








Ten Topics Highlighted:
The Protect, Respect and
Remedy Framework and...

RUGGIE: HONOR THE SPIRIT OF INTERNATIONAL STANDARDS WITHOUT
VIOLATING NATIONAL LAW

Supported by the largest business associations, Ruggie has noted
throughout his mandate that companies are at all times expected to
respect the law, even where it is not enforced such as in zones of conflict.
Furthermore, in his 2009 report Ruggie has suggested that companies
can “find ways to honour the spirit of international standards without
violating national law.” For example, in countries where unions are
forbidden by law, companies have found ways to give workers a voice
within the company, and even hold internal elections for representation of
employees. Companies operating in the Middle East have negotiated with
governments to be able to place women in key positions, for example
human resource management. Some have even managed to install a
female country director.'®°

WHAT COMPANIES CAN DO ABOUT EXCESSIVE WORKING HOURS

Ruggie's suggestions address the second problem (conflict of norms
between national laws and international standards) but not the first.
When national laws are not enforced, but buyer companies feel that they
want to take steps to ensure suppliers respect certain minimum standards
nonetheless, they can resort to various measures and programs. One
step could be adopting a “supplier code of conduct,” often through
an industry or multi-stakeholder initiative, which states the maximum
number of hours of regular and overtime work."”®' The supplier code
is provided in the local language to workers, and factory management
can be trained in managing its implementation. Furthermore, periodic
audits can be included in the process, followed by corrective action plans
or serious consequences if certain zero-tolerance issues are found. It
is equally important to provide support to suppliers and to focus on
continuous improvement rather than seeking perfection (“help, check &
challenge”). Companies also have held competitions among suppliers
for a “supplier sustainability award.” Becoming a “dedicated supplier”
following sustained performance on maintaining reasonable working
hours may be the ultimate award and mutually beneficial for both parties
as it increases the sustainability of the relationship.

180 Ruggie has announced to organize further consultation and provide guidance to companies on this topic. Any
recommendations can be submitted through his online forum (www.srsgconsultation.org).

181 Part of the agreement with the supplier is then to follow the national law or the standard in the supplier code
of conduct—whichever is more stringent, thereby addressing the problem of conflicting standards. For example, the
Electronics Industry Citizenship Coalition’s Code of Conduct states that, “a workweek should not be more than 60
hours per week, including overtime, except in emergency or unusual situations. Workers shall be allowed at least one
day off per seven-day week.”
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TOWARDS SUSTAINABLE SOLUTIONS

Unfortunately, supplier programs as outlined above have proven to
realize limited change. Ultimately, it is probably most effective if the buyer
company can demonstrate the business case to suppliers. Turn-over rates
are often extremely high in labor-intensive factories (eg. workers do
not return from their holiday breaks). Adopting decent working hours,
coupled with other good labor practices, builds a more long-term and
sustainable labor relationship, increasing productivity and reducing hiring
and training costs. In turn, workers, too, benefit from a more stable and
healthy work environment, and their chance to rise up the ranks increases.
Such an upward spiral may actually lead other factories in the vicinity to
see that a different approach works and start adopting similar practices,
leading once more to a level playing field.

In both of these ways—supporting

and verifying compliance with

applicable standards and making

the business case for the supplier—

buyer companies help bridge the

gap between the letter of the law

and its de facto implementation.

What works and is appropriate

in particular situations depends

on the company activities and the

context. But growing research and

company experience provides the

company with ever more tools

to help suppliers bridge gaps

between the theory and practice

of law, and between national and

international standards.
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Ruggie has stated that the scope of his framework addresses both a
company's own activities as well as the contributions to human rights
abuse it may have through its relationships. Relationships include all
entities and individuals with which the company interacts in the course
of doing business (see Chapter 2 for more details).

Customers and governments increasingly call upon companies to consider
their impacts carefully (see also Chapter 4.5 on Complicity, and below).
The focus is currently on so-called “chain responsibility” of companies,
which concerns what companies are expected to do with respect to their
suppliers, and how far (ie., how many steps in the chain) their responsibility
reaches.

COMPANIES ARE RESPONSIBLE FOR THEIR IMPACTS

In the past the discussion on supply chains was often framed in terms
of the concept of influence. However, Ruggie has stated it should centre
instead on “impacts,” and human rights due diligence can help companies
avoid adverse impacts on human rights. Impacts is a difficult concept to
grasp, but in the context of the Protect, Respect and Remedy framework,
it means basically that the activities of companies should not infringe on
or harm human rights.

