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Below is a list of the principal 
IOE policy publications and 
information items elaborated 
over the course of 2014.  Please 
click on the link(s) to download. 
(Meeting guides and reports, such 
as for the Governing Body or 
International Labour Conference, 
are not included, but may be 
found on the designated pages of 
the IOE website).

Ci-dessous, vous trouverez une 
liste des principales informations 
et publications d’orientation 
de l’OIE élaborées au cours de 
l’année 2014. Veuillez cliquer sur 
le(s) lien(s) pour les télécharger 
(les guides et rapports de 
réunion, tels que le Conseil 

d’administration ou la Conférence 
internationale du Travail n’y sont 
pas inclus mais peuvent être 
trouvés sur les pages dédiées du 
site Internet de l’OIE).

A continuación les presentamos 
una lista con las principales 
publicaciones de posiciones 
políticas y comunicaciones 
elaboradas en el transcurso 
del 2014. Por favor, pulsen 
en el enlace correspondiente 
para su descarga. (No se 
incluyen las guías e informes 
de reuniones, tales como el 
Consejo de Administración y la 
Conferencia Internacional del 
Trabajo, accesibles en sus páginas 
designadas del sitio web de la OIE).

IOE PUBLICATIONS--PUBLICATIONS DE L’OIE--PUBLICACIONES DE LA OIE
2014 CATALOGUE / CATALOGUE 2014 / CATÁLOGO 2014

http://www.ioe-emp.org
http://www.ioe-emp.org/fr/
http://www.ioe-emp.org/es/
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Dear Reader 
 
The past weeks have been very busy in the area of business and human rights, 
with a high number of key events taking place within a short time period.  
 
The third annual UN Forum on Business and Human Rights was held in Geneva 
from 1 to 3 December and gathered around 2000 participants, of which around 
20% were from the private sector. Overall, the forum has improved and the 
discussions were less confrontational than last year. This time, there was more 
sharing of common problems and an understanding from other stakeholders that 
there are dedicated people, working hard within business, to achieve shared 
objectives. Moreover, there was greater willingness from companies to engage 
within the forum. These are positive developments. 
 
The IOE was highly engaged in the UN Forum; co-hosting a business coordination 
dinner on 1 December and a business lunch on 3 December, organising a very 
well attended session on the treaty process on 3 December and speaking on 
several panels. The previous week, the IOE had been organising the business 
input to a consultation on the work priorities for next year of the UN Working 
Group on Business and Human Rights. IOE’s activities underlined how prepared 
business is to strongly engage in this debate with the UN and all stakeholders. 
 

 
(IOE event on the impact of the treaty process on business, 3 Dec 2014) 
 
The IOE was also invited to speak at the 2nd Global Human Rights Forum in 
Marrakesh from 28-30 November. The strong views expressed by NGOs and civil 
society during underline the need to engage and inform stakeholders about the 
successes and challenges in the area of business and human rights. 
 
Furthermore, the IOE jointly organised an international human rights conference 
with the Fédération des Entreprises Romandes Genève (FER-GE) on 19 November 
at the FER-GE headquarters in Geneva. The meeting discussed the successes and 
remaining challenges in the implementation of the UN Guiding Principles on 
Business and Human Rights. The conference was a huge success. 85 business 
representatives participated in this informal exchange of views. High-level 
speakers, such as the Deputy High Commissioner for Human Rights, and members 
of the UN Working Group on Business and Human Rights, gave their perspectives 
and input. I would like to thank FER-GE and Blaise Matthey in particular for making 
this event happen. The next conference will take place in The Hague on 28 April 
2015. 
 
Also in November, the IOE conducted a joint two-day seminar at the ILO Training 
Centre in Turin with ACTEMP and BUSINESSEUROPE to help employers’ federations 
develop services for company members on business and human rights. The highly 
successful workshop is the product of a wider engagement between the IOE and 
ACTEMP Turin on this issue, and several workshops on CSR and global industrial 
relations are scheduled for next year. 
 
 

Editorial 

In this newsletter 
 
 

1 Editorial Brent Wilton 

2 UK introduces supply chain 
disclosure requirement to help 
combat modern slavery 

3 IOE statement against slavery 
and forced labour 

4 IOE backs global research on 
corporate respect for human 
rights 

5 First African Regional Forum on 
Business and Human Rights 

6 Overview Business and Human 
Rights developments 

7 The Coordinating Committee of 
Agricultural, Commercial, 
Financial Associations (CACIF) 
and Industrial sector of 
organized activity of Guatemala, 
launches the new Institutional 
Business Policy on Human Rights. 

8 New EU regulation on disclosure 
of non-financial information  

9 German government begins 
work on the National Action Plan 
on Business and Human Rights 

10 Second Annual Child Labour 
Platform Meeting  
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December/décembre/diciembre
Women’s Economic Empowerment 
Autonomisation économique des femmes 
Empoderamiento económico de las mujeres 

December/décembre/diciembre
International Labour Migration
Migration internationale de la main-d’oeuvre
Migración laboral internacional 

November/novembre/noviembre
2014 Protocol to the Forced Labour Convention
Protocole 2014 relatif à la Convention sur le 
travail forcé 
El protocolo de 2014 relativo al convenio sobre 
el trabajo forzoso
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IOE-ILO GUIDANCE NOTE ON THE 2014 PROTOCOL 
TO THE FORCED LABOUR CONVENTION, 1930

WHAT IS THE 2014 “PROTOCOL TO THE FORCED LABOUR CONVENTION, 
1930”?

The 2014 International Labour Conference (ILC) adopted a Protocol which complements the ILO Forced 
Labour Convention No. 29 from 1930. This Protocol needs to be ratified by two Member States before 
coming into force. Its purpose is to take a more comprehensive approach to forced labour by focusing on 

prevention, protection and remedy - issues which were not addressed by the Forced Labour Convention in 
1930. The Protocol also aims to abolish human trafficking that results in forced labour.

The Protocol to the Forced Labour Convention is accompanied by a Recommendation which provides technical 
guidance for the implementation of the Protocol. The nature of these instruments is as follows:

•	 The Protocol is an international treaty, subject to ratification. It creates legal obligations applicable to the ratifying State and 
can be ratified only by those Members that have ratified the Forced Labour Convention 29 (1930);1 

•	 The Recommendation has no binding force and is not subject to ratification. It provides guidance on national policy, 
legislation and practice. 

1. Further to ratification of the Convention, the ILO 1998 Declaration states that “All Members, even if they have not ratified the Conventions in question, have an obligation arising 
from the very fact of membership in the Organization to respect, to promote and to realize, in good faith and in accordance with the Constitution, the principles concerning the 
fundamental rights which are the subject of those Conventions…”

WHY IS THE “PROTOCOL TO THE FORCED LABOUR CONVENTION, 1930” RELEVANT FOR BUSINESS?

•	 The Protocol and Recommendation address an issue which is highly relevant for business. Companies, especially 
multinational buyers, have a strong business interest in not being linked to forced or compulsory labour, especially 
through supply chain activities.

