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2.1 The information you need may be brought 

together in your organisation in a single CSR 

policy, or spread across a number of different 

sources. 

2.2 This chapter draws attention to what 

those sources might be and provides a checklist 

to help you read between the lines and work out 

what is going on. 

2.3 It also suggests the sort of questions 

you could be asking about your employer’s CSR 

policy and what it covers.

Assessing your 
workplace csr policy

1.1 Corporate social responsibility has 

many forms and definitions. Even the term is 

not standard – sometimes it is simply termed 

corporate responsibility, or corporate citizenship. 

Sometimes, especially for businesses with large 

environmental impacts, it may be covered by 

environmental or sustainable development 

policies.

1.2 Generally speaking, CSR covers the things 

an organisation does that:

have an impact beyond its immediate ■■

operations, for example on society, local 

communities or the environment

are over and above its legal obligations■■

affect how it is viewed and treated by ■■

stakeholders.

The term stakeholders is usually used 
to include all those with a stake in the 
organisation – ie who are affected by 
its actions or its success – other than 
management and shareholders. As such, it 
can include employees and trade unions. 
But companies sometimes limit it to 
external stakeholders. Where the term is 
applied to employees, it does not imply that 
they are separate from the organisation.

1.3 Rather than looking for a precise 

definition, it is better to look at what an 

employer’s policies state, and just as important, 

what happens in practice. Most large 

organisations have CSR policies in some form 

– but aspects of CSR may also spread across 

other areas, such as environment, employment, 

equality and diversity, and community policies.

Why is this a matter 
for trade unions?

1.4 Prospect believes employees and 

representatives should be fully engaged as 

stakeholders in developing, validating, and 

implementing such policies. 

1.5 Many organisations have policies that 

look good, but are largely presentational and 

top-down, and so are not embedded in the 

organisation. This means there is little awareness 

of them or commitment to making them work 

across the business as a whole.

1.6 The best way to bring about such 

awareness and commitment is for the workforce 

to be involved in CSR policies at all stages. 

An employer who is really committed to CSR 

should welcome such involvement. After all, 

the workforce are the people who know what is 

really going on, and how things could be done 

better. 

Action plan 
Assess –

What is your employer already doing? ●●

How deep is their commitment?  ●●

(Chapter 2)

Build –
Create a business case for doing more ●●

Find channels you can use to engage with ●●

your employer or try to create them

Identify where your organisation has ●●

opportunities and strengths which could 

be used to benefit or influence others

Look for where the union can add value ●●

– for example, through relationships with 

other stakeholders

Agree a joint CSR framework  ●●

(Chapters 3-6)

Check –
Monitor progress●●

Seek and pass on feedback from members●●

Communicate the results to staff and ●●

stakeholders. 

(Chapter 7)

What is corporate 
social responsibility?1
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2.1 The information you need may be brought 

together in your organisation in a single CSR 

policy, or spread across a number of different 

sources. 

2.2 This chapter draws attention to what 

those sources might be and provides a checklist 

to help you read between the lines and work out 

what is going on. 

2.3 It also suggests the sort of questions 

you could be asking about your employer’s CSR 

policy and what it covers.

Assessing your 
workplace csr policy2

Where to look for evidence
How much is being done depends on the nature of the organisation and how far down the 
CSR road it has gone. Its activity may be brought together in a single CSR policy, or spread 
across several sources.

Specific Annual CSR or sustainability review●●

Environmental policies and targets●●

Impact statements●●

Corporate Value statements●●

Recruitment information●●

Procurement policies ●●

Human resources policies ●●

Corporate strategy/corporate plan●●

Annual report or operating and financial review●●

Over-arching 
Bodies, codes etc the 
organisation has signed up to.  
(See Annex 2, page 20, for a 
fuller list)

Business in the Community●●

International Business Leaders Forum●●

Global Compact●●

Global Reporting Initiative●●

Ethical Trading Initiative●●
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CSR Criteria EVALUATION CHECKLIST Domestic 
operations

International 
operations

Supply 
chain

Partners 
(including 

governments)

Staff

Core labour standards

Trade union representation●●

Right to collective bargaining●●

Work-life balance

Flexible working practices, eg part-time, homeworking

Partnership with unions

Encouraging employee engagement and feedback

Investors in People

Equality and diversity in treatment and recruitment

Training and development

Health and safety

Volunteering/community opportunities

PROCUREMENT

Renewable energy

Sustainable sourcing

Ethical trading

Fair trading

Audited supply chains

Environmental policies

Reducing environmental impact, eg pollution, emissions

Reducing waste, eg by recycling

Reduced water use, eg by re-using grey water

Use of sustainable and/or public transport

Resource-efficient working patterns, eg teleconferencing, homeworking

Use of brownfield sites

Ecological/biodiversity protection and promotion

Environmental impact assessments

Innovative products and processes

Promoting more sustainable consumption, eg sustainable products, teleshopping

WORKPLACE ENVIRONMENTAL INITIATIVES

Waste reduction, recycling

Energy saving

SOCIAL POLICIES

Impact on local community, eg noise, transport, pollution etc

Local community engagement, eg sponsorships etc

International projects/initiatives

Professi●● onal expertise 
Humanitarian response●●

Charitable support etc●●

Contribution to●●  Millennium Development Goals
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CSR Criteria EVALUATION CHECKLIST continued Domestic 
operations

International 
operations

Supply 
chain

Partners 
(including 

governments)

BUSINESS ETHICS

Anti-corruption/code of ethics, eg tax avoidance in developing world, bribery to 

secure services

Adherence to codes, eg Extractive Industries Transparency Initiative

Ethical investment

Whistle-blowing

Impact on wider government policies, eg lobbying

OVERALL POLICY

Reference to external standards

Contribution to Millennium Development Goals

Seeking stakeholder feedback

Other

TAKING ACCOUNT OF THE NATURE OF THE BUSINESS AND ITS IMPACTS, ARE THERE ANY OBVIOUS GAPS?
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3.1 In almost every organisation there is 

something to build on. Representatives can then 

make a case for doing more, looking at:

the ■■ business case
what the ■■ organisation has to offer
where the ■■ union can add value. 

3.2 Think about the best way to engage 

with your employer, and whether it would help 

to have a CSR framework agreement or to 

develop existing policies and documents.

3.3 All of these depend on the nature of the 

business – the best CSR policies are based on 

what the business is doing, where it is operating, 

what it is good at. This way they are more likely 

to be part of ‘the way we do business’, rather 

than just add-ons.

Making the business case

3.4 CSR is based on the principle that there 

is no fundamental inconsistency between 

the interests of a business – that is, of 

the organisation and, where applicable, its 

shareholders – and acting responsibly. On the 

contrary, CSR is good for the business. 

3.5 This is often referred to as the ‘triple 

bottom line’, linking the financial, environmental 

and social performance of a business. It applies 

as much or more to public sector or not-for-

profit organisations, since they should by 

definition be operating in the interests of society 

as a whole. Good practice will increase public 

confidence in them and so enable them to do 

their core job better. 

3.6 The benefits of CSR, like CSR itself, can take 

many forms. The main ones are outlined below. 

Reputation 

3.7 A brand, and hence the ability of a 

business to generate profits, may be damaged 

by adverse publicity – for example, about poor 

The business case 
for doing more

MEASURING THE DEPTH OF CSR

As well as whether a given area is covered, it is important to look for quality and depth.  
For example, are there specific commitments? How rigorous is the process for drawing up 
and implementing the policy? 

Here are some questions to gauge how far the 
policies are mainstream or just add-ons. Yes / No 1 = poor/minimal

5 = very good

Are employees and/or unions included among stakeholders 
whose views are taken into account in CSR policies?

 Y   N   1	   3	   5

  2	   4  

Are there mechanisms for enabling employees and/or unions 
to give feedback on aspects of the policies that concern them?

 Y   N   1	   3	   5

  2	   4  

How does the organisation respond to such feedback,  
eg does it welcome and act on it and inform employees of 
what it has done?

 Y   N   1	   3	   5

  2	   4  

Are there specific commitments and, where feasible, 
measurable targets?

 Y   N   1	   3	   5

  2	   4   

Are policies clearly reflected in the organisation’s core values 
and part of ‘how we do business’?