It should be noted that suppliers are in principle held to the very
same ‘“responsibility to respect” as any other company. Furthermore,
the government in whose jurisdiction the supplier resides has a “duty
to protect,” which should include installing adequate regulatory and
other means and their enforcement in order to avoid any corporate
infringements.

WHAT COMPANIES CAN DO

In situations where suppliers and their government fail to live up to their
obligations, companies still have an independent responsibility to consider
the effects of their own contributions to potential abuse on human rights.
These contributions can be both active and passive. Active contributions
include activities that put pressures on suppliers that are likely to result
in human rights abuse. Consider, for example, a buyer company that
submits a last minute change to a product design that can only be
met through excessive over time, and by putting a lot of other “pressures”
on workers to meet the deadline. Companies should train, raise awareness
with, and monitor conduct of their own procurement staff in order to
avoid such unrealistic demands and negative detrimental pressures.
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Passive contributions occur when the buyer engages or remains in a
relationship with a supplier that is violating human rights. With regards
to their passive contribution, companies have consider several options to
consider. For countries and industries with high risk of corporate related
human rights abuse, they can do reasonable screening of potential
suppliers on their human rights performance before they engage in
in a contract. For existing contracts, some process of assessment and
continuous improvement could be put in place too.

One method that buyer companies have found works potentially well is

to join together in an industry initiative. Such collaborations'®? have a

number of advantages:

* There is a level playing field: all buyers are held to the same
standard;

*  Suppliers are confronted with a uniform code of conduct (instead
of one for each buyer company they supply);

*  Suppliers who supply multiple buyer companies only need to be
visited or verified once per business cycle;

* It saves costs and time for all involved;

*  Supplier companies are more convinced of the business case if all
their buyers operate together via an independent organization.'®?

While these initiatives are still largely based on a code of conduct that
is monitored and audited, most of them are seriously considering with
“beyond monitoring” strategies. It is increasingly recognized that real
change only happens when the supplier itself sees the value of respect
for human rights and can appeal to the expertise and support of these
initiatives.

Some Helpful Resources for Supply Chain Management

ICC Guide to Responsible Sourcing
www.iccwbo.org

Fair Labor Association Learning and Assessment tools
www.fairlabor.org

182 See Appendix D for an overview of initiatives.
183 Companies obviously need to be cautious about being perceived as forming a cartel.
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DIVERSITY PROGRAMS IN COMPANIES™s

With companies going ever more global, they recognize the value of a
diverse workforce, for example, because it helps target a varied customer
base and brings in different perspectives needed to tackle the complexity
of doing business in a fast-changing and interconnected world.'®®
Typically, Diversity programs are aimed at bringing more women and
other minority groups into the company and supporting them in rising
into senior management positions.

HOW HUMAN RIGHTS AND DIVERSITY ARE SIMILAR

Human rights are rights that everyone has, and which everyone should
respect. One of those rights is the right to be free from discrimination,
including discrimination in employment and at the workplace. Diversity is
the recognition by the company and its managers of the importance of
respecting this right.'®’

One common goal of both agendas is to remove barriers for all staff to
reach their full potential. Diversity programs create the right incentive
systems, raise awareness of unconsciously discriminating behavior, address
stereotypical prejudices and train and support managers in creating a
positive working environment where all team members feel welcome
and appreciated. The most successful programs also question common
patterns, for example concerning the reintegration of women into the
organization following childbirth. These efforts help achieve both diversity
and realization of human rights.

HOW HUMAN RIGHTS AND DIVERSITY MAY BE DIFFERENT

A potential difference between diversity and human rights is that
hiring some minorities may improve diversity of the workforce, but this
does not necessarily mean that there is no discrimination in the company.
It is therefore crucial that both diversity and non-discrimination (as a
human right) are part of the conversation and that reinforcements as well
as differences are thoroughly explored and understood.

184 Because the two topics of Diversity and Human Rights are closely related, the Business & Human Rights
Initiative has explored how both agendas relate and can be mutually reinforcing. This piece is based on research

and a workshop with company participants carried out as part of the B&HRI. It was conducted with active help

from Rhodora Palomar-Fresnedi, Founder and Managing Director of Except One Pte Ltd and former Global Head

of Diversity, Unilever, and Emily Sims of the ILO MNE helpdesk (www.ilo.org/global/Themes/Decentwork/lang--
en/WCMS_120642/index.htm). The B&HRI is grateful to both of them for their input and feedback on this topic
highlight, as well as to the workshop's participants.