•	 The UN Guiding Principles on Business and Human Rights state in GP 12 that “the responsibility of business enterprises to 
respect human rights refers to internationally recognized human rights – understood, at a minimum, as those expressed 
in 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	encompasses	ILO	Conventions	29	
and 105, as they are part of the eight ILO core Conventions and are the basis of the fundamental principle of elimination 
of all forms of forced or compulsory labour. Consequently, as the “Protocol to the Forced Labour Convention, 1930” is 
supplementing Convention 29, the “business responsibility to respect” is automatically linked to the 
Protocol.

•	 The Protocol and the Recommendation take a very inclusive approach and put special emphasis 
on	the	engagement	and	support	of	employers’	organisations	and	businesses.	Article	1	of	the	
Protocol for instance states that national action plans should be elaborated in consultation 
with	employers’	 and	workers’	organisations.	Article	2	of	 the	Protocol	 calls	 for	 support	
in due diligence by both the public and private sectors to prevent and respond to risks 
of forced or compulsory labour. The Protocol and the Recommendation open up new 
possibilities for business to be fully included in all the development of State policies 
with regard to forced labour, and to receive the support needed in fulfilling expectations 
placed on business.

•	 As constituents of the ILO, the Employers will be part of the development of the ILO  
framework of action for the implementation of these two new instruments to effectively 
engage and advance the international agenda for the elimination of all forms of forced labour.

http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-12-16__G-709_CSR_Newsletter_Dec_2014_Vol.3_-_Issue_2__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-12-16__G-709_CSR_Newsletter_Dec_2014_Vol.3_-_Issue_2__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-12-16__G-709_CSR_Newsletter_Dec_2014_Vol.3_-_Issue_2__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/gender/EN/_2014-12-03__IOE_Policy_Brief_Women_s_Economic_Empowerment__web_and_print_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/gender/FR/_2014-12-10__G-688_Annexe_Note_orientation_OIE_sur_Autonomisation_economique_des_femmes_web_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/gender/ES/_2014-12-08__Empoderamiento_Economico_de_las_Mujeres__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/migration/EN/_2014-12-01__IOE_Position_Paper_on__International_Labour_Migration__web_and_print_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/migration/FR/_2014-12-09__G-687_Annexe_Position_OIE_sur_migration_internationale_de_main_oeuvre_web_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/migration/ES/_2014-12-15__IOE_Position_Paper_on_International_Labour_Migration_es_web.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/forced_labour/EN/_2014-11__IOE-ILO_Guidance_Note_on_the_2014_Protocol_to_thte_Forced_Labour_Convention__1930__web_and_print_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/forced_labour/FR/_2014-11-22__Depliant_OIE-BIT_sur_le_travail_force_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/forced_labour/FR/_2014-11-22__Depliant_OIE-BIT_sur_le_travail_force_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/forced_labour/ES/IOE_flyer_SPANISH.PDF
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/forced_labour/ES/IOE_flyer_SPANISH.PDF
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November/novembre/noviembre
Do ILO Conventions 87 and 98 recognise a right to 
strike? 
Les conventions 87 et 98 de l’OIT reconnaissent-elles 
le droit de grève?
Los convenios 87 y 98 de la OIT ¿Reconocen el 
derecho de huelga? 

October/octobre/octubre
Understanding Income Inequality
Comprendre les inégalités de revenus 
Entender la desigualdad de ingresos 

September/septembre/septiembre
IOE at a glance  
L’OIE en bref 
La OIE en un vistazo 
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DO ILO CONVENTIONS 
87 AND 98 RECOGNISE 

A RIGHT TO STRIKE?

INTERNATIONAL 
ORGANISATION 
OF EMPLOYERS

The Global Voice of Business

UNDERSTANDING 
INCOME INEQUALITY

INTERNATIONAL 
ORGANISATION 
OF EMPLOYERS

The Global Voice of Business THE INTERNATIONAL 
ORGANISATION OF EMPLOYERS 
(IOE) - AT A GLANCE

The IOE was created in 1920 to advocate in the tripartite International Labour Organization 
(ILO) on behalf of the global employer and business community. 

Today, from its headquarters in Geneva, the IOE continues to defend and promote these same 
interests across a wide range of UN agencies, international organisations, intergovernmental 
processes and the media. 

FACT SHEET

“Through our member federations, we work with companies 
who are increasingly aware of the growing stake they have 
in creating better societies. 

By partnering with the IOE, companies have their 
perspective and contribution refl ected in the business 
position the IOE brings to global level multistakeholder 
discussions, as well as assistance in responding to their 
global challenges.”

“With more than 150 business and employer organisation 
members and partner companies around the world, we are 
the only global voice of business in social and labour policy 
discussions that impact business. 

We also facilitate networking for the exchange of experience 
and best practice among business and employer 
organisations, and companies, on a range of current 
and emerging issues that infl uence the sustainability of 
enterprises, large and small, wherever they may operate.” Daniel Funes de Rioja, President, 

International Organisation of Employers (IOE)

Brent H. Wilton, Secretary-General, 
International Organisation of Employers (IOE)

November/novembre/noviembre
Business & Human Rights explained
Aperçu sur les entreprises et les droits de l’homme 
(en anglais seulement)
Resumen infográfico sobre las empresas y derechos 
humanos (únicamente en inglés)

http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_labour_standards/EN/_2014-11-03__IOE_Paper_on_the_Right_to_Strike_in_Conventions_87_and_98__final_web_and_print_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_labour_standards/EN/_2014-11-03__IOE_Paper_on_the_Right_to_Strike_in_Conventions_87_and_98__final_web_and_print_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_labour_standards/FR/_2014-10-23__Position_OIE_sur_les_Conventions_87_et_98_Reconnaissent_elles_le_droit_de_greve_web_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_labour_standards/FR/_2014-10-23__Position_OIE_sur_les_Conventions_87_et_98_Reconnaissent_elles_le_droit_de_greve_web_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_labour_standards/ES/_2014-10-08__IOE__Nota_de_la_OIE_sobre_el_derecho_de_huelga_en_los_Convenios_87_y_98_con_glosario.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_labour_standards/ES/_2014-10-08__IOE__Nota_de_la_OIE_sobre_el_derecho_de_huelga_en_los_Convenios_87_y_98_con_glosario.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/EN/_2014-10-09__Understanding_Income_Inequality__web_and_print_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/FR/_2014-10-14__Position_OIE_sur_inegalites_de_revenus_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/ES/Informe_de_la_OIE_-_Entender_la_desigualdad_de_ingresos.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/General%20Member%20Information/EN/_2014-09-19__Fact_Sheet_-_IOE_at_a_glance__final_web_version_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/General%20Member%20Information/FR/_2014-09-23__G-617_Annexe_Fiche_info_OIE_en_bref_FR_web.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/General%20Member%20Information/ES/_2014-09-24__Nota_informative_-_La_OIE_en_un_vistazo__web_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/EN/_2014-11-06__InternationalBusinessandHumanRightsexplained_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/EN/_2014-11-06__InternationalBusinessandHumanRightsexplained_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/EN/_2014-11-06__InternationalBusinessandHumanRightsexplained_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/EN/_2014-11-06__InternationalBusinessandHumanRightsexplained_.pdf
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September/septembre/septiembre
IOE BIAC Monitoring Report on the Implementation of 
G20 Commitments 
Rapport de suivi de l’OIE et du BIAC sur la mise en 
œuvre des engagements du G20 (en anglais seulement)
Informe de seguimento de la OIE y el BIAC sobre 
la puesta en marcha de los compromisos del G20 
(únicamente en inglés)

