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Preface

The labour principles of the UN Global Compact may be among the most
specific of the initiative’s ten principles, but that does not mean that they are
the easiest to implement. Many companies face difficulties in knowing what
is expected of them and what more can be done to uphold these principles.
There is thus much scope for learning, dialogue and collective action,
including partnerships, as ways to complement other approaches aimed at
bringing about responsible labour practices. This is the contribution that the
UN Global Compact seeks to make. Today, the UN Global Compact is the
largest corporate citizenship initiative with over 6,000 business participants
and other stakeholders involved in more than 130 countries.

Thankfully, some excellent guidance materials have now been developed
to help businesses of all sizes and from all sectors and locations. It is our
hope that this Guide — an output of the newly established Global Compact
Labour Working Group — will help raise further awareness of the existence
of these materials and be a very useful Guide for business everywhere.

Georg Kell
Executive Director
UN Global Compact Office



Foreword

The International Organisation of Employers (IOE) and the International Trade
Union Confederation (ITUC) share the conviction that government has the
fundamental obligation to ensure that the rights of its citizens, including
workers and employers, are protected. It also agrees that public action by
the State is essential if the environment is to be respected and sustainable
development is to be achieved. In the area of labour standards, employers” and
workers’ organizations have participated in developing and adopting interna-
tional labour standards since the creation of the tripartite International Labour
Organization (ILO) in 1919.

We understand that adopting standards or laws is not sufficient to ensure that
they are respected. In the area of labour standards, that requires efficient,
honest, and effective labour inspection and systems of justice. In fact, rule of
law is vital to ensuring that citizens, employers, and workers and their trade
unions have their rights fully respected in all of the areas covered by the 10
United Nations Global Compact principles.

The ITUC and the IOE see the United Nations Global Compact as one way
to engage in dialogue that will help to achieve adequate governance so that
public authority is credible, and so that government is fair and functions
well for everybody. Only governments have the political legitimacy and
responsibility to legislate and enforce. We seek to make governments more
responsible rather than shifting those responsibilities to private parties.

We recognize, however, that companies can play an important and positive
role by taking on board some of the principles contained in international
labour standards. The Global Compact incorporates some of the most vi-
tal ones, including those that are considered to be human rights principles.
The ILO Declaration on Fundamental Principles and Rights at Work is the
source of these principles.



This Guide includes a brief description of each of the four Global Compact
labour principles: freedom of association and the effective recognition of
the right to collective bargaining; the elimination of all forms of forced and
compulsory labour; the effective abolition of child labour; and the elimi-
nation of discrimination in respect of employment and occupation. It also
contains an inventory of key ILO materials concerning these principles.

There are a number of other principles derived from international labour
standards, including those in the important area of occupational health and
safety, employment, and training. Several of these principles are contained
in the ILO Tripartite Declaration of Principles Concerning Multinational
Enterprises and Social Policy. The IOE and the ITUC join together in recom-
mending the use of that declaration as a source of guidance.

The ITUC and the IOE appreciate the valuable assistance, time, consulta-
tion and, at times, patience, from the ILO in the preparation of this Guide.
Although, as can be expected from autonomous organizations representing
the interests of workers and employers, there is not automatic or easy agree-
ment on every detail in this Guide and we would have, independently, both
worded certain things differently. We hope, nevertheless, that this makes
it easier for companies to understand the principles and facilitates their
respect.

The ILO is developing experience working directly with companies. It has
long supported employers’” and workers” organizations, their constituents,
which engage with companies. It welcomes the opportunity to make these
materials available to companies, workers” and employers’ organizations.
We also commend them to the UN Global Compact Local Networks and
any other organizations interested in strengthening their capacity to give ef-
fect to the UN Global Compact Labour Principles.

This Guide is the first publication produced by the UN Global Compact
Labour Working Group. The Labour Working Group was established in
2008 at the initiative of the International Organization of Employers and the
International Trade Union Confederation to give more visibility to the labour
principles, promote a common understanding and help ensure a consistent
approach to their implementation. It also will help to strengthen collabora-



tion between the ILO and the UN Global Compact Office; to develop more
fully the important role of dialogue and consultation in promotion of the UN
Global Compact and the functioning of the Local Networks; and to enhance
dialogue by strengthening the involvement of the social partners.

This is the first edition of The Labour Principles of the United Nations Global
Compact: a Guide for Business. As such, it is a work in progress, which will
be updated and expanded periodically based on experience with its use and
as new tools and resources become available.

Antonio Peialosa
Secretary-General,
International Organisation of Employers (IOE)

Guy Ryder
General Secretary,
International Trade Union Confederation (ITUC)



Ten Principles of the Global Compact

Principles 1-2

Human Rights Principles

Principle 1
Principle 2
Principles 3-6
Labour Principles
Principle 3
Principle 4

Principle 5

Principle 6

Principles 7-9

Businesses should support and respect the protection
of internationally proclaimed human rights.

Businesses should ensure that their own operations are
not complicit in human rights abuses.

Businesses should uphold the freedom of association
and the effective recognition of the right to collective
bargaining.