185 Some companies call their programs “Diversity & Inclusion.” For ease of reading “Inclusion” is left out in the text,
but in developing this note it has been equally considered and all the suggestions are equally applicable.

186 In a study on the “Global Leader of Tomorrow,” it was found that CEOs and other senior executives believe three
clusters of knowledge and skills will be required in the future: “context,” “complexity” and “connectedness.” Available
from: www.unprme.org/resource-docs/DevelopingTheGloballLeaderOfTomorrowReport.pdf

187 Other rights violations based on discriminatory attitudes relate to harassment, bullying, etc.
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Furthermore, commitment to diversity can extend beyond the workplace
to include diversity of suppliers (for instance minority or female owned
businesses)and diversity of customers to ensure that there is no discrimination
in the offering of services to certain groups (for instance the banking sector
and the provision of accounts to dalit communities in India).

MANDATORY VS. VOLUNTARY

A converging issue for both topics is whether they should be made part
of mandatory compliance or not. Both clearly are “the right thing to do,”
therefore diversity officers feel that human rights and diversity should be an
inherent value of the company and its staff. Additionally, diversity officers
often encounter internal reluctance to mandatory measures, so voluntary
implementation might be the preferred route to accelerate implementation.

In a similar vein, the issue of quotas
causes heated discussion inside and
outside companies. Nonetheless
several companies have announced
they will instate hard quotas, in
particular for women in board
positions. The merits of such
programs need to be weighed and
it should be considered whether
they would work in a particular
company. However, they may
help affect change in line with the
oft-repeated phrase: “what gets
measured gets done.” One option
may be to temporarily adopt such a
system, and scale it down later, once
it has had the intended effect.”
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188 The suggestions were brainstormed and developed during the workshop. More practical suggestions how to
implement change management programs such as diversity, can be found in Chapter 3.3 on integration of human
rights due diligence.

189 The business case includes increased retention rates and higher employee motivation.
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HOW DIVERSITY AND HUMAN RIGHTS CAN REINFORCE EACH OTHER

Many object to treating a certain group in a company differently, including
if that group is a minority. As such there is the risk of being accused of
countering discrimination by discriminating (also referred to as ‘reverse
discrimination’). To balance this, it may be wise to focus on the principle
of equal opportunity. It is less controversial and it connects Diversity and
human rights perfectly. The goal of both approaches is to remove any
obstacles to realizing equal opportunity.

Seen as such, human rights lay the baseline or foundation for the
company'’s policies and conduct. Diversity programs aim to also take it
a step further by empowering minorities and others. This may be best
served by a more aspirational approach, such as encouraging a company
to be “best in class.”'®°

In practice this could mean the human rights policy stipulates that all
employees receive anti-discrimination training, while the Diversity program
would provide “affinity groups” for specific minorities to accelerate their
advancement in the company.

TWO SIDES OF THE SAME COIN

In the end, human rights and
diversity remain two sides of the
same coin: less discrimination
leads to more advancement; and,
as everyone becomes accustomed
to differences, having more women
and minority groupsin the company
and its senior management
may lead to less discrimination.
As such, human rights and
Diversity should be developed
simultaneously. While both have
unique features, ultimately they
are about establishing an inclusive
company.

190 For further information please refer to ILO Helpdesk Factsheet No. 5 “Eliminating Discrimination in the Workplace”.
Available from: www.ilo.org/empent/Whatwedo/Publications/lang--en/docName--WCMS_116342/index.htm.
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410 SMALL AND MEDIUM ENTERPRISES (SMES)

Note: for the purpose of this publication an SME is defined as an
independent business below 250 employees and/or less than 50 million
euro turnover.’®’ However, the suggestions presented below may be useful
to all companies as they are particularly focused on helping companies
getting started.

The responsibility to respect applies to all companies equally—of all
sizes and wherever they operate.’®? Because some small companies can
potentially have large impacts, size in and of itself does not mean a
company has less responsibility or is absolved from having to do human
rights due diligence. The scope of the responsibility to respect and a
corresponding level and intensity of human rights due diligence is
determined by the potential and actual impact a company has.