  
 

 
 

IOE-BIAC MONITORING 
REPORT 

ON THE IMPLEMENTATION OF G20 
COMMITMENTS 

 

September 2014 
 

 

 

 

September/septembre/septiembre
Making Access to Remedy a Reality for All  
Faire de l’accès aux voies de recours une réalité pour 
tous 
Hacer del acceso a los mecanismos de reparación una 
realidad para todos

August/août/augusto
Global Development Goals (MDGs and SDGs) 
Programme de Développement Mondial-OMD et ODD 
après 2015 
La Agenda de desarrollo mundial – ODM y ODS 
después de 2015 

 

 

 
 
 
 
22 September 2014 
 
 
 
 

 
 
 
 

 

Making Access to Remedy a Reality for All 
 

 
Recommendations for Governments and UN institutions 

 
 
 

  

 

 

 

 

FACT SHEET FOR BUSINESS:  
The Global Development Agenda - MDGs and SDGs post 2015 

Millennium Development Goals (MDGs) 
In 2000, world leaders adopted the United Nations Millennium Declaration, committing their nations to a new 
global partnership to reduce extreme poverty and setting out a series of time-bound targets - with a deadline of 
2015 - that have become known as the Millennium Development Goals (MDGs). Achievement of the goals 
requires the involvement and partnership of most UN agencies. Action plans, monitoring and reporting 
mechanisms are driving and tracking progress towards the targets for each of the goals - End Poverty and 
Hunger, Universal Education, Gender Equality, Child Health, Maternal Health, Combat HIV/AIDS, Environmental 
Sustainability, Global Partnership.  
 
Whilst some goals have been achieved, there is still a way to go as a result of action having been thrown off 
course by the global economic crisis. The 2012 Report on the Millennium Development Goals notes that three 
important targets on poverty, shelter and water have been met three years ahead of 2015, whilst the 2012 MDG 
Progress Chart identifies that achievements are unequally distributed across and within regions and countries. 
Although challenging, the remaining targets can be met provided there is renewed commitment by Governments.  
 

RIO+20 and Sustainable Development Goals 
The United Nations Conference on Sustainable Development (UNCSD) RIO +20, which took place in Rio de 
Janeiro on 20-22 June 2012, addressed the need to improve performance on sustainable development and 
achieve the MDGs, particularly on poverty eradication. With Governments focusing on economic stability, 
business representatives were seen as one of the most dynamic groups to commit to voluntary action. One of the 
main outcomes of the conference was a pledge to establish action-oriented, concise and aspirational, global 
sustainable development goals, to be elaborated by an intergovernmental working group.  
 

Post 2015 
The global development agenda beyond 2015 will reflect new development challenges, be linked to the outcome 
of “Rio+20”, draw on the experience from implementing the MDGs and have shared responsibilities for all 
countries with the fight against poverty and sustainable development at its core. To support this effort, the UN 
Secretary-General has taken several initiatives. He has established the UN System Task Team on the Post-2015 
UN Development Agenda, launched a High-level Panel of Eminent Persons and appointed his own Special 
Advisor on Post-2015 Development Planning. These processes are complemented by a set of eleven global 
thematic consultations and national consultations in over 60 countries facilitated by the United Nations 
Development Group. There are many avenues that need to show a coordinated approach and that business will 
need to monitor and influence. The Open Working Group process has developed 17 goals and 170 targets and 
this will influence the intergovernmental negotiations in the run up to adoption of the post 2015 development 
agenda in September 2015. 

Involvement of Business 
Neither sustainable development nor the MDGs can be achieved by governments alone. They require the active 
participation of all sectors of society and all types of people. The UN must be reminded that business and industry 
play a crucial role in the social, economic and environmental development of countries, in increasing prosperity 
and providing the solutions and innovation to address the challenges. The post-2015 framework must be globally 
relevant and reflect the equilibrium between the three dimensions of sustainable development (environmental, 
social and economic). In order to influence this, business will have to coordinate its voice at all levels and provide 
strong effective messages and examples of successful outcomes. 

Why is this Work relevant for Business? 
Considerable sums may well be committed to sustainable development and MDGs. Governments may make 
commitments at international level requiring decisions and measures at national level that will have a direct effect 
on enterprises of all sizes and sectors. They may provide challenges to some businesses and opportunities for 
others; inadvertently erect potential barriers to trade; open new markets and new sources of funding; place new 

September/septembre/septiembre
Occupational Safety & Health and Demographics
Sécurité et santé au travail et démographie 
Salud y seguridad en el trabajo y demografía 

The Global Voice of Business

Demographics, politics and business

RECENT GLOBAL POPULATION AGEING AND 
EXPANSION ARE UNPRECEDENTED; MORE 
PEOPLE ARE LIVING LONGER AS THEY BECOME 
COMPARATIVELY WEALTHIER AND HEALTHIER. 

But countries are at very diff erent stages of the process, 
and the pace of change diff ers greatly. Population ageing 
has wide implications, including for the workplace and 
countries that start the adjustment process earlier will 
have an advantage. Analyses of population pro les are 
important tools for planning. At the national level, analyses 
provide an indication of what employment, healthcare, 
education and pension provisions have to be made; 
information on the availability, or scarcity, of human 
resources and the skills needed for innovation, production 
and service provision; and support product development, 
marketing and sales.

The challenges are diff erent across regions and pro les 
can shift within a generation because of environmental, 
economic and social impacts. War, famine, poverty, climate 
change, resource availability and natural disasters can all 
have implications for population dynamics that may take 
a considerable time to rebalance. To tackle demographic 
challenges, it is necessary to tackle other challenges 
such as immigration, gender issues, skills and learning, 
pensions policy, healthcare, disability and discrimination. 
The workplace is a signi cant in uencer and learning 
environment to help address these issues.

Many of these challenges can be addressed via social 
provisions, and ILO Recommendation R202 on Social 
Protection Floors proposes that countries, within their own 
needs, provisions and arrangements, introduce the four 
elements of social protection  oors to provide basic:

 access to essential health care 

 income security for children, providing access to 
nutrition, education, care and other necessary services

 income security for working age persons unable to 
earn because of disability or unemployment

 income security for older persons

Employers’ organisations have a role at national level in 
helping to determine what such provision should look like.

What is the impact of the demographic challenge on 
business?

