
International

Business and 
Human Rights
Conference Summary

Wednesday 19 April 2017, 
Amsterdam 



 

 

 
 

International Business and Human Rights Conference 
 

Wednesday 19 April 2017 in Amsterdam 
 

Conference summary 
 
 
 

Introduction 
 
Some 150 participants – the vast majority from business – attended the IOE's fifth 
"International Business and Human Rights Conference" jointly convened this year by the 
Dutch national employers' federation, VNO-NCW, and the global staffing and recruitment 
company, Randstad, which also hosted the event at its headquarters in Amsterdam.  
 
The topics covered were: 

• The business case for responsible business conduct; 

• Flexible forms of work – responding meaningfully to this reality; 

• Ethical recruitment – challenges & how to address them; 

• Corporate human rights defenders: the next frontier for business and human rights; 

• Ensuring suppliers respect human rights in the supply chain; 

• Strengthening human rights due diligence, reporting and access to remedy in supply 
chains; and 

• The private sector's role in helping to achieve the Sustainable Development Goals. 

 
The event followed the Chatham House rule, in which "information disclosed during the 
conference may be reported by those present, but the source of that information may not be 
explicitly or implicitly identified." 
 
This report provides an anonymised summary of the discussions held. However, one notable 
participant, Dutch Minister for Foreign Trade and Development Cooperation Lilianne 
Ploumen, made her speech on "corporate human rights defenders" publicly-available and, 
therefore, we include the link to this for your reference. 

 
 

Over-arching points 
 

• Participants at the conference largely represented the "leaders of the pack" – ie: 
those firms, lawyers, advisors, investors etc. that are already taking meaningful action 
to implement the UN Guiding Principles on Business Human Rights (UNGPs). 
 

• While they face a number of legitimate and ongoing challenges (especially in relation 
to managing respect for human rights down the supply chain), the main test for the 
wider business and human rights community is to dramatically broaden awareness of 
and action on the UNGPs beyond the well-known Western brands in a way that 
ensures that the private sector as a whole, including SMEs and SOEs, acts 
responsibly.  

 
 
 

https://www.government.nl/documents/speeches/2017/04/19/speech-minister-ploumen-on-international-business-and-human-rights
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The business case for responsible business conduct 
 

• Many arguments can be used to drive business respect for human rights. 
Traditionally, stakeholders (including NGOs, trade unions, internal company 
representatives, investors and Governments) promote ethical/moral, compliance-
based and legal reasons. Less effectively utilised and developed is the "business 
case", which in some instances shows the financial cost of a company failing to 
identify, prevent and adequately respond to human rights risks. 
 

• The business case can be made using negative and positive arguments: 
- On the one hand, causing or contributing to human rights harm can create 

significant costs to business – that are often not aggregated – such as delays to 
operations caused by strikes or protests, lost productivity, lost staff time in 
managing human rights-related disputes, reputational harm and, most significant 
of all, lost business opportunities.  

- On the other hand, a positive case can often be made for companies to respect 
human rights, especially over the medium to long-term. Doing so can help with 
hiring and retaining the best staff and can enable companies to create, or at least 
realise, opportunities in terms of increased value linked to future projects, 
expansion plans, or sales that may otherwise not go through if a business is mired 
in a human rights scandal. 

 

• More work and research is needed to better understand the business case and when 
and how this argument should be employed and when it is not effective. For example, 
It can be hard to quantify risk to people and it is wholly inappropriate to suggest that 
companies should only respect human rights when it’s in their narrow financial 
interests to do so, such as using a pure “cost-benefit” analysis. Past examples shows 
that when combined with an appeal to a company’s values, the business case can be 
effective in bringing human rights to the attention of decision-makers within a 
company (including the C-Suite, and financial and legal teams), as well as investors.  

 
 

Flexible forms of work – responding to this reality 
 

• It is essential to better understand the changing labour landscape and the 
opportunities and challenges posed by rapid digitization; changes in the production of 
goods and delivery of services (such as the emergence and expansion of the on-
demand economy); the re-organisation of work (which is increasingly more geared 
towards autonomous, output/result-based and project-oriented tasks and jobs that 
allow people to shape their own careers under less rigid structures with constantly 
changing teams); the impact of globalisation and demographic changes (contrary to 
current waves of populism and nationalism, many European countries need to take a 
more proactive approach to immigration to provide basic services for their aging 
populations); and social and environmental challenges. 
 