 Y   N   1	   3	   5

  2	   4   

Do policies refer to objective, external standards and codes 
where applicable? (see Annex 2, page 20, for examples)

 Y   N   1	   3	   5

  2	   4   

Is the employer a member of any relevant organisations or 
groupings concerned with promoting CSR, or does it have 
certification or recognition from such organisations?

 Y   N   1	   3	   5

  2	   4   

Are CSR reports externally assured or audited?  Y   N   1	   3	   5

  2	   4  

Is the trade union (locally and globally, where applicable) 
included as a stakeholder in external verification (audited) 
processes?

 Y   N   1	   3	   5

  2	   4   

In global supply chains does the organisation adhere to 
global framework agreements for relevant sectors?

 Y   N   1	   3	   5

  2	   4  

All this will help as a reality check on whether the policy is meaningful or simply a public relations exercise.
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3.1 In almost every organisation there is 

something to build on. Representatives can then 

make a case for doing more, looking at:

the ■■ business case
what the ■■ organisation has to offer
where the ■■ union can add value. 

3.2 Think about the best way to engage 

with your employer, and whether it would help 

to have a CSR framework agreement or to 

develop existing policies and documents.

3.3 All of these depend on the nature of the 

business – the best CSR policies are based on 

what the business is doing, where it is operating, 

what it is good at. This way they are more likely 

to be part of ‘the way we do business’, rather 

than just add-ons.

Making the business case

3.4 CSR is based on the principle that there 

is no fundamental inconsistency between 

the interests of a business – that is, of 

the organisation and, where applicable, its 

shareholders – and acting responsibly. On the 

contrary, CSR is good for the business. 

3.5 This is often referred to as the ‘triple 

bottom line’, linking the financial, environmental 

and social performance of a business. It applies 

as much or more to public sector or not-for-

profit organisations, since they should by 

definition be operating in the interests of society 

as a whole. Good practice will increase public 

confidence in them and so enable them to do 

their core job better. 

3.6 The benefits of CSR, like CSR itself, can take 

many forms. The main ones are outlined below. 

Reputation 

3.7 A brand, and hence the ability of a 

business to generate profits, may be damaged 

by adverse publicity – for example, about poor 

labour practices, corruption or human rights 

abuses in an overseas supplier – or enhanced. Its 

stock market value may similarly be damaged or 

enhanced by corporate scandals. Global markets 

and the long reach of supply chains mean any 

major company has an interest in maintaining a 

good public image. 

3.8 Even non-profit making operations such 

as government agencies may find their task 

harder if they have a poor reputation among 

stakeholders, which can rebound on them 

politically.

Employee satisfaction

3.9 Given the choice, most people would 

rather work for an organisation which is seen as 

socially responsible and whose values they can 

identify with. In turn, this can affect its ability to 

attract, retain and motivate the best staff. 

3.10 Any business depends on employees 

for its operations, its relationships with other 

stakeholders and its ability to deliver and create 

value. 

Licence to operate

3.11 Without government and public 

support, organisations may find it difficult or 

impossible to operate. This may be particularly 

true with large infrastructure projects such as 

airports or power stations, where apart from 

the statutory planning process, the objections 

or support of local communities and the wider 

public may affect the cost and timing of a 

project significantly, even where it does not halt 

it altogether. 

3.12 Good stakeholder management – 

through dialogue in advance and throughout 

the project – can significantly ease the process 

and reduce planning delays. That can reflect 

positively on the reputation of the business, as 

well as on the financial bottom line.

The business case 
for doing more3

“It is not 
possible to 
separate 
employees 
from a 
business, 
they are the 
business.” 
Arthur D Little 
– The Business 
Case for Corporate 
Responsibility, 2003
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4.1 Prospect representatives and members 

will have a detailed understanding of their 

organisation, its customers, suppliers and other 

stakeholders, as well as the workforce itself, who 

are also key stakeholders. Links with trade unions 

and workers’ groups overseas also provide 

grassroots knowledge of what is really going 

on among suppliers and contractors. Often this 

knowledge can be as good as or better than that 

of management or outside agencies. 

Engaging with 
the employer 

4.2 It is worth taking some time to think 

about the best channels to raise corporate social 

responsibility issues – particularly in a large 

organisation with established structures – or 

whether new structures are needed. 

4.3 Many organisations have CSR 

committees, and ideally these should include 

representatives of employees or trade unions 

as well as management. If not, you may be 

able to use or adapt existing groups – for 

example, environment, human resources, health 

and safety, or the general industrial relations 

machinery – to raise CSR issues. It is in the 

employer’s interest to work in partnership with 

Prospect and the other unions in the workplace 

on CSR matters.

4.4 There are currently no statutory rights 

for trade union workplace representatives in 

the area of environment or corporate social 

responsibility, in the way that there are for 

Where Prospect 
can add value

Cost reductions 

3.13 Some aspects of CSR, such as using 

fewer resources or producing less waste, have 

direct financial benefits as well as benefiting 

the environment or society. There are financial 

benefits, as well as benefits to the company’s 

reputation, for avoiding penalties such as fines 

for pollution. Sometimes these benefits are not 

obvious or are only felt in the longer term, so 

the case has still to be made. 

Internalising the external 

3.14 Often the external costs to the 

environment or society of an organisation’s 

behaviour are not felt by the business internally. 

Environmental and social taxes and charges 

(eg tradeable permits for emissions) are 

designed to redress this balance by making less 

damaging options more attractive. However, 

an organisation may also choose to accept 

its wider responsibilities, especially to the 

local community, for other reasons, such as 

reputation, customers or recruitment.

Opening new markets 

3.15 Being seen as a good company to do 

business with helps to develop new partnerships 

and markets, ranging from domestic consumers 

who take this into account in choosing who to 

buy from, to overseas clients and customers. And 

vice versa – a poor reputation can damage sales. 

Innovation 

3.16 As with other business activities, 

organisations may gain competitive advantage 

by being first to adopt a particular practice. In 

some cases they may avert or delay the threat 

of government regulation by doing so, or, by 

anticipating a regulation in preparation, be ready 

for it before their competitors and even help 

shape it to suit them. 

3.17 As well as immediate competitive 

advantage CSR may give a company know-how or 

new products and processes it can sell to others.

Use the strengths of 
your organisation

3.18 In looking at what more could be 

done, reps should not only consider where the 

organisation has negative impacts. They should 

also look at what opportunities the business 

presents to benefit or influence others, and what 

strengths it has.

3.19 One positive approach is to encourage 

employers to act in ways that promote 

achievement of the Millennium Development Goals. 

Although governments have signed up to the goals, 

they will not be achieved without the full support 

and commitment of businesses (see Chapter 5). 
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4.1 Prospect representatives and members 

will have a detailed understanding of their 

organisation, its customers, suppliers and other 

stakeholders, as well as the workforce itself, who 

are also key stakeholders. Links with trade unions 

and workers’ groups overseas also provide 

grassroots knowledge of what is really going 

on among suppliers and contractors. Often this 

knowledge can be as good as or better than that 

of management or outside agencies. 

Engaging with 
the employer 

4.2 It is worth taking some time to think 

about the best channels to raise corporate social 

responsibility issues – particularly in a large 

organisation with established structures – or 

whether new structures are needed. 

4.3 Many organisations have CSR 

committees, and ideally these should include 

representatives of employees or trade unions 

as well as management. If not, you may be 

able to use or adapt existing groups – for 

example, environment, human resources, health 

and safety, or the general industrial relations 

machinery – to raise CSR issues. It is in the 

employer’s interest to work in partnership with 

Prospect and the other unions in the workplace 

on CSR matters.

4.4 There are currently no statutory rights 

for trade union workplace representatives in 

the area of environment or corporate social 

responsibility, in the way that there are for 

health and safety, for example. 

4.5 Similarly there is no right to time off for 

training – though as something which is in the 

employer’s interests as much as the employees’, 

this is worth raising with them. For example, one 

employer gave all its staff the opportunity to 

take time off to see Al Gore’s film about climate 

change, An Inconvenient Truth.

Agreeing a CSR 
framework

4.6 There is no one model for a CSR policy. 

What is important will vary according to the 

nature of the organisation, and aspects of CSR 

may be covered across a range of different 

policies and statements. 