Even though many small companies may have large impacts, generally
smaller companies have smaller or more specific impacts, and thus their
human rights due diligence will look different than for a large company
with large impacts. Below some ideas are set out for each of the ele-
ments of due diligence, which, in fact, might also help all companies

in their early stages of integrating human rights due diligence in their
systems.

191 This is based on the European Union'’s definition of SMEs, which is roughly in line with other countries’, except
for the United States’, where the threshold is higher in certain sectors.

192 See Chapter 2 and 4.2 on “Spheres of Influence.”

193 Human rights activists have been detained after their identities were revealed to the government by internet
companies.

194 Eg. military equipment, baby-food, technical hospital equipment, clinical trials.
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GENERAL SUGGESTIONS FOR HUMAN RIGHTS DUE DILIGENCE OF SMES™®

Integrate and Align with Daily Business

In smaller companies, it is often impossible to have a full time person
working on a particular topic. Therefore, the alignment with a current
portfolio, such as procurement or human resources, is even more critical.
Moreover, if everyone integrates it into their daily job, there is no need for
a separate person. Having a real “champion” inside the company can be a
powerful driver for realizing such alignment, particularly if this person is
the CEO or the Director. Works councils or similar employee representative
bodies can also serve as a catalyst, and sister- and mother companies can
also be source for inspiration and learning.

Build on Capacity or Expertise of Business Partners

SMEs are often suppliers to larger companies, who may be able and
willing to assist the SME in carrying out human rights due diligence. For
example, big companies often have supplier sustainability or supplier
support programs, where they make available their expertise to smaller
business partners. Sister- and mother companies can also provide
information, learning and guidance.

Pool Resources to Lower Cost
and Avoid Double Work

Several smaller companies can
pool their resources to collaborate
on human rights due diligence.
The organization SEDEX'9¢
shares results of audits with its
member companies so that two
companies do not do the same
audit. Companies may also learn
from each other when they have
operations in the same country or
on the same industrial site.

195 Each section in Chapter 3 concludes with suggestions for SMEs for each particular human rights due diligence
element.
196 www.sedex.org.uk
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Work through Business and Sector Initiatives

Typically, it is business associations’ task to assist their members in creating
an environment in which they can do their business best; with growing
attention for CSR and human rights, companies will be increasingly able
to build on those organizations.'®” Many similar topics such as health and
safety programs, international trade initiatives, and workers’ health are
already addressed by business associations and sector initiatives.®®

Find Focus Quickly

Because smaller companies often operate in a particular sector, it is
important to zoom in on the issues that are particularly prevalent in that
sector.’®® Small companies can discover the main issues by focusing on
particular countries of operation or sourcing chains they depend on.?®°
They can map their main issues and risks by developing a scaled down
version of the human rights risk mapping presented in Chapter 3.2.

Flexible Approach to Business Partners
In general, smaller companies will have less influence on business
partners. At the same time, they are more flexible to make changes in
their own operations, because there is likely to be less bureaucracy. This
makes it easier for them to adapt their own practices if they have a
negative impact on human rights. For example, a relatively small company
importing flowers from Kenya could possibly improve working conditions
for local workers very much
by making small changes. For
example, if the company decides
to order in the morning instead of
at night, workers can work during
the day rather than over night.
Large companies are generally
less flexible to engage in such
“quick-fixes.”

197 See for example the policy papers and guides by the International Chamber of Commerce: www.iccwbo.org/
policy/society.

198 Examples of organizations that can help companies in the Netherlands: MKB Nederland (in Dutch: www.mkb.nl),
Dutch Sustainable Trade Initiative (www.dutchsustainabletrade.com), MVO Nederland (in Dutch: www.mvonederland.nl).
199 For example, see table Small Companies with Potentially Large Impacts on Human Rights.

200 See Appendices C and D.
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l Appendices

The UN Global Compact'’s ten principles in the areas of human rights, labour, the environment and
anti-corruption enjoy universal consensus and are derived from:

The Universal Declaration of Human Rights

The International Labour Organization’s Declaration on Fundamental Principles and Rights at Work
The Rio Declaration on Environment and Development

The United Nations Convention Against Corruption

The Global Compact asks companies to embrace, support and enact, within their sphere of
influence, a set of core values in the areas of human rights, labour standards, the environment,
and anti-corruption:

Human Rights

Principle 1: Businesses should support and respect the protection of internationally proclaimed
human rights; and

Principle 2: make sure that they are not complicit in human rights abuses.