THE SITUATION IS VERY DIFFERENT IN 
DEVELOPING COUNTRIES, EMERGING 
ECONOMIES AND THE DEVELOPED WORLD. 

There are two main broad pro les:

 An ageing population in the developed world (Europe 
in particular), with fewer young people to provide the 
skills and resources needed by enterprises and to fund 
the pensions of the more numerous elderly. Businesses 
will have to rely in part on older people for the 
necessary skills and older people will need to remain in 
work longer to fund their pensions. The situation also 
puts a strain on healthcare systems. 

 The predominance of a young population, largely in the 
developing world, seeking skills and employment and 
making often unmet demands on education, healthcare 
and employment systems. This, coupled with improved 
communications, mobility and globalisation, has led 
to unprecedented migration of populations, creating 
challenges as well as opportunities for cultural and 
demographic diversity. 

Businesses will have to look at their human resources 
programmes, to tailor them to their needs and the 
demographic pro le of their communities. With the 
business case being the key driver for recruitment of both 
young and mature workers, it will be necessary to: 

 Identify and match employee and employer needs

 Recognise that needs for employers and employees 
change

 Give both parties time and support to accept and 
adjust to the changing needs

Sensitive adjustments will be required depending on 
the prevailing circumstances. Recruitment, retention, 
motivation, career progression, pay structures, support, 
training and work patterns have to be adapted.

FACT SHEET
OCCUPATIONAL SAFETY & 
HEALTH AND DEMOGRAPHICS

http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-09-03___IOE-BIAC_Monitoring_Report_on_the_Implementation_of_G20_Commitments__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-09-03___IOE-BIAC_Monitoring_Report_on_the_Implementation_of_G20_Commitments__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-09-03___IOE-BIAC_Monitoring_Report_on_the_Implementation_of_G20_Commitments__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-09-03___IOE-BIAC_Monitoring_Report_on_the_Implementation_of_G20_Commitments__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-09-03___IOE-BIAC_Monitoring_Report_on_the_Implementation_of_G20_Commitments__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-09-03___IOE-BIAC_Monitoring_Report_on_the_Implementation_of_G20_Commitments__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/EN/_2014-09-22__Making_access_to_remedy_a_reality_for_all__final_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/FR/_2014-09-26__G-627_Annexe_Faire_de_l_acces_aux_voies_de_recours_une_realite_pour_tous_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/FR/_2014-09-26__G-627_Annexe_Faire_de_l_acces_aux_voies_de_recours_une_realite_pour_tous_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/ES/_2014-09-22__G-627_linked_document_Hacer_del_acceso_a_los_mecanismos_de_reparacion_una_realidad_para_todos.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/business_and_human_rights/ES/_2014-09-22__G-627_linked_document_Hacer_del_acceso_a_los_mecanismos_de_reparacion_una_realidad_para_todos.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/EN/_2014-08-12__IOE_Fact_Sheet_on_the_Global_Development_Goals_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/FR/_2014-08-18__Fiche_information_entreprises_Programme_dev.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/FR/_2014-08-18__Fiche_information_entreprises_Programme_dev.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/ES/_2014-08-14__Nota_Informativa_-_Objetivos_de_desarrollo_del_Milenio__ODM_y_ODS_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/ES/_2014-08-14__Nota_Informativa_-_Objetivos_de_desarrollo_del_Milenio__ODM_y_ODS_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/EN/_2014-09-08__IOE_Fact_Sheet_-_OSH_and_Demographics.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/FR/_2014-09-09__Fiche_info_sur_SST_et_demographie_FR_web.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/ES/Sept._2014_Nota_informativa_-_SST_y_demografia__web_.pdf
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July/juillet/julio
Global Development Goals 
Objectifs du Millénaire pour le Développement 
(en anglais seulement) 
Objectivos de desarrollo mundial  
(únicamente en inglés)

 

 

 
 
 
 

IOE UPDATE -  
THE PATHWAY TO 

SUSTAINABLE DEVELOPMENT 
GOALS POST-2015 

 

 

 

 

 

 

 

GENEVA, AUGUST 2014 

 

June/juin/junio
Women’s Empowerment
Autonomisation des femmes 
Empoderamiento de la mujer

The Global Voice of Business WOMEN’S EMPOWERMENT

Women’s Empowerment

GENDER EQUALITY AND THE EMPOWERMENT 
OF WOMEN ARE HIGH ON THE INTERNATIONAL 
AGENDA, NOT ONLY FROM A HUMAN RIGHTS 
PERSPECTIVE, BUT ALSO FROM A SOCIAL AND 
ECONOMIC POINT OF VIEW. 

Furthermore, gender equality and women’s 
empowerment are a focus of the Millennium 
Development Goals and therefore contribute to 
sustainable development. 

It is vital to remove obstacles to women’s advancement 
and to aim for gender equality at all levels of society 
around the world - ensuring that women have a say 
in all government institutions, from the judiciary to 
the civil service, in the private sector and civil society, 
so that they can participate equally in public dialogue 
and decision making, and in uence the future of their 
families, countries and the economy. 

Why is the empowerment of women important for 
business?

THE BUSINESS COMMUNITY HAS A KEY ROLE TO 
PLAY IN PROMOTING WOMEN’S EMPOWERMENT 
AS WE WORK TOGETHER TO SHAPE OUR 
WORKPLACES OF THE FUTURE.

The business community recognises that gender 
equality contributes to business effi  ciency, 
productivity and sustainability, and positively impacts 
economic performance and society as a whole. 

How can business engage?

BUSINESS CAN ENGAGE BY EMPOWERING 
WOMEN IN THE WORK PLACE, LABOUR MARKET 
AND THE COMMUNITY BY MAKING A STRONG 
COMMITMENT FROM THE TOP LEVELS OF 
MANAGEMENT DOWN TO NON-DISCRIMINATORY 
PRACTICES AND POLICIES. 

Business can also demonstrate leadership to 
ensure full access to equal opportunities, as well as 
the participation and integration of women in the 
workforce. 

Companies can support and promote the UN Global 
Compact Women’s Empowerment Principles (WEPs) 
by engaging in the business platform these principles 
off er to catalyse best business practices for women’s 
advancement and gender equality.

Launched by the United Nations Development Fund 
For Women (UNIFEM, part of UN Women) and the 
United Nations Global Compact on International 
Women's Day 2010, the WEPs (subtitled Equality 
Means Business) emphasize the business case 
for corporate action to promote gender equality 
and women's empowerment and are informed by 
actual business practices and input gathered from 
across the globe. They also seek to inform other 
stakeholders, including governments.

The 7 WEPs are:
1. Establish high-level corporate leadership for gender 

equality.

