeholders that they are taken into account.
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Integrating findings with
internal practices

In order to prevent and mitigate adverse human rights impacts, business enterprises
should integrate the findings from their impact assessments across relevant internal
functions and processes, and take appropriate action.
United Nations Guiding Principle no.19
Main findings
Internally: harmonise practices and empower employees
• Nearly a third of the companies use European and/or International Framework Agreements to harmonise their
employment practices.
• Almost half of the companies deliver training programmes on human rights or fundamental social rights.
• Designing specific tools to empower subsidiaries in the implementation of human rights due diligence in their
perimeter is a developing practice.
In procurement practices: control risks and support suppliers
• A minority of companies train their buyers on human rights or fundamental social rights.
• A minority of companies qualify or select their suppliers based on human rights or fundamental social rights
related criteria.
• Almost half of the companies have included clauses about human rights or fundamental social rights in their
supplier contracts.
• A minority of companies train their suppliers on human rights or fundamental social rights.
• Some companies implement economic inclusion programmes for local producers or workers by integrating them
to their value chain as direct trading partners.
In the product and service offer: promote and protect the rights of «vulnerable» customers
• More than half of the companies have developed a business strategy aimed at developing products/services for
low income populations - otherwise known as BoP strategies (for the benefit of the «Bottom of the Pyramid».)
Collaborate to pool resources and increase leverage
• Many companies collaborate with other businesses or other types of players in multi-stakeholder initiatives to
increase their ability to influence practices and markets.
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Internally
Harmonise practices and empower employees
• Nearly a third of companies use European and/or International Framework Agreements to harmonise their
employment practices.

Solvay signed an International Framework Agreement covering fundamental social rights, which implementation
in subsidiaries is assessed on site by the global union IndustriAll.
“On December 17 2013, Solvay signed a CSR agreement with IndustriAll. […] This agreement enforces
Solvay’s commitment to respect the ILO standards and the principles of the UN Global Compact. Each year,
two assessments, among one on safety issues, are carried out by IndustriAll representatives out on a site to
monitor correct application of the commitments at a grassroots level. In the Rhodia legacy perimeter, these
assessments have already been completed in China, Brazil, the US and Korea. “

28%
of companies
have signed
European and/or
International
Framework
Agreements with
social partners

Danone verifies that the convention signed with the International Union of Food workers (IUF) on the right to
organise and collective bargaining is applied locally.
“Every year since 2009, a Danone representative and an IUF representative visit several countries and sites
together in order to promote these conventions and international employee dialogue, and to concretely verify
on the ground that the conventions have been implemented and adapted to local conditions. These joint visits
have been carried out in 47 subsidiaries. In addition, the IUF notifies central management if it is informed of
failure to respect freedom of association. “
A significant proportion (39%) of companies mentions the signing of collective agreements outside of the company’s
country of origin. The issues most often covered are:
• health and safety at work;
• working hours
• remuneration.
In the event of a conflict between the company’s standards and local laws and practices, some companies endeavour
to comply with international recommendations by looking for alternative solutions:

CIE Financière Richemont sets up ad hoc consultation committees when local law limits the right to collective
bargaining, as in certain regions in Asia:
"In Mainland China there is a mandatory requirement for labour unions, but not for collective agreement.
Accordingly, a preparatory committee for the establishment of union was formed last year but, as a
consequence of subsequent legal developments, did not conclude. In the meantime, Richemont is: (i)
organising a local CSR committee to collect employee’s opinion before a labour union is formally established;
(ii) contributing to a labour union fund in certain areas based on a percentage of salary.
Elsewhere in the Asia Pacific Region, where legislative requirements rarely exist, Richemont is voluntarily
encouraging participation as follows:
• In Taiwan, through a welfare fund committee comprising employees from Maisons and functions;
• In Korea, through a management committee to establish fair and impartial labour-management relations.
The Committee comprises equal numbers of employee and company representatives.”

“Top
management
adheres quite
quickly;
operational staff
feel concerned
because they are
in direct contact
with the issues.
The population
to convince is
middle
management.”
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43%
of companies
train their
personnel in
human rights or
fundamental
social rights.

“We must
connect with
each and
everyone’s
managerial and
operational
concerns.”

• Almost half of the companies deliver training programmes on human rights or
fundamental social rights.

Shell has created training materials using potential dilemmas associated with human rights aimed at its employees.
“The dilemmas may be used for SGBP [Shell General Business Principles] or issues-related training or less formally
as the basis for group discussions. They can provide the basis for brainstorming about potential options and
answers. […] Where human rights is an issue of concern in your area of operation, local management may want
to use these dilemmas as an approach to developing solutions to specific local issues.“

• Designing specific tools to empower subsidiaries in the implementation of a human rights due diligence in
their perimeter is a developing practice.
Focus on the recommendations of the Guiding Principles
Businesses must ensure that their personnel responsible for implementing a human rights due diligence have
appropriate skills and training.

Saint Gobain has deployed an international programme to “train trainers” and increase their ability to spread the
Group’s values.
“To multiply the impact of the awareness-raising effort (on the Principles of Conduct and Action which includes
respect for human rights), the Responsible Development Department has developed a “train the trainer”
program intended primarily for human resource managers, but also open to all team members interested in
learning about how to promote the Principles of Conduct and Action in an effective and convincing way. In all,
271 participants from 11 countries […] attended the 17 sessions organized in 2013.”

GDF SUEZ has created a human rights framework aimed at the Group’s branches and business units.
“The ‘human rights Referential’ has been designed as a practical tool to help each of the Group’s managers to
incorporate this approach into their activities, and those of their members of staff.”
Focus on the recommendations of the Guiding Principles
Vulnerable people, groups and communities, faced with a particular risk of being exposed to adverse human rights
impacts require particular attention on the part of businesses.