Labour Standards

Principle 3: Businesses should uphold the freedom of association and the effective recognition of
the right to collective bargaining;

Principle 4: the elimination of all forms of forced and compulsory labour;

Principle 5: the effective abolition of child labour; and

Principle 6: the elimination of discrimination in respect of employment and occupation.

Environment

Principle 7: Businesses should support a precautionary approach to environmental challenges;
Principle 8: undertake initiatives to promote greater environmental responsibility; and
Principle 9: encourage the development and diffusion of environmentally friendly technologies.

Anti-Corruption
Principle 10: Businesses should work against corruption in all its forms, including extortion and
bribery.

*www.unglobalcompact.org/AboutTheGC/TheTenPrinciples/index.html
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Company Function

or Program

Audit

Business Operations/
Unit/Entity

Compliance

Corporate Governance

CSR/Sustainability

Diversity & Inclusion

Health & Safety

Human Resources
(Management)

Investor Relations

Legal Department

Persons of Trust

Procurement/ Supply

Chain Management

Public Affairs/External
Relations

Risk Management
Security

Stakeholder/ Community
Relations

Senior Management

Works Council

Description

Verifies, through self-assessments and visits, adherence of business entities and offices to
company policies and standards; may take corrective action, as well as do coaching and
consultation;

Line operations where products are manufactured or services developed and delivered;
part of core processes of the company;

Pro-actively coaches and prepares the business for adherence with laws and internal
regulations (often overlaps with Audit);

Outlines how oversight and lines of responsibility are organized within the company;,
including, in particular, directors-level committees, such as the Audit Committee or
Corporate Responsibility Committee and the Supervisory Board;

Expert center and main driver of CSR/Sustainability agenda in the company; can be part
of another department such as Public Policy, Human Resources, or Workplace Relations;
generally has most knowledge of human rights;

Promotes opportunities for minority groups to participate more fully in company (in
particular in senior management) through training, peer-networks, awareness raising and,
at times, quotas or other specific targets;

Driver of accident prevention, fatalities and sickness within the company by means of
policies, training, positive and negative incentives, etc;.

Facilitates staff-related activities, including recruitment, hiring, training, performance appraisal,
bonuses, employee engagement (surveys), resolution of grievances;

Provides information to and interacts with investors; usually first point of entry for investors
that want to engage in a dialogue on human rights; often instrumental in developing
annual report;

Has knowledge of the laws subject to which the company operates; often closely
positioned to the Board of the company;

Network of human resource representatives that employees can consult on a confidential
basis; may also have a supporting role in grievance processes;

Leads centrally driven process of purchasing; can also have a more advising role when
purchasing function is decentralized;

Links the internal to the external; engages with stakeholders of the company; represents
company policies and commitment;

Fadilitates periodic assessment of main company risks; may include engagement with
internal and external stakeholders and creation of risk mitigation plan;

Protects company property and staff from harm inflicted by fellow workers or outsiders
(eg. security officers, bodyguards);

Interacts with local community or neighbors of company site; conducts dialogue and
mediates where necessary;

Includes CEQ, Board of Directors, Supervisory Board; may also include second tier board
members, function heads, country and BU directors;

Representative body of employees to engage with management.
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l Appendices

Amnesty International

Amnesty International Annual Report (the state
of human rights in the world)
www.amnesty.org

Amnesty International Swiss Section
Doing Business in China:

The Human Rights Challenge
www.reports-and-materials.org/Amnesty-
Switzerland-guidance-on-doing-business-in-
China-2009.pdf

Business and Human Rights Resource Centre
Articles on business and human rights per region
www.business-humanrights.org/Categories/
RegionsCountries

Control risks

Risk consultancy providing reports and analysis on
many issues related to human rights
www.control-risks.com

Danish Institute for Human Rights

Country Risk Assessment (reports on human
rights risks of 13 countries)
www.humanrightsbusiness.org/?f=country_risk

Country Risk Portal (in development)
www.humanrightsbusiness.org/?f=country_
risk_portal

Dalit Check (Dalit discrimination check for
operations in South Asia)
www.humanrightsbusiness.org/?f=compliance
assessment

