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HUMAN RIGHTS AND HUMAN RIGHTS
DUE DILIGENCE
CONTEXTUALISING THE CONVERSATION ON HUMAN RIGHTS
Society is increasingly concerned about how business activities impact on human rights.
Company stakeholders, ranging from employees and customers to trade unions and civil
society, investors and governments, expect and demand that companies integrate human
rights in their business practices. Companies have committed themselves to international
initiatives like the UN Guiding Principles on Business and Human Rights (UNGPs), in addition
to country specific legislative developments, which mandate the incorporation of human
rights in their codes of business principles and policies in an effort to respond to these calls.
International markets and consumers are more informed, conscious and better connected
through access to information than ever before. Consumers and international buyers are
increasingly mindful of inherent socio-economic justice factors and the environmental impact
of the products they consume. International markets are progressively demanding more
proactive involvement from brands in social, ethical and environmental wellness initiatives in
line with the definitive momentum towards a beyond audit approach to human rights risk
management.1 The wine industry’s social performance is only as good as the sum of all the
individual parts in the global value chain. One weak link can cause severe damage to the entire
system. Each and every player in the value chain must strive to improve their ethical and human
rights standards for the sake of workers, business reputability, and the competitive bargaining
power of the South African wine industry.
WIETA has been central to supporting the industry in its ethical progress, transformation and
sustainability. The purpose of this guidance document is twofold. Firstly, the document aims to
inform producers on the importance of human rights and to bring producers up to speed with
the legislative developments in international markets pertaining to human rights due diligence
(HRDD) and combatting instances of modern slavery and forced labour. Secondly, the document
aims to provide producers with a policy toolbox and template, as aligned with the WIETA Code
and Standard V4 (2021), for the formulation of human rights and HRDD management policies,
systems and approaches to managing and mitigating ethical risks which proactively go beyond
the reliance on compliance and audits alone.
The HRDD policy toolbox serves to assist companies to understand and embrace their role in
promoting and protecting human rights and further assists to guide and support strategic
decision making, critical engagement and due diligence processes to protect workers’ labour
and human rights in companies’ wine and agricultural supply chains.
1

PART 1
WHAT ARE HUMAN RIGHTS?
Human rights are basic universal standards focused on securing dignity and equality for all.2 The
idea of human rights is as simple as it is powerful: that people have an inalienable right to be
treated with dignity.3

Human rights are inherent in all human beings, whatever their nationality, place of
residence, sex, national or ethnic origin, colour, religion, language, or any other substantive
status. Every individual is entitled to enjoy human rights without discrimination.4 These
rights are all interrelated, interdependent and indivisible.5
Human rights are essentially a collection of basic rights and freedoms that belong to each
individual in the world. These include the right to life, freedom from torture and other
cruel and inhuman treatment, freedom of speech, freedom of association, and the rights
to health, education and an adequate standard of living.6 These values are defined and
protected by law and recognise our freedom to make choices about our lives and to
develop our potential as individuals. They are about living a dignified life free from fear,
harassment or discrimination.7

One of the ways through which we recognise the fundamental worth of each individual is by
acknowledging and respecting their human rights. Human rights can never be expropriated, although
they can sometimes be restricted in line with the notion that with the power of having rights, comes
the obligation to respect the rights of others.
2

WHEN WERE HUMAN RIGHTS CONCEPTUALISED?
The nineteenth and early twentieth centuries saw continuing advances in social progress, for example,
the abolition of slavery, the widespread provision of education and the extension of civil and political
rights.8 Despite these advances, international activity on human rights remained weak before to World
War II.
The atrocities and human rights violations that occurred during World War II galvanised worldwide
opinion and made the protection of human rights a global priority. The United Nations was
consequently founded in 1945. The UN was created to fulfil four key aims:9
• to ensure peace and security
• to promote economic development
• to promote the development of international law
• to ensure the observance and protection of human rights.
The 1948 Universal Declaration of Human Rights – the UN’s founding document – was consequently
enacted and forms the cornerstone of contemporary human rights law. The Universal Declaration is
codified in international law through the International Covenant on Civil and Political Rights and the
International Covenant on Economic, Social and Cultural Rights, both enacted in 1966. Each of the
Covenants has been ratified by over 150 States.
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In the sphere of human rights for workers the International Labour Organization’s Declaration on
Fundamental Principles and Rights at Work commits all its member States to four categories of
principles and rights: freedom of association and the right to collective bargaining; the elimination of
compulsory labour; the abolition of child labour; and the elimination of discrimination in respect of
employment and occupation.10 These are covered by the eight core conventions of the International
Labour Organization (ILO). Collectively these three international frameworks form the International
Bill of Rights and constitute the minimum reference point for what the United Nations Guiding
Principles describe as internationally recognized human rights.11
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WHY ARE HUMAN RIGHTS IMPORTANT?
Human rights are a crucial part of how people interact with others at all levels in society. When people
better understand the scope and importance of human rights, it becomes easier to individually and
collectively promote justice and enhance the well-being of society. Human rights cover virtually every
area of human activity. Human rights are relevant to all individuals, not just those who face repression
or mistreatment. They protect you in many areas of your day-to-day life, including:12
• your right to have and express your own opinions
• your right to an education
• your right to freedom of association
• your right not to be mistreated or wrongly punished by the state
Human rights include civil and political rights, which refer to a person’s
rights to take part in the civil and political life of their choice in their
communities without discrimination or oppression.13 These include
rights and freedoms such as the right to vote, the right to privacy,
freedom of speech, freedom of association and freedom from torture.
They also include economic, social and cultural rights, which relate to
a person’s rights to prosper and grow and to take part in social and
cultural activities.14 This group includes rights such as the right to health,
the right to education, the right to family life and the right to work.
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HOW DO HUMAN RIGHTS APPLY TO BUSINESSES?
Companies’ actions and decisions can affect people’s enjoyment of their human rights either positively
or negatively. Companies can affect the human rights of their employees and contract workers,
workers in their supply chains, communities around their operations and customers and end-users
of their products or services.15 They can have an impact – directly or through their business
relationships – on virtually the entire spectrum of human rights.
The UNGP is the foundational document in terms of the interconnected relationship between
businesses and human rights, and represented the first internationally recognized and authoritative
framework on business and human rights. The UNGPs outline the duties and responsibilities of
companies which revolve around 3 pillars:16

PROTECT

RESPECT

REMEDY

The State duty to
protect human rights

The corporate
responsibility to
respect human rights

Access to remedy

which reaffirms the
States’ existing
obligations under
international human
rights law to protect
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territory or under their
jurisdiction against
human rights abuse,
including by third
parties such as
companies.

which lays out the
expectations for
companies to take
positive steps to avoid
harming people’s
human rights through
their own activities and
through their business
relationships.

which clarifies the role
of both States and
companies in ensuring
that those whose
human rights have
been affected by
business activities are
able to obtain effective
remedy.