Sanofi has acted specifically with regard to children participating in clinical trials to ensure that their right to free
and informed consent is respected.
“We ensure that all participants in clinical trial programs have genuine, individual, informed consent, with
specific attention paid to children. In order to ensure that children’s fundamental rights, such as the right to
information on the benefits and risks prior to giving consent, are respected and protected, we provide specific
texts to children that explain the rules of informed consent in a simple way. In addition, Sanofi has set up
specific tools adapted to children, such as special scales of pain.”
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In procurement practices
Control risks and support suppliers
• A minority of companies train their buyers on human rights or fundamental social rights.

BG has developed specific guidelines regarding human rights for their procurement department.
“Early in 2013, we rolled out our guideline ‘Identifying and Managing High Risk (Key) Contracts’ to our
operations holding a number of workshops in responses to requests in the UK, East Africa and Egypt and
at one of our outsourced procurement service providers. This guideline relates to HSSE, social performance,
ethical conduct and human rights risks and includes a risk library, as well as detailing the steps required
throughout the contracting process. […] The guidelines were rolled out to our Contracts and Procurement and
HSSE personnel.”

12%
of companies
train their buyers
in human rights
or fundamental
social rights.

Alstom involves its local buyers in an initiative to support their suppliers in India.
“In India, Alstom is now subject to a new legislation which requires that large companies invest a portion of
their profits in CSR starting in 2014. Alstom has thus launched a working group on how this budget should be
spent, which includes the local sourcing team. The goal is to support Alstom’s Indian suppliers in improving their
sustainable development performance on a voluntary basis: improvement plans, training, certifications, etc., with
the help of external consultants hired by the Group.”

• A minority of the companies qualify or select their suppliers based on human rights or fundamental social
rights related criteria.

Carrefour has put in place a screening procedure for its suppliers:
“Before an order can be placed, an outside company specialising in social audits carries out a full verification
of the factory’s compliance with the ICS (Initiative Clause Sociale). […] Only suppliers who have achieved an
adequate level of compliance following the audit are listed and authorised to produce Carrefour products.”

23%
of companies
include human
rights and
fundamental
social rights
criteria in the
qualification and
selection of
suppliers

Schneider Electric includes requirements regarding conflict minerals in its supplier selection process.
“Suppliers are expected to report the presence and country of origin of any and all conflict minerals in the
supplies […].”
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40%
of companies
have contractual
clauses relating to
human rights or
fundamental
social rights.

• Almost half of the companies have included clauses about respecting human rights or fundamental social
rights in their supplier contracts.

13%
of companies
train their
suppliers in
human rights or
fundamental
social rights.

• A minority of companies deliver training for their
suppliers on human rights or fundamental social
rights.

Danone includes 7 principles relating to human rights in its contracts.
“The Seven Fundamental Social Principles on human rights are thus integrated in all agreements including
significant investments, encompassing:
• 70% of trade agreements with customers;
• 90% of purchasing contracts with major suppliers;
• 100% of acquisitions of majority interests in external companies;
• 100% of agreements concerning local community development, particularly with NGOs in the framework of
Danone Ecosystem Fund projects”.

ABB has developed a guide to make its suppliers
aware of fundamental social rights.
“In 2013, we worked to strengthen support for
our suppliers. We […] released a detailed Supplier
Sustainability Implementation Guide, providing
advice on best practices along with country-level
information about relevant laws and standards.”

Some companies collaborate directly with their suppliers to help them improve their social performance, in the
following way:
- A dialogue or direct cooperation with the supplier to put in place suitable corrective actions:

ArcelorMittal encourages its suppliers to formalise internal policies.
“Three of our suppliers launched new codes of business conduct in 2013, and two others developed a human
rights policy as a direct result of the discussions we had with them about responsible sourcing during the year.”

ABB works closely with its suppliers to make their operational procedures as efficient as possible and thus reduce
the risk of heavy workloads for employees.
“The Supplier Sustainability Development Program (SSDP) helped two of ABB’s suppliers in India, Excel
Engineering and Suveshwaru Enterprises live up to ABB’s code. In both cases, suppliers faced a long-term
challenge related to extended working hours. Processes were reviewed by the management teams and relocation of work was performed depending on skills and production activity.”
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- collaborations between ordering companies within the same sector or on similar issues, to pool resources to
increase their influence and leverage.

Deutsche Telekom and its supplier Huawei organised a joint forum on working conditions in China attended by
their suppliers.
“We decided to conduct the workshop because, despite intensive efforts on the part of Telekom, we continued
to see severe violations of our sustainability requirements along the supply chain. These particularly involved
compliance with legally specified working hours, fair pay and occupational health and safety. There was a lack of
transparency, particularly on the part of Huawei’s direct sub-suppliers. Our plan was to change this with Huawei’s
help. Huawei holds a key position in Telekom’s supply chain as well as those of other leading ICT companies and
has considerable influence on the Chinese market. Managers from ten direct and indirect sub-suppliers to Huawei
participated in the event.”

“Our ability to
influence
suppliers does
not increase
because we are
a big client. It
increases
because of our
loyalty, through
long term
relationships.”

• Some companies implement economic inclusion programmes for local producers or workers by integrating
them to their value chain as direct trading partners.

L’Oréal has set up sustainable sourcing for shea butter with local communities.
“Shea butter is used as an ingredient in almost 1,200 of L’Oréal’s skincare, personal hygiene and make-up
products. […] For this emblematic ingredient, L’Oréal decided to set up sustainable sourcing with the local
communities. This programme was implemented in Burkina Faso, one of the countries in West Africa that has
the most abundant presence of shea trees and where the population is among the most vulnerable in the world,
particularly women in rural areas. The objective is three-fold: provide the women gatherers with an equitable
income with no intermediaries; create value locally, through training programmes; and have a favourable impact
on the environment by preserving the shea trees.”