Human Rights and Business in China (self-
assessment tool)
www.humanrightsbusiness.org/?f=compliance_
assessment

Freedom House

Freedom in the World 2010 (interactive map of
levels of political freedom in the world)
www.freedomhouse.org

Human Rights Watch

Human Rights Watch World Report (the state of
human rights in the world)

www.hrw.org

International Crisis Group

Information on conflicts per region/country
WWww.crisisgroup.org
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International Alert

Interactive map of regional work (provides
country information for selected regions)
www.international-alert.org

International Business Leaders Forum/
Amnesty International

Business & Human Rights: A geography of
corporate risk
shop.iblf.org/DisplayDetail.aspx?which=17

International Labour Organisation

Natlex ILO Database (“a database of national
labor, social security and related human rights
legislation”)
http://www.ilo.org/dyn/natlex/natlex_browse.
home?p_lang=en

Maplecroft

Human Rights Risk Atlas
www.maplecroft.com/portfolio/human_rights/
atlas/

Office of the High Commissioner for Human
Rights

Human Rights Translated: A Business Reference
Guide (with others)
www.law.monash.edu.au/castancentre/
publications/human-rights-translated.pdf

Overview of states that have ratified the
International Covenant on Civil and Political
Rights
http:///www2.ohchr.org/english/bodies/
ratification/3.htm

Overview of states that have ratified the
International Covenant on Economic, Social and
Cultural Rights
http://www2.ohchr.org/english/bodies/
ratification/4.htm

Red Flags

Liability risks for companies operating in confiict
zones

www.redflags.info

United States Department of Labor

List of goods produced by child or forced labor
www.dol.gov/ilab/programs/ocft/
pdf/2009tvpra.pdf

United States Department of State
Country Reports on Human Rights Practices
www.state.gov/g/drl/rls/hrrpt/



Code of Conduct for the Protection of Children
from Sexual Exploitation in Travel and Tourism
An industry driven responsible tourism initiative.
www.thecode.org

Dutch Sustainable Trade Initiative (all sectors)
Acceleration and up-scaling of sustainability
within mainstream commodity markets.
www.dutchsustainabletrade.com

Electronics Industry Code of Conduct

The Code encourages broad adoption of CSR
best practices by all ICT companies and suppliers.
www.eicc.info

Ethical Trading Initiative (consumer goods)

An dlliance of companies, trade unions and
voluntary organizations working in partnership
to improve the working lives of people across the
globe who make or grow consumer goods.
www.ethicaltrade.org

Equator Principles (finance)

A voluntary set of standards for determining,
assessing and managing social and
environmental risk in project financing.
www.equator-principles.com

Extractives Industry Transparency Initiative
A standard for companies to publish what they
pay and for governments to disclose what they
receive.

www.eitransparency.org

Fair Labor Association (garment)
Protecting Workers’ Rights and improving
Working Conditions Worldwide.
www.fairlabor.org

Fair Wear Foundation (garment)

An international verification initiative dedicated to
enhancing workers’ lives.

www.fairwear.org

Global Network Initiative (IT)

Protecting and Advancing Freedom of Expression
and Privacy in Information and Communications
Technologies.

www.globalnetworkinitiative.org

International Council of Mining and Metals

A multi-stakeholder initiative for the improvement
of environmental and social performance.
www.icmm.com

International Petroleum Industry
Environmental Conservation Association
Global association representing oil and gas

industry on key global environmental and social
issues.
www.ipieca.org

The Kimberley Process (extractives)

A joint governments, industry and civil society
initiative to stem the flow of confiict diamonds.
www.kimberleyprocess.com

Round Table on Sustainable Palm Oil
(agriculture)

A global, multi-stakeholder initiative to promote
the growth and use of sustainable palm oil
through co-operation within the supply chain and
open dialogue between its stakeholders.
WWW.rspo.org

Social Accountability International (all sectors)
Helps measure performance on respect for human
rights and labor rights in the workplace.
www.sa-intl.org

The Voluntary Principles on Security and
Human Rights (extractives)

Provide guidance to extractives companies on
maintaining the safety and security of their
operations within an operating framework that
ensures respect for human rights and fundamental
freedoms.

www.voluntaryprinciples.org

171



l Appendices

1 November 2008

November

1 December

1-2 December

December

January

February

April
1 May
June

1 October

5-6 October

9 October

12 October

9 November

19 November

172

Formal start of the Business & Human Rights Initiative (B&HRI) with
seven companies: AkzoNobel, Essent, Fortis Bank Nederland, KLM,
Philips, Shell and Unilever