Businesses should uphold the elimination of forced or
compulsory labour.

Businesses should uphold the effective abolition of child
labour.

Businesses should uphold the elimination of
discrimination in respect of employment and occupation.

Environment Principles

Principle 7
Principle 8
Principle 9

Principle 10

Businesses should support a precautionary approach to
environmental challenges.

Businesses should undertake initiatives to promote
greater environmental responsibility.

Businesses should encourage the development and
diffusion of environmentally friendly technologies.

The Anti-Corruption Principle

Principle 10

Businesses should work against all forms of corruption,
including extortion and bribery.



Introduction

Large numbers of businesses are recognizing that their sustainability is linked
to the larger sustainability of society. Management policies and practices
are determined at different levels and can receive guidance from numerous
sources.

The UNGC provides the opportunity to work with the United Nations, share
experiences with businesses and their organizations around the world, and
engage in dialogue with trade unions and other groups. It asks companies
to integrate into their daily practices and promote within their spheres of
influence ten principles that have long been recognized by the international
community as universal through authoritative treaties and declarations.

By supporting the UNGC, participants choose to become part of a network of
companies that are committed to improving business practices in four areas
that can help to make globalization fairer and more inclusive: human rights,
labour standards, environmental protection and the fight against corruption.
They are also engaging in dialogue aimed at furthering the goals of the UN
and helping to further larger goals of society, including sound legislation in
the 10 areas covered by the principles, better rule of law, and good gover-
nance.

The purpose of this guide is to increase the understanding of the four labour
principles of the UNGC (principles 3, 4, 5 and 6) as well as to provide an
inventory of key resources to help integrate these principles into business
operations.



Box 1
The Labour Principles of the United Nations Global Compact

Companies are asked to:

e uphold freedom of association and the effective recognition of the right to
collective bargaining.

e uphold the elimination of all forms of forced and compulsory labour.
e uphold the effective abolition of child labour.

e uphold the elimination of discrimination in respect of employment and
occupation.

(UNGC Principles 3, 4, 5, 6)

This guide begins by explaining the origin of the four labour principles of the
UNGC which derive from the 1998 ILO Declaration on Fundamental Prin-
ciples and Rights at Work. Each subsequent section contains a more detailed
explanation of the principle and some ideas on how to put it into practice.
There are many ways to put the principles into practice, and each company
must decide the manner that makes the most sense in the context of its own
operations and circumstances. The final section provides an inventory of key
materials developed by the ILO to date.

Box 2
The United Nations Global Compact Labour Working Group

The United Nations Global Compact Board established a Labour Working Group
in June 2008. It is co-chaired by the Secretary-General of the International
Organisation of Employers (I0E) and the General Secretary of the International
Trade Union Confederation (ITUC), and supported by the International Labour
Office (ILO).

It aims to:

e Raise the profile, relevance of, and respect for the four labour principles
among Global Compact (GC) companies and networks.

e Help ensure a consistent approach is taken to the application and
understanding of the four principles, drawing on ILO, ITUC, and IOE
information and experience.

e Develop tools, information exchange, and forums for GC companies’
engagement on the four labour principles.



The Labour Principles

Where the UN Global Compact labour principles come from:
The ILO Declaration on Fundamental Principles and Rights
at Work

The International Labour Organization (ILO) is the United Nations agency
that was established for the purpose of setting international labour stan-
dards. The ILO has a tripartite structure and is governed by representatives
of governments, employers and workers. Labour principles derive from
ILO Conventions and Recommendations, which set international labour
standards on a broad range of subjects related to the world of work, including
human rights at work, occupational safety and health, employment policy and
human resources development. Increasing concerns about the social impact
of globalization led the members of the ILO - representatives of government,
employers and workers at the international level - to recognize in 1995 that
there were four categories of labour standards, expressed in eight conventions
(the so-called “core conventions”), that should be considered as fundamental
because they protect basic workers’ rights. These categories are:

a) Freedom of association and the effective recognition of the right
to collective bargaining;

b) The elimination of all forms of forced or compulsory labour;
©) The effective abolition of child labour; and

d) The elimination of discrimination in respect of employment and
occupation.

The process culminated in 1998 with the adoption of the ILO Declaration
on Fundamental Principles and Rights at Work. This Declaration affirms that
all ILO members States, even if they have not ratified the Conventions in
question, have an obligation arising from the very fact of membership in the
Organization to respect, to promote and to realize the principles concerning
the fundamental rights which are the subject of those Conventions.’

! For further information about the Declaration, please visit: http://www.ilo.org/declaration.



Box 3
Core Labour Conventions?

Freedom of association and the right to collective bargaining

* Freedom of Association and Protection of the Right to Organize Convention
(No. 87), 1948

¢ Right to Organize and Collective Bargaining Convention (No. 98), 1949

Forced Labour
e Forced Labour Convention (No. 29), 1930
e Abolition of Forced Labour Convention (No. 105), 1957

Child Labour
e Minimum Age Convention (No. 138), 1973
e Worst Forms of Child Labour Convention (No. 182), 1999

Discrimination in Respect of Employment and occupation
e Equal Remuneration Convention (No. 100), 1951
e Discrimination (Employment and Occupation) Convention (No. 111), 1958

The adoption of this Declaration has underlined the international communi-
ty’s determination to take up the challenges posed by globalization. The Dec-
laration aims to ensure that social progress goes hand in hand with economic
progress and development. It provides benchmarks for responsible business
conduct and is therefore often referred to in Corporate Social Responsibility

(CSR) initiatives such as the UN Global Compact.