4.7 However, a number of core areas are 

relevant in most cases, and it is just as important 

to have a robust process by which policies are 

drawn up, carried out and monitored. Chapters 

6-7 provide some general guidance to these core 

areas, including some model provisions. The case 

studies (Annex 1) illustrate some of the points. 

4.8 Other issues to cover depend on the 

nature of the organisation’s work, but should 

include relevant ones from the checklist 

in Chapter 2. Though there is no point in 

duplicating other documents, having a joint 

framework agreement which sets out some 

core principles – for example, on core labour 

standards – may be a way of formalising union 

engagement.

Where Prospect 
can add value4
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Prospect involvement 

6.1 Prospect involvement can add value and 

credibility to CSR policies. Increasingly, employers 

also see their CSR values and practices as 

important contributors to workforce relations. 

Where an organisation does not already have 

a policy of explicitly involving the workforce, 

you may wish to agree with management a 

statement on the following lines:

We [or insert names of organisation ■■

and Prospect and other unions] believe 
that corporate social responsibility is a 
matter for all employees. As such, we 
will involve employees and their trade 
union representatives fully in drawing 
up, carrying out, and monitoring our CSR 
and related policies.

Legal obligations

6.2 Because corporate social responsibility 

goes beyond legal obligations, issues such as 

health and safety in the workplace, employment 

policies, environmental protection, and equality 

and diversity should already be covered in policy 

statements. There is no need to duplicate these, 

though they can be referred to as the starting 

point for good practice. 

6.3 However, this will not always be the case, 

especially when dealing with suppliers overseas, 

where legal requirements may be lower or not 

observed. A CSR policy or framework agreement 

might include provisions on the lines of:

‘X will work with our suppliers and sub-
contractors to implement policies on 
employee rights, health and safety and 
environmental protection. In particular, 
we look to them to demonstrate their 
commitment to all their workers by reference 
to the appropriate International Labour 
Organisation conventions. These cover:

freedom from discrimination■■

Model principles 
and policies

5.1 The target of achieving the eight MDGs 

by 2015 was agreed to by 189 world leaders and 

leading development institutions at the United 

Nations Millennium Summit in 2000. At the World 

Economic Summit in 2005, Kofi Annan, UN secretary 

general, said: “It is the absence of broad-based 

business activity, not its presence, that condemns 

much of humanity to suffering. Indeed, what is 

utopian is the notion that poverty can be overcome 

without the active engagement of business.”

The UN Millennium 
Development Goals5

THE EIGHT MILLENNIUM DEVELOPMENT GOALS
Eradicate extreme poverty and hunger●● Improve maternal health●●

Achieve universal primary education●● Combat HIV and AIDS, malaria and other diseases●●

Promote gender equality and empower women●● Ensure environmental sustainability●●

Reduce child mortality●● Develop a global partnership for development●●

MILLENNIUM DEVELOPMENT GOALS AND BUSINESS

These are a few of the ways your organisation might contribute to them

Eradicate extreme 
poverty and hunger

Ensure overseas suppliers meet International Labour Organisation labour standards

Initiate programmes for job creation

Constructive investment

Decent Work Initiative by ILO

Support to trade unions and charities in developing world

Achieve universal 
primary education

Eliminate child labour

Provide or support schooling for workers’ families

Donate old computer equipment

Promote gender equality Ensure employment opportunities are available to men and women alike with equal remuneration

Reduce child mortality
Ensure clean water is available at overseas sites

Support education programmes on prevention issues

Improve maternal 
health

Avoid physical labour for pregnant women

Provide on-site clinics and health education

Health and safety related activities to educate on prevention and redress issues affecting women 
employees

Combat HIV/AIDS, 
malaria and other 
disease

Awareness programmes to alleviate stigma and discrimination (primarily for HIV)

Awareness programmes on diseases – prevention and cure

Provide medication for workers and their families

Support initiatives for support and care of families affected by bereavement

Ensure environmental 
sustainability

Sustainable sourcing 

Use renewable energy

Follow best practice on emissions and waste

Develop a global 
partnership for 
development

Eliminate bribery and corruption

Participate in relevant initiatives such as the Extractive Industries Transparency Initiative

Make technology and expertise available to suppliers in developing countries

Annex 3 sets out more ways in which business can make a difference.
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Prospect involvement 

6.1 Prospect involvement can add value and 

credibility to CSR policies. Increasingly, employers 

also see their CSR values and practices as 

important contributors to workforce relations. 

Where an organisation does not already have 

a policy of explicitly involving the workforce, 

you may wish to agree with management a 

statement on the following lines:

We [or insert names of organisation ■■

and Prospect and other unions] believe 
that corporate social responsibility is a 
matter for all employees. As such, we 
will involve employees and their trade 
union representatives fully in drawing 
up, carrying out, and monitoring our CSR 
and related policies.

Legal obligations

6.2 Because corporate social responsibility 

goes beyond legal obligations, issues such as 

health and safety in the workplace, employment 

policies, environmental protection, and equality 

and diversity should already be covered in policy 

statements. There is no need to duplicate these, 

though they can be referred to as the starting 

point for good practice. 

6.3 However, this will not always be the case, 

especially when dealing with suppliers overseas, 

where legal requirements may be lower or not 

observed. A CSR policy or framework agreement 

might include provisions on the lines of:

‘X will work with our suppliers and sub-
contractors to implement policies on 
employee rights, health and safety and 
environmental protection. In particular, 
we look to them to demonstrate their 
commitment to all their workers by reference 
to the appropriate International Labour 
Organisation conventions. These cover:

freedom from discrimination■■

freedom from bonded or forced labour■■

freedom from dangerous working ■■

conditions
the right to organise and collective ■■

bargaining
the right to equal remuneration■■

the elimination of child labour.■■

Trade and sourcing issues

6.4 Ethical trade means trade where buyers 

aim to ensure that suppliers meet minimum 

labour standards. The UK’s Ethical Trading 

Initiative is an alliance of companies, non-

governmental organisations and trade unions, 

which aims to promote and improve the 

implementation of corporate codes of practice 

which cover supply-chain working conditions. 

6.5 Its goal is to ensure that the working 

conditions of workers producing for the UK 

market meet or exceed international labour 

standards. Suppliers:

are required to comply with a code of labour ■■

practice such as the ETI Base Code (see 

Annex 5)

are required to have progress monitored ■■

towards meeting the code 

should be given support to do so. ■■

Where relevant, encourage your employer to sign 

up to the ETI.

6.6 Fair trade is where suppliers, usually 

individuals or small producers, are guaranteed 

a fair payment for specific goods, mainly 

commodities such as coffee or cocoa, where 

world market prices can fluctuate widely. 

Products carrying a Fairtrade mark are 

independently certified against internationally-

agreed standards, which include certain 

minimum labour standards depending on the 

size of the organisation. 

6.7 Encourage your employer to buy relevant 

Model principles 
and policies6
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fair trade products. Even if it is only coffee and 

tea for the cafeteria, it sends a message to those 

using it, including staff and visitors.

6.8 Sustainable sourcing means, in the case 

of raw materials, that they come from sources 

that will not be damaged in the long term 

by cropping – such as timber that is being 

replanted. The Forest Stewardship Council aims 

to promote responsible management of forests, 

by avoiding illegal logging and respecting the 

rights of indigenous peoples and workers, and 

biodiversity. 

6.9 Corruption – the payment of bribes to 

private individuals, officials or government 

members to secure or facilitate business – 

remains a significant problem in many parts 

of the world, despite the adoption of the 

Organisation for Economic Co-operation and 

Development anti-bribery convention, the 2003 

UN Convention, domestic legislation in the 

US, UK, and other western countries, codes of 

ethics by many multinationals, and campaigns 

by Transparency International and other non-

governmental organisations. 

6.10 All reputable companies should have 

as part of their CSR values or ethics policies a 

commitment not to pay bribes and to act against 

those doing so. 

6.11 But dealing with this in practice is not 

easy, especially as such arrangements are often 

disguised through payment of ‘commission’ to 

intermediaries. Company policies should include 

mechanisms that enable people who may have 

concerns about this issue to report them (see 

Chapter 7).

6.12 Just as bribery diverts money from 

legitimate business and government, and 

distorts the market, failure to account properly 

for revenues and pay local taxes can have 

the same effect. The Extractive Industries 

Transparency Initiative (see Annex 2) is designed 

to overcome this by opening up the earnings 

of oil and mining companies to scrutiny and 

ensuring a share of revenues is remitted to the 

governments of host countries. 