By adopting the Protect, Respect and Remedy framework, a company’s minimum responsibility is to
respect all human rights as expressed within the International Bill of Human Rights and the principles
concerning fundamental rights set out in the International Labour Organization’s Declaration on
Fundamental Principles and Rights at Work. This entails that companies should take into consideration
the potential negative effects on people and prevent and mitigate them through human rights due
diligence, including where it concerns impacts through a company’s relationships (eg. suppliers,
contractors, governments).17 In short, “respect” is the intended result, and human rights due diligence
is the process by which to achieve and demonstrate the result.18
5

HOW CAN BUSINESSES VIOLATE HUMAN RIGHTS?
The Guiding Principles, in addition to the Universal Declaration on Human Rights, specifically state
that:
– The International Bill of Human Rights and the ILO Declaration provide the basic reference points
for businesses in understanding what human rights are, how their own activities and business
relationships may affect them, and how to ensure that they prevent or mitigate the risk of
negative impacts on people.19
– Depending on the circumstances of their operations, companies may have to contemplate
additional human rights standards so as to confirm that they respect the human rights of people
who are disadvantaged, marginalised or excluded from society and, therefore, particularly
susceptible and vulnerable to impacts on, and violations of, their human rights, such as children,
women, indigenous peoples, people belonging to national, ethnic, religious or linguistic minorities,
or persons with disabilities.20
The aforementioned sections outline the human rights that all people are entitled to. When those
rights aren’t protected or blatantly disregarded by businesses, they are violated. Human rights
violations, also referred to as negative human rights impacts, come in many forms, ranging from
human trafficking to inhumane and exploitative labour practices. As a result, the ways in which
companies conduct business, as well as the spending choices made by consumers, have profound
human rights consequences. Greater consumer awareness and legislation mandating increased
corporate transparency, particularly along supply chains, are key to ameliorating these injustices.
A negative human rights impact, which arises from salient human rights risks along supply chains,
occurs when an action endangers, removes or reduces the capacity of an individual to enjoy his or
her human rights.21

Several elements are important in this definition:
•

Negative: encumbering, endangering, removing or reducing an individual or group of
individuals’ capacity to enjoy their human rights;

•

Action: the activity (or inactivity by omission) of the business or one of its business
relationships that leads to, results in or contributes to an impact;

•

An individual: somebody affected or harmed (which the Guiding Principles refer to as
“potentially affected stakeholders”);

•

Human rights: the impact is on an internationally recognized human right or rights.

•

Salient human rights risks: Those human rights that are at risk of the most severe negative
impacts through a company’s activities or business relationships.
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MODERN SLAVERY AS A HUMAN RIGHTS VIOLATION
One of the most prominent forms of human rights violations in global value supply chains is modern
slavery. Modern slavery manifests itself in various ways and manners across global supply chains.
Modern slavery has many guises, ranging from coercion in the form of debt bondage, financial
pressure or the retention of identification documents, to bonded labour where employees are
obligated to pay recruitment fees or detrimental loan agreements placing employees in a perpetual
cycle of labour bondage in order to repay debts arising from loans.22
Although modern slavery is not defined in law, it is used as an umbrella term covering practices such
as forced labour, debt bondage, forced marriage, human and labour trafficking. Essentially, it refers
to situations of exploitation in employees, who cannot refuse or leave their situation, because of
threats, violence, coercion, deception, and/or abuse of power.23
According to the International Labour Organisation (ILO) more than 24 million people worldwide are
victims of modern slavery.24 Of them, 16 million are exploited in the private sector, linked to the supply
chains of the international businesses supplying our goods and services.25 Modern slavery exists in
all stages of the supply chain, from the picking of raw materials such as for example fruit, flowers,
sugar cane or cotton, to the manufacturing of goods such as electronics, canned goods, flower
bouquets, wine or garments, and at later stages of shipping and delivery to consumers.

Globally, modern slavery is the most prevalent on the
African continent, as 7.6 people per 1,000 people can be
classified as being trapped in a form of modern slavery.26
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FORCED LABOUR AS A FORM OF MODERN SLAVERY
Forced labour is one of the most prominent forms of modern slavery in global agricultural supply
value chains. Such labour can be understood as work that is performed involuntarily and under the
menace of any penalty. It refers to situations in which persons involved in the supply chain of materials
and products are coerced to work using violence or intimidation, or by more subtle means such as
manipulated debt, retention of identity papers or threats of denunciation to immigration authorities.27
Agriculture is considered a high-risk sector for forced labour and modern slavery, as it relies heavily
on large numbers of people who are employed as seasonal and migrant workers as well as the use
of Temporary Employment Services (formerly referred to as labour brokers) that outsource the
services of workers. Examples of agricultural forced labour include workers having to pay money to
a supervisor who got him a job. Or a seasonal worker having to hand over his ID book to the farm
owner for ‘safe-keeping’ and only getting it back once the contract was completed
Global estimates indicate that 11% of adults who are being exploited via forced labour are in the
agricultural sector.28 In the South African context, it is estimated that 248,700 people, amounting to
0.45% of the population, live in conditions of modern slavery.29 5% of these individuals are estimated
to be in the agricultural sector, which amounts to just under 12,500 people.30
Someone doesn’t have to be in shackles and chains to fit the description of a modern day slave. Here
are a few signs to look out for.

SOMEONE IN MODERN SLAVERY
OR WORKING IN FORCED LABOUR
CONDITIONS MIGHT:31

1

appear to be under the control of someone else and reluctant to
interact with others

2

not have personal identification on them

3

have few personal belongings, wear the same clothes every day or
wear unsuitable clothes for work

4

not be able to move around freely

5

be reluctant to talk to strangers or the authorities

6

appear frightened, withdrawn, or show signs of physical or
psychological abuse
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HUMAN RIGHTS DUE DILIGENCE
Despite the inalienable and universal nature of human rights, and the obligations imposed on
businesses to protect and respect said rights, human rights violations are a recurring reality. The
following section will give an exposition of what HRDD is and how it can help businesses mitigate and
eliminate salient human rights risks and violations in the form of modern slavery and forced labour.
The section will conclude with a theoretical overview of national legislative frameworks aimed at
mitigating and eradicating modern slavery and forced labour in the name of HRDD.

WHAT IS HUMAN RIGHTS DUE DILIGENCE?
Central to the second pillar of the UNGPs is the concept of human rights due diligence (HRDD). The
UNGP conceptualised HRDD as a core management tool for companies to fulfil their responsibility to
respect human rights.32 Essentially, HRDD consists of a process - or a set of processes - that all
companies should implement in order to identify, prevent, mitigate and account for how they address
potential and actual adverse human rights impacts with which they may be involved.33
HRDD is fundamentally different from how traditional due diligence is conceptualized in business.
Traditional due diligence aims at protecting firms themselves from different types of risks in their
operations. HRDD on the other hand focuses on protecting actual or potential victims from harm by
adverse human rights impacts produced by businesses and their supply chains.34 The UNGP specifies
that due diligence should be “ongoing, proactive and reactive and applied with flexibility and should
not lead to a ‘tick the box’ approach” by businesses.35
At the corporate level, the UNGP framework expects companies to translate due diligence into
concrete policies, structures and processes. The responsibility for human rights is valid for the entirety
of the value chain of a company, independent and regardless of where the violations take place (own
factory, direct suppliers, subcontractors, etc.).
11

INTERNATIONAL FRAMEWORKS PERTAINING TO HRDD
The concept of HRDD as conceptualised by the UNGP has been incorporated into various international
norms, standards and instruments such as the Organisation for Economic Co-operation and
Development Guidelines for Multinational Enterprises (OECD Guidelines for MNE’s), the Sustainable
Development Goals (SDGs) and the ILO Tripartite Declaration of Principles concerning Multinational
Enterprises and Social Policy.
Before taking a look at the national legislative frameworks abroad, it is necessary to grasp the scope
of the international legal frameworks relevant to supply chain due diligence from a human rights
perspective.