2. Treat all women and men fairly at work – respect 
and support human rights and non- discrimination.

3. Ensure the health, safety and well-being of all 
women and men workers.

4. Promote education, training and professional 
development for women.

5. Implement enterprise development, supply chain 
and marketing practices that empower women.

6. Promote equality through community initiatives and 
advocacy.

7. Measure and publicly report on progress to achieve 
gender equality.

FACT SHEET

August/août/augusto
OSH Management Systems 
Systèmes de gestion de la SST 
Salud y seguridad en el trabajo (SST) – normas 
de gestion

July/juillet/julio
CSR Newsletter
Bulletin de la RSE (en anglais seulement) 
Boletín de la RSE (únicamente en inglés) 

 

 

 

 

FACT SHEET FOR BUSINESS: 
OCCUPATIONAL SAFETY AND HEALTH (OSH) 

MANAGEMENT STANDARDS 

OSH Management Standards 
Organisations worldwide recognise the need to control and improve health and safety performance, and often do 
so with either formal or informal occupational safety and health management systems (OSHMS) or occupational 
health and safety management systems (OHSMS). However, before 1999 there was a proliferation of national 
standards and proprietary certification schemes to choose from. This caused confusion and fragmentation in the 
market; undermined the credibility of each individual scheme; and potentially created trade barriers. Recognising 
this, the national and international standards-setting bodies began the development of OSH management 
standards. The main ones are:  
 
BS OHSAS 18001:2007  
BSI Group led the development of formal OHS (Occupational Health and Safety) management systems since 
1999. The OHS Series consisted of two specifications: 18001 provided requirements for an OHS management 
system and 18002 gave implementation guidelines. BS OHSAS 18001 was adopted as a British standard in 2007 
and the updated guidance specification was adopted as BS OHSAS 18002 in 2008.  

 BS OHSAS 18001 specifies requirements for an OH&S management system to help an organisation develop 
and implement a policy and objectives, which take into account legal requirements and information about 
OH&S risks. It applies to all types and sizes of organisations and accommodates diverse geographical, 
cultural and social conditions.  

 BS OHSAS 18002 provides generic assistance for establishing, implementing or improving an OH&S 
management system, and demonstrates successful implementation of BS OHSAS 18001.  

The standards are not legally binding and were developed as a result of demands for certification. They can be 
aligned with existing ISO 9001 (quality management) and ISO 14001 (environmental management) systems. 
Many organizations look at implementing all three standards at the same time which can be cost-effective and 
minimises disruption. The standards can be integrated using a standard such as BSI’s PAS 99.  
 
ILO Guidelines on occupational safety and health management systems (ILO-OSH 2001)  
These Guidelines were developed by the ILO with tripartite consensus involving worker, employer and 
government representatives and may be applied on two levels - national and organisational. At the national level, 
they provide for the establishment of a national framework for occupational safety and health (OSH) management 
systems, preferably supported by national laws and regulations. They also provide precise information on 
developing voluntary arrangements to strengthen compliance with regulations and standards, which, in turn, lead 
to continual improvement of OSH performance. At the organisational level, the Guidelines encourage the 
integration of OSH management system elements as an important component of overall policy and management 
arrangements. They are not legally binding and are not intended to replace national laws, regulations or accepted 
standards. As well as employer involvement, they particularly provide for worker participation at all stages of the 
process. Their application does not require certification.  

Developments on ISO Occupational health and safety (OHS) management systems 
The ILO has previously objected to the development of an ISO OSH management standard, but in June 2013 the 
ISO’s Technical Management Board (TMB) approved the creation of a new Project Committee on Occupational 
Health and Safety Management Systems (OHSMS), to be serviced by the British Standards Institute (BSI), based 
on the largely affirmative results of a ballot vote by the national standards bodies that constitute ISO’s voting 
members in 112 countries. The scope of the work will cover Standardization in the field of Occupational health 
and safety management systems. There will be 49 Participating countries and 17 Observing countries and other 
observer organisations involved in the work. 
 
The Project Committee (PC 283) responsible for the production of this work intends that the standard will be 
published by October 2016. The standard will be aligned to other ISO standards ISO 9001 (Quality Management) 
and ISO 14001 (Environmental Management) that are undergoing revision and are intended to be published in 
2015. 
 

http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/EN/_2014-07-25__G-589_IOE_Update_on_SDG_consultation_25July2014.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/EN/_2014-07-25__G-589_IOE_Update_on_SDG_consultation_25July2014.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/sustainability/EN/_2014-07-25__G-589_IOE_Update_on_SDG_consultation_25July2014.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/gender/EN/_2014-06-09__IOE_Fact_Sheet_on_Women_s_Empowerment__June_2014__web_version_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/gender/FR/_2014-06-05__Fiche_info_sur_autonomisation_des_femmes_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/gender/ES/Nota_Informativa_Empoderamiento_de_la_Mujer.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/EN/_2014-08-12__IOE_Fact_Sheet_OSH_Management_Standards__.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/FR/_2014-08-18__G-344_Fiche_info_entreprises_sur_systemes_d.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/ES/_2014-08-12__Nota_informativa_sobre_SST_normas_de_gestion.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/ES/_2014-08-12__Nota_informativa_sobre_SST_normas_de_gestion.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-07-15__G-581_IOE_CSR_Newsletter_July_2014.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-07-15__G-581_IOE_CSR_Newsletter_July_2014.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-07-15__G-581_IOE_CSR_Newsletter_July_2014.pdf
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1 
 

IOE-BIAC-GAN SURVEY: DO NATIONAL VOCATIONAL EDUCATION AND TRAINING (VET) 
SYSTEMS REFLECT THE B20-L20 JOINT UNDERSTANDING ON QUALITY APPRENTICESHIPS? 

 

MAIN FINDINGS 
 
 

Introduction 
 
In a joint understanding in June 2013, the B20 and L20 stressed the key role of high quality 
apprenticeship systems in bringing young people into the labour force and ensuring the 
availability of workers that are equipped with the skills businesses need. 
 
This joint understanding presented to G20 Labour Ministers and to the G20 Employment 
Task Force, identifies seven key principles that make for successful apprenticeships. The 
joint understanding of key elements for quality apprenticeships is attached to this analysis. 
 
In preparation for the OECD-G20-EU conference on apprenticeships systems taking place in 
Paris on 9 April 2014, the IOE, BIAC and the Global Apprenticeship Network (GAN) 
contacted their national member federations in G20 countries to assess the extent to which 
national VET frameworks are in line with this joint understanding. Responses from 17 out of 
19 countries were received. The survey allowed us to better understand the challenges that 
employers and young people face when it comes to VET in G20 countries.  
 
 
Main Findings 
 
The majority of G20 countries have a national VET system which combines workplace-
based as well as off-the-job training. In some countries like the US, there is no uniform 
national system, but highly diversified and decentralised approaches. In Japan, 
apprenticeships are not governed by legislation and different private VET initiatives exist in 
parallel. 
 
In seven countries, employers’ federations and trade unions are not sufficiently involved in 
the design, implementation and governance of VET systems. The survey results indicate 
that it is in precisely these countries where social partners do not have the possibility to 
adequately engage with VET systems, that the curricula of the VET systems neither 
correspond to the needs of businesses nor the interests of apprentices, and that the 
curricula do not achieve a smooth school-to-work transition. Basically, these systems fail to 
deliver their main function: to equip young people with the skills they need to enter the labour 
market quickly. 
 