6.13 Another form of corruption involves 

dealing with criminal or guerrilla groups rather 

than the legitimate government, which as well as 

being illegal, can stoke conflicts. The Kimberley 

certification process on ‘conflict diamonds’ 

is one response to this. This scheme in the 

diamond industry certifies rough diamonds as 

‘conflict-free’ and that proceeds for the gems are 

not used to finance wars (www.kimberleyprocess.

com).

6.14 What is and is not fair, ethical or 

sustainable is often not straightforward, 

especially given the complexity of global 

supply chains. For example, biofuels – fuels 

from crops rather than fossil fuels – may be 

regarded as renewable. In a sense they are, 

but if producing them means loss of land used 

for food production or deforestation, they 

are not truly sustainable in the way that, say, 

wind power is. And wind power may have its 

own environmental impact, for example, loss 

of amenity on land or damage to the marine 

environment offshore.

6.15 Similarly, timber may have been logged 

legally, but still not be sustainable – unless it is 

replaced and the forest environment preserved. 

The best thing is to discuss these issues in the 

context of the individual business.

Investment

6.16 The way an operation invests in 

acquisitions or in other businesses can also 

indicate how socially responsible it is. Socially 

responsible or ethical investment can take 

various forms. At a minimum it means that the 

businesses invested in are acting responsibly. 

6.17 Some social investors also exclude 

certain kinds of business because of the nature 

of the business itself, even where the business 

is acting legally and, in their own terms, 

responsibly, thus making a value judgement 

about the nature of the business, as distinct 

from how that business is conducted. 

6.18 Even where the business itself may not 

be investing on a large scale, its pension fund 

will be doing so. The issues for union pension 
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fund trustees go beyond the scope of this guide. 

Guidance on responsible investment to trade 

union pension fund trustees may be sourced 

from the TUC (www.tuc.org.uk/pensions).

Local communities

6.19 Working with the local community can 

take many forms and brings obvious benefits to 

organisations. At its most basic it is being a good 

neighbour. 

6.20 It can also involve mitigating or 

offsetting the effects of development, especially 

for businesses which have unavoidable impacts 

on the local environment, such as utilities, 

airports or waste disposal. 

6.21 Being a good neighbour can mean a 

company is seen as a good place to work, since 

many employees will be drawn from and be part 

of the local community, and generate customer 

loyalty. It may also extend to helping local small 

businesses and reducing transport impacts 

through local sourcing (see ScottishPower case 
study, Annex 1). 

6.22 These standards should not be confined 

to UK operations, but also overseas, where 

government standards for development planning, 

environmental protection or labour rights may be 

lower. Core labour standards should be applied no 

matter where in the world the company operates 

or where supplies are procured.
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Verifying and monitoring

7.1 Policies, codes and reports are not enough 

by themselves – especially if they contain 

general values or aspirations which are not 

translated into specific actions or targets. As 

well as being open to objective measurement 

wherever possible, they should also be subject to 

both internal and external scrutiny. Organisations 

should be encouraged to see that. Prospect can 

play a valuable role in this process.  

7.2 Not all aspects of CSR are open to 

objective measurement, but where they are, 

targets and reporting on them should be 

included. This is about more than environmental 

performance: health and safety (accident rates 

and trends), employee satisfaction or the state of 

industrial relations can all be measured. General 

aspirations to ‘be a good citizen’ or ‘reduce our 

environmental impact’ should be unpacked and 

probed.

7.3 A number of organisations and tools exist 

which companies may use to evaluate, verify or 

report on their CSR performance (see Annex 2). 

While few are without problems, because of the 

subjective nature of many of the issues being 

assessed, they do provide a further element of 

assurance and representatives should encourage 

their use where appropriate. Where employers 

do not use them, you might discuss whether 

they would provide useful additional guidance or 

assurance. 

Seek and pass on 
employee feedback

7.4 Whether assessments are carried out 

internally or externally, representatives should 

seek the views of employees as part of the  

process. This includes the employees of suppliers 

or customers. Prospect may be better placed to 

get accurate information from this source than 

the employer or third-party assessors. The fact 

that the workforce has been involved can only 

add to the credibility of the results and show 

that the policies are for real.

7.5 If you become aware of a major area of 

concern – for example, employment of child 

labour in an overseas supplier or suspected 

corruption to secure business – you should 

discuss your concerns with your branch 

committee and Prospect full-time official 

and when consensus is reached on how to 

address the concern, it should be raised with 

management. A process for doing so should be 

included in CSR policies or internal guidance. 

7.6 Employers should welcome a feedback 

process since these issues can directly affect 

their reputation and business. Sometimes they 

indicate systems or communications failures – it 

is not uncommon for purchasing departments 

to drive down prices and so encourage poor 

practice at the same time as the CSR department 

is trying to raise standards.

7.7 You may be able to raise such concerns 

through existing Prospect branch channels 

or through health and safety committees, 

industrial relations structures, or (particularly for 

ethical issues) counselling or whistle-blowing 

arrangements where they exist. It is, however, 

critical to communicate with and gain the 

consensus of the branch executive committee 

and full-time official. 

7.8 In all this there is a balance to strike. On 

the one hand the aim is to work in partnership 

with the employer, rather than confrontationally, 

since there is a mutual interest in improving 

performance. On the other, this should not 

prevent representatives or employees from 

raising concerns and criticisms. This can be done 

in private in the first instance. Many companies 

work with non-governmental organisations on 

Checking progress7
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their policies but this does not stop the NGOs 

criticising them where necessary.

Communicate the results

7.9 Keeping staff and other stakeholders 

informed is one of the best ways to maintain 

progress, spread good practice and reap the 

benefits in terms of reputation and motivation. 

7.10 Many organisations produce CSR 

reports.  Representatives will want to ensure 

that they are credible and realistic, not just 

aspirations or a substitute for action. There are 

standards and awards for reporting as well, such 

as the ACCA awards for sustainability reporting, 

given by the global body for professional 

accounting.

7.11 Include Prospect’s involvement in any 

reports to members, so that the union’s role is 

seen by all. 
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Defra

The departmental trade union side at the 

Department for Environment, Food and Rural 

Affairs has been working closely with the health 

and wellbeing team in the human resources 

department to draw up a draft Wellbeing and 

Corporate Social Responsibility strategy.

As the document was being drawn up, Prospect 

proposed that the Millennium Development 

Goals be inserted into the draft, which has now 

been approved by the management board. 

Prospect branch secretary Russell Brown 

says: “The departmental trade union side, 

which includes all Defra unions, has had close 

involvement through discussions with Defra’s 

human resources team as it has put the 

document together.

“It is early days, but the organisation has 

been very receptive to union involvement in 

all aspects of equal opportunities, health and 

wellbeing and similar issues, and now Prospect’s 

Environment, Food and Rural Affairs branch 

will be finding ways to get more involved on a 

practical level.”

An extract from The Case for a Wellbeing and 
Corporate Social Responsibility Strategy is 

reproduced below (Defra, March 2008).

Organisational values

Defra’s People Strategy states explicitly that 
it believes in the value of its people as a core 
part of its business success. It clarifies that, if 
the department is to realise its business goals 
and objectives, it is essential that it motivates 
individuals ‘to perform at the best of their 
potential.’ 

Wellbeing and corporate social 
responsibility within Defra

Definition of wellbeing:

There are numerous definitions of wellbeing, 
but there is now an increasing recognition that 
the term does not just mean the absence of ill 
health. Instead it has broader and more positive 
connotations and describes a state of being 
where individuals can develop and flourish. 
Defra has worked with other government 
departments, the devolved administrations 
and other stakeholders to develop a common 
understanding of what wellbeing means in a 
policy context. It is intended to support those 
wishing to take a greater policy focus on 
wellbeing and to promote consistency.

Wellbeing is a positive physical, social and 
mental state; it is not just the absence of pain, 
discomfort and incapacity. It requires that basic 
needs are met, that individuals have a sense of 
purpose, that they feel able to achieve important 
personal goals and participate in society.