The following legal frameworks form the foundation of international HRDD:

OECD Guidelines for MNEs (2011)39
The OECD guidelines should be seen as detailed
recommendations on responsible business conduct by
governments towards their own MNEs. They are nonbinding principles and standards, and encompass the
following topics: employment and industrial relations,
human rights, environment, information disclosure,
combating bribery, consumer interests, science and
technology, competition, and taxation.40 At the national
level, the OECD guidelines are made operational through
the structure of National Contact points (NCP), which have
a role in promoting the guidelines, as well as act as a
conflict resolution forum. The most recent version of the
guidelines gives a prominent place to the UNGPs, the
concept of due diligence, and the upgrading of the role of
the NCPs.

The Sustainable Development Goals (2015)42
The SDGs or Global Goals are a collection of 17 interlinked
global goals designed to be a "blueprint to achieve a
better and more sustainable future for all".43 The SDGs
were set up in 2015 by the United Nations General
Assembly and are intended to be achieved by 2030. The
SDGs and compliance with HRDD frameworks work handin-hand in combatting modern slavery. The SDGs and the
notion of sustainable development calls for concerted
efforts towards building an inclusive, sustainable and
resilient future for people and planet. For sustainable
development to be achieved, it is crucial to harmonize
three core elements: economic growth, social inclusion
and environmental protection.44 These elements are
interconnected and all are crucial for the well-being of
individuals and societies. Addressing modern slavery in
agricultural value chains through HRDD can make a
significant contribution to the promotion of workers'
human rights and help equal the playing field in line with
the SDGs, in particular SDG 5, 8, 10, 16 and 17.
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UNGP on Business and
Human Rights (2011)36
HRDD under the UNGP is underpinned by
the principles of ‘protect’, ‘respect’ and
‘remedy. 37 Within the debates about
business and human rights, HRDD has
gained considerable traction recently in
international policy debates because it
manages to capture a complex debate in a
limited number of principles, and offers at
the same time an operational framework
consisting of 32 guiding principles, that can
be translated into concrete guidelines for
specific sectors of the economy.38

ILO Tripartite Declaration
of Principles concerning
Multinational Enterprises
and Social Policy (2017)41
The Tripartite Declaration was adopted
more than 40 years ago, but had several
revisions, the last one in March 2017. It is
also non-binding, but universally
applicable to all members’ states of the ILO
and all enterprises. It is based on ILO’s
core labour standards and provides
guidance on issues of employment,
training, conditions of work and life,
industrial relations as well as general
policies. The latest version places greater
emphasis on global supply chains and is
explicit about the obligation of MNEs to
carry out HRDD, ensure freedom of
association, and support social dialogue.

INTERNATIONAL LEGISLATIVE FRAMEWORKS
The proliferation of national legislative developments around human rights, due diligence and the
corporate duty to protect and respect human rights, and to remedy incidences of human rights
violations, has put the spotlight on how businesses incorporate HRDD into their business mandates
and policies. The following section gives a summarised appraisal of the most important information
pertaining to various country’s legislative developments.

GERMANY’S SUPPLY CHAIN DUE DILIGENCE ACT:45
Purpose of the legislation:

Status:

Germany’s Supply Chain Due Diligence Act (“the
Act”) creates a binding obligation for businesses
to establish, implement, and update due diligence
procedures related to human rights and
environmental protection in their supply chains.
It also introduces mandatory reporting on
compliance with the due diligence obligations,
and penalties for non-compliance.

The Act will come into force on 1 January 2023
(adopted June 2021)

Companies in scope:
The Act applies to companies that operate in
Germany, including:
• Companies headquartered in Germany
• German subsidiaries of multinational
companies

Under the Act, a supply chain comprises all the
steps in Germany and abroad (companies’ own
business operations; direct and indirect suppliers)
that are required to manufacture a company’s
products and to provide its services – starting with
the extraction of raw materials and ending with
delivery to the end customer. 46 These
requirements of the Supply Chain Act only extend
to indirect suppliers if a company gains
“substantiated knowledge” of human rights
violations or environmental violations at this level.
According to the explanatory memorandum of
the Act, financial services are also covered by the
Act, because by investing a large sum or granting
a large loan, further production processes are
triggered.47

• Multinational companies with offices in
Germany
• German companies that serve as a German
“hub” or holding company for the German
or European activities of a foreign parent
company
There is no minimal threshold on annual
revenue or balance sheet total, and the main
inclusion criteria is the number of employees:
• Starting 2023, companies employing 3,000
or more people are affected;
• Starting 2024, the scope of the law is
included to companies with 1,000 or more
employees.

The Act imposes significant obligations on
companies that source their products and services
through supply chains from developing and
emerging countries and sell them in Germany, to
comply with human rights and environmental
standards and exposes them to potentially serious
liability in the event of violations.

Note that the number of employees for this
calculation includes employees of subsidiaries,
and employees seconded to a foreign country.
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Main obligations:48

If the company learns about a possible violation
by an indirect supplier, then it must
immediately:

The requirements that companies must meet
are tiered based on the different stages within
the supply chain:

• conduct a risk analysis,
• implement a strategy to minimize and
avoid the problem,

• the company’s own business operations,
• direct suppliers,

• firmly establish appropriate prevention
measures vis-à-vis the one committing the
violation.

• indirect suppliers
And based on:

Environmental due diligence
provisions:

• the nature and extent of the business
activity,
• the degree of influence the company has
on the one directly committing the
violation,

Unlike, for instance, the UK’s Modern Slavery
Act, which focuses primarily on human rights,
Germany’s new Act extends due diligence
obligations to certain environmental risks
required for the protection of human health.
These include:

• the expected severity of the violation
Where actual or potential human rights risks
implicate direct suppliers in the supply chain,
companies must implement the following
measures:49

• prohibition of harmful impacts on the soil
• water pollution

• Draft and adopt a policy statement on
respecting human rights.

• air pollution

• Carry out a risk analysis: by implementing
procedures for identifying disadvantageous
impacts on human rights.

• excessive water consumption

• harmful noise emissions

Penalties and liability for noncompliance:50

• Engage in risk management (incl. remedial
measures) to prevent potential negative
impacts on human rights.

• Compliance with the law will be monitored
by the Federal Office for Economic Affairs
and Export Control.

• Establish a grievance mechanism.

• Individuals affected by actual or potential
human rights violations will be able to file
complaints directly to this authority.

• Implement transparent public reporting.
In the event of a violation of rights, a company
must immediately take steps to remedy the
situation in its own area of business, steps that
will necessarily cause the violation to cease. In
addition to that, it must also introduce further
prevention measures.

• Failure to comply with due diligence
obligations will be penalized with fines of
up to EUR 800,000 (R13.2 million), or up to
2% of turnover (for companies with an
average global turnover exceeding EUR 400
million [R6.6 billion]).

If the company is not able to end the violation
in the case of a direct supplier in the
foreseeable future, then it must draw up a
concrete plan to minimize and avoid the
problem.

• If a potential fine exceeds EUR 175,000
(R2.8 million), the offending company can
be barred from winning public contracts in
Germany for up to three years.

Where actual or potential human rights risks
implicate indirect suppliers in the supply chain:
• In this case the due diligence obligations
apply only as warranted by the
circumstances.