April/avril/abril
IOE-TISK Publication : CSR for all 
OIE-TISK “CSR for all” (en anglais seulement)
OIE-TISK “CSR for all” (únicamente en inglés)

 

1 
 

 

 

Corporate Social Responsibility 
for All  

(CSR for All) 
 

Handbook for Employers’ 
Organisations 

 
 

 
  

April/avril/abril
The Minimum Wage 
Le salaire minimum 
El salario mínimo 

April/avril/abril
IOE-GAN-BIAC Survey on National Vocational Training 
Systems 
Enquête de L’OIE, du GAN et du BIAC sur les systèmes 
nationaux de formation professionnelle (en anglais 
seulement)
Encuesta de la OIE-BIAC-GAN sobre los sistemas 
nacionales de formación profesional (únicamente en 
inglés)

The Global Voice of Business

THE MINIMUM WAGE

INTERNATIONAL 
ORGANISATION 
OF EMPLOYERS

GUIDANCE PAPER OF  THE

May/mai/mayo
IOE Annual Report 2013 – 2014 
Rapport annuel de l’OIE 2013-2014 
Memoria anual de la OIE 2013 – 2014 

The Global Voice of Business

ANNUAL REPORT
2013 – 2014

INTERNATIONAL 
ORGANISATION 
OF EMPLOYERS

http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-04-29__Employer_Organisations__Handbook.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-04-29__Employer_Organisations__Handbook.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/csr/EN/_2014-04-29__Employer_Organisations__Handbook.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/EN/_2014-04-15__IOE_Guidance_Paper_on_the_Minimum_Wage__April_2014_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_industrial_relations/FR/_2014-04-08__Document_orientation_OIE_sur_le_salaire_minimum_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_industrial_relations/ES/Documento_de_orientacion_de_la_OIE_-_El_salario_minimo.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-04-08__Findings_-__IOE-BIAC_survey_on_national_VET_systems_alignment_with_B20-L20_joint_understanding_final.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-04-08__Findings_-__IOE-BIAC_survey_on_national_VET_systems_alignment_with_B20-L20_joint_understanding_final.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-04-08__Findings_-__IOE-BIAC_survey_on_national_VET_systems_alignment_with_B20-L20_joint_understanding_final.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-04-08__Findings_-__IOE-BIAC_survey_on_national_VET_systems_alignment_with_B20-L20_joint_understanding_final.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-04-08__Findings_-__IOE-BIAC_survey_on_national_VET_systems_alignment_with_B20-L20_joint_understanding_final.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/G20/EN/_2014-04-08__Findings_-__IOE-BIAC_survey_on_national_VET_systems_alignment_with_B20-L20_joint_understanding_final.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/General%20Council/EN/_2014-05-21__IOE_Annual_Report_2013_-_2014__final_web_and_print_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Annual%20Reports%20EFS/FR/_2014-05-22__G-504_Rapport_annuel_2013-2014_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Annual%20Reports%20EFS/ES/_2014-05-23__Memoria_Anual_2013_-_2014__final_.pdf
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March/mars/marzo
The Living Wage 
Le salaire minimum vital 
El salario vital 

March/mars/marzo
The United Nations Global Compact 
Le Pacte mondial des Nations Unies 
El Pacto mundial de Naciones unidas 

March/mars/marzo
Measuring Decent Work  
Mesure et contrôle du travail décent 
Medición y seguimiento del progreso en trabajo 
decente 

February/février/febrero
Flexible Forms of Employment 
Les formes d’emploi flexibles 
Formas flexibles de empleo 

The Global Voice of Business

THE LIVING WAGE

INTERNATIONAL 
ORGANISATION 
OF EMPLOYERS

GUIDANCE PAPER OF THE

The Global Voice of Business

What is the Global Compact?

THE GLOBAL COMPACT IS A CALL TO BUSINESS 
WORLDWIDE.

An initiative of former UN Secretary-General Ko  
Annan, the Global Compact was launched in January 
1999 as a call to business worldwide to help build 
the social and environmental framework to support 
open and free markets while ensuring that people 
everywhere have a chance of sharing the bene ts of 
the global economy. 

Today, with UN Secretary-General Ban Ki-moon at 
its head, the Global Compact describes itself as the 
largest voluntary corporate sustainability initiative in 
the world, with 8,500 corporate signatories in more 
than 135 countries committing to advance its ten 
Principles.

The Ten Principles of the UN Global Compact

HUMAN RIGHTS

1. Businesses should support and respect the 
protection of internationally proclaimed human 
rights within their sphere of in uence, and 

2. Make sure that they are not complicit in human 
rights abuses.

LABOUR RELATIONS

3. Businesses should uphold the freedom of 
association and the eff ective recognition of the 
right to collective bargaining, and encourage

4. elimination of all forms of forced and 
compulsory labour

5. eff ective elimination of child labour, and

6. elimination of discrimination in respect of 
employment and occupation.

ENVIRONMENT

7. Businesses should support a precautionary 
approach to environmental challenges

8. Undertake initiatives to promote greater 
environmental responsibility, and

9. Encourage development and diff usion of 
environmentally-friendly technologies

COMBATTING CORRUPTION

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

The Global Compact is neither a legal instrument, nor 
a code of conduct - nor is it a prescriptive instrument 
linked with external monitoring or auditing of 
company eff orts. Instead, it creates a forum for 
learning and sharing experiences in the promotion of 
the ten principles.  

What Commitments are required of Global Compact 
Signatories? 

BUSINESS PARTICIPANTS IN THE UN GLOBAL 
COMPACT COMMIT:

 to make the ten principles part of their business 
strategies and day-to-day operations;

 to issue by a given deadline an annual 
Communication on Progress (COP), a public 
disclosure to stakeholders (investors, consumers, 
civil society, governments, etc.) on progress 
made in implementing the ten principles, and in 
supporting broader UN development goals;

 to advocate for the Global Compact.

If a member fails to submit its COP, it will be 
listed on the Global Compact website as 
"non-communicating". If a further year passes 
without the submission being  led, the company will 

FACT SHEET
THE UNITED NATIONS GLOBAL 
COMPACT

The Global Voice of Business MEASURING AND MONITORING 
PROGRESS ON DECENT WORK

Decent work

THE CONCEPT OF DECENT WORK IS BASED ON 
THE FOUR STRATEGIC OBJECTIVES OF THE ILO:

 Realization of standards and the fundamental 
principles and rights at work
 Creation of greater opportunities for women and 

men to secure decent employment and income
 Enhancing coverage and eff ectiveness of social 

protection for all
 Strengthening tripartism and social dialogue

Measuring and Assessing Progress (MAP) on Decent 
Work 

BETWEEN 2009 AND 2013, THE ILO AND THE 
EUROPEAN COMMISSION (EC) UNDERTOOK A 
JOINT MAP PROJECT IN NINE COUNTRIES.