It is enhanced by conditions that include 
supportive personal relationships, strong and 
inclusive communities, good health, financial 
and personal security, rewarding employment, 
and a healthy and attractive environment.1

Defra as a responsible employer:

Defra has a dual corporate social responsibility 
in promoting and supporting the development 
and maintenance of wellbeing. One part of its 
responsibility is as an employer and it is this 
‘corporate citizenship’ aspect to which the 
strategy relates. In acknowledging this and 
taking effective measures to undertake its 

1	 www.sustainable-development.gov.uk/what/priority/
wellbeing/policy-context.htm

Examples in the 
workplace

1
ANNEX
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responsibilities successfully, Defra recognises 
that it can contribute positively to the ‘rewarding 
employment’ aspect of wellbeing.2 In 2005 a 
report produced jointly by the Department for 
Work and Pensions, Department of Health and 
the Health and Safety Executive outlined a 
strategy for the health and wellbeing of working 
age people that would:

“…break the link between ill health and 
inactivity, to advance the prevention of ill health 
and injury, to encourage good management 
of occupational health, and to transform 
opportunities for people to recover from illness 
while at work, maintaining their independence 
and their sense of worth.”3

An explicit aim of this strategy was to develop 
a charter for health, work and wellbeing, which 
key stakeholders would be invited to sign, setting 
out their role and contribution, with the charter 
incorporating a detailed action plan to ensure 
progress. As a responsible employer keen to 
demonstrate its support for this important work, 
Defra has signed up to the charter following its 
subsequent launch.

Defra as a government champion of 
sustainable development:

Government research focus on wellbeing has 
sharpened during the past several years and, 
as the accompanying debate has matured, 
wellbeing has been recognised within its UK 
2005 sustainable development strategy as “at 
the heart of sustainable development.”4 Defra 
continues to champion sustainable development, 
helping the government as a whole to 
deliver economic, social and environmental 
sustainability. As Sustainable Development 
Champion, Defra is taking the lead in addressing 
some of the cross-government commitments in 
Securing the Future, for example, in the work 

2	 Ibid

3	 HM Government (2005). Health, work and well-being – 
Caring for our future. Available online at www.dwp.gov.uk/
publications/dwp/2005/health_and_wellbeing.pdf

4	  Directgov (2005). Wellbeing and Sustainable Development. 
Available online at www.sustainable-development.gov.uk 
Crown Copyright. Updated July 27, 2007

we are carrying out as part of our Sustainable 
Development Action Plan (SDAP). One key action 
and commitment is to carry out a Corporate 
Social Responsibility and Wellbeing review and 
publish a strategy. 

Additionally, the UK government has undertaken 
an obligation to meet the Millennium 
Development Goals,5 which must be achieved 
by 2015 and respond to the world’s main 
development challenges.6 Defra demonstrates 
its support for helping to achieve these goals 
through the work that it undertakes as part of its 
ongoing commitment to promoting sustainable 
development. Activities such as volunteering, in 
which its employees can contribute individually 
and as teams towards the goals, form an integral 
part of its strategic corporate citizenship and 
wellbeing framework for action.

Overview of current research:

UK businesses are becoming increasingly aware 
that promoting and supporting employee 
wellbeing is critical to sustaining business wealth 
and that the success of a company’s approach 
“is dependent on the commitment of their 
leaders.”7

5	 United Nations (2005). The UN Millennium Development 
Goals. Available online at www.un.org/millenniumgoals

6	 United Nations Development Programme. Available online 
at www.undp.org/mdg/basics.shtml

7	B usiness in the Community (2006). Talking Health. 
Available online at www.bitc.org.uk/healthyworkplaces
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EDF Energy

The French-owned company EDF has 11 main 

countries of operation and in 2005 signed a 

CSR agreement embracing them and their 21 

representative trade unions.

In the UK EDF employs nearly 13,000 people 

– 1,300 Prospect members hold management, 

engineering and supervisory roles.

As part of its CSR commitment in the UK, 

the company’s Helping Hands scheme gives 

staff extra time off to get involved in local 

environmental, education and other community 

projects.

While EDF’s focus is on encouraging staff to get 

involved in local community projects, there is 

an international dimension with a strong focus 

on sustainability and mitigating the effects of 

climate change. 

A unique feature of EDF’s CSR policy is that the 

global agreement specifies a defined role for 

its trade union signatories in monitoring and 

ensuring compliance. For this purpose, a joint 

committee was formed which meets regularly, 

attended by company and union reps from 

countries as far afield as France, UK, China, 

Poland and Vietnam.

EDF’s CSR policy relates to:

relationships between EDF groups and their ●●

employees covering areas such as health 

insurance, the fight against discrimination, 

respect for the independence and autonomy 

of trade unions, collective bargaining, social 

dialogue and training

business relationships with customers, ●●

subcontractors and suppliers and their impact 

on societies

society, health, welfare and environmental ●●

protection

commitment to the quality of urban life, ●●

access to electricity and tackling fuel poverty.

See www.edf.com/94079i/Homefr/

EDFhumanresources/groupsocialresponsibility.

html

In parallel, EDF Group also has a European Works 

Council, set up in 2002. The EWC provides a 

forum for consulting and informing stakeholders 

about the group’s economic, financial and social 

strategies. There is Europe-wide trade union 

representation, including members of Prospect 

elected by the UK workforce. Prospect currently 

holds three of the six UK seats (October 2008).

One of the company’s CSR activists and 

campaigners is Prospect rep Lee Parris, a health, 

safety and environment engineer. To Lee, CSR 

is about ensuring and continuously monitoring 

improvements for people all over the world. “We 

Consultation and information
Prospect, with 21 representative  

trade unions, forms part of 

discussion with initial agreement 

on CSR policies (2005)

Trade union stakeholders

Prospect members active with local 

delivery of CSR policy through the 

company’s Helping Hands Scheme

EDF European 

Works Council set 

up in 2002

Elected EWC 

representatives and 

Europe-wide trade 

union federations 

EPSU and EMCEF
Trade unionists from EDF operations 

around the world, representing 

11 countries, meet with EDF 

management on CSR issues with 

monitoring brief

EDF CSR 
policy
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live in a world where businesses have a bigger 

influence than governments on the lives of many 

people,” he says.

“It is important that the impact of big business is 

in accord with fundamental human rights across 

the planet. Trade unions have a key role to play.”

Lee welcomes Prospect’s emphasis on the unions 

becoming key stakeholders in company CSR 

policies. “I would like to see us have more say 

about what happens, rather than just being given 

information about the company’s activities. I 

believe Prospect can play a key role in monitoring 

what companies are doing and highlighting 

examples of best practice.

“From the point of view of trade unions, CSR 

is about capturing our members’ hearts and 

minds so that we can give a voice to the 

millions of voiceless people who depend on 

the actions that we take to ensure their just 

future, encompassing their society’s health and 

environmental needs for future generations.”

ScottishPower

ScottishPower, part of the Spanish-owned 

Iberdrola Group since April 2007, has had a 

corporate social responsibility policy for more 

than a decade. 

In 2005 it identified 12 UK social and 

environmental impact areas that it would report 

on annually. Since 2007 the company has also 

reported globally to the wider Iberdrola Group. 

ScottishPower CSR impact areas

provision of energy; health and safety; 

customer experience; climate change and 

emissions to air; waste and resource use; 

biodiversity; sites, siting and infrastructure; 

employment experience; customers 

with special circumstances; community; 

procurement; economic. 

The company says: “We are committed to 

corporate responsibility as a way of doing 

business that seeks to minimise our negative 

impacts on society and maximise our positive 

impacts, confident that this will contribute to 

our long-term business goal of creating value for 

shareholders.”

See: www.scottishpower.com/

CorporateResponsibility.asp

An example of the company’s UK work is the 

community initiative ScottishPower Learning, set 

up in 1996. The scheme encourages employees 

to volunteer and has helped train over 12,000 

unemployed young people. 

Anne Douglas, Prospect national secretary for 

Scotland, welcomes the level of engagement 

with stakeholders, including the unions. 

Discussion and consultation with Prospect and 

ScottishPower’s other unions takes a variety of 

forms, including:

twice-yearly meetings with the chief ●●

executive and his board

quarterly updates and discussions at the ●●

company council

joint health and safety committees●●

green the workplace courses and awareness-●●

raising sessions on sustainable development

collaboration on volunteering programmes ●●

within local communities

a union official as a member of the ●●

ScottishPower Learning advisory board.