14

NORWAY’S TRANSPARENCY ACT:51
Purpose of the legislation52

according to the current draft of the Act.54 This
means they will need to take steps to identify,
address, prevent and limit violations of human
rights or decent working conditions – whether
potential or actual impacts. They must provide or
cooperate with efforts to provide remedy for any
violations.

The Norwegian Parliament passed the
Transparency Act in June 2021 with the purpose
of promoting companies' respect for fundamental
human rights and decent working conditions in
connection with the production of goods and
services, and to ensure that the general public
has access to information on how companies
handle transgressions and violations of
fundamental human rights and decent working
conditions. The Transparency Act aims to provide
a common standard and further tighten the legal
obligations for companies to comply with both
the UNGP and the OECD's Guidelines for
Multinational Companies.

The Act also requires companies to report on all
of these activities and make this information
available on their corporate websites, promoting
transparency. Companies will be legally obliged
to respond to information requests from
members of the public about the risks relating to
human rights and decent working conditions in
their operations, and their related due diligence
activities.55

Status:

The Act is limited to fundamental human rights
and decent working conditions. It is important to
note that the OECD Guidelines for Multinational
Enterprises include more than this (for example:
the business's consequences on the external
environment, fight against bribery etc.), and
these conditions must still be taken into account
– in order to fully comply with the OECD Guidelines for Multinational Enterprises.56

Came into effect 1 June 2022

Companies in scope:
The Act covers all large companies (i.e., public
limited companies, listed companies and other
accounting entities) domiciled in Norway, as well
as foreign companies selling products and
services in Norway. The law uses the Norwegian
Accounting Act to define company size.
Companies meeting at least two out of the
following three criteria are covered by the act:

Main obligations:
The companies subject to the Transparency Act
shall carry out and publish due diligence
assessments related to fundamental human
rights and decent working conditions:57

• 50 full-time employees (or equivalent
annual “person”-hours)
• An annual turnover of at least NOK 70
million (R116 million or US $7.94 million)

• The companies covered by the
Transparency Act shall through due
diligence assessments get an overview of
the consequences their business, supply
chains and business partners have on
fundamental human rights and working
conditions.

• A balance sheet sum of at least NOK 35
million (R58.8 million or US $3.97 million)
Calculations provided by the Ministry show that
the law would cover approximately 8800
companies.53 Companies will need to conduct
human rights due diligence activities on their
operations and their entire supply chain,
including business partners – “any party in the
chain of suppliers and sub-contractors … from
the raw material stage to a finished product” –

• The assessments must be carried out
regularly and be in proportion to the size of
the company, the nature of the company,
the context in which the company takes
place and the severity of and the
15

probability of negative consequences for
basic human rights and decent working
conditions.

justified under the law, the company must
provide the requested information within a
reasonable time and no later than three
weeks after the information request has
been received. If the amount or type of
information requested makes it
disproportionately burdensome to respond
to the request for information within three
weeks, the information shall be provided
within two months of receipt of the
request.

• This entails that the company must
investigate and manage risk of a negative
impact on human rights and decent
working conditions. The assessment made
shall be carried out in accordance with the
OECD's guidelines for multinational
companies.
• The companies subject to the Transparency
Act shall provide information at the request
of the general public.

Penalties and liability for noncompliance:

• The general public (for example consumers
and investors) are through the information
duty ensured openness and insight into a
company's work on compliance with
fundamental human rights and decent
working conditions.

The Norwegian Consumer Agency is given a duty
to provide guidance, and is the public body who
shall supervise that the duties in the
Transparency Act are complied with.
The Norwegian Consumer Agency is also given
the authority to issue orders and prohibition
decisions, as well as to impose coercive fines for
non-compliance with orders/decisions, as well as
to impose an infringement fee. These fines and
injunctions haven’t been defined yet.

• The duty to provide information is not
absolute, and the company has a certain
right to reject requests for information.
However, and provided the request is
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THE NETHERLANDS CHILD LABOUR DUE DILIGENCE LAW
Purpose of legislation:58

Status:

The Child Labour Due Diligence Law aims to
increase transparency around human rights in
global supply chains, reduce the proliferation of
child labour, and enable Dutch consumers to
purchase products and services free of child
labour. Similar to corporate human rights due
diligence laws in other countries (UK, France,
Australia), it places the responsibility on
businesses to investigate their supply chains,
identify instances of child labour, and take steps
to eliminate and prevent it.

The official effective date for the law is not set
yet, but it is expected to enter into force by 2022.

Companies in scope:60
The law applies to all companies that sell or
supply goods or services to the Dutch market.
This includes:
• Companies that are registered outside the
Netherlands
• Businesses that sell goods and services
online to the Dutch market

The new Dutch legislation obliges companies to
investigate whether their goods or services have
been produced utilising child labour and to
devise a plan to prevent child labour in their
supply chains if they find it. There are significant
administrative fines and criminal penalties for
non-compliance. The Law also imposes a
reporting obligation.

• Suppliers of goods and services to Dutch
legal entities (with the possible exception of
transport providers)

Main obligations of the Act
The investigation must be based on sources that
are “reasonably knowable and consultable”. If the
investigation produces such suspicion, the
company must develop and implement an action
plan to remedy the situation and eliminate child
labour from their supply chain.

The Law applies to all companies that sell or
supply goods or services to Dutch consumers, no
matter where the company is based or registered,
with no exemptions for legal form or size. The Act
defines consumers as natural persons or legal
entities using, consuming or purchasing goods or
services. Both companies registered in the
Netherlands and companies from abroad selling
goods and delivering services to Dutch
customers. Those companies will be required to
conduct due diligence related to child labour and
submit a statement to a supervising authority
declaring that they have investigated risks of child
labour in their activities and supply chains.59

Six months after the law enters into force,
companies affected by the Dutch Child Labour
Due Diligence Law must publish and submit a
statement confirming that they have carried out
due diligence related to child labour in their
supply chain. At this time, the law makes no
requirement for regular reporting (unlike the UK
Modern Slavery Act, which requires annual
statements).

Penalty and liability for noncompliance:61

For the purposes of the law, child labour is
defined as any form of work conducted by
persons under 18 years of age, with references
to the Worst Forms of Child Labour Convention
(1999) and the Minimum Age Convention (1973).
The law requires that companies perform due
diligence to determine whether there is “a
reasonable suspicion” that their product or
service involves child labour.

Administrative fines are contemplated e.g. in
cases where statements are not submitted or if
the company fails to remedy the negative impact
/ does not follow the instructions imposed by the
competent authority. If a company is found to
have committed the same violation within a time
span of five years, and the company is managed
17

Victims, consumers and other stakeholders can
file complaints against companies to the
regulator, including evidence of noncompliance.
The complaints are then forwarded to the
offending company, who has six months to
respond to resolve the issue. Failing that, the
regulator will address the complaint directly and
prescribe a legally binding course of action to the
company.

by the same director, the responsible director
may face criminal prosecution and sanctions.
A regulator is appointed (currently, the Dutch
Authority for Consumers and Markets) to oversee
the implementation of the new law. It will publish
the corporate human rights due diligence
statements in an online public registry and
mediate complaints related to child labour.

EUROPEAN UNION MHREDD DIRECTIVE

(MANDATORY HUMAN RIGHTS AND ENVIRONMENTAL DUE DILIGENCE)62

Purpose of the legislation:

• Non-EU companies will need to comply
with the Directive if they generated:

The mHREDD extends and supplements the 2016
EU Non-Financial Reporting Directive. The
purpose of the legislation is to increase the
transparency of the social and environmental
information provided by businesses in the EU
(including those related to human trafficking).