• Against this backdrop, the point was made that opposing "flexibility" in the labour 
market does not lead to more fixed jobs and corresponding social protection. In fact, 
doing so often results in missed job creation and "poorly regulated" flexible work.  
 

• Instead, there is a need for greater recognition that while flexible jobs – such as 
temporary work, part-time work and agency work – pose challenges (mainly in 
relation to social protection systems), they complement rather than substitute 
traditional forms of employment. They offer opportunities to those who would 
otherwise be unemployed; they help reduce undeclared illegal work with no welfare 
protection; and they can also be a stepping stone to other and long-term positions.  
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• Therefore, it is important to move away from a "job-preservation" mindset to a "job-
creation" mindset, and help workers to maximise their labour opportunities and help 
companies to better manage and adapt to changing business circumstances, global 
competition and periods of crisis. Policy and regulatory developments should support 
diverse forms of work and working arrangements to facilitate more employment for 
more people. Efforts should also focus on how ensure job creation and how to build 
social protection systems to support individuals in the flexible labour market.  

 
 

Ethical recruitment – challenges & how to address them 
 

• Ethical / fair recruitment is an issue that concerns workers (notably migrant workers), 
employers, recruiters and Governments in countries of origin (sending countries) and 
destination (receiving countries). Exploited job seekers can face a number of potential 
harms such as incurring recruitment fees to secure work, fraudulent hiring practices, 
human trafficking, forced labour and modern forms of slavery. 
 

• The ILO estimates that: 
- More than 150 million people are migrant workers in search of decent work and 

better livelihoods. Of these, 11.5 million are migrant domestic workers.  
- Almost 21 million people are victims of forced labour, with 19 million exploited by 

private individuals or enterprises and two million by the State or rebel groups. 
- Forced labour in the private economy generates approximately US $150 billion 

illegal profits per year. 

 
• Forced labour is usually found in labour intensive industries where regulation and/or 

legal enforcement is weak, such as: agriculture, brick kilns, construction, fishing, 
hospitality, manufacturing, mining and quarrying.  
 

• Company practices can increase the likelihood of forced labour in supply chains in 
the following ways:  
- Price: when suppliers compete on price it can mean that their margins are 

squeezed so that they are unable to compete without exploiting their own workers 
and/or those of another company. 

- Lack of long-term contracts: without longer-term partnerships, it is harder for 
supplier factories to develop and implement effective management processes, 
invest in better equipment and staff training. 

- Subcontracting: where companies/suppliers subcontract production to other 
facilities, there is always a risk of human rights abuse. Equally, rush orders and 
late production changes can make subcontracting more likely and even harder to 
effectively monitor. 

- Payment of recruitment fees by migrant workers: many migrant workers pay large 
recruitment fees to agencies and other intermediaries to secure work abroad. This 
can leave them in sitations of debt bondage and put them at other risks. 

- Outsourced labour arrangements: some industries, especially seasonal ones such 
as agriculture, traditionally use workers supplied, managed and paid by labour 
brokers or gangmasters. This can distance a company from the workforce, add 
pressures on the terms and conditions of work and lead to exploitation. 

- Lack of trade unions: the absence of effective trade unions in supplier companies 
makes it harder for companies to detect, prevent and respond to situations of 
forced labour.                                                                                     (Source IHRB) 

 
• Against this backdrop, discussions focused on what user companies can do to ensure 

they enact ethical recruitment practices. As with most discussions on business and 
human rights, it was stressed that conventional approaches to social compliance - 
notably auditing - often do not by themself result in companies being able to identify, 

https://www.ihrb.org/uploads/briefings/2016-05%2C_IHRB_Briefing%2C_Forced_Labour.pdf
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prevent, respond to salient issues such as slavery-like conditions facing workers in 
supply chains. Therefore, companies should:  
- Include recruitment processes as part of their due diligence processes and 

introduce worker welfare monitoring. User companies need to have detailed 
knowledge of the fees and recruitments practices being used in their operations 
otherwise they can contribute to harm. 

- Be proactive and acknowledge that user companies cannot act responsibly at 
arms length from their suppliers and recruitment agencies. This means 
establishing and maintaining direct relationships with recruitment agencies in 
sending countries for example and/or consider looking at ways to have more 
direct recruitment of workers such as using one's own staff to go sending 
countries and examine the practices of the recruitment agencies. 

 
• Equally, governments, regulators and multilateral organisations, such as the ILO, 

need to look at ways to strengthen and enforce existing regulation to ensure that 
businesses operate on a level and consistent playing field. This also applies to the 
changing nature of work and industries, precipitated by automation, which bring more 
self-employment, project-based work and other forms of flexible work. 