2 The texts of all ILO Conventions and Recommendations can be found at www.ilo.org/ilolex.
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The broader set of labour principles companies
should be aware of

The ILO’s main instrument for promoting labour standards and principles
in the corporate world is the Tripartite Declaration of Principles concerning
Multinational Enterprises and Social Policy (ILO MNE Declaration). The ILO
MNE Declaration is unique in this area as it was developed by representa-
tives of governments, employers, and workers, and is the most comprehen-
sive instrument in advancing the labour dimension of CSR.

The ILO MNE Declaration contains recommendations on how companies
should apply principles deriving from international labour standards in the
areas of general policies, employment promotion and security, equality of
opportunity and treatment, training, wages and benefits, minimum age,
occupational safety and health, and industrial relations. As such, it provides
more detailed guidance on labour issues and a more complete picture of how
companies can maximize their positive contribution to society, and minimize
any negative impacts.

The relationship between labour principles and business

ILO Conventions are international treaties, which, upon ratification by a
member state, become an obligation that they are transposed into national
legislation which ultimately binds companies’ operation. Companies must
respect national law in their efforts to advance the labour principles.

Although only member States ratify conventions, conventions and recom-
mendations contain principles and valuable guidance which may also be
relevant to companies seeking to improve their workplace practices beyond
legal compliance. The ILO MNE Declaration takes the principles underlying
certain international standards addressed to governments and expresses them
as expectations concerning the behaviour of business. A summary of ILO
MNE Declaration principles for companies is provided in Annex 1.°

% The text of the ILO MNE Declaration and more information can be obtained at www.ilo.org/multi.

11



The ILO MNE Declaration can provide guidance to UNGC participants
concerning not only the four labour principles but also other key areas. The
ILO MNE Declaration is based on the recognition that certain principles
derived from international standards are relevant to enterprises.

The UNGC labour principles are based on a limited number of standards,
those related to fundamental rights. In order to have a deeper understand-
ing of expectations for corporate conduct, the ILO Tripartite Declaration of
Principles Concerning Multinational Enterprises and the OECD Guidelines
for Multinational Enterprises and their respective interpretations and clarifica-
tions serve as authoritative references for corporate conduct.

12



Understanding
and applying
the labour principles

13






Uphold freedom of association and the effective
recognition of the right to collective bargaining
(UNGC Principle 3)

What does freedom of association mean?

Freedom of association implies a respect for the right of all employers and all
workers to freely and voluntarily establish and join groups for the promotion
and defence of their occupational interests.

Workers and employers have the right to set up, join and run their own
organizations without interference from the State or any another entity.

Employers should not interfere in workers” decision to associate, try to influ-
ence their decision in any way, or discriminate against either those workers
who choose to associate or those who act as their representatives.

What does collective bargaining mean?

The right of workers to bargain freely with employers is an essential
element in freedom of association. Collective bargaining is a voluntary
process through which employers and workers discuss and negotiate their
relations, in particular terms and conditions of work. Participants include
employers themselves or their organizations, and trade unions or, in their
absence, representatives freely designated by the workers.

15



Collective bargaining can only function effectively if it is conducted freely
and in good faith by all parties. This implies:

* Making efforts to reach an agreement;
e Carrying out genuine and constructive negotiations;
* Avoiding unjustified delays;

e Respecting the agreements concluded and applied in good faith; and

Giving sufficient time for the parties to discuss and settle the collective
disputes.

Bargaining in good faith aims at reaching mutually acceptable collective
agreements. Where agreement is not reached, dispute settlement procedures
ranging from conciliation through mediation to arbitration may be used.

Workers’ representatives should be given appropriate facilities, taking ac-
count of the needs, size, and capabilities of the enterprise involved, that will
enable them to do their work effectively and allow them to perform their
role without interference. Workers’ representatives should be provided with
information required for meaningful negotiations.

The collective bargaining process also covers the phase before actual ne-
gotiations — information sharing, consultation, joint assessments — as well as
the implementation of collective agreements. Collective agreements should
include provisions for the settlement of disputes.

In order to facilitate negotiations, the use of conciliation and mediation that
is voluntary or established by law, may be accepted. On the other hand,
arbitration is only legitimate if requested by both parties or required by law.

16



What is the responsibility of government?

To realise the principle of freedom of association and the right to collective
bargaining in practice requires a legal basis which guarantees that these rights
are enforced. It also requires an enabling institutional framework, which can
be tripartite, between the employers’ and workers’ organizations, or com-
binations of both. Individuals who wish to exercise their rights to have their
voice heard also must be protected from discrimination. And employers” and
workers’ organizations must accept each other as partners for solving joint
problems and dealing with mutual challenges.