In the product and service offer
Protect and promote the rights of “vulnerable” customers
• More than half of the companies have developed a business strategy aimed at developing products and
services for low-income populations.
“BoP” (or “Bottom of the Pyramid”) business strategies are designed to grant access to disadvantaged populations to
“essential” goods and services (water, housing, health, food, etc.) through market mechanisms.

Novartis improved access to health care for rural populations in India, by adapting its offer to their specific needs.
“We recruit and train local people to teach villagers about health and prevention. They help organize health
camps that provide screening, diagnosis and therapy. The program provides access to 80 medicines. Some overthe-counter products are sold in smaller packages, which helps keep out-of-pocket costs low. […] Similar projects
include Familia Nawiri in Kenya and China’s Jian Kang Kuai Che (‘Health Express’), both tailored to local needs.
By creating a healthcare marketplace, these social businesses are commercially viable and sustainable.”

55%
of companies
have designed
specific business
models for the
“Bottom of the
pyramid” or
“BOP”.
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Allianz designed specific insurance products for populations traditionally excluded from financial services.
“[Allianz] works in partnership with micro-finance institutions offering guarantees for borrowers in the event
of death or invalidity in Senegal, Madagascar and Ivory Coast or protecting against risks of drought in Mali
and Burkina Faso. […]Allianz Africa decided in 2012, in partnership with leading telephone operators, to focus
on digital solutions which grant as many people as possible access to insurance via applications on mobile
telephones.”

63%
of companies
participate in
collaborative
sector or multistakeholder
initiatives or
forums.

Collaborate to pool resources and increase leverage
• Many companies collaborate with other businesses or other types of players in multi-stakeholder initiatives
to increase ability to influence practices and markets.
- Between businesses:

Orange is collaborating with other businesses to address human rights challenges:
with other telecommunications service providers, as part of its supplier social compliance auditing programme
“[…] cooperation between competitors creates the opportunity to more effectively influence supplier behaviour
. To further this aim, the Group initiated a cooperation agreement in 2009 (Joint Audit Cooperation – JAC)
with Deutsche Telekom and Telecom Italia to combine their CSR audits of suppliers according to a common
methodology based on the social responsibility and environmental standards, SA 8000. […] The measures
taken since the creation of the JAC are bearing fruit, and the most severe non-conformities with suppliers
ranked as tier 1 are increasingly rare”.

“Faced with such
complex issues,
we must share
our experience ...
and our solutions.
human rights
must be a
non-competitive
topic.”
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with other businesses in the ICT sector, regarding issues of freedom of expression and privacy:
“Orange is also a founding member of the Telecommunications Industry Dialogue, a union of operators and
manufacturers in the telecommunications sector formed in 2011 to establish a joint dialogue with stakeholders
on human rights issues. […]
The Group has also signed a two-year partnership with the Global Network Initiative (www.
globalnetworkinitiative.org) for collective reflection and to exchange good practices with regard to the
challenges posed by freedom of expression and protection of privacy within the telecommunications sector.”

Since 2011, EDF has been a member of Bettercoal, which gathers key international buyers or users of coal.
“This initiative aims […] to ensure that fundamental rights (human rights, working conditions, workers and
community life, environmental protection) are respected on those sites (mining sites). A set of common
standards of social, environmental and ethical principles was adopted in 2013 by all signatory companies
[…]. From 2014, it will form the basis for audits and auto evaluations of suppliers at the mining sites. The
audit results will be recorded in a dedicated database managed by Bettercoal and shared by its members in
compliance with antitrust rules.”

- In partnerships with other types of players:

Kering has joined forces with various stakeholders
to improve working conditions in Bangladesh.
“Puma [a subsidiary of the Kering Group] was
the first Sport & Lifestyle brand to sign up to the
Bangladesh Accord, the multi-party initiative which
aims to improve health and safety in the country’s
clothing and footwear industry.”

SAP is in partnership with a “social business” to employ people with autism in its R&D activities to account for
1% of its workforce by 2020.
"In May 2013, SAP announced a partnership with Specialisterne, a social business based in Denmark focused
on helping people with autism to find employment. […] SAP has rolled out pilots of our Autism at Work
initiative in India and Ireland, hiring an initial group of people on the autism spectrum, with plans to expand to
other countries."

Integrating findings with internal practices: some key success factors
•D
 evelop educational content suited to the strategic and operational issues of the people to be trained,
illustrated with case studies drawn from experience and representative of everyday activity and not only focused on
complex dilemmas unlikely to occur.
• P rovide incentives or disincentives to encourage employees, particularly managers, to adopt behaviours and
practices consistent with the company’s human rights policy.
• When signing or implementing an International Framework Agreement, agree between signatories the terms, the
frequency and the criteria for reporting and assessing how the agreement is implemented in the subsidiaries,
as a priority in countries where freedom of association is poorly protected by local law.
• Collaborate with Tier 1 suppliers to address critical issues that occur further upstream in the supply chain.
• Co-design business models aimed at the base of the pyramid (BOP) with local partners that can inject the value
proposition with the features most suited to local needs and practices.
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Monitoring and tracking
performance

In order to verify whether adverse human rights impacts are being addressed, business
enterprises should track the effectiveness of their response. Tracking should:
a) be based on appropriate qualitative and quantitative indicators;
b) draw on feedback from both internal and external sources, including affected
stakeholders.
United Nations Guiding Principle no.20
Main findings
Monitor and measure performance
•The vast majority of the companies use indicators developed by the Global Reporting Initiative (GRI).
• Companies publish very few social performance or social impact indicators.
• Non-governmental organisations and rating agencies develop business and human rights index rankings.
Assess and control the practices in place
• Less than one fifth of the companies carry out audits or mandate third parties to audit their own practices in
terms of respect for human rights.
• A quarter of the companies carry out audits or mandate third parties to audit their supplier practices in terms of
respect for human rights.
• In the event of non-compliance among their suppliers, the majority of the companies declare themselves in favour
of collaborating with suppliers rather than breaking their commercial relationship.
Transparency on performance
• A few companies communicate on the negative impacts associated with their activities and the challenges of
dealing with them in the organisation.
• Companies increasingly communicate on non-compliances observed in their supply chain.
• Third party verification of the information disclosed by companies is a developing practice.