 
• One important consideration concerns budget: it was stated that companies will work 

to solve recruitment problems in their operations and business relationships as best 
they can within their budgets. Therefore, understanding the financial implications of 
this work needs more attention and thought. Linked to this, more research would be 
helpful on the business case of ethical recruitment, for example by looking at 
concrete cases such as corridor studies on the textile sector in Jordan where the ILO 
and key partners have managed dedicated projects on tackling forced labour. 
 

• Some key initiatives to tackle unethical recruitment are listed below. Participants 
suggested that having a number of similar but distinct initiatives creates confusion 
about who is involved in which initiative and whether the initiatives are coherent and 
mutually reinforcing. Therefore, more effort should be made to draw clear links 
between the initiatives, the actors involved in them and their outcomes/impacts: 

 
- Employer Pays Principle: "No worker should pay for a job – the costs of recruitment 

should be borne not by the worker but by the employer." 
o "Leadership Group for Responsible Recruitment" comprising: the Coca-Cola 

Company, Hewlett Packard Enterprise, HP Inc., IKEA, M&S, Unilever and Walmart. 
o Supported by IHRB, ICCR, IOM and Verite 
o Three objectives: 

i. Create demand for responsible recruitment by raising awareness about the 
positive benefits of ethical practices and developing tools to help companies 
implement the Employer Pays Principle; 

ii. Increase supply of ethically sourced labour by creating an enabling 
environment and supporting the development and implementation of systems 
to identify and use ethical recruitment agencies; 

iii. Advocate for improved protection for migrant workers by brokering dialogue to 
promote the effective regulation and enforcement of the recruitment industry 

 
- Fair Recruitment Initiative:  

o The ILO's “Fair Recruitment Initiative”, a multi-stakeholder initiative involving the 
private sector, Governments and social partner including the IOE and its affiliates, 
seeks to: 

i. Help prevent human trafficking and forced labour; 
ii. Protect the rights of workers, including migrant workers, from abusive and 

fraudulent practices during the recruitment process (including pre-selection, 
selection, transportation, placement and possibility to return); and  

iii. Reduce the cost of labour migration and enhance development outcomes for 
migrant workers and their families, as well as for countries of origin and 
destination. 

https://www.ihrb.org/employerpays/the-employer-pays-principle
http://www.ilo.org/global/topics/fair-recruitment/lang--en/index.htm
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o It is based on a four-pronged approach which puts social dialogue at the centre. In 
particular, the initiative focuses on: 

i. Enhancing global knowledge on national and international recruitment 
practices; 

ii. Improving laws, policies and enforcement mechanisms to promote fair 
recruitment practices; 

iii. Promoting fair business practices; and 
iv. Empowering and protecting workers. 

 
- IRIS (International Recruitment Integrity System): 

o IRIS is a voluntary, multi-stakeholder certification system. 
o It aims to bring transformative change – through transparency – to international 

recruitment practices by: 
i. Supporting the "employer pays" model of international recruitment, 

understanding the links between fee-charging to workers and forced labour; 
ii. Creating a community of socially responsible recruitment stakeholders that 

raise the bar industry wide; 
iii. Presenting jobseekers with viable alternatives to unethical recruitment through 

a publically-available roster of bona fide intermediaries; 
iv. Launch strategic partnerships to ensure that the system will complement 

existing government regulations. 
 

- Dhaka Principles for Migration with Dignity: 
o The Dhaka Principles are a set of human rights-based principles to enhance respect 

for the rights of migrant workers from the moment of recruitment, during overseas 
employment and through to further employment or safe return to home countries. 

o Based on UNGPs and relevant ILO standards and apply to all sectors. 
o Comprise 2 core principles and 10 supporting principles. 

 
• IOE resource on "forced labour": http://www.ioe-emp.org/policy-areas/forced-labour/ 

 

 

Corporate human rights defenders: the next frontier for business 
and human rights 
 

• Dutch Minister for Foreign Trade and Development Cooperation Lilianne Ploumen 
delivered a keynote address in which she highlighted the positive role that business 
can play to ensure a free and functioning civil space around the world and the 
importance of the private sector taking a more proactive stance in this regard. She 
described this the "next frontier in business and human rights." 
 

• To read her speech, which she made public and is in English, click on this link. 
 

• For more information on human rights defenders, including work by the Business and 
Human Rights Resource Centre relevant to companies, please visit this link. 