Governments have the responsibility for ensuring that the legal and institu-
tional frameworks exist and function properly. They should also help to pro-
mote a culture of mutual acceptance and cooperation.

Where governments do not honour their international obligations, efforts
should be made to improve legislation and governance. In the absence of leg-
islation that conforms to international labour standards, employers and trade
unions should make every effort to respect the principles, at least in countries
where honouring them is not specifically prohibited. In countries in which
legislation protects rights, but implementation is poor due to inadequate en-
forcement, employers should, nevertheless, obey the law.

Freedom of association is a principle that has great impact on the develop-
ment and strengthening of democracy. It is an enabling right on which the
existence of real, independent civil society depends. Free trade unions and
employer organizations, as major and representative actors in society, open
up the space for others to freely engage with governments and to function
without interference. Industrial relations constitute an important element of
“self-regulation” independent of the State. For all of these reasons and more,
freedom of association underpins and supports the other nine UN Global
Compact principles.

17
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Why are freedom of association and effective recognition
of the right to collective bargaining important?

In addition to being a right, freedom of association enables workers and
employers to join together to protect better not only their own economic
interests but also their civil freedoms such as the right to life, to security,
to integrity, and to personal and collective freedom. As an integral part of
democracy, this principle is crucial in order to realize all other fundamental
principles and rights at work.

Collective bargaining is a constructive forum for addressing working condi-
tions and terms of employment and relations between employers and work-
ers, or their respective organizations. It is often more effective and more
flexible than state regulation. It can help in anticipating potential problems
and can advance peaceful mechanisms for dealing with them; and finding
solutions that take into account the priorities and needs of both employ-
ers and workers. Sound collective bargaining benefits both management
and workers, and the peace and stability it promotes benefit society more
generally. Collective bargaining can be an important governance institution —
it is a means of increasing the consent of the governed by involving them in
the decisions that affect them directly.

How can companies uphold freedom of association and
the effective recognition of the right to collective bargaining?

Businesses face many uncertainties in this rapidly changing global market.
Establishing genuine dialogue with freely chosen workers’ representatives
enables both workers and employers to understand each other’s problems
better and find ways to resolve them. Security of representation is a founda-
tion for building trust on both sides. Freedom of association and the exercise
of collective bargaining provide opportunities for constructive dialogue and
resolution of conflict, and this harnesses energy to focus on solutions that
result in benefits to the enterprise and to society at large. The meaning of
freedom of association has been defined to a greater extent than any other
right by the ILO supervisory machinery. In many, but not all cases, these
decisions are useful to employers in order to understand them. The following
list outlines some of the relevant principles.

18



In the workplace:

* Respect the right of all workers to form and join a trade union of their
choice without fear of intimidation or reprisal, in accordance with
national law.

 Put in place non-discriminatory policies and procedures with respect to
trade union organization, union membership and activity in such areas as
applications for employment and decisions on advancement, dismissal or
transfer.

* Provide worker representatives with appropriate facilities to assist in the
development of effective collective agreement.

At the bargaining table:

* Recognize representative organizations for the purpose of collective
bargaining.

* Provide trade union representatives with access to real decision makers
for collective bargaining.

e Provide information needed for meaningful bargaining.

e Address any problem-solving or other needs of interest to workers and
management, including restructuring and training, redundancy
procedures, safety and health issues, grievance and dispute settlement
procedures, and disciplinary rules.

In the community of operation:

 Take into account the role and function of the representative national
employers’ organizations.

* Take steps to improve the climate in labour-management relations,
especially in those countries without an adequate institutional and legal
framework for recognizing trade unions and for collective bargaining.

* Inform the local community, media and public authorities of company
endorsement of the UN Global Compact and its intention to respect its
provisions, including those on fundamental workers’ rights.

19



Uphold the elimination of all forms
of forced and compulsory labour
(UNGC Principle 4)

What does “forced labour” mean?

Forced or compulsory labour is any work or service that is exacted from any
person under the menace of any penalty, and for which that person has not
offered himself or herself voluntarily. Providing wages or other compensation
to a worker does not necessarily indicate that the labour is not forced or
compulsory. By right, labour should be freely given and employees should be
free to leave, subject to previous notice of reasonable length.

Forced labour is a fundamental violation of human rights. It presents a chal-
lenge to virtually every country in the world. The ILO estimates that at least
12.3 million people are victims of forced labour worldwide, 80 per cent of
which is exacted by private agents. Most victims receive little or no earnings,
and work for long hours in extremely poor conditions of health and safety.
Forced labour is a truly global problem, also present in developed countries
where it affects mainly trafficked migrant workers. It affects men, women and
also children who represent at least 40 per cent of all victims.

Labour exploitation can occur in many forms. But forced labour (to use a
short comprehensive term) is something quite distinct. It occurs where work
or service is exacted by the State or individuals who have the will and power
to threaten workers with severe deprivations, such as withholding food, land
or wages, physical violence or sexual abuse, restricting peoples’” movements
or locking them up.