• more than €150 million in the EU in the
year preceding the last financial year; or
• more than €40 million in the EU in the year
preceding the last financial year (midcap
firms), where at least half of the company’s
worldwide turnover was derived from the
high-impact sectors.

Status:
Work in progress. The purport of the EU directive
is reflected in legislation within EU Member
States as mentioned in this document.

Main obligations of the Act:
The Directive requires EU Member States to
impose obligations on companies to conduct
mandatory mHREDD through:

Companies in scope:63
The Directive extends to both EU and non-EU
entities. Two types of EU incorporated companies
are covered:

• integrating due diligence into their policies;
• identifying actual or potential adverse
impacts;

• those with more than 500 employees and a
net annual turnover in excess of €150
million (R2.48 billion); and

• preventing and mitigating potential adverse
impacts;
• ending and mitigating the extent of actual
adverse impacts;

• those with more than 250 employees and a
net annual turnover in excess of €40
million (R661 million) (midcap firms) where
at least half of that turnover is generated
from certain high-impact sectors (such as
textiles, agriculture and mineral extraction).
The Directive only extends to midcap
companies after a two year transition
period.

• establishing a complaints procedure;
• monitoring the effectiveness of due
diligence measures; and
• communicating publicly on due diligence.
The scope of the mHREDD obligation extends to
a company’s own operations, those of its
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subsidiaries and its “established business
relationships” in the value chain. The term
“established business relationships” initially
seems akin to the concept of “relations
commerciales établies” under the French Loi de
Vigilance. However, “established business
relationship” is defined in the Directive as a
“direct or indirect” business relationship “which
is expected to be lasting, in view of its intensity or
duration and which does not represent a
negligible or merely ancillary part of the value
chain”. Accordingly, the Directive’s mHREDD
obligation extends beyond those entities with
whom the company has a direct contractual
relationship (e.g. tier 1 suppliers) to other value
chain participants.

Interestingly, companies will not be liable for
damages caused by an adverse impact “arising
out of the activities of an indirect partner with
whom it has an established business relationship
(emphasis added)” so long as the company has
taken the specific measures prescribed in articles
7 and 8 of the Directive concerning contractual
assurances, unless it was unreasonable in the
circumstances to expect that the action taken
(including to verify compliance by business
partners with a contractual obligation) would be
adequate to prevent, mitigate, bring to an end or
minimise the extent of the adverse impact.
This incorporates an objective ‘reasonableness’
standard into the defence. While it will be for the
relevant courts to determine what is reasonable
in all the circumstances, it is clear that companies
will not be able to simply incorporate contractual
obligations into their contracts with direct
business partners without more, relying upon
‘contractual cascading’ to ensure these
obligations reach indirect business partners. In
many cases, depending on the risks, this will not
be reasonable and therefore sufficient for the
defence. As noted above, the Directive requires
periodic monitoring of the effectiveness of
measures put in place.

Penalty for non-compliance:64
To be determined by EU Member states’ national
legislation.
The mHREDD stipulates provisions re civil liability:
Few provisions will attract as much attention as
those which address civil liability. Under Article
22, Member States will be obliged to ensure that
a company is liable for damages if it:
• fails to comply with articles 7 and 8 (which
require companies to take action to
address actual or potential adverse
impacts); and
• such failure led to damage.

FRENCH CORPORATE DUTY OF VIGILANCE LAW65
Purpose of the legislation:66

Status:

The French corporate Duty of Vigilance Law is
arguably the most developed piece of legislation
on the duty of a corporation regarding
compliance with core humanitarian principles, by
the company itself and by its subsidiaries,
suppliers, and subcontractors. The law places a
mandatory due diligence duty on large French
companies and requires them to publish an
annual "vigilance plan."

In effect since March 2017.

Companies in scope:67
The Law applies to French companies with more
than 5000 employees in the company's direct or
indirect French-based subsidiaries and with more
than 10,000 employees if including direct and
indirect subsidiaries globally.
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Main obligations of the Act:68

implemented’; and the plan and a report on
its implementation must be made public
and included in the company’s annual
management report (which is submitted to
the general meeting of shareholders).
Statutory auditors do not review the plan
or its implementation, except for
information otherwise reported in the
extra-financial reporting. As a result, the
duty of vigilance goes far beyond due
diligence. Due diligence can be limited to
the mere identification of risks, an exercise
typically carried out once a year, while the
duty of vigilance requires companies to
identify and monitor risks and to act upon
them through ongoing mitigation and
prevention measures.

Companies in scope must create and publish due
diligence plans.
Such companies must establish a ‘vigilance plan’
containing reasonable but adequate measures to
identify and prevent severe impacts on human
rights and fundamental freedoms, on health and
safety, and on the environment (i.e. the core
humanitarian principles) resulting from the
activities of the company and its direct and
indirect subsidiaries, as well as the activities of
subcontractors or suppliers with whom there is
an established commercial relationship (when
these activities are related to this relationship). In
particular, the plan must include:
• a risk map;
• regular evaluation procedures regarding
the situation of relevant subsidiaries,
subcontractors and suppliers;

Penalties and liability for noncompliance:69
The law provides for a formal notice mechanism
to order the company to comply with its vigilance
obligations. In case of non-compliance, a court
can order the company to comply with its
vigilance obligations. This includes ordering the
company to develop a vigilance plan when such
a plan is missing, or to improve its vigilance
measures when these are inadequate. A court
may impose a penalty for each day of noncompliance.

• adequate actions to mitigate risks or
prevent severe impacts on areas covered
by the core humanitarian principles;
• an alert mechanism regarding the
existence or materialisation of risks,
established in consultation with the trade
unions considered as representative within
the company (although the law is not
specific, it is generally considered that the
mechanism should be accessible to anyone
and not restricted to employees);

The law also provides for civil liability. Under the
law, harmed individuals can bring a civil lawsuit
(based on French tort law) to seek damages
resulting from a company's failure to comply with
its vigilance obligations, where compliance would
have prevented the harm.

• a system monitoring the measures
implemented and evaluating their
effectiveness. Companies must follow three
rules. The vigilance plan must be prepared
in collaboration with the stakeholders of
the company; the plan must be ‘effectively

Max fine of 10 million euros (R165 million).
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SWITZERLAND’S SWISS CRIMINAL CODE AND CODE OF
OBLIGATIONS
insurance companies, or securities firms)
who had at least 500 full-time employees
and

Purpose of the legislation:
To compel companies to identify and address
risks to people and the environment arising from
their corporate activities. The proposed
Responsible Business Initiative was rejected by a
majority of the Swiss cantons. Instead, a reform
of the Swiss Code of Obligations and Criminal
Code is most likely to enter into force. This
reform seeks to introduce for certain Swiss
businesses transparency duties on non-financial
matters and due diligence and transparency
duties with respect to minerals and metals from
conflict zones and child labour.

• a balance sheet of 20 million Swiss francs
(R320 million) or
• a turnover of 40 million Swiss francs (R643
million),
• for two consecutive years, will be subject to
a duty to report annually on non-financial
matters.

Main obligations of the Act:

To be confirmed

Companies must carry out mandatory due
diligence steps, possibly through mandatory
compliance planning and reporting. Details
pending.

Companies in scope:

Penalty for non-compliance:

Status:

To be determined.