Developing the research protocol

Start Phase 1: Individual assessments of first two companies (Fortis
Bank Nederland and Shell)

Special Representative John Ruggie attends conference organized

by Dutch Government; informal Q & A with professor Ruggie and

participating companies

Two more companies join the B&HRI: Rabobank and Randstad
2009

TNT joins B&HRI as the tenth and last company

Start second round of company assessments (AkzoNobel, Essent and
Philips)

Start third round of company assessments (Rabobank and KLM)

Thurid Bahr joins B&HRI as research intern

Start final round of company assessments (Randstad, TNT and Unilever)
Start Phase 2: Peer-learning workshops

B&HRI staff attends the Consultation on operationalizing the framework
for business and human rights, presented by the Special Representative,

at the United Nations in Geneva

Workshop “Grievance Mechanisms” with Caroline Rees (Advisor to the
Special Representative) and case studies by AkzoNobel and Randstad"

Workshop “Diversity and Inclusion” with Rhodora Palomar — Fresnedi
(former Unilever), and participating companies™

Round table on Business and Human Rights, organized by Niza, Cordaid,
Fatal Transactions and MVO Platform. The meeting assembled various
Dutch stakeholders of the business and human rights debate. During the
meeting David Vermijs presented an overview of the B&HRI's work™

Workshop “Impact and Risk Assessment” with John Morrison (Institute
for Human Rights and Business), hosted by Aim for Human Rights. Case
studies by Essent, Fortis Bank Nederland and Philips



1 December

9 December

15 December

18 January

27 January

9 March

March-May

24 June

Andra Ramos Lopes Almeida joins B&HRI as research intern
Start Phase 3: Developing final publication with good practices

Workshop “Corporate Governance and CSR in the Legal Context,” chaired
by Marga Edens (Essent), and with interventions by Jan Eijsbouts
(Gaemo Group), Chip Pitts (Stanford Law School), John Sherman (/BA
CSR Committe/Harvard Kennedy School) and Tom van Wijngaarden
(Eversheds Faasen)

“Stakeholder meeting” chaired by Gemma Crijns (CSR Dialogue), with
NGOs, investors, government and company representatives to present
general project and to obtain input from participants on the final
publication

2010

“Mini Seminar on Human Rights Due Diligence” with Christine Bader
(Advisor to the Special Representative), organized by the Global
Compact Network Netherlands

“Discussion on Human Rights Impact Assessments,” chaired by Gemma
Crijns (CSR Dialogue) and hosted by Shell. A wide group of stakeholders,
including investors, government representatives, civil society and experts
attended. Interventions by Liesbeth Unger (Aim for Human Rights) and
Marina d'Engelbronner-Kolff (Aidenvironment) ****

Expert meeting “Doing Business in China,” with Mads Holst Jensen
(Danish Institute for Human Rights) and case studies by Philips and
AkzoNobel

Writing and revising final publication

Publication formally launched at Global Compact Leaders Summit

*See Chapter 3.5 for an overview of the outcomes of the meeting.

** See Chapter 4.9 for an overview of the outcomes of the meeting.
***B&HRI is grateful to the organizers for the opportunity to present.
**** See Chapter 3.2 for an overview of the outcomes of the meeting.
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This publication builds on the Protect, Respect and Remedy framework of
the UN Special Representative for Business and Human Rights, Professor
John Ruggie. Ten multinational companies of the Global Compact Network
Netherlands (AkzoNobel, Essent, Fortis Bank Nederland, KLM, Philips,
Rabobank, Randstad, Shell, TNT, and Unilever) worked together during one-
and-a-half years to form the Business & Human Rights Initiative. They
considered and learned from the framework in three cumulative phases:

1. Confidential, individual company assessments
2. Peer-learning through workshops and seminars

3. Development of suggestions for implementation (this publication)

The descriptions, learnings and guidance points collected in this guidance tool
build on the experience gained during the course of the Business & Human Rights
Initiative. They are intended to help companies implement a commitment to
respect human rights in line with the framework of the Special Representative. The
Business & Human Rights Initiative hopes they will be useful and inspirational to
companies, as well as contribute to the ongoing work of the Special Representative.
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