While companies operating legally do not normally employ such practices,
forced labour can become associated with enterprises through their business
links with others, including contractors and suppliers. As a result, all manag-
ers should be aware of the forms and causes of forced labour, as well as how
it might occur in different industries.

21
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Both the State and private agents have been implicated in the use of forced
labour. State-imposed forced labour includes certain forms of compulsory
participation in public works, and the imposition of forced labour for ideo-
logical or political purposes. Circumstances, such as when prisoners are
linked to commercial activities without their free consent, are the object of
serious debates.

Slavery, bonded labour or debt-bondage, and different forms of coercion in
employment involve forced labour exploitation by private agents. Employers
need to be aware that forced labour can be connected to different practices,
such as those listed in box four.

How can companies contribute to the elimination
of forced labour?

Understanding the causes of forced labour is the first step towards taking
action against it. The following table can help companies identify forced
labour in practice.

22



Box 4

Identifying forced labour in practice

Lack of consent to work

(the “route into” forced lahour)

Birth/descent into “slave” or
bonded status

Physical abduction or kidnapping

Sale of person into the ownership of
another

Physical confinement in the work
location — in prison or in private
detention

Psychological compulsion, i.e. an
order to work, backed up by a
credible threat of a penalty for non-
compliance

Induced indebtedness

(by falsification of accounts, inflated
prices, reduced value of goods or
services produced, excessive
interest charges, etc.)

Deception or false promises about
types and terms of work

Withholding and non-payment of
wages

Retention of identity documents or
other valuable personal possessions

AND

Menace of a penalty
(the means of keeping someone
in forced labour)

Physical violence against worker
or family or close associates

Sexual violence

Imprisonment or other physical
confinement

Financial penalties

Denunciation to authorities (police,
immigration, etc.) and deportation

Exclusion from future employment

Exclusion from community and
social life

Removal of rights or privileges

Deprivation of food, shelter or other
necessities

Shift to worst working conditions
Loss of social status

Forced labour is, for the most part, rooted in poverty, inequality, and
discrimination. However, in some parts of the world, it derives from political
factors. For users of this Guide, the abuse will most likely be indirect through
business relationships such as suppliers and their sub-contractors, and will
require the exercise of due diligence in managing these relationships.

Taking action to eradicate forced labour requires a comprehensive set of
interventions to address not only the needs of individual forced labourers
but also the needs of their families. When forced labour is identified, these

23
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individuals should be removed and facilities and services should be provided
to enable them to have adequate alternatives.

In general, a combination of workplace and community actions is needed to
help ensure the eradication of forced labour practices.

In the workplace:

Adhere to forced labour provisions of national laws and regulations, and
where national law is insufficient, take account of international standards.

Within company operations and dealings with other businesses, ensure
that employment contracts are provided to all employees stating the
terms and conditions of service, the voluntary nature of employment, the
freedom to leave (including the appropriate procedures) and any penalties
that may be associated with a departure or cessation of work.

Institute policies and procedures to prohibit the requirement that workers
lodge financial deposits with the company.

Encourage managers to review Box 4 and take action as appropriate.

If forced labour is found within the company’s sphere of influence,
provide for the removal of such workers from the workplace with
adequate services. To the extent possible, assist with workers” access to
viable alternatives.

Exercise due diligence in dealings with other businesses.

In the community of operation:

Companies may also wish to contribute, where possible, to broader
community efforts to eliminate forced labour and help workers freed from
forced labour to find freely chosen work.

Work in partnership with other companies, sectoral associations and
employers” organizations to develop an industry-wide approach to
address the issue, and build bridges with trade unions, law enforcement
authorities, labour inspectorates and others.

Establish or participate in a task force or committee on forced labour in
your representative employers” organization at the local, state or national
level.

24



Support the development of a National Action Plan against forced labour
as part of key policy and institutional mechanisms to combat forced
labour at the national level.

Within the company’s sphere of influence, participate in prevention and
re-integration programmes for former victims of forced labour by
providing skills development and job training opportunities.

Where possible, participate in national and international programmes,
including media campaigns, and coordinate with local and national
authorities, trade unions and others.

Within the company’s sphere of influence, participate in prevention and
re-integration programmes for former victims of forced labour by
providing skills development and job training opportunities.

Where possible, participate in national and international programmes,
including media campaigns, and co-ordinate with local and national
authorities, workers’” organizations and other stakeholders.

25
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Uphold the effective abolition
of child labour
(UNGC Principle 5)

What constitutes child labour?

ILO conventions (Minimum Age Convention No. 138 and the Worst Forms
of Child Labour Convention No. 182) provide the framework for national
law to prescribe a minimum age for admission to employment or work that
must not be less than the age for completing compulsory schooling, and in
any case not less than 15 years. Lower ages are permitted for transitional
periods — generally in countries where economic and educational facilities
are less well-developed the minimum age is 14 years and 12 years for “light
work”. On the other hand, the minimum age for hazardous work is higher, at
18 years for all countries.