• Publicly traded companies (such as banks,

THE UK MODERN SLAVERY ACT70
media and public scrutiny of large supply chains.
While the government has resisted proposals to
produce an official repository for slavery and
human trafficking statements, it is encouraging
NGOs, the press and other interested
organisations to monitor compliance for their
personal records and benefit. Under the Modern
Slavery Act, companies must now build a series
of statements to demonstrate to the government,

Purpose of the legislation:71
The UK Modern Slavery Act was the first of its
kind in Europe, and one of the first in the world,
to specifically address modern slavery and
human trafficking in supply chains in the 21st
century.
The introduction of the legislation has enhanced
the visibility of slavery in Britain and increased
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• Risk assessment and management

the public, customers, and investors that they are
being transparent – not just because they are
required to do so but because they consider it
important.

• Actions taken to prevent modern slavery
(and measurement against performance
indicators, if relevant)

The UK government has published official
guidance through the Home Office department
to help companies comply with the Modern
Slavery Act. This includes advice on preparing and
publishing a slavery and human trafficking
corporate statement, due diligence processes,
and case studies.

• Staff training on modern slavery and
human trafficking
It is not compulsory for any risk management or
prevention steps to be taken at all, the obligation
is only for the transparency statement to be
published setting out what (if anything) has been
done. The Modern Slavery Act guidance does not
prescribe the form of the statement but does
suggest that it include the steps the organisation
has taken during the financial year to ensure that
slavery and human trafficking is not taking place
in any of its supply chains, including mitigating
actions taken by the business. There is no
requirement for a HRO to be appointed, however
an appropriate senior person in the business
(generally a director) must sign the statement
before its publication.

A company carrying out any part of its business
in the UK that produces a total turnover of more
than £36 million (R716 million) must publish an
annual 'slavery and human trafficking statement'.
The statement will disclose the steps a company
has taken to ensure its supplychain is free from
slavery. If a company has taken no steps to
combat slavery, this must also be disclosed.
The detailed statement must be prominently
displayed on the company's website and, should
it be requested, a full copy will need to be
produced within 30 days of request.

If an organisation is unable to report on any area,
they will have to include an explanation on why
this is the case.

Status:
In effect since October 2015

• Organisations will need to publish their
statements by 30 September each year, on
the online UK Government registry.
Statements will have to include the date of
corporate board approval and director
sign-off

Companies in scope
This law applies to any company doing business
in the UK with an annual turnover of £36 million
or more. The requirements apply to these
companies’ own operations and their supply
chains.

• Group statements will need to identify
every entity within the remit of the UK Act,
or within the remit of the Group.

Main obligations of the Act72

Penalties and liability for noncompliance73

There are two main parts to the requirements of
the Modern Slavery Act:
• Take action to identify, prevent and
mitigate modern slavery in your operations
and supply chains.

If a business fails to produce a slavery and
human trafficking statement for the financial
year, the Secretary of State may seek an
injunction through the High Court requiring the
organisation to comply. Despite the threat of this
type of action, in reality, failure to comply with
the provision or a statement that an organisation
has taken no steps in relation to supply chain due
diligence, will most likely only lead to the
reputational damage of the business. However,
the UK government has recently confirmed its
intention to introduce civil penalties for noncompliance with transparency obligations under
the Modern Slavery Act.

• Publish an annual statement to report on
these actions – within six months of your
company’s financial year-end.
Statements will need to cover actions in six
specific areas. Currently, these are “recommended” areas to include, but will soon become
legal requirements:
• Organisation and supply chain structure
• Policies on modern slavery and human
trafficking
• Due diligence processes
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AUSTRALIA MODERN SLAVERY ACT

(ALSO KNOWN AS THE COMMONWEALTH MODERN SLAVERY ACT)74
act’s mandatory reporting topics, including
actions taken to assess and address risks of
modern slavery in their operations and supply
chains. Unlike the UK Modern Slavery Act, the
reporting topics for this act are mandatory.

Purpose of the legislation:
To encourage companies to mitigate modern
slavery risk in their operations and supply chains
through mandatory reporting.

Status:

Penalties and liability for noncompliance:

Effective since 1 January 2019.

Companies in scope:

Companies may receive a written request from
the Minister asking them to explain their failure
to comply within a specific period. There is a
significant risk of being publicly identified as noncompliant, as the Minister may publish
information on a government-maintained public
registry about a company’s failure to comply,
which could result in reputational damage.

Companies and government agencies that
operate or do business in Australia with a
revenue of over 100 million Australian dollars.

Main obligations of the Act:
In-scope organizations must submit an annual
Modern Slavery Statement covering each of the

UNITED STATES U.S. TRADE FACILITATION &
TRADE ENFORCEMENT ACT OF 201575
Purpose:

Main obligations of the Act:

The Act makes it mandatory for companies to
demonstrate the traceability for all products.
These provisions aim to facilitate and streamline
the flow of legitimate trade, strengthen
protections against human trafficking and
slavery, and enforce existing U.S. trade laws.

Companies in scope must work with their
suppliers to ensure their products are not made
using forced or child labour.

Status:

The act gives the U.S. government the ability to
turn away items at the border which it reasonably
suspects were made using forced or child labour.

Penalties and liability for noncompliance:

In effect.

Companies in scope:
All companies involved in imports to the U.S.
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THE CALIFORNIA TRANSPARENCY IN SUPPLY CHAINS ACT76
Purpose of the legislation:

• satisfy the legal requirements for “doing
business” in California; and

The main goal of the California Transparency in
Supply Chains Act is to improve transparency and
source information for consumers in California.
In enacting the Transparency in Supply Chains
Act, the California Legislature found that slavery
and human trafficking are crimes under state,
federal, and international law; that slavery and
human trafficking exist in the State of California
and in every country, including the United States;
and that these crimes are often hidden from view
and are difficult to uncover and track.

• have annual worldwide gross receipts
exceeding $100,000,000 (R1.5 billion). The
law requires companies subject to the law
to disclose information regarding their
efforts to eradicate human trafficking and
slavery within their supply chains on their
website or, if a company does not have a
website, through written disclosures.

Main obligations of the Act:

The Legislature also found that consumers and
businesses are inadvertently promoting and
sanctioning these crimes through the purchase
of goods and products that have been tainted in
the supply chain, and that, absent publicly
available disclosures, consumers are at a
disadvantage in being able to distinguish
companies on the merits of their efforts to supply
products free from the taint of slavery and
trafficking.

Companies in scope of the act must post public
disclosures on the company’s website and must
be easily accessible through a homepage link. If
a company does not have a website, it is required
to offer a written disclosure within 30 days of
receiving a consumer request for the information.
The disclosure must cover, at minimum, five
topics: verification, audit, certification, internal

Status:

Penalty and liability for noncompliance:

accountability and training.

In effect.

Penalties for noncompliance with the act is
injunctive relief by the California Attorney
General. While there is no predetermined
financial penalty for failing to disclose, companies
should expect to receive an order from the
Attorney General to take action.