Douglas says: “ScottishPower engages with 

Prospect over its CSR activities as well as inviting 

Prospect and the other unions more generally to 

input into its strategy. My only criticism is that 

few employees are aware of the full depth and 

breadth of its CSR activities. The company would 

say that because CSR is an integral part of 

what it does, it does not need to boast about it. 

Perhaps that attitude proves ScottishPower really 

recognises CSR as a benefit and not a burden.”
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CSR organisations, 
initiatives and standards

AccountAbility: Information about the 

Institute of Social and Ethical AccountAbility’s 

AA1000 Assurance Standard, a process standard 

providing guidance and best practice for 

stakeholder engagement and organisational 

reporting, including ways in which to assess the 

completeness, materiality and responsiveness of 

an organisation’s systems and processes.

www.accountability21.net ■■

Business in the Community: A business 

grouping including many leading companies 

and organisations committed to corporate 

responsibility. It sponsors annual Awards for 

Excellence, runs the CSR Academy and produces 

a Corporate Responsibility Index. 

www.bitc.org.uk ■■

CSR Europe: A Europe-wide network 

of companies and national partner organisations 

– BitC (above) is its UK partner. It has a CSR 

solutions index.

www.csreurope.org ■■

Corporate Responsibility Group: CRG is a 

learning and development network that exists 

for and is run by corporate responsibility 

professionals within companies. 

www.crguk.org/■■

Corporate Responsibility Coalition: CORE 

campaigns for changes to UK law to make 

companies more responsible, sustainable, 

accountable and transparent.

www.corporate-responsibility.org ■■

Ethical Trading Initiative: An alliance of 

companies, non-governmental organisations and 

trade union organisations which promotes and 

improves the implementation of corporate codes of 

practice covering supply chain working conditions. 

Its goal is to ensure that the working conditions 

of workers producing for the UK market meet or 

exceed international labour standards.

www.ethicaltrade.org■■

Extractive Industries Transparency Initiative: 
Aims to strengthen governance by improving 

transparency and accountability in the 

extractives sector. The EITI sets a global standard 

for companies to publish what they pay and for 

governments to disclose what they receive. 

www.eitransparency.org ■■

Good Corporation: Publishes a standard to help 

companies systematically assess their business 

practices and make improvements. Successful 

organisations can use their GoodCorporation 

certification logo to demonstrate that they have 

met the minimum standard of good practice.

www.goodcorporation.com ■■

Government

Department for Business, Enterprise and 
Regulatory Reform: DBERR (formerly Department 

for Trade and Industry) has overall responsibility 

for CSR within government, and has published an 

International Strategic Framework for CSR. DBERR 

also deals with company law, including company 

reporting and corporate governance, and trade 

union and employment law. 

www.berr.gov.uk■■

Other government CSR publications and 

information: 

www.berr.gov.uk/sectors/sustainability/■■

index.html/

Department for Environment, Food and 
Rural Affairs: Defra has overall responsibility 

for sustainable development policy within 

government.

www.defra.gov.uk■■

Further information/
resources

2
ANNEX
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Department for International Development: 
DFID deals with international development 

policy, including – with the Foreign and 

Commonwealth Office – the Millennium 

Development Goals. It is also responsible for 

the Ethical Trading Initiative and the Extractive 

Industries Transparency Initiative. Its work 

is “focused on achieving the Millennium 

Development Goals, the UN targets for fighting 

poverty that must be met by 2015.”

www.dfid.gov.uk■■

Foreign and Commonwealth Office: FCO 

deals with relations with overseas countries, 

including human rights and good governance; 

international sustainable development; promotes 

British business abroad; and represents the UK at 

the UN and other international forums. 

www.fco.gov.uk ■■

International/
intergovernmental

Global Reporting Initiative: GRI develops and 

disseminates globally applicable ‘Sustainability 

Reporting Guidelines’ for voluntary use by 

organisations.

www.globalreporting.org ■■

International Business Leaders Forum: 
An independent, not-for-profit organisation 

founded by the Prince of Wales, supported 

by over 100 businesses globally, which works 

with business, governments and civil society to 

enhance the contribution that companies can 

make to sustainable development.

www.iblf.org/■■

International Labour Organisation: A United 

Nations agency with a tripartite composition 

(governments, employees, trade unions). It 

has drawn up many of the basic international 

standards and principles relating to working 

conditions including:

Declaration on Fundamental Rights and ●●

Principles at Work

Tripartite Declaration of Principles concerning ●●

Multinational Enterprises and Social Policy

Business and Social Initiatives database●●

www.ilo.org ■■

International Standards Organisation: Its 

standards cover many aspects of management 

and processes as well as products. Relevant 

ones include the ISO 14001 environmental 

management standard and ISO 9001 quality 

management standard. Work is also underway 

on an international CSR standard, ISO 260000.

 www.iso.org ■■

Millennium Development Goals: Agreed by the 

United Nations in 2000. 

www.un.org/millenniumgoals ■■

Organisation for Economic Cooperation and 
Development: OECD publishes ‘Guidelines for 

Multinational Enterprises’, recommendations 

on responsible business conduct addressed 

by governments to multinational enterprises 

operating in or from their territories. This is the 

only multilaterally endorsed and comprehensive 

code on multinationals that governments are 

committed to promoting. Alongside the OECD 

countries, Argentina, Brazil, Chile, Israel, Estonia, 

Latvia, Lithuania, Romania and Slovenia adhere 

to them. Because they apply to multinationals 

operating out of these countries, their reach 

is potentially much wider. Nevertheless they 

remain voluntary and do not apply directly to 

business except insofar as they are reflected in 

national laws. Concerns about possible breaches 

of the guidelines can be raised with the national 

contact points established by each country, 

though procedures for investigating and acting 

on such complaints vary considerably.

www.oecd.org/daf/investment/guidelines■■

UK national contact points for OECD:

www.csr.gov.uk/oecd1.htm ■■

Margaret Sutherland, Department for ■■

Business, Enterprise and Regulatory 
Reform, Bay 4133, 1 Victoria Street, 
London SW1H OET, Tel: 020 7215 5756, 
Fax: 020 7215 2234, e-mail: Margaret.
Sutherland@berr.gsi.gov.uk

Dalbinder Dio, Department for Business, ■■

Enterprise and Regulatory Reform, Bay 
4133, 1 Victoria Street, London SW1H 
OET ; Tel: 020 7215 6344, Fax: 020 7215 
2234, e-mail: Dalbinder.Dio@berr.gsi.gov.uk 
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www.berr.gov.uk/sectors/sustainability/■■

nationalcontactpoint/page45873.html

The OECD’s Trade Union Advisory Committee 

publishes A User’s Guide for Trade Unionists to 
the OECD Guidelines for Multinational Enterprises

www.tuac.org/en/public/e-■■

docs/00/00/00/67/document_doc.phtml 

OECD Risk Awareness Tool for Multinational 
Enterprises in Weak Governance Zones: Aims 

to help companies that invest in countries where 

governments are unwilling or unable to assume 

their responsibilities. It addresses risks and 

ethical dilemmas that companies are likely to 

face in such weak governance zones, including 

obeying the law and observing international 

instruments; heightened care in managing 

investments; knowing business partners and 

clients; dealing with public sector officials; and 

speaking out about wrongdoing.

www.oecd.org/dataoecd/26/21/36885821.■■

pdf

OECD Convention on Combating Bribery 
of Foreign Public Officials in International 
Business Transactions

www.oecd.org/document/21/0,3343,en_2■■

649_34859_2017813_1_1_1_1,00.html

Transparency International: A global civil 

society organisation to combat corruption. 

www.transparency.org ■■

UN Convention against Corruption 2003: 
Came into force 2005, and has 106 parties. The 

purposes of the Convention as set out in Article 

1 are:

to promote and strengthen measures ●●

to prevent and combat corruption more 

efficiently and effectively

to promote, facilitate and support ●●

international cooperation and technical 

assistance in the prevention of and fight 

against corruption, including in asset 

recovery

to promote integrity, accountability and ●●

proper management of public affairs and 

public property.

www.unodc.org/unodc/en/treaties/CAC/■■

index.html

UN Global Compact: A voluntary set of ten 

(originally nine) principles, drawn up under the 

auspices of Kofi Anan when he was UN Secretary 

General, to which participating businesses 

commit themselves (see Annex 3).