Box 5
Minimum Age for Admission to Employment or Work

Developed Countries Developing countries

Regular Work 15 years 14 years
Hazardous Work 18 years 18 years
Light work 13 years 12 years

\\

The term “child labour” should not be confused with “youth employment”
or “student work”. Child labour is a form of exploitation that is a violation of
a human right. It is recognized and defined by international instruments. It is
the declared policy of the international community and of almost all govern-
ments to abolish child labour.
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There are certain types of child labour, as categorised in ILO convention
182, which calls for governments to take urgent and immediate action when
undertaken by children under the age of 18 years. They are:

e all forms of slavery - this includes the trafficking of children, debt
bondage, forced and compulsory labour, and the use of children in
armed conflict;

e the use, procuring or offering of a child for prostitution, for the production
of pornography or for pornographic purposes;

e the use, procuring or offering of a child for illicit activities, in particular
the production and trafficking of drugs; and

e work which is likely to harm the health, safety or morals of the child as
a consequence of its nature or the circumstances under which it is carried
out.

Companies should make efforts to eliminate all forms of child labour. Efforts
to eliminate the worst forms of child labour should not be used to justify
other forms of child labour.

Why should companies be concerned about child labour?

Child labour damages a child’s physical, social, mental, psychological and
spiritual development. Child labour deprives children of their childhood
and their dignity. They are deprived of an education and may be separated
from their families. Children who do not complete their basic education are
likely to remain illiterate and never acquire the skills needed to get a job and
contribute to the development of a modern economy. Consequently, child
labour results in under-skilled, unqualified workers and jeopardises future
improvements of skills in the workforce.

Children enjoy human rights no less than adults. However, by virtue of their
age and the very fact that they are still growing and gaining knowledge and
experience, they have some distinct rights as children. These rights include
protection from economic exploitation and work that may be dangerous to
their health, safety or morals, and that hinders their development or impede
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their access to education. The complexity of the issue of child labour means
that companies need to address the issue sensitively, and not take action
which may force working children into more exploitative forms of work.
Nevertheless, as Principle 5 states, the goal of all companies should be the
abolition of child labour within their sphere of influence.

Association with child labour will likely damage a company’s reputation. This
is true in the case of transnational companies who have extensive supply
and service chains, where the economic exploitation of children, even by a
business partner, can damage a brand image and have strong repercussions
on profit and stock value.

What can companies do to uphold the effective abolition
of child labour?

Child labour should be a concern for every company. It is a serious issue to-
day in many developing countries; but it also exists less visibly in developed,
industrialised countries where it occurs, for example, in some immigrant
communities.

Developing an awareness and understanding of the causes and conse-
quences of child labour is the first step that a company can take toward
action against it. This means identifying the issues and determining whether
or not child labour is a problem within the business. Companies sourcing
in specific industry sectors with geographically distant supply chains need
to be particularly vigilant. Part of conducting due diligence should include
review of ILO and other research to be aware of sectors prone to child labour
problems in areas where a company operates.
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In the workplace:

Adhere to minimum age provisions of national labour laws and
regulations, and where national law is insufficient, take account of
international standards.

Use adequate and verifiable mechanisms for age verification.

When children below the legal working age are found in the workplace,
take measures to remove them from work.

To the extent possible, help the child removed from the workplace and
his/her family to access adequate services and viable alternatives.

Exercise influence on subcontractors, suppliers and other business
affiliates to combat child labour.

In the community of operation:

Companies may also wish to contribute, where possible, to broader
community efforts to eliminate child labour, and to help children
removed from work find access to quality education and social
protection.

Work in partnership with other companies, sectoral associations and
employers’ organizations to develop an industry-wide approach to
address the issue, and build bridges with trade unions, law enforcement
authorities, labour inspectorates and others.

Establish or participate in a task force or committee on child labour in
your representative employers’ organization at the local, state or national
level.

Support the development of a National Action Plan against child labour
as part of key policy and institutional mechanisms to combat forced
labour at the national level.

Within the company’s sphere of influence, participate in prevention and
re-integration programmes for former child labourers by providing skills
development and job training opportunities.

Where possible, participate in national and international programmes,
including media campaigns, and coordinate with local and national
authorities, trade unions and others.
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Uphold the elimination of discrimination
in respect of employment and occupation
(UNGC Principle 6)

What does discrimination in respect of employment
and occupation mean?

Discrimination in employment and occupation occurs when a potential
candidate is treated differently or less favourably because of characteristics
that are not related to his/her merit or the inherent requirements of the job.
These characteristics commonly include in national law: race, colour, sex,
religion, political opinion, national extraction or social origin. In addition,
some countries have extended protection to other areas to include sexual
orientation and HIV and AIDS.

However, Principle 6 allows companies to consider additional grounds where
discrimination in employment and occupation may arise. Companies should
also familiarize themselves with grounds prohibited under national legisla-
tion.

Discrimination can arise in a variety of work-related activities. These include
access to employment, particular occupations, promotions, and training and
vocational guidance. Moreover, it can occur with respect to the terms and
conditions of the employment, such as:

e recruitment,

e remuneration,

e hours of work and rest, paid holidays,

* maternity protection,

e security of tenure,

* job assignments,

e performance assessment and advancement,

* training opportunities,
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* job prospects,
* social security, and

 occupational safety and health.