 
 
Ensuring suppliers respect human rights in the supply chain 
 

• In order to focus their efforts to ensure that suppliers and business partners respect 
human rights requires, buying companies themselves need to introduce a meaningful 
and systemic human rights approach in their policies and processes. This is much 
more effective than taking an ad-hoc approach that responds to individual 
incidents/cases. However, it takes time to properly embed human rights policies and 
practices across different company functions and operations - from the Board and 
legal and compliance to procurement and sustainability for example. Rushing the 
process risks undermining the entire effort as the policies will not stick or have lasting 
value. 

https://iris.iom.int/
http://www.dhaka-principles.org/
http://www.ioe-emp.org/policy-areas/forced-labour/
https://www.government.nl/documents/speeches/2017/04/19/speech-minister-ploumen-on-international-business-and-human-rights
https://www.business-humanrights.org/en/bizhrds
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• Other challenges include: 
- Poor governance and weak law enforcement in various countries/regions. 
- The huge and widespread nature of the informal economy: The ILO estimates that 

informal economy comprises half to three-quarters of all non-agricultural 
employment in developing countries. Therefore, compliance with laws can only be 
achieved by formalising more jobs/sectors.  

- Engained business cultures: In various countries and regions it can be harder to 
speak about human rights. For example, it is considered easier to discuss human 
rights risks in Europe than in the USA or Asia. 

- The volume of a company's partners and suppliers and the large number of daily 
purchases it makes. 

- Going beyond the first tier: For many large companies, getting control of and 
embedding respect for human rights of first tier suppliers is very challenging. 
Therefore, going further upstream in the supply chain is a major challenge. 

- Maintaining respect for human rights in the supply chain: Companies and 
suppliers can fall off the compliance ladder quickly.  

- The ubiquity of a company's logo can suggest that the company is responsible for 
every harm/incident, when in fact the headquatered company may have a 
franchise model and/or its logo may be misappropriated.  

 

• Generally, it was ackowledged that audits alone and/or badly-designed audits that do 
not connect to remediation for example, have little impact and are not necessarily 
worth their expense and drain on resources. Instead, audit programmes should be 
considered amongst a package of actions. Additional approaches taken by some 
companies are: 
- Focusing on ensuring "robust management systems" rather than undertaking site 

audits of suppliers (which is virtually impossible given the volume). 
- Supplier support visits: aimed at those suppliers where the human rights risks are 

most acute.  
- Peer projects and collective action approaches: especially relevant to address 

systemic sectoral issues. 
- Zero tolerance protocols: making it explicit in contracts and codes of conduct that 

the company will end a business relationship on certain human rights grounds. 
- Better worker-employer dialogue, such as using technology to contact workers 

directly to better understand what they are experiencing. 
- Drill down on high-risk segments of the supply chain: clearly define the front and 

back-end partners in this segment and introduce a robust process to identify and 
respond to human rights harm. 

 
 
Strengthening human rights due diligence, reporting and access to 
remedy in supply chains 
 

• Participants broke out into six groups to look at how to strengthen core elements of 
human rights due diligence, reporting and access to remedy in supply chains. The 
discussions focused on the actions of individual companies, such as large caps, and 
their efforts to improve human rights engagement of their business partners - 
including suppliers, contractors, customers and joint venture partners. 
 

• Group 1 (Beyond social compliance): "What innovative approaches, beyond 
traditional social compliance, can companies adopt to strengthen their human rights 
due diligence and prioritise areas of their supply chain where the risk of harm is most 
acute?" 
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- Companies should aim to transform their relationship with suppliers and business 
partners from one of "policeman" to "partner" in which distrust gives way to 
building trust. 

- Auditing is essentially an exercise in passing a test that rarely identifies what is 
actually occurring on the ground and does little to build a relationship with 
partners, whereby a company can usefully exercise its leverage. 

- While Codes of Conducts help provide the architecture for how a company and its 
suppliers should respect human rights, they need to be complemented by 
focusing on an integrated approach to supply chain management (not outsourcing 
to external consultants or leaving to internal CSR functions only; creating robust 
management systems; and implementing tailored supplier support activities.  

- Companies can consider reducing the number of first tier suppliers they use to 
help free up time and resources to focus on second tier suppliers for example. 

- While due diligence processes are expensive, so are audits that often only 
provide limited and unhelpful data. 