www.unglobalcompact.org■■

World Business Council for Sustainable 
Development: A global association of some 200 

companies dealing exclusively with business and 

sustainable development.

www.wbcsd.org■■

Trade union groups

Global Union Federations: International bodies 

to which national unions are affiliated according 

to industry or sector. 

www.global-unions.org■■

A number of GUFs have reached Global 

Framework Agreements (or International 

Framework Agreements), with multinationals, 

covering conditions worldwide in their industries.

www.imfmetal.org/main/index.■■

cfm?n=47&l=2&c=10266

International Trade Union Confederation: Its 

primary mission is the promotion and defence 

of workers’ rights and interests, through 

international cooperation between trade unions, 

global campaigning and advocacy within the 

major global institutions. Its main areas of 

activity include: 

trade union and human rights, economy, ●●

society and the workplace 

equality and non-discrimination●●

international solidarity.●●

www.ituc-csi.org■■

Irish Congress of Trade Unions: ICTU has 

56 affiliated unions, both north and south of 

the border. It has published Corporate Social 
Responsibility – a guide for trade unionists. 

www.ictu.ie ■■

Download ICTU’s CSR guide from:

www.ictuglobalsolidarity.org/uploads/■■

CSR%20REPORT.pdf
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Public Services International: A global 

federation of unions representing public service 

workers. 

www.world-psi.org ■■

UNI Global Union: A global federation of 

unions representing the private sector.

www.uniglobalunion.org■■

Trade Union Advisory Committee to 
the OECD: TUAC is an international union 

organisation with consultative status with the 

OECD and its various committees. 

www.tuac.org ■■

See two useful TUAC discussion papers at the 

following links:

Workers’ Voice in Corporate Governance: a 

discussion paper on corporate governance that 

proposes a framework for public policy reforms: 

www.tuac.org/en/public/e-docs/00/00/01/0E/

document_doc.phtml

Organising workers globally, the need for public 
policy to regulate investment: www.tuac.org/

en/public/e-docs/00/00/03/09/document_news.

phtml

Trades Union Congress: The TUC develops 

common policies for British trade unions and 

negotiates with the UK government and in 

the EU on employment and social legislation 

and policies. It has a web area devoted to 

international issues.  

www.tuc.org.uk/international ■■

UNICORN: A global trade union anti-corruption 

initiative, jointly run by TUAC, PSI and ITUC. 

www.againstcorruption.org ■■
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AA1000: AccountAbility’s AA1000 Assurance 

Standard, providing guidance and best practice 

for stakeholder engagement and organisational 

reporting, see Annex 2.

Benchmarking: Measuring your company 

performance against other companies.

Biodiversity: A contraction of ‘biological 

diversity’, meaning the number, variety and 

variability of living organisms, whether globally, 

nationally or in a specific area.

Business review: Under UK company law all 

companies, other than small companies, are 

now required to produce a business review. In 

the case of quoted companies, the Companies 

Act 2006 also requires the directors – to the 

extent necessary for an understanding of the 

business – to report on environmental matters, 

the company’s employees and social/community 

issues. These requirements apply to reports for 

financial years beginning on or after October 

1, 2007. These provisions replace the original 

proposal to require the more detailed Operating 

and Financial Review, though some companies 

may produce an OFR voluntarily as part of their 

report.

Child labour: Any employment of children, 

though often specifically referring to work 

which is exploitative, forced, bonded, or unsafe 

and involving young (pre-teen) children. The 

‘effective abolition of child labour’ is a UN 

Global Compact Principle. This is a tricky issue 

because it is usually overseas suppliers that 

use child labour; and its abolition needs to be 

accompanied by education and welfare policies, 

if it is not simply to reduce family incomes. 

Company law, company reporting – see 
Business review.

Corporate citizenship: An alternative phrase 

Glossary of 
common terms

The UN Global Compact is a voluntary set of 

ten (originally nine) principles, drawn up under 

the direct auspices of Kofi Anan when he was 

UN Secretary General, to which participating 

businesses commit themselves. 

Human rights

Principle 1:■■  Businesses should support and 

respect the protection of internationally 

proclaimed human rights; and

Principle 2:■■  make sure that they are not 

complicit in human rights abuses. 

Labour standards

Principle 3:■■  Businesses should uphold the 

freedom of association and the effective 

recognition of the right to collective 

bargaining; and

Principle 4:■■  the elimination of all forms of 

forced and compulsory labour; and

Principle 5:■■  the effective abolition of child 

labour; and

Principle 6:■■  the elimination of 

discrimination in respect of employment and 

occupation. 

Environment

Principle 7:■■  Businesses should support a 

precautionary approach to environmental 

challenges; and

Principle 8: ■■ undertake initiatives 

to promote greater environmental 

responsibility; and

Principle 9: ■■ encourage the development 

and diffusion of environmentally friendly 

technologies.  

Anti-corruption

Principle 10:■■  Businesses should work 

against corruption in all its forms, including 

extortion and bribery. 

The United Nations 
Global Compact
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AA1000: AccountAbility’s AA1000 Assurance 

Standard, providing guidance and best practice 

for stakeholder engagement and organisational 

reporting, see Annex 2.

Benchmarking: Measuring your company 

performance against other companies.

Biodiversity: A contraction of ‘biological 

diversity’, meaning the number, variety and 

variability of living organisms, whether globally, 

nationally or in a specific area.

Business review: Under UK company law all 

companies, other than small companies, are 

now required to produce a business review. In 

the case of quoted companies, the Companies 

Act 2006 also requires the directors – to the 

extent necessary for an understanding of the 

business – to report on environmental matters, 

the company’s employees and social/community 

issues. These requirements apply to reports for 

financial years beginning on or after October 

1, 2007. These provisions replace the original 

proposal to require the more detailed Operating 

and Financial Review, though some companies 

may produce an OFR voluntarily as part of their 

report.

Child labour: Any employment of children, 

though often specifically referring to work 

which is exploitative, forced, bonded, or unsafe 

and involving young (pre-teen) children. The 

‘effective abolition of child labour’ is a UN 

Global Compact Principle. This is a tricky issue 

because it is usually overseas suppliers that 

use child labour; and its abolition needs to be 

accompanied by education and welfare policies, 

if it is not simply to reduce family incomes. 

Company law, company reporting – see 
Business review.

Corporate citizenship: An alternative phrase 

to ‘corporate social responsibility’ that tries to 

convey that companies, like citizens, enjoy both 

rights and responsibilities. 

Corporate governance: Relates to the internal 

systems by which corporations are operated and 

controlled, within the framework of legislation.

Corporate philanthropy: Donations or in-kind 

support by companies to charities or other good 

causes; often, particularly in the US, used instead 

of ‘corporate responsibility’ but narrower in 

scope.

Diversity: In the workplace refers to the 

protection, respect and inclusion of the 

individual attributes that each employee 

contributes. While companies initially paid the 

most attention to those characteristics protected 

by legislation (race, sex, religion, national origin, 

sexual orientation, age, disability) businesses are 

increasingly building company cultures that also 

respect life experiences, language, talents, skills, 

thought processes and personal styles. 

Equator principles: A voluntary set of 

guidelines for the banking industry based on 

IFC and World Bank environmental and social 

guidelines and safeguard policies.

Ethical purchasing or ethical trading: 

Sourcing from suppliers that respect basic 

human rights and labour standards (see Annex 5, 

Ethical Trading Initiative base code).

Fairtrade: A movement to help family farmers 

and small producers in developing countries 

gain direct access to international markets; a 

form of subsidy where the consumer pays a 

premium over the market price that is returned 

to the producer for social and environmental 

development; a label to announce that a product 

meets Fairtrade standards.

Glossary of 
common terms
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The Ethical Trading Initiative is an alliance of 

companies, non-governmental organisations 

and trade union organisations which promotes 

and improves the implementation of corporate 

codes of practice covering supply chain working 

conditions. Its goal is to ensure that the working 

conditions of workers producing for the UK 

market meet or exceed international labour 

standards.

Employment is freely chosen

1.1 	 There is no forced, bonded or involuntary 

prison labour.

1.2 	 Workers are not required to lodge ‘deposits’ 

or their identity papers with their employer 

and are free to leave their employer after 

reasonable notice.