Companies in scope:
A company must meet certain criteria to be
subject to the law. It must:
• identify itself as a retail seller or
manufacture in its tax returns;
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PART 2
GUIDANCE FOR THE FORMULATION OF A
HUMAN RIGHTS AND HRDD POLICY AND
CORRESPONDING PROCESSES
The second pillar of the UNGP framework addresses the responsibilities of companies to respect
human rights. “Respect” means not to infringe on rights of others. In simple terms, this standard
implies that the activities undertaken by companies take into account the potential negative
effects on people, including through a company’s relationships, and take adequate measures to
avoid them.77
Any company that is looking for ways to integrate consideration for human rights into its business
operations may find that this document provides both a practical starting point and will help refine
already existing human rights due diligence approaches.78 Human rights due diligence is a dynamic
process that should be tailored to a company and the context in which it operates.
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WHAT IS A HUMAN RIGHTS POLICY
A human rights policy is a company’s public expression of its commitment to meet its responsibility
to respect internationally recognized human rights standards. At a minimum, this means the rights
set out in the International Bill of Human Rights and the principles concerning fundamental rights set
out in the UNGP and the ILO’s Declaration on Fundamental Principles and Rights at Work.
A human rights policy can take many forms and has no uniform definition. At a minimum, in
accordance with UNGP 16, it is a public statement adopted by the company’s highest governing
authority committing the company to respect international human rights standards and to do so by
having policies and processes in place to identify, prevent or mitigate human rights risks, and
remediate any adverse impact it has caused or contributed to. It should explicitly use the words
“human rights”.
Many human rights policies also elaborate on the company’s commitment to support human rights.
Human rights policies can be found within company statements of business principles, codes of
conduct or other values-related literature, or take the form of stand-alone statements on company
websites or in other public corporate responsibility documentation.
Adopting a human rights policy is a precursor to a company’s human rights due diligence towards
meeting its responsibility to respect human rights. It sends a clear signal to internal and external
stakeholders that the company is striving to embed human rights into its operational policies and
procedures and to understand the human rights impacts of the business, both positive and negative.
It also signals a commitment to take respect for human rights sufficiently seriously to allocate
management time and resources to developing and implementing a policy, including by consulting
externally.

WHY SHOULD COMPANIES RESPECT HUMAN RIGHTS?
Under the second pillar of the UNGP, companies have a responsibility to respect international
human rights standards. This responsibility entails that:
• All companies must respect human rights, which means to avoid infringing on the human
rights of others and to address these impacts where they occur, as set out in the UNGPs
• Companies that respect human rights earn and secure their ‘social license to operate,’ and
avoid potentially costly company-community conflicts
• Companies that respect human rights may better anticipate and manage operational and
regulatory risks, and are well poised to comply with future legal and regulatory requirements
• Companies that respect human rights may gain commercial benefits associated with good
human rights practices, e.g., attracting investment, procurement, top-quality recruits and
reputational benefits
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SOUTH AFRICAN WINE INDUSTRY SALIENT HUMAN
RIGHTS RISKS

WHO IS MOST AT RISK?

MIGRANT
WORKERS

WOMEN &
CHILDREN

SEASONAL
WORKERS

CONTRACT &
AGENCY WORKERS

MARGINALISED
GROUPS

SALIENT RIGHTS AT RISK?

MIGRANT &
SEASONAL WORK

POTABLE
WATER

EVICTIONS & SOCIAL
DISPLACEMENT

VIOLENCE
AGAINST WOMEN

ADEQUATE
SANITATION & HYGIENE

CLIMATE CHANGE &
DROUGHT

ALCHOHOL
HARMS

POVERTY
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LAND
DISPLACEMENT

EQUALITY &
DISCRIMINATION

FOOD
SECURITY

WHY SHOULD COMPANIES HAVE A HRDD POLICY?
A HRDD policy shows that a company understands its responsibility to respect human rights. It also:

•

Provides a basis for embedding the responsibility to respect human rights through all business
functions

•

Responds to relevant stakeholder expectations

•

Identifies policy gaps and initiate a process that alerts the company to new areas of human
rights risk

•

Elaborates on the company’s commitment to respect and support human rights

•

Builds increased trust with external stakeholders and to start to understand and address their
concerns

•

Fosters the development of in-house learning, management capacity and leadership on human
rights issues

•

Demonstrates international good business practice

Developing a human rights policy is only the first step for a company to know and show that it respects
human rights. Embedding it throughout the relevant processes and procedures of the company is
necessary to ensure its effective implementation. A properly embedded human rights policy will guide
the human rights due diligence process that is necessary for a company to know and show that it
respects human rights.

A HRDD process comprises the following elements:

An assessment
of the
company’s
human rights
impacts
(UNGP 18);

Integration of the
assessment’s findings
across relevant
internal functions and
processes in order to
ensure that actual or
potential adverse
human rights impacts
are effectively
prevented and
mitigated (UNGP 19);

Providing for or cooperating in the remediation of
negative human rights impacts the company has caused
or contributed to. Due diligence steps such as these will
usually also yield information about the opportunities a
company may have to support human rights.
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Tracking the
effectiveness of the
response to actual
or potential adverse
human rights
impacts (UNGP 20);

Being prepared
to communicate
how human
rights impacts
are addressed
(UNGP 21); and

PROCEDURAL STEPS UNDERSCORING
THE FORMULATION OF A HRDD POLICY
Developing a HRRD policy can be a dynamic, though not always a predictable process. Do not expect
perfection at first. Many companies update their policies as they gain experience with identifying and
addressing their human rights impacts. The following steps can enhance the efficacy of the HRDD
process:
•

Assign senior management responsibility to drive the process

•

Involve cross-functional personnel (human resources, legal, procurement, security, etc.) in the
process to build understanding, know-how and a sense of common purpose

•

Identify and draw on internal and/or external human rights expertise

•

Map existing company policies to identify human rights
coverage and gaps

•

Conduct a basic mapping of the company’s key
potential human rights impacts

•

Consult internal and external stakeholders to identify
and respond to their expectations

•

Communicate the policy internally and externally

•

Reflect human rights policy in operational policies and
procedures

WHAT ARE THE KEY COMPONENTS
OF A HRDD POLICY?
All policies – whether stand-alone or integrated – should at a minimum comprise:
• An explicit commitment to respect all internationally recognized human rights standards –
understood, at a minimum, as the International Bill of Rights, the UNGPs and the ILO’s Tripartite
Declaration on the Fundamental Principles and Rights at Work
• Stipulations concerning the company’s expectations of personnel, business partners and other
relevant parties
• Information on how the company will implement its commitment
It may also contain:
• An overview of the steps taken to develop the policy
• Information on the company’s key human rights priority areas
• A description of how the company will deal with conflicts between international human rights
principles and South African legal requirements
• A commitment by the company to “support” (i.e. contribute to the positive realization of) human
rights
• A summary of those human rights (including labour rights and others) that the business
recognizes as likely to be the most salient for its operations and information on how it will account
for its actions to meet its responsibility to respect human rights.
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PRACTICAL STEPS TO FORMULATE A HRDD POLICY:
STEP 1

STEP 2

STEP 3

DEVELOP A HUMAN
RIGHTS & HRDD POLICY

ASSESS

IMPLEMENT

STEP 5

STEP 4

GRIEVANCE
MECHANISMS

MONITOR
IMPLEMENTATION

Step 1
Development of a statement of human rights policy in line with
UNGP Principle 16 and 18
A key element of human rights due diligence is the development of a statement of policy. The process
of coming to such a statement of policy is likely to involve some steps of planning and consultation;
it is more than merely writing a document. When concluding this step the human rights policy should
provide:
• Expression of a commitment to respect human rights while clearly communicating to internal
and external stakeholders the company’s commitment; and
• Instruction and guidance for those who are expected to implement the policy
Tips on how to concretise this step:
• Involve senior management and seek approval
• Identify and evaluate existing commitments and policies
• Consider carrying out a human rights risk mapping under step 2
• Involve internal and external stakeholders in the process
30