85%
of companies use
the indicators
provided by the
Global
Reporting
Initiative (GRI)
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Monitor and measure performance
• The vast majority of the companies use indicators developed by the Global Reporting Initiative (GRI).
• Companies publish very few social performance or social impact indicators.

BASF measures the risk of forced labour occurrence using the following indicator:
“% of employees that have a right to unilateral termination of the employment contract.”

Focus on the recommendations of the Guiding Principles
The perspectives of affected stakeholders can be more accurately reflected through qualitative indicators.

In 2013, Total defined eight societal performance indicators.
“[…] two indicators measure the quality of social dialogue with stakeholders, one indicator concerns the
management of the impact of the Group’s activities, four others focus on economic and social development
projects and the last one on access to energy. These indicators, applicable to all the community development
actions consolidated at the Group level from 2014, will allow a more accurate analysis of the societal
approach of the subsidiaries and sites and will serve as a tool to monitor the Group’s community actions.”
• NGOs and rating agencies develop public business and human rights index rankings.

Alcatel Lucent is part of the Human Rights Campaign Foundation’s Corporate Equality Index, which assesses
businesses on their respect of lesbian, gay, bisexual and transgender employees, customers and investors.
“Alcatel-Lucent was one of the 252 businesses to achieve a perfect score for its commitment to protect
individuals from employment discrimination based on sexual orientation and gender identity/expression.”

“The increasing
pressure from
non-financial
rating agencies
has been instrumental in our
reviewing of our
approach to
human rights.”

In 2013, Danone was ranked first on the Access to Nutrition Index (ATNI), a new international index created by the
Global Alliance for Improved Nutrition, the Bill & Melinda Gates Foundation and the Wellcome Trust.
“Strong points highlighted by the index correspond to Danone’s priority areas for action:
- Analyse local contexts and study local eating habits to offer appropriate products;
- Contributing to fighting under-nutrition by means of enriched products;
- Strive to make products affordable for low-income consumers;
- Implement responsible marketing practices, particularly with respect to children.”

Assess and control the practices in place
• Less than one fifth of the companies carry out internal audits to check their own practices and procedures
in terms of respect for human rights.

BNP Paribas Group’s Human Resources department launched a project to audit the working conditions of their
employees globally.
“The aim is to identify the strengths and weaknesses of the entities in the regions where the Group operates.
Brazil, which was selected as a pilot country, will serve as a test bed for the creation of a self-assessment tool
focusing on freedom of association and collective negotiation, non-discrimination and health & safety at work.
Once validated, this tool will be rolled out within the Group.”

18%
of companies
carry out internal
audits integrating
human rights or
fundamental
social rights.
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9%
of companies
have their
practices
audited by third
parties with
regard to
respecting human
rights or fundamental social
rights.

 minority of the companies use an independent third party to check that their practices and procedures are
A
compliant with regard to respecting human rights.

24%
of companies
audit or have
their suppliers
audited with
regard to
respecting human
rights or
fundamental social
rights.

• A quarter of the companies carry out audits or mandate third parties to audit their supplier practices in
terms of respect for human rights.

“We carry out
the assessments
in conjunction
with external
evaluators. This
allows for raising
subsidiaries’
awareness of the
importance of
human rights for
the Group.”
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Nestle uses independent third parties to verify that their practices comply with local legislation and the Group’s
standards on human rights.
“Our global external CARE audit programme verifies that all our employees, and all sites owned or operated by
Nestlé, comply with local legislation, our Corporate Business Principles and our Code of Business Conduct. In
2013, we carried out more than 150 CARE audits across Nestlé. […] The audits, which take place every three
years, are performed by three leading independent audit companies. […]
They focus on compliance in the following areas: human rights and labour practices, business integrity, safety and
health, environmental sustainability and security. […] In 2012, we expanded the CARE questionnaire to include
more detailed questions on human rights, business integrity, safety, health and environment, and security.”

Vodafone carries out on-site audits of its Tier 2 suppliers.
“We performed 30 on-site assessments of suppliers identified as high risk to check compliance with our
standards and monitor their performance on sustainability in 2013/2014. Twenty-two of these audits were
performed at Tier 2 suppliers’ sites as we continued our focus further down the supply chain, working together
with our Tier 1 (direct) suppliers to assess their suppliers’ performance and help them improve.”

BCO Santander commissioned Deloitte to check that its suppliers comply with the principles of the United Nations
Global Compact.
“At the end of 2012, with the objective of evaluating the degree of compliance with the 10 Principles of the
Global Compact in its supply chain, the Group asked Deloitte to make an evaluation of suppliers in Spain,
the United Kingdom, Brazil and Mexico. As a result of this assessment, it became obvious that 82% of the
suppliers analysed had a Code of Conduct, 97% require formal accreditation from their suppliers to avoid the
risk of child recruitment and 76% have a specific prevention plan against the risk of fraud and corruption. […]”
Companies work together to identify innovative processes and technologies to improve traditional social compliance
auditing practices.