 

• Group 2 (Meaningful human rights reporting by business partners): "What is 
needed to ensure that business partners (ie: suppliers, subsidiaries, contractors, 
business customers etc.) improve the quality of their reporting on human rights risks 
in order to help companies' due diligence efforts and compliance with new reporting 
rules? What are the advantages of them doing this?" 
- Some challenges:  

o Existing tools do not adequately provide meaningful information (ie: 
questionnaires);  

o Suppliers / business partners are overburdened by wide variety of 
reporting obligations and requests;  

o Many questions posed are generic (at times irrelevant) and closed-ended, 
which results in a narrow responses that serve to "tick a box" rather than 
provide useful insights (ie: audit questions that ask overly simple "yes/no" 
questions such as "is there a fire extinguisher in the factory?" instead of 
asking "what happens – for workers and managers alike - if a fire breaks 
out in the factory?";  

o Reporting efforts seem more concerned with process than 
outcomes/impacts; and  

o There seems to be a stigma, or at least some reluctance in the business 
community, to report on real impacts. 

- Possible solutions:  
o Reduce the burden on reporting companies: structure reporting tools and 

questions to encourage simple and yet clear answers that reflect salient 
and material issues; 

o Focus more on capacity-building: invest in educating business partners to 
deliver meaningful reporting (ie: showing examples of leading reporting) 
and provide concrete feedback to them; and 

o Incentivise good reporting (perhaps via incentive programmes on 
meaningful reporting and good performance): engage properly with 
business partners on their reporting process and spell out the value of 
them improving their reporting. 
Approaches include: face-to-face engagement; providing concrete 
feedback on good and bad points with suggestions on how to improve; 
address the company's fear of failure by adopting a "yes, but…" approach; 
and reward positive change with firm recognition and more business. 

- Advantages of reporting meaningfully on human rights:  
o Allows the reporting companies to better manage risk and comply with 

laws, regulations and terms of contracts. 
o Opportunities include: better visibility (brand awareness); boosts 

reputation; strengthens existing business relationships; more commercial 
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gains; access to new markets; and access to more capital (especially with 
investors increasingly looking at human rights risk). 
 

• Group 3 (Access to remedy - ensuring an effective operational-level grievance 
mechanism): "How can companies design and implement an effective operational-
level grievance mechanism consistent with the UNGPs?" 
- Companies should start by mapping what grievance channels they already have 

in place and assess their effectiveness against the UNGPs' "effectiveness criteria" 
(UNGP 31 – page 33). These can include: human rights impact assessments, 
audits, helplines and worker engagement processes. 

- Companies should think from the perspective of an affected group/individual – ie: 
the rights-holder. 

- It is important to carefully inform external stakeholders, such as suppliers, about 
the available grievance mechanisms and how to access them (different access 
points should be available). One suggestion is to include information on payslips.  

- Companies should consider the two sides of operational-level grievance 
mechanisms: they allow a company to: (a) react to an incident or allegation; and 
(b) take a more proactive stance by offering affected individuals and/or whistle-
blowers a tool to sound the alarm on a potential or actual harm, which the 
company can then prevent, mitigate and/or remedy as early as possible. 

- Companies should explore using technology in the functioning of the grievance 
mechanism. 

 

• Group 4 (Access to remedy - exercising leverage to ensure remediation): "The 
revised MNE Declaration calls on multinational enterprises “to use their leverage to 
encourage their business partners to provide effective means of enabling remediation 
for abuses of internationally recognized human rights.” How can they do this in 
practice?" 
- While MNEs should have their own grievance mechanisms, it was understood that 

they should also use their leverage – where able – to encourage business 
partners to develop their own or participate in established ones. 

- Leverage, as defined by the UNGPs (which the revised MNE Declaration is 
aligned with), is not concerned with the result / outcome of using one's leverage 
but with the mere act and process of doing so. 

- More discussion is needed to understand how many supply chain tiers an MNE 
should be concerned about. Questions remain about what is feasible and effective 
in terms of how much leverage an MNE has further upstream in the supply chain. 

- The revised MNE Declaration risks formalizing an issue that should remain 
flexible. Over-formalisation through onerous requirements can create unexpected 
adverse effects down the supply chain. However, standardisation has been useful 
for project finance, such as in the case of the Equator Principles for banks to 
streamline administration for clients, and the 2016 Dutch Banking Sector 
Agreement. Another option is to give points for good behaviour when MNEs 
award contracts (constructive and proactive) to their business partners. 

- Using leverage may create issues around competition law. While working with 
partners, especially for small players like SMEs, can be relatively straightforward, 
working with competitors raises the possibility of falling foul to anti-competitive 
behaviour. To get around this, MNEs should consider the careful and appropriate 
use of safe spaces, such as business associations (no guarantee however); hold 
discussions with regulators and ask for help and their guidance; and provide 
training on anti-trust/competition rules in this context. 