In some countries, additional issues for discrimination in the workplace, such
as age and HIV status, are growing in importance. It is also important to
realize that discrimination at work arises in a range of settings, and can be
a problem in a rural agricultural business or in a high technology city-based
business.

Discrimination can take many forms. It may be direct when, for example,
laws or rules explicitly limit a person’s access to employment. However,
most discrimination is indirect and arises informally through attitudes and
behaviour. Some forms of discrimination may even have cultural roots.

Non-discrimination simply means that employees are selected on the basis
of their suitability to do the job and that there is no distinction, exclusion
or preference made on other grounds. Employees who experience discrimi-
nation at work are denied opportunities and have their basic human rights
infringed. This affects the individual concerned and negatively influences the
greater contribution that they might make to society.

The workplace is a strategic entry point for freeing society from discrimina-
tion. Combating discrimination at the workplace can help reduce disadvan-
tages, such as in education, resulting from inequity that people may have
suffered at earlier stages in life. When the workplace brings together workers
of different races, sexes and ages, for example, and treats them equally, it
helps build a sense of common purpose. By doing so, it defuses stereotypes
and prejudices that are at the heart of discrimination.

Effective avenues are needed to permit meaningful challenges to discrimina-
tion when it occurs. ILO principles fix minimum thresholds. National laws
and practices may well be broader and include more comprehensive ap-
proaches for the elimination of discrimination at work.
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What can companies do to eliminate discrimination
in respect of employment and occupation?

From a business point of view, discrimination does not make sense. It leads
to social tensions that are potentially disruptive to the business environment
within the company and in society. A company that uses discriminatory prac-
tices in employment and occupation denies itself access to talents from a
wider pool of skills and competencies. The hurt and resentment generated
by discrimination will affect the performance of individuals and teams in the
company. Discriminatory practices result in missed opportunities for devel-
opment of skills and infrastructure to strengthen competitiveness in the na-
tional and global economy. Finally, discrimination can damage a company’s
reputation, potentially affecting profits and stock value.

First and foremost, companies need to respect all relevant local and national
laws. Any company introducing measures to promote equality needs to be
aware of the diversities of language, culture and family circumstances that
may exist in the workforce. Managers and supervisory staff, in particular,
should seek to develop an understanding of the different types of discrimina-
tion and how it can affect the workforce.

In the workplace:

e Institute company policies and procedures which make qualifications,
skills and experience the basis for the recruitment, placement, training
and advancement of staff at all levels.

e Assign responsibility for equal employment issues at a high level, issue
clear company-wide policies and procedures to guide equal employment
practices, and link advancement to desired performance in this area.

e Provide staff training on non-discrimination policies and practices,
including disability awareness. Reasonably adjust the physical
environment to ensure health and safety for employees, customers and
other visitors with disabilities.

e Work on a case by case basis to evaluate whether a distinction is an
inherent requirement of a job, and avoid systematic applications of job
requirements in a way that would systematically disadvantage certain
groups.
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e Keep up-to-date records on recruitment, training and promotion that
provide a transparent view of opportunities for employees and their
progression within the organization.

* Where discrimination is identified, develop grievance procedures to
address complaints, handle appeals and provide recourse for employees.
This and other action to avoid or remedy discrimination is particularly
important in the context of negotiations and collective agreements.

e Be aware of formal structures and informal cultural issues that can
prevent employees from raising concerns and grievances.

e Establish programs to promote access to skills development training and
to particular occupations.

In the community of operation:

* Encourage and support efforts to build a climate of tolerance and equal
access to opportunities for occupational development such as adult
education programs and health and childcare services.

¢ In foreign operations, companies may need to accommodate cultural
traditions and work with representatives of workers and governmental
authorities to ensure equal access to employment by women and
minaorities.
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Inventory of Key ILO Resources

This section provides an inventory of key ILO resources that will help com-
panies realise the labour principles. It includes information resources, guid-
ance documents and training materials. It does not provide an exhaustive
catalogue of ILO publications, but highlights those that can provide practical
guidance for better understanding the labour principles and facilitating their
application.

Resources are categorised as follows:

» “Key Global Resources” consist of materials which relate directly to the
four labour principles of the UN Global Compact. They are considered
fundamental and applicable in all countries.

 “Additional Resources” include materials developed in specific regions
or countries, or which address the labour principles in a broader context.
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Key Global Resources

¢ International Instruments and Corporate Social Responsibility. A booklet
to Accompany Training on the Labour Dimension of CSR: from Principles
to Practice

This booklet describes the evolution of the concept of CSR, the role that
international organizations and the European Union play in this area, and
workplace initiatives. It explains in particular the three international frames
of reference in the area of CSR, namely the [LO MNE Declaration, the OECD
Guidelines for Multinational Enterprises, and the Global Compact.