Step 2
Assessment of the salient risks to human rights in line with
UNGP Principles 18 and 19
The second element of human rights due diligence is making an assessment of the salient risks to
human rights. It considers the possible negative effects of proposed and planned activities on
individuals and communities, and sets priorities for action to mitigate the risks. Assessing impacts can
be a challenging process. At the same time it is critical for the success of human rights due diligence:
if some issues are not identified or priority actions set wrongly, then this might lead to some key areas
not being addressed, while resources are wasted that could better be used elsewhere.
Tips on how to concretise this step:
• Understand impacts on human rights
• Distinguish various processes of “assessing impacts”
• Conduct a human rights risk mapping
• Involve the existing risk management function
• Identify the risks to human rights
• Prioritize actions to mitigate the risks
• Feed the assessment results into business operations

Step 3
Implementation of HRDD policies and processes in line with
UNGP Principle 19
When expectations are set (policy), and priority areas for the company’s human rights due diligence
identified (assessing impacts and salient human rights risks), the next step is to start putting the
processes in place to effectively address and mitigate the risks. In essence this comes down to
implementing human rights into management systems, including training, performance appraisal,
bonus systems, the tone at the top, and control and oversight systems.
Tips on how to concretise this step:
• Assign responsibility for human rights risks to relevant management departments
• Organize leadership from the top to the bottom
• Include human rights in recruitment and hiring
• Make human rights an integral part of company culture
• Train key managers and employees
• Develop incentives and disincentives
• Develop capacity to respond to dilemmas and unforeseen circumstances
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Step 4
Monitoring implementation
The fourth element of human rights due diligence is tracking how the company is keeping up with its
own commitment to respect human rights. The company should report on its performance and draw
lessons from this for the next business cycle or project. Similarly to impact assessments, this process
is driven by the company’s greatest actual, potential and salient risks for human rights. This, in turn,
will be guided by the company’s human rights policy and the outcome of impact assessments. For
many companies, tracking performance may include monitoring and auditing suppliers, customers
and other business partners.
Tips on how to concretise this step:
• Getting started with tracking and reporting performance
• Develop company-specific key performance indicators
• Consider different types of indicators
• Track performance of suppliers and other relationships
• Verify performance using various instruments
• Consider how to report on performance
• Consider updating performance and due diligence

Step 5
Grievance mechanisms in line with UNGP Principles 29, 30 and 31
When something has gone wrong and workers’ human rights are negatively affected through the
company’s doing, grievance mechanisms are necessary to remedy such. Such grievance mechanisms
can include whistleblower policies, anonymous complaint processes, person of trust systems and
peer-support networks. However, these are mostly for internal stakeholders, while the UNGPs state
that all stakeholders that are affected by a company’s activities should have access to grievance
mechanisms. Because companies have an important role to play in providing access to grievance
mechanisms, a re-evaluation of current grievance mechanisms might be beneficial.
Tips on how to concretise this step:
• Enhance accessibility of grievance mechanisms
• Make a gap analysis of existing grievance mechanisms
• Bring internal grievance mechanisms in line with UNGP
• Consider how to promote access to mechanisms for external stakeholders and civil society
groupings
• Introduce and facilitate alternative dispute resolution mechanisms and social dialogue platforms
• Integrate grievance mechanisms in stakeholder management processes
• Improve efficiency of grievance mechanisms
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APPENDIX
HUMAN RIGHTS DUE DILIGENCE IN SUPPLY CHAIN POLICY TEMPLATE79
This is a template, to be modified as required for inclusion within a wider policy.
This template is aligned with the UNGPs, the ILO Tripartite Declaration of Fundamental Principles and
Rights at Work and the WIETA Code and Standard on Best Practise

We, COMPANY ABC, recognise and respect the human rights of all those involved
in our supply chain. We expect our suppliers to protect the rights of their workers
and promote good working practices for all those involved in the supply chain,
particularly vulnerable and marginalised groups such as women, migrant
workers and indigenous people.
Our policies and practice are developed in line with the United Nations (UN)
Guiding Principles on Business and Human Rights and are informed by the
International Bill of Human Rights and the International Labour Organization’s
(ILO) Declaration of Fundamental Principles and Rights at Work.
Using the framework provided by the UN Guiding Principles on Business and
Human Rights, we undertake to promote and protect human rights in our supply
chain by:
•

Undertaking an ongoing due diligence process to identify potential areas
of adverse impacts and identify ways to prevent or mitigate those risks

•

Developing and implementing relevant policies and processes

•

Communicating our expectations and policies to our suppliers

•

Providing support and guidance to suppliers as required

•

Providing training for staff to raise awareness of human rights

•

Checking compliance with policies and processes across our supply chain

•

Monitoring and reporting on performance and identifying areas for
improvement

•

Undertaking investigations as appropriate where human rights violations
are identified or the potential for human rights violations is suspected

•

Ensuring that, where it is found that we have caused or contributed to
adverse impacts, we provide, or contribute to, appropriate remediation.
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The company is furthermore committed to both racial and gender equality, and
businesses involved in the value chain shall create an enabling environment for
women to access all company opportunities. In this regard, the company
undertakes the following commitments:
•

The company respects women’s human rights

•

The company recognises that women workers are vulnerable and at risk
within the company’s supply chain. As such, the company seeks to
eliminate any and all gender based risks linked to seasonality, the
exploitation of women’s work, discrimination, sexual harassment and
gender based and sexual violence within its operations and supply chain.

•

The company will endeavour to address all root causes of gender
discrimination within its operations.

•

The company commits to ensuring that where grievances by women are
lodged, the company commits to gender transformative remedies are
available to women who experience sexual harassment and gender-based
violence

•

The Company will respect victim’s right to privacy and will not disclose
the identity of victims and complainants, and seek to protect their
employees from any form of victimisation, intimidation or reprisals

•

The Company affirms that indigenous peoples are equal to all other
peoples, and to be respected as such

•

The Company undertakes to establish bespoke grievance mechanisms
and procedures, including whistle-blowing processes, to streamline the
efficacy of violation-specific remedies

Furthermore, we expect our suppliers to promote and protect the following
UNGP provisions and ILO Core Conventions:
•

Freedom of Association and Protection of the Right to Organise and
Collective Bargaining

•

Abolition of Forced Labour and Modern Slavery

•

The Abolition of Child Labour

•

No Discrimination

•

Fair Wages

•

Ensuring Safe and Healthy Work Environments
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•

Fair Working Conditions

•

Fair Working Hours

•

Fair Treatment

•

Respect for the Rights of Indigenous People and Vulnerable Groups

Specifically, we expect our suppliers to ensure that they follow the WIETA Code
and Standard of Best Practise as outlined in the HRDD template below:

1. Employment is freely chosen/No forced or bonded labour
(WIETA Principle 3)

2. Freedom of association and the right to collective bargaining
are respected (WIETA Principle 5)

3. Working conditions are safe and hygienic (WIETA Principle 4)

4. Child labour shall not be used (WIETA Principle 2)

5. Living wages are paid (WIETA Principle 9)

6. Working hours are not excessive (WIETA Principle 8)

7. No discrimination is practised (WIETA Principle 6)

8. Regular employment is provided (WIETA Principle 10)

9. No harsh or inhumane treatment is allowed (WIETA Principle 7)
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