In 2013 Vodafone and Unilever concluded a Business to Business (B2B) partnership to develop the mobile
application Ecotab, aimed at replacing manual, paper based on-site audits.
“The innovation comes in the form of an app, called ECOTAB, which is designed to replace the cumbersome
paper-based field audit process. Unilever and Vodafone have piloted the technology in Turkey as part of
Lipton’s Sustainable Tea Agriculture project. The project, which Unilever runs with the Rainforest Alliance,
introduces measures that improve the social, economic and environmental impacts of tea production. […] with
the ECOTAB technology, audit plans are issued digitally, and can be tracked on a daily basis. […]”

Carrefour is involved in the multi-stakeholder Global Social Compliance Program (GSCP), aimed at harmonising
social auditing standards and tools globally.
“The GSCP [bringing together 34 major players in the retail and industrial sectors] has developed a standard
Code based on best practices, and also an audit methodology, criteria for selecting auditors […] and an
equivalence process, which help to avoid duplication of social audits at production sites”.
S ome companies voluntarily commit to certification initiatives regarding the social and environmental conditions for
extracting and exploiting raw materials.

LVMH’s Watches and Jewellery activity is certified by the Responsible Jewellery Council (RJC).
“The RJC has developed a certification system designed particularly to ensure that the diamonds used in
manufacturing do not come from conflict zones. The Kimberley process requirements are applied to diamonds.
Kinberley certification requires the input of independent, accredited auditors. The Watches and Jewelry Houses
have all been certified according to the Code of Practices.”
• In the event of non-compliance among their suppliers, the majority of the companies (66%) declare
themselves in favour of collaborating with suppliers rather than breaking their commercial relationship.

Astrazeneca clearly explains its position if one of its suppliers is found non-compliant.
“What happens if a supplier doesn’t meet your standards? Our response depends on the issue identified and the
willingness and ability of the supplier to meet our standards. […] We support suppliers who are transparent about
problems they face and who are working to improve standards within their business and their own supply chain. Our
approach is to work with suppliers to help them improve their standards, rather than automatically exclude them
from
our supply chain, but we will not use suppliers who are unable or unwilling to meet our expectations in a timely way.
In some cases we may need to continue working with a supplier for longer than we would like in order to protect the
supply of our medicines. […] These decisions are taken at a senior level within the relevant area of our business.”

Transparency on performance
• A few companies communicate on the negative impacts associated with their activities and the challenges
of dealing with them in the organisation.

For the first time in 2014, Vodafone published a report detailing the Group’s approach with regard to the demands
of governments to access subscriber information in the countries of operation:
“The report is intended to:
• explain the principles, policies and processes we follow when responding to demands from agencies and authorities
that we are required to assist with their law enforcement and intelligence-gathering activities
• explain the nature of some of the most important legal powers invoked by agencies and authorities in our countries
of operation
• disclose the aggregate number of demands we received over the last year in each of our countries of operation unless
prohibited from doing so or unless a government or other public body already discloses such information
• cite the relevant legislation which prevents us from publishing this information in certain countries.”
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In 2013 Nestlé published a white paper in partnership with the Danish Institute for Human Rights presenting the
main results of human rights impact assessments carried out in seven countries.
“The paper focuses in particular on the assessment of actual and potential human rights impacts resulting
from Nestlé’s business activities, both in its own operations and along its supply chains. […] It first explores the
methodology that was applied to the overall HRIA [Human Rights Impact Assessment] process. It then presents the
aggregated HRIAs findings and the actions taken by Nestlé at the country and corporate levels to address them.
Finally, a number of lessons learnt drawn from the HRIA process and outcomes have been included throughout the
paper”.

Sanofi has published a guide presenting the potential human rights issues occurring at each stage of a drug’s life
cycle:
“[With the “Human Rights in our activities” guide] readers follow the life cycle of a drug, going from R&D to its
launch on the market. At each stage, the guide examines the relevant human rights issues.”
• Companies increasingly communicate on non-compliances observed in their supply chain.

ABB publishes the 10 non-compliances most frequently identified during supplier assessments and audits,
particularly with regard to forced labour.
“Assessments continue to reveal situations where ABB’s standards are not met. The most frequently identified root
cause includes lack of knowledge of applicable labour, health, safety and environmental regulations, which can
then result in unsafe working conditions, poor environmental practices and excessive overtime. […] Supplier
audits revealed two instances of our suppliers retaining identity documents of migrant workers. ABB intervened to
ensure employees could get back their documents or, in future, access them when wanted.”

Bayer CropScience publishes indicators relating to child labour in India’s cotton fields:
• Proven child labor cases
• Child labor incidence per monitored acre
• Child laborers as a percentage of total laborers”

Novartis illustrates the approach adopted by the Group in the event of supplier non-compliance using case
studies (see illustration below):
“[…] critical non-compliances will generally fall into the following three categories:
Systematic and regular breaches of standards attributable to lack of management attention or will; Breaches
that pose an immediate danger to the health or well-being of workers or those living around the facility;
Breaches of local laws or standards which fall conspicuously far below the sector or industry average. When a
critical non-compliance is identified, Novartis responds by undertaking a Case Review”.
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Some companies communicate on the risk of conflicting demands imposed on their suppliers, i.e. when their
commercial requirements enter into conflict with their social responsibility standards.

Deutsche Telecom highlights how difficult it can be to apply its standards to its suppliers in the face of commercial
requirements or conflicting local practices.
“Non-compliance with legal working hours was discussed during a suppliers workshop. Suppliers agreed in
adopting a systematic management approach, however they underlined that workers sometimes volunteer to
work overtime or are sometimes obliged due to unsuitable order practices from customers”.
• Third party verification of the information disclosed by companies is a developing practice:
- in a regulatory context, which requires certain companies to disclose and have their CSR data verified, including
information relating to human rights (as is the case in France with the Grenelle II law).
- but sometimes by external stakeholders or experts as part of a voluntary approach to increase their credibility.

Shell invites an external committee composed of independent experts to conduct a critical and public review of its
CSR report, particularly with regard to its commitment to implementing the Guiding Principles.
“The ERC [External Review Committee] acknowledges the effort made in this report to clarify the global and local
social performance strategy as previously requested […]. The ERC urges future reporting to explore how Shell’s
global social operating policies and principles are applied in different country contexts. The report should clarify
how references to international good practice standards, like the UN Guiding Principles on Business and Human
Rights, illustrate a coherent and consistent approach to managing risk and performance at the project level.”