Freedom of association and the 
right to collective bargaining are 
respected

2.1 	 Workers, without distinction, have the right 

to join or form trade unions of their own 

choosing and to bargain collectively.

2.2 	 The employer adopts an open attitude 

towards the activities of trade unions and 

their organisational activities.

2.3 	 Workers’ representatives are not 

discriminated against and have access to 

carry out their representative functions in 

the workplace.

2.4 	 Where the right to freedom of association 

and collective bargaining is restricted 

under law, the employer facilitates, and 

does not hinder, the development of 

parallel means for independent and free 

association and bargaining.

Working conditions are  
safe and hygienic

3.1 	 A safe and hygienic working environment 

shall be provided, bearing in mind the 

Ethical Trading 
Initiative base code

Global framework agreement: An agreement 

negotiated between a multinational company 

and a global union federation concerning the 

international activities of that company. The 

main purpose of a framework agreement is to 

establish a formal ongoing relationship between 

the multinational company and the global union 

federation, which can solve problems and work 

in the interests of both parties. In September 

2008 there were 53 agreements; a full list is at

www.imfmetal.org/main/index.■■

cfm?n=47&l=2&c=10266 

Human rights: A civilised society recognises the 

right of every individual to liberty, freedom of 

association and personal safety. These form the 

basis of a code of human rights found at the 

core of national and international law across the 

globe. The three most important internationally 

recognised human rights instruments are:

Universal Declaration of Human Rights ●●

International Covenant of Civil and Political ●●

Rights

International Covenant on Economic, Social ●●

and Cultural Rights.

Together these protocols form the International 

Bill of Human Rights, and include a set of 

inalienable rights agreed by the international 

community, which protect the dignity of every 

human being. These rights should be respected 

by all ‘individuals and organs of society’ 

regardless of political or cultural context. 

International framework agreement: See 

Global framework agreement

Non-governmental organisation: Though the 

term can refer to any organisation that is non-

governmental, it usually means a national or 

international group set up to promote certain 

interests or principles, and (in this context) a 

charity or pressure group pushing companies 

to improve their social and environmental 

performance. 

Shareholder activism: Where shareholders use 

their holdings actively to influence a company’s 

policies, particularly in areas such as corporate 

governance or ethical, social or environmental 

behaviour.

Social Accountability 8000 (SA8000): An 

international standard for human rights in 

the industrial setting set up by the Council on 

Economic Priorities Accreditation Agency in the 

US.

Stakeholders: Those who affect, or are affected 

by, the activities of a company. They include 

shareholders, customers, employees, trade 

unions, business partners, lenders or insurers, 

investors and analysts, sector or industry experts, 

government, regulators, host communities, local 

and international NGOs, the media and suppliers.

Sustainable development: Though there are 

many definitions, one of the first, simplest 

and best remains that from the report of the 

Brundtland Commission, Our Common Future, 

in 1987: “Development that meets the needs of 

the present without compromising the ability 

of future generations to meet their own needs.” 

A key feature of sustainable development is 

that it involves balancing economic, social and 

environmental issues.

Triple bottom line: Triple bottom line 

accounting means expanding the traditional 

company reporting framework to take into 

account not just financial outcomes but also 

environmental and social performance. The 

phrase was coined by John Elkington, co-founder 

of the business consultancy SustainAbility, in 

his 1998 book Cannibals with Forks: the Triple 
Bottom Line of 21st Century Business.
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The Ethical Trading Initiative is an alliance of 

companies, non-governmental organisations 

and trade union organisations which promotes 

and improves the implementation of corporate 

codes of practice covering supply chain working 

conditions. Its goal is to ensure that the working 

conditions of workers producing for the UK 

market meet or exceed international labour 

standards.

Employment is freely chosen

1.1 	 There is no forced, bonded or involuntary 

prison labour.

1.2 	 Workers are not required to lodge ‘deposits’ 

or their identity papers with their employer 

and are free to leave their employer after 

reasonable notice.

Freedom of association and the 
right to collective bargaining are 
respected

2.1 	 Workers, without distinction, have the right 

to join or form trade unions of their own 

choosing and to bargain collectively.

2.2 	 The employer adopts an open attitude 

towards the activities of trade unions and 

their organisational activities.

2.3 	 Workers’ representatives are not 

discriminated against and have access to 

carry out their representative functions in 

the workplace.

2.4 	 Where the right to freedom of association 

and collective bargaining is restricted 

under law, the employer facilitates, and 

does not hinder, the development of 

parallel means for independent and free 

association and bargaining.

Working conditions are  
safe and hygienic

3.1 	 A safe and hygienic working environment 

shall be provided, bearing in mind the 

prevailing knowledge of the industry and 

of any specific hazards. Adequate steps 

shall be taken to prevent accidents and 

injury to health arising out of, associated 

with, or occurring in the course of work, 

by minimising, so far as is reasonably 

practicable, the causes of hazards inherent 

in the working environment. 

3.2	 Workers shall receive regular and recorded 

health and safety training, and such 

training shall be repeated for new or 

reassigned workers.

3.3 	 Access to clean toilet facilities and to 

potable water, and, if appropriate, sanitary 

facilities for food storage shall be provided.

3.4 	 Accommodation, where provided, shall be 

clean, safe, and meet the basic needs of 

the workers.

3.5 	 The company observing the code shall 

assign responsibility for health and safety 

to a senior management representative.

Child labour shall not be used

4.1 	 There shall be no new recruitment of child 

labour.

4.2 	 Companies shall develop or participate in 

and contribute to policies and programmes 

which provide for the transition of any 

child found to be performing child labour 

to enable her or him to attend and remain 

in quality education until no longer a child; 

‘child’ and ‘child labour’ being defined in 

the appendices.

4.3 	 Children and young persons under 18 shall 

not be employed at night or in hazardous 

conditions.

4.4 	 These policies and procedures shall 

conform to the provisions of the relevant 

ILO standards.

Living wages are paid

5.1 	 Wages and benefits paid for a standard 

working week meet, at a minimum, 

Ethical Trading 
Initiative base code
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national legal standards or industry 

benchmark standards, whichever is higher. 

In any event wages should always be 

enough to meet basic needs and to provide 

some discretionary income.

5.2 	 All workers shall be provided with written 

and understandable information about 

their employment conditions in respect to 

wages before they enter employment and 

about the particulars of their wages for the 

pay period concerned each time that they 

are paid.

5.3 	 Deductions from wages as a disciplinary 

measure shall not be permitted, nor shall 

any deductions from wages not provided 

for by national law be permitted without 

the express permission of the worker 

concerned. All disciplinary measures should 

be recorded.

Working hours are not excessive

6.1 	 Working hours comply with national 

laws and benchmark industry standards, 

whichever affords greater protection.

6.2 	 In any event, workers shall not on a regular 

basis be required to work in excess of 

48 hours per week and shall be provided 

with at least one day off for every seven-

day period on average. Overtime shall be 

voluntary, shall not exceed 12 hours per 

week, shall not be demanded on a regular 

basis and shall always be compensated at a 

premium rate.

No discrimination is practised

7.1 	 There is no discrimination in hiring, 

compensation, access to training, 

promotion, termination or retirement based 

on race, caste, national origin, religion, age, 

disability, gender, marital status, sexual 

orientation, union membership or political 

affiliation.

Regular employment is provided

8.1 	 To every extent possible, work performed 

must be on the basis of a recognised 

employment relationship established 

through national law and practice.

8.2 	 Obligations to employees under labour or 

social security laws and regulations arising 

from the regular employment relationship 

shall not be avoided through the use of 

labour-only contracting, sub-contracting, 

or home-working arrangements, or 

through apprenticeship schemes where 

there is no real intent to impart skills or 

provide regular employment, nor shall any 

such obligations be avoided through the 

excessive use of fixed-term contracts of 

employment.

No harsh or inhumane treatment is 
allowed

9.1 	 Physical abuse or discipline, the threat of 

physical abuse, sexual or other harassment 

and verbal abuse or other forms of 

intimidation shall be prohibited.

 The provisions of this code constitute minimum 

and not maximum standards, and this code 

should not be used to prevent companies 

from exceeding these standards. Companies 

applying this code are expected to comply with 

national and other applicable law and, where 

the provisions of law and this Base Code address 

the same subject, to apply that provision which 

affords the greater protection.
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