Published: Geneva, 2007

Available in: English, French, Spanish, Arabic
Location: ILO Geneva

Copies can be requested by writing to multi@ilo.org

e Combating Forced Labour: A Handbook for Employers and Business

This handbook’s main aim is to assist business and employers” organizations
in understanding and tackling the various dimensions and issues related to
forced labour and human trafficking. It presents background information, the
latest statistics on forced labour and human trafficking, an overview of key
issues, and resources for further reading. It adopts a cross-sectoral approach
and presents information drawn from different regions, countries and compa-
nies of different sizes. Throughout the handbook, concrete examples of action
illustrate measures that are already being taken. The handbook is made up of
a series of stand-alone tools and booklets that provide practical guidance to
help businesses address forced labour:

1. Employers’ Frequently Asked Questions

. Guiding Principles to Combat Forced Labour
. Compliance Checklist & Auditor Guidance

. A Guide for Taking Action

. Good Practice Guides

. Case Studies.

Published: Geneva, 2008

Available in: English

Location: ILO Geneva
Copies can be requested by writing to forcedlabour@ilo.org
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36



* Ten Principles for Business Leaders to Combat Forced Labour and
Trafficking

A set of principles to guide business action on combating forced labour and
human trafficking. It was published in the UN Global Compact’s Annual
Review for the 2007 Leaders Summit.

Published: Geneva, 2007

Available in: English

Location: ILO Geneva

Copies can be requested by writing to forcedlabour@ilo.org

e ACT/EMP-IOE Employers Guides for Eliminating Child Labour

This is a set of three guides designed to help businesses and their organiza-
tions understand and take action against child labour. The guides are the result
of a joint effort of the International Organisation of Employers (IOE) and the
ILO Bureau for Employers’ Activities (ACT/EMP) and were also reviewed by
a wide range of experts of different employers’ organizations and the ILO’s
International Programme on the Elimination of Child Labour (IPEC). The three
practical guides provide ideas, advice and examples for the prevention of child
labour, the withdrawal of children from work, and the protection of young
workers from hazardous conditions.

¢ Guide One provides an understanding of the issue of child labour. It
defines the problem and explains the causes and consequences of child
labour. This guide also explains the ILO Minimum Age Convention
No. 138 and the ILO Worst Forms of Child Labour Convention No. 182.

e Guide Two is addressed to enterprises and explains their options and
possible strategies for eliminating child labour.

e Guide Three is about the collective role that employers’ organizations and
other business associations can play in helping their members address the
topic of child labour.

Published: Geneva, 2008
Available in: English, French, Spanish, Russian
http://www.ilo.org/public/english/dialogue/actemp/projects/cl/guides.htm
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e Child Labour Monitoring Resource Kit

An extensive set of materials including guides, manuals and concrete examples
of successful child labour monitoring initiatives from a number of countries
and sectors.

Published: Geneva, 2005

Available in: English, French, Spanish

Location: Available online at
http://www.ilo.org/ipecinfo/product/viewProduct.do?productld=1501

¢ A toolkit for Employers: Promoting Equality in Diversity

This toolkit contains materials to help employers dealing with equality and
diversity in the workplace. It was prepared to serve as an inspirational guide
to provide general ideas that could be applied to other organizations in
Europe.

Published: Geneva, 2006
Available in: English, French, Spanish
Location: ILO Geneva

e Conclusions concerning the promotion of sustainable enterprises

Adopted by the International Labour Conference in June 2007, these
Conclusions identify 17 essential factors of a conducive enabling environment
for the development of sustainable enterprises, as well as six principles that
enterprises should abide by to be sustainable. One of these principles is CSR.

Published: Geneva, 2007
Available in: English, French, Spanish, Arabic, Chinese, German, Russian
Location: ILO Geneva

* The Tripartite Declaration of Principles Concerning Multinational
Enterprises and Social Policy (ILO MNE Declaration)

The ILO MNE Declaration seeks to encourage the positive contribution that
multinationals can make to economic and social progress and to minimize
and resolve the difficulties arising from their operations. It contains recom-
mendations on how companies can voluntarily apply principles deriving from
international labour standards in the areas of general policies, employment
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promotion and security, equality of opportunity and treatment, training,
wages and benefits, minimum age, occupational safety and health, and
industrial relations. It is a detailed guidance on labour issues and illustrates
how companies can maximize their positive contribution to society, and mini-
mize any negative impacts.

Published: Geneva, most recently updated in 2006

Available in: English, French, Spanish, Arabic, Bahasa, Italian, Japanese (2006
version), Azeri, Brazilian Portuguese, Chinese, Finnish, German, Hungarian,
Kiswabhili, Polish, Russian, Turkish (2000 version)

Location: Available online at www.ilo.org/multi

Global Reports under the Follow-up to the ILO Declaration on
Fundamental Principles and Rights at Work

Each year, a Global Report provides a dynamic picture of the current situa-
tion concerning one of the principles and rights expressed in the Declaration.
These reports are an objective view of the global and regional trends on the
issues relevant to the Declaration and highlight those areas that require greater
attention. They serve as a basis for determining priorities for ILO technical
cooperation programmes.

¢ Freedom of Association in Practice: Lessons learned, 2008.

e Equality at work: Tackling the challenges, 2007.

¢ The end of child labour: within reach, 2006.

e A Global Alliance against Forced Labour, 2005.

e Organizing for Social Justice, 20