“Beyond the
sensitivity of the
subject, the
primary
challenge of
communicating
on human rights
is that of structuring the information: it is a
difficult topic to
articulate with
CSR.”

Monitoring and tracking performance: some key success factors
• Combine performance monitoring with quantitative indicators with qualitative assessments focused on
issues specific to complex local environments.
•T
 rain internal auditors about the priority human rights challenges for the company and gradually integrate
structuring criteria to existing audit and internal control frameworks.
•M
 ove away from the dialectics of rules and penalties inherent in the traditional approach to social
compliance auditing, to adopt a more collaborative approach in partnership with the site/ supplier.
• Involve potentially affected stakeholders or their representatives in the design and use of social impact
assessment methodologies adapted to local issues.
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Raising and processing complaints

Where business enterprises identify that they have caused or contributed to adverse
impacts, they should provide for or cooperate in their remediation through legitimate
processes.
United Nations Guiding Principle no. 22
Business enterprises should establish or participate in effective operational-level
grievance mechanisms for individuals and communities who may be adversely
impacted.
United Nations Guiding Principle no. 29
Main findings
• Less than a third of those surveyed explicitly indicate that their internal complaint mechanism covers respect for
human rights or fundamental social rights.
• Specific measures are sometimes implemented by the companies to inform employees on existing complaint
mechanisms and how they work.
• Very few companies have deployed a complaint mechanism accessible to the employees of their suppliers.
• A few companies have set up operational-level grievance mechanisms accessible to external stakeholders.
• Some companies monitor the effectiveness of their complaint mechanism using quantitative indicators.
• Very few companies communicate on their approach to processing complaints raised via their internal systems or
other non-judicial mechanisms.

27%
of companies
have an internal
complaint
mechanism which
explicitly covers
human rights or
fundamental
social rights.
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• Less than a third of those surveyed explicitly indicate that their internal complaint mechanism covers
respect for human rights or fundamental social rights.

Anheuser Busch Inbev mentions that its internal complaint mechanism is applicable in cases of human rights
violations.
“All employees are expected to report activity that they believe is or might be a violation of this Policy [Human
Rights Policy] to line managers or directly through the anonymous reporting mechanisms outlined in AB Inbev’s
Code of Business Conduct. These include an internet based message interface that immediately notifies the Vice
President, Legal Global Compliance and the Vice President, Global Corporate Audit, as well as a toll-free whistle
blowing line, equipped with translation services, that is available 24/7.”

Focus on the recommendations of the Guiding Principles
Non-judicial grievance mechanisms must be:
• legitimate
• accessible
• predictable
• equitable
• transparent
• rights-compatible
• based on engagement and dialogue
• a source of continuous learning
• Specific measures are sometimes implemented by the companies to inform employees on existing
complaint mechanisms and how they work.

“Structured
complaint procedures are interesting, but they
must complement, and not be
a substitute for,
direct communication with
management in
the event of a
problem”

Glaxosmithkline raises staff awareness on how its internal complaint mechanism works.
“In March 2013, we refreshed our employee campaign to raise awareness of GSK’s whistleblowing
programme. […] We provide local communicators with a toolkit of materials, available in 28 languages, to
encourage people to report concerns.”

• Very few companies have deployed a complaint mechanism accessible to the employees of their suppliers.

In 2014, Tesco committed to opening a direct line of communication with the employees of its suppliers.
“In the coming year we are launching an independent ‘protector line’ service for use by any of our suppliers.
Their employees will be able to raise confidentially concerns of wrongdoing in the provision of either goods or
services for or on behalf of Tesco. Issues will be recorded, investigated and where necessary action will be taken.”

Vodafone gathers feedback directly from the employees of its suppliers on their working conditions by means of a
tool using wireless technology.
“The tool, known as Labor link, aims to use mobile solutions to enhance the visibility of working conditions in
our supply chain by obtaining feedback directly from workers. Voice surveys will be used to give workers an
opportunity to feedback on topics such as their working conditions, and suggestions about their jobs. Their
responses will be aggregated anonymously and provided directly to Vodafone and the supplier to identify
areas for improvement.”

“Setting up
complaint procedures directly at
your suppliers’
sites may be
perceived as
interference or
mistrust, and
undermine the
established
relationship.”

• A few companies have set up operational-level grievance mechanisms accessible to their external
stakeholders.
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Focus on the recommendations of the Guiding Principles
Reporting concerns expressed at an operational or local level is a proactive preventive mechanism which helps the
company identify and remedy potential impacts before their occurrence, recurrence or exacerbation.

Total has published a guide on its internal procedure for handling complaints from local communities, aimed at
its subsidiaries and operations.
“In line with the United Nations Guiding Principles on Business and Human Rights, a guide related to this
complaints procedure was developed and published in August 2013.”

Tesco has collaborated with John Ruggie to pilot dispute resolution initiatives at the source of their agricultural
supply chain in South Africa.
"Our work over the past year include […] Continuing our work with John Ruggie, the UN Special Representative
on Business and Human Rights and Harvard University to pilot dispute resolution initiatives in our South African
fruit supply chain. […] In the past year we've taken a leading role in […] piloting farm-specific grievance
mechanisms supported by the CCMA (South Africa's Centre for Conciliation, Mediation and Arbitration), as
part of our work with the Ruggie process."
Corporations increasingly establish community development teams within their organisation, offering complementary
channels for raising concerns and complaints.

Nestle prevents child labour in its supply chain through the use of “community liaison officers”.
“The Child Labor Monitoring and Remediation System has been put in place in the Nestlé cocoa supply chain in
Côte d’Ivoire in collaboration with the International Cocoa Initiative (ICI). Through its use of community liaison
officers, the CLMR system has begun to identify some of the causes that prevent children from going to school
and is taking steps to correct them.”
• Some companies monitor the effectiveness of their complaint mechanism using quantitative indicators.