It involved governments and employers’ and workers’ 
organisations and aimed to strengthen capacity to 
self-monitor and assess progress towards decent 
work.

The project collected data, and identi ed and 
compiled decent work indicators which had been 
developed by the Tripartite Meeting of Experts on the 
Measurement of Decent Work, and presented to the 
18th International Conference of Labour Statisticians 
in 2008, and form the basis of a Decent Work Country 
Pro le to analyse all aspects of decent work, boost 
social dialogue and inform national policymaking on 
decent work and help policy coherence. 

Employers’ position on measuring and monitoring 
progress towards decent work

EMPLOYERS SEE THE VALUE OF AN INTEGRATED, 
ROBUST, RELIABLE ILO DATABASE

There is utility in having more and better statistics 
within the framework of measuring decent work but 

not as a means of performance review/assessment/
measurement of progress towards a subjective 
concept like Decent Work, rather as a contribution 
to understanding an array of national circumstances 
relevant for promoting the decent work agenda.

Employers propose that the ILO dedicate resources 
to building an integrated database, especially since 
capacity building must be based on basic labour force 
survey data. Many countries have limited capacities 
to collect hard facts on employment, let alone divert 
resources to subjective concepts. Employers welcome 
and support improving labour market statistics by 
making existing data more robust and gathering 
new data relevant to obtaining more comprehensive 
understanding at the national level.

ENSURING TRIPARTISM IN BUILDING THE 
DATABASE IS CRUCIAL 

In line with ILO objectives, country data collection, 
including identifying the data to be collected, should 
be tripartite to ensure data sets are neutral, factual 
and objective. Where there are subjective elements, 
they should be veri ed with local constituents to 
prevent false and misleading interpretations.

THE DECENT WORK CONCEPT PER SE CANNOT 
BE A UNIVERSAL STANDARD APPLICABLE TO ALL 
WORKERS AND JOBS EVERYWHERE

The very nature of the four pillars of decent work 
implies that it is a relative concept - a goal to be 
achieved within the capacity and development 
objectives of each country. Decent work does not 
mean that everyone performing comparable work 
must receive the same quantum of wages and enjoy 
the same conditions of work everywhere; nor does 
it imply the application of all international labour 
standards in all countries.

Decent work is subjective and ever-evolving. It has 
a  oor, which is embodied in the Fundamental 
Principles and Rights at Work, but no ceiling. It is 
an objective that must be considered within each 

FACT SHEET

The Global Voice of Business

INTERNATIONAL 
ORGANISATION 
OF EMPLOYERS

FLEXIBLE FORMS OF WORK

POSITION PAPER OF THE

http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_industrial_relations/EN/2014_IOE_Guidance_Paper_The_Living_Wage.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_industrial_relations/FR/_2014-03-31__Document_orientation_OIE_sur_salaire_minimum_vital_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/international_industrial_relations/ES/Documento_de_orientacion_de_la_OIE_-_Salario_vital.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/Global%20Compact/EN/_2014-04-15__IOE_Fact_Sheet_on_the_UN_Global_Compact__web_version_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/Global%20Compact/FR/_2014-04-15__Fiche_info_Pacte_mondial_des_NU_FR__version_web_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Other%20International%20Organisations/Global%20Compact/ES/IOE_factsheet_The_UN_Global_Compact_es_web.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/EN/_2014-03-03__IOE_Fact_Sheet_Measuring_and_Monitoring_Progress_on_Decent_Work_EN.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/FR/_2014-03-06__G-440_Annexe_Fiche_info_mesure_et_controle_travail_decent_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/ES/_2014-02-24__G-440_Nota_informativa-Medicion_y_seguimiento_del_progreso_en_trabajo_decente.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/ES/_2014-02-24__G-440_Nota_informativa-Medicion_y_seguimiento_del_progreso_en_trabajo_decente.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/EN/IOE_Flexible_Forms_of_Work_eng_06_03.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/FR/_2014-03-06__Formes_emploi_flexibles_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/employment/ES/Formas_flexibles_de_Empleo.pdf
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February/février/febrero
Managing Employee OSH & Security during 
International Travel and Assignments  
SST : missions et déplacements professionnels à 
l’étranger 
Seguridad, salud y protección para viajes y misiones 
de trabajo internacionales 

January/janvier/enero
OSH Risk Management in the Supply Chain 
Gestion des risques dans les chaînes 
d’approvisionnement dans le domaine de la SST
SST : Gestión de riesgos en la cadena de suministro

January/janvier/enero
Become a Partner Company of the IOE  
Devenez partenaire de l’OIE 
Asóciese a la Organización Internacional de 
Empleadores 

The Global Voice of Business SAFETY, HEALTH AND SECURITY 
FOR WORK-RELATED INTERNATIONAL 
TRAVEL AND ASSIGNMENTS

International work-related travel and assignments
RECENT YEARS HAVE SEEN CONSIDERABLE GROWTH 
OF INTERNATIONAL WORK-RELATED TRAVEL AND 
ASSIGNMENTS. 

Mobility is increasing due to globalisation, new markets 
and the need for services. Studies have shown that 50% 
additional growth in mobile workers is expected by the year 
20201. International travel is a large component of many 
organisations to such an extent that the de nition of the 
workplace is evolving, integrating travel and assignments 
abroad. The responsibilities of the organisation to 
employees involved will remain an important topic.

In the past, concerns and measures of protection focused 
on the ‘executive traveller’. However, today there are 
many types of working travellers. They can be a senior 
executive who is travelling to close an important deal, a 
consulting technician who is travelling to service a system, 
a manual labourer working with a large group building a 
road through a jungle, or a domestic person hired abroad 
to work in a household. At any given time there are many 
types of workers travelling around the globe.

Assessment of risks before travel
IN ADDITION TO “TRADITIONAL” OCCUPATIONAL SAFETY, 
SECURITY AND HEALTH ISSUES, FOR EXAMPLE LATENT 
CARDIOVASCULAR DISEASES, THE RISK FOR A WORKER 
TRAVELLING OR WORKING ABROAD CAN ENCOMPASS A 
WIDE RANGE OF OTHER ISSUES. 

These include quality and accessibility of adequate health 
care, location-speci c infection risks, lost medication, lost 
travel documents, the quality of state security and emergency 
services, road traffi  c accidents, political unrest, violent crime, 
terrorism and con icts, major accidents, natural disasters, 
and cultural and legal complexities. Most often, a situation 
can be dealt with locally with on-site advice, but sometimes 
more complex intervention is needed. A global framework for 
success in managing and recovering from an event requires 
a proactive approach to prevention and mitigation in order 
to minimise both the probability and impact on the individual 
and the organisation.

Such events should be part of the pre-emptive OSH risk 
assessment and management of employees. Insurance 

that covers  nancial and medical risks may not provide 
adequate assistance as it is a mechanism for transferring 
risks and not preventing them. Organisations should 
ensure that adequate health, safety, security and legal 
protection measures are in place for their workers on 
international travel assignments because:

 Prevention, response to, and mitigation of incidents reduce 
costly interruptions to business activities and potential 
litigation, improve morale and strengthen productivity.