- Practical guidance and capacity-building is needed to assist MNEs in responding 
to harms further down the supply chain, especially in terms of providing a 
principled response about how company is dealing with the problem and 
discussing it with the business partners. 

http://www.ohchr.org/Documents/Publications/GuidingPrinciplesBusinessHR_EN.pdf
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- Disengagement: while a necessary option, this is viewed as the last resort due to 
the impact on local conditions and the human rights situation (which could be 
worsened by ending a business relationship).  

- Companies should also look at using alternative suppliers and identify how to best 
exercise their leverage before the business relationship is established (ie: include 
terms on remediation in contracts). 

 
• Group 5 (Access to remedy - industry/sector-based approaches): "What are the 

main industry- and sector-based challenges on access to remedy and what 
approaches can overcome them?" 
- There is more and more regulation on human rights issues, but not the accompanying 

enforcement mechanisms. This means that those laws are unlikely to create a level 
playing field because they won't penalise companies that do not comply with them. 

- Industry and sector-based organisations should make information on the new and 
existing laws and regulations more readily-available via online webpages etc. 

- Industry and sector-based associations should have more self-regulation to 
complement government regulations. 

- Pre-competitive industry-based approaches on enabling remedy should 
complement but not replace government approaches. 

- Suppliers can sometimes feel an interference from companies / buyers that push on 
the issue of ensuring and/or participating in remediation processes because their 
efforts lack face-to-face contact and any meaningful relationship management. 

- Remediation in some contexts, such as business operations involving small-
holders, smelters, palm oil sector, multi-stakeholder initiatives may be needed. 

- Industry and sector-based organisations should leverage technology 
advancements in their grievance mechanisms. 
 

• Group 6 (Access to remedy - remedy as a means of prevention): "How can 
providing and cooperating in legitimate remediation processes help prevent or 
mitigate future human rights harm and improve business operations?" 
- Companies should recognise the preventative nature of a grievance / remedy 

mechanism and two essential ingredients to ensure this: learning and openness. 
- Access to remedy mechanisms should naturally trickle down into a company's 

management systems and its human rights due diligence processes. 
- Company culture: It is important that the tone from the top (Board and C-suite) 

communicates the importance of enabling remedy to both respond to actual 
harms and prevent potential harms.  

- While existing laws on business and human rights are weak on enforcement and 
sanctions, some such as the UK Modern Slavery Act have a useful preventative role. 

- Other non-judicial mechanisms, such as the OECD National Contact Points, could 
be strengthened by making them less defensive/reactive to harm and more 
proactive in terms of identifying likely future harms. 

 
 

The private sector's role in helping to achieve the Sustainable 
Development Goals 
 

• The Sustainable Development Goals (SDGs) are a CEO-level issue and have the 
potential to bring human rights risk and the UNGPs – which relate to the social arm of 
sustainable development – to the attention of the C-Suite. In addition, the SDGs have 
helped give essential visibility to sustainability functions within a company. 
 

• However, the SDGs have not been written for business and there is a major 
challenge – given the many targets etc. – in translating their applicability to the private 
sector. We need to make their goals comprehensible to companies. 
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• Collective action / joint industry initiatives help create leverage for business to make a 
meaningful contribution. The SDGs concern many systemic issues that cannot be 
solved by one actor – be it a Government, let alone one company – by itself. 
 

• In relating the SDGs to one's core business, companies should resist looking at 
different SDG indicators/frameworks first, but instead examine their own businesses – 
products, systems, staff composition, operating contexts, etc. - and look at how this 
relates to the different 17 goals. This is less confusing to business.  
 

• Human rights due diligence – as expressed in the UNGPs - is an obvious entry point 
for companies to make a meaningful contribution to the SDGs.  

 
• Useful links:  

- The Global Business and Sustainable Development Commission has published a 
report to outline the case for business to respect human rights and help achieve the 
SDGs. 

- Viewpoint: "What do the Sustainable Development Goals have to do with Corporate 
Respect for Human Rights?" 

 

 
 
 
 
 

 

http://businesscommission.org/our-work/business-human-rights-and-the-sdgs
https://www.shiftproject.org/resources/viewpoints/sustainable-development-goals-corporate-respect-human-rights/
https://www.shiftproject.org/resources/viewpoints/sustainable-development-goals-corporate-respect-human-rights/
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