BASF monitors the number of complaints received relating to human rights and working conditions.
“In 2013, our external compliance hotlines received 80 calls relating to human rights, 78 of which pertained to
labour and social standards. Misconduct was identified in 20 cases. Countermeasures were taken in all cases.”

BG Group monitors and discloses the number of whistleblowing cases relating to internal working conditions:
”% speak-up / whistleblowing cases relating to general workplace concerns (including allegations of
harassment and discrimination).”
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• Very few companies communicate on their approach to processing the complaints raised via their internal
systems or other non-judicial mechanisms:

Unilever communicates on the complaints submitted by international unions to the OECD’s National Contact
Points, and the measures taken to find solutions to the issues identified.
"Between 2006 and 2009, four complaints were brought to Unilever’s attention by the International Union of
Food, Agricultural, Hotel, Restaurant, Catering, Tobacco and Allied Workers’ Associations (IUF) relating to our
operations in India and Pakistan. A further complaint was submitted by the Turkish transport union TUMTIS
in 2008. These complaints concerned site closure (Sewri factory, India), freedom of association and collective
bargaining (Doom Dooma, India) and the use of temporary and contracted labour at our factories in Pakistan
(Rahim Yar Khan and Khanewal). Under the terms of the OECD Guidelines for Multinational Enterprises, the
unions referred their complaints to the OECD’s National Contact Points in the UK and Turkey for investigation.”
“The disputes involving our India and Pakistan operations stimulated us to think more broadly about labour
relations. […]
We have widened the scope of the third-party auditing programme under Unilever’s Responsible Sourcing
Policy to include third-party service providers of temporary or contract workers at our factory operations. […]”

Raising and processing complaints: some key success factors
• Ensure that barriers relating to the spoken language, lack of information, illiteracy, fears of retaliation
or the cost and the location of the mechanism do not impede its accessibility for potentially affected
stakeholders.
• Pro-actively inform stakeholders about how the complaints systems work, in addition to it being made publicly
available.
• Involve experts, or representatives of civil society or local communities, in designing, setting up and
optimising grievance mechanisms at operational level.
• Provide relevant stakeholders with the opportunity to monitor the progress of the processing of their
complaint.
• Prioritise remediation depending on the severity of the impacts from the perspective of the affected
stakeholders.
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3. A few
recommendations
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...Towards a pragmatic and workable
integration of human rights in business

At a time when all businesses are committed...

Formulate your own vision of human
rights
• Reference to international instruments is unavoidable;
but companies can go further by translating what their
commitment to respecting human rights means for
them, in the light of their history, their values and their
activity.
• At a time when the violation of voluntary corporate
commitments has recently been used as a basis for
criminal liability claims against businesses, reducing
a human rights vision to a “zero tolerance“ posture
without deploying enforceable means to put it into
practice, exposes the company to risk. Pragmatic
commitment, structured around achievable objectives
in a continuous improvement approach, is perceived
as more realistic and transparent by company
stakeholders.
• While human rights, recognized as universal, indivisible
and interdependent, cannot be screened through
“materiality1“, businesses may, in parallel and without
contradicting their commitment to respecting them
as a whole, explain why and indicate which of these
rights they consider to be the most «salient» at a given
time.
• In the interest of keeping their engagement
strategies consistent, businesses gain by clarifying the
articulation between their human rights and their CSR
approaches, demonstrating that they have identified
their points of convergence or divergence and their
respective positioning.

• The structuring management principles of a human
rights due diligence cover, amongst others:
- P rioritising risks posed to affected stakeholders and
not only to the business.
- E ngaging with the stakeholders affected by the
activity to better understand the nature and the
scope of impacts and identify appropriate solutions
to be implemented;
- T aking account of the aggravating factor constituted
by impacts affecting “vulnerable“populations.
Rather than a linear and reactive approach to
emerging issues...

Move forward through iterations in a
learning organisation dynamic
• The continuous improvement of a company’s human
rights due diligence process is a genuine and central
concern of external stakeholders.
• Facing such an evolving topic, it is recommended
to set up dynamic feedback systems which, on the
basis of identified impacts and problems, quickly
detect changes to be implemented at a managerial,
organisational and institutional level.
• Processing data from impact assessments or
complaint mechanisms must be part of a formalised
and recurring procedure to make the company’s
social performance, and human rights due diligence
processes more resilient.

Human rights are not a mere CSR topic...

Understand the specific nature of human
rights due diligence
Companies must understand the constituent
requirements of applying a “human rights lens“ to
their decision-making processes and internal practices,
including on issues which are already identified and
managed in existing strategic and operational fields,
such as the company’s core business, Human Resources,
procurement or Social Relations.

1. Concept referring to the relevance of a company’s CSR issues in regard to its economic model, its activity and its geographical footprint.
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Facing such a complex, almost counter intuitive
topic for businesses...

Humility and relevance: the new faces of
transparency

Deal with human rights as a change
management issue

Communicate on progress in a factual and
accurate manner

• Clarifying the concept internally may require
associating it with the respective strategic concerns
of different interlocutors (CSR, license to operate,
trademark protection, risk management, market
opportunities, etc.), leaving aside the “human rights”
terminology if necessary to optimise its resonance.

• European companies are progressively legally
constrained to be more precise in their non-financial
communications.

• T he complex nature of human rights issues,
interconnected and changing from one cultural
or operational context to another, reinforces the
importance of training programs based on values.
They will guide managers towards autonomous
decision making, consistent with company
commitments while remaining flexible in the face
of specific issues or dilemmas encountered in their
perimeter.

• In this context, clarifying the thematic, organisational
and geographic perimeters of undertaken actions, as
well as documenting progress made over time, make
human rights approaches more readable to external
stakeholders, and more opposable.