 Adequate identi cation of threats and hazards, and the 
management of risks during an incident, may allow for 
the continuation of activities, or the development of new 
opportunities, which could have otherwise been lost.

 It is important to ensure that any relevant legal 
obligations are met.

 Meeting the duty of care is an important part of 
corporate social responsibility.

Defi ning the boundaries and risks from business and 
personal travel 
WHEN STAFF TRAVEL ON INTERNATIONAL BUSINESS THEY 
MAY COMBINE IT WITH SOME ELEMENTS OF PERSONAL 
TRAVEL.

If the company is only prepared to cover the risks 
associated with business travel, then the boundaries should 
be made clear and the employee advised of the need to 
make arrangements for managing risks arising from the 
personal elements of the trip.

Support before, during and after travel and assignments
CURRENTLY ONLY AUSTRALIA AND CANADA HAVE SPECIFIC 
LEGAL REQUIREMENTS COVERING THE HEALTH AND SAFETY 
OF EMPLOYEES WHEN ON INTERNATIONAL ASSIGNMENTS. 

While practical enforcement of criminal law across national 
boundaries may be challenging, case law and civil liabilities 
are putting pressure on employers to manage all work-
related risks to employees wherever they may arise so 
employers should take a systematic approach to

 Assess the health status of employees before travel 
and the risks of likely illnesses or injuries during travel 
and stay abroad

FACT SHEET

1 http://www.pwc.com/talentmobility2020

BECOME A PARTNER OF THE 
INTERNATIONAL ORGANISATION 
OF EMPLOYERS
Is your business global? 
ARE INTERNATIONAL INDUSTRIAL RELATIONS, 
LABOUR AND EMPLOYMENT ISSUES IMPORTANT 
TO YOUR COMPANY?
Do you have concerns regarding human rights and labour issues 
in your supply chain?
If the answer to any of these questions is yes, you cannot aff ord to ignore 
developments in the international organisations that set workplace standards, and 
engage with global trade unions and the human rights community. You need a trusted 
partner that can provide the information, access and in uence to help you defend 
your global interests.
Establishing a partnership with the IOE through your national employers’ or business 
organisation provides a unique, cost-eff ective opportunity to participate in in uencing 
policymaking and public opinion that impacts enterprises in all sectors, wherever they 
may operate.  As global debates around the role of business intensify, IOE Partner 
Companies can play an important leading role in shaping this environment. 

By partnering with the IOE, your 
company can:
Provide input based on your company’s 
experience into global-level discussions 
taking place in the ILO and other 
international forums on labour and social 
policies that aff ect business operations

Gain access to tailor-made products, 
information and knowledge-sharing 
activities encompassing international 

labour standards, CSR, business and 
human rights, industrial relations, 
migration, sustainability, standardisation, 
skills development and much more

Demonstrate corporate leadership in 
policy circles relating to international 
social and labour aff airs

Obtain sought-after networking 
opportunities and knowledge-sharing 
with peer-level companies in a 
con dential environment

About the IOE
• Represents employers within the 

tripartite International Labour 
Organization (ILO), helping to shape 
global labour and social policy, and 
advocating for business in high-level 
debates involving governments and 
workers 

• Enjoys consultative status across 
the UN system and in the Council of 
Europe, and voices business views to  
institutions such as the World Bank, 
the IMF, and  the G20

• Plays a direct role in the UN Global 
Compact and in the development 
of UN guidelines on business and 
human rights

• Works with an array of like-minded 
global business, legal and other 
bodies, and through a worldwide 
member network encompassing 
some 140 top-level national business 
and employers’ federations who 
represent the  interests of companies 
of all sizes and in all sectors

• Acts as the recognised employer 
interface with the Global Union 
Federations, the International 
Trade Union Confederation and 
governments around the world

 “Companies are increasingly 
aware of the growing stake 
they have in creating better 
societies.  This is our invitation to 
multinationals that wish to take 
their place at the global decision-
making table.”

Brent H. Wilton, Secretary-General, 
International Organisation of 
Employers (IOE)

“Come join us in supporting our 
national employer and business 
federations and contribute to 
the IOE’s work as our global 
voice of business in labour 
and social policy on the world 
stage. This IOE initiative will 
provide companies with a unique 
opportunity to understand and 
engage on global issues that 
aff ect our businesses.”
Ed Potter, Director of Global Workplace 
Rights, The Coca-Cola Company

http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/EN/_2014-02__IOE_Fact_Sheet_-_OSH_and_Sec__Intl_Travel__new_format_web_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/EN/_2014-02__IOE_Fact_Sheet_-_OSH_and_Sec__Intl_Travel__new_format_web_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/FR/_2014-02-20__Fiche_info_sur_SST_missions_et_deplacement_etranger_FR_web__nouveau_format_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/FR/_2014-02-20__Fiche_info_sur_SST_missions_et_deplacement_etranger_FR_web__nouveau_format_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/ES/Nota_informativa_-_Seguridad__salud_y_proteccion_para_viajes_y_misiones_de_trabajo_internacionales.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/ES/Nota_informativa_-_Seguridad__salud_y_proteccion_para_viajes_y_misiones_de_trabajo_internacionales.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/EN/_2014-01-16__Fact_Sheet_for_Business_-_OSH_risk_managment_in_the_Supply_Chain__web_.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/FR/_2014-01-24__G-410_Fiche_info_entreprises_-_SST_Gestion_des_risques_dans_les_chaines_approvisionnement_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/FR/_2014-01-24__G-410_Fiche_info_entreprises_-_SST_Gestion_des_risques_dans_les_chaines_approvisionnement_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Policy%20Areas/osh/ES/_2014-01-16__Nota_informativa_para_las_empresas_-_SST_Gestion_de_riesgos_en_la_cadena_de_suministro.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Services_to_Companies/EN/_2014-01-10__IOE_Partner_Company_Flyer_EN.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Services_to_Companies/FR/_2013-10-30__G-347_Depliant_Entreprises_partenaires_OIE_FR.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Services_to_Companies/SP/_2013-10-30___IOE_Partner_Company_Flyer_SP.pdf
http://www.ioe-emp.org/fileadmin/ioe_documents/publications/Services_to_Companies/SP/_2013-10-30___IOE_Partner_Company_Flyer_SP.pdf
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L’OIE constitue le plus vaste réseau mondial du secteur privé. Avec 150 fédérations d’employeurs et d’entreprises 
membres dans 143 pays, l’OIE est le porte-parole mondial des entreprises.

La Organización Internacional de Empleadores (OIE) es la voz mundial de las empresas, constituyendo la red más amplia 
del sector privado del mundo, con una gama de 150 empresas y organizaciones miembro en 143 países.

The IOE is the largest network of the private sector in the world. With 150 business and employer organisation members 
in 143 countries, it is the global voice of business. 