Beyond external consultation for risk management
purposes…

Collaborate with stakeholders to drive
social innovation
• Engagement with stakeholders, a central mechanism
to the Guiding Principles, can be a strategic asset
for businesses, enabling them to apprehend and
anticipate the changes in their ecosystem and to
seize opportunities for creating value and generating
positive externalities on human rights.
• Moving beyond one-way, one-off and informal
consultations, businesses gain by building structured
partnerships with other businesses, suppliers, NGOs
or social entrepreneurs, to feed and accelerate their
product innovation process and better respond to
tomorrow’s social aspirations, needs and uses.
• Effective collaborative innovation requires the different
partners to be aware of each other’s activities,
objectives and culture, before seeking to identify and
co-design suitable models and solutions.
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“How, then, do you move ahead? My answer is simple: the
same way we’ve come this far, step by step”.
Professor John Ruggie,
Third United Nations Forum on Business and Human Rights Closing Plenary,
3 December 2014

4. Taking things further
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Deloitte Sustainability Services team

Deloitte Sustainability Services:
• supports public and private organisations in risk
and opportunity analysis, in the elaboration of
implementation strategies, and in the measurement,
management and reporting of sustainable
performance;

Consulting

• offers businesses the external assurance they need on
sustainable development information which brings
credibility to communications with stakeholders and
reliability to performance management;
• works with public institutions for the creation,
implemention and evaluation of public policies. Our
analysis integrate social, economic and environmental
impacts using different methodologies (cost-benefit
assessment, impact analysis etc.).

We support
businesses in their
human rights
strategies and due
diligence processes

R&D
and public
policy

Formulating a human rights vision
and approach in line with the
company’s CSR strategy

Assessing human rights impacts
Setting up consultation and
co-construction stakeholder
panels

Conceiving sustainable
commercial strategies in
response to the basic needs
of low-income populations,
particularly in emerging
countries

Human
rights
impact
assessments

Bottom of
the Pyramid
commercial
strategies
(BOP)

Engagement
strategy
and policy
definition

Assessing the maturity of
human rights due diligence
procedures
Gap analysis
with the
Guiding
Principles

Training
Benchmark
studies

Benchmarking performance
based on our database of best
practices in force in French and
European companies
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Verification and
assurance

Elaborating recommendations
and priority actions to ensure
alignment with the Guiding
Principles

Developing educational content
tailored to the managerial
challenges of the different
departments in the company,
from risk management to
internal audit

For several years Deloitte has been publishing studies on
management issues regarding human rights in business
down globalized supply chains, as well as targeted
reports on specific topics, such as forced labour and
human trafficking.

Read the study

Read the report
Watch the video of the
report presentation

Monitor Deloitte conducts leading international studies
on inclusive business models that serve or engage low
and middle income segments in emerging markets in
commercially viable ways, built on an evidence base
spanning:
15+ sectors
20+ countries
850+ enterprises
1000+ field days
1500+ customer and consumer interviews
Monitor uses this knowledge base to offer enhanced
consulting services on what business models work
and do not work for serving the BOP or Bottom of
the Pyramid, depending on the market conditions and
consumers.

See other publications from Monitor Deloitte
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Methodological notes and limits

Corporations studied
The study was conducted on 82 businesses1 from the CAC 40 and/or STOXX Europe 502 indexes:
ABB
Accor
Air Liquide*
Airbus Group
Alcatel-Lucent
Allianz
Alstom
Anheuser-busch
Arcelormittal
Astrazeneca
Axa*
Barclays
BASF
Bayer
BCO Bilbao
BCO Santander
BG GRP
BHP Billiton
BNP Paribas*
Bouygues
BP

British American Tobacco
Cap Gemini
Carrefour
Cie Financière Richemont
Credit Agricole
Credit Suisse grp
Daimler
Danone
Deutsche Bank
Deutsche Telecom
Diageo
EDF
ENI
Ericsson
Essilor international
GDF SUEZ
Gemalto
Glaxosmithkline
Glencore plc
HSBC
ING GRP

Kering
L’Oréal
Lafarge
Legrand SA
Lloyds Banking grp
LVMH*
Michelin
National Grid
Nestle
Novartis
Orange
Pernod Ricard
Publicis Group
Reckitt Benckiser grp
Renault
Rio tinto
Roche hldg
Shell
Safran
Saint Gobain
Sanofi*

SAP
Schneider Electric*
Siemens
Société Générale
Solvay
Standard Chartered
Technip
Telefonica
Tesco
Total*
UBS
Unibail Rodamco
Unilever
Vallourec
Veolia Environnement
Vinci
Vivendi
Vodafone
Zurich insurance

* Companies marked with an asterisk belong to both indexes

Distribution by sector of activity

Distribution by country
Manufacturing

5%

5%

5%

1%

Banks and Insurance

19%

8%
11%

19%

Extraction

1%

France
United Kingdom

4%
4%

Consumer business
Information and communication
technologies

1%

Germany

11%

Switzerland

48%

10%

Netherlands

Health

13%
15%

Luxury goods

Spain

20%

Utilities

Italy
Sweden
Belgium

Construction and real estate

Limits
The study does not aim to carry out an exhaustive
census of due diligence practices deployed by each of
the companies studied with regard to human rights.
Accordingly, some of these practices may not be
included in this study.

In addition, the study was not designed to assess the
individual performance of each company in terms of
respecting human rights, or to relay allegations of
human rights violations brought against the companies
surveyed.
The company practices presented come from publicly
accessible sources. The study does not address the level
of verification of such information by a third party.

1. We considered Unilever PLC and Unilever NV as a single entity, bringing down the number of studied companies from 83 to 82.
2. Included in the CAC 40 and STOXX Europe 50 as of 5 June 2014. Companies marked with an asterisk belong to both the CAC 40 and STOXX Europe 50 indexes.
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