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Background
This guidance document is one component of a series of
practical guidance and tools which constitute part of
IPIECA’s Company and Supply Chain Labour Rights Project.
Company and supply chain labour rights issues are
complex and multifaceted, covering, for example, forced
labour and human trafficking, freedom of movement,
worker grievance mechanisms, supplier and
subcontractor management, working hours and pay,
health and safety and welfare principles, etc. There is
strong interest from external stakeholders such as
governments, non-governmental organizations (NGOs),
the media and investors, in knowing more about what
companies are doing in this area, as well as an evolving
regulatory context.
The Company and Supply Chain Labour Rights Project is
part of IPIECA’s broader Business and Human Rights
Project and focuses on the contracted workforce that the
oil and gas industry relies on to develop and conduct
large-scale operations. It addresses the potential human
rights impacts and issues that may occur through
business relationships, particularly in the industry supply
chain. The project aims to:
l enable the industry to more effectively identify,
prevent and mitigate labour rights risks and impacts
within projects, operations and supply chains;
l inform stakeholders of the industry’s collective
commitment and efforts to respect labour rights; and
l support the industry in anticipating emerging trends
and challenges.
The initial focus has been on the construction of large
projects in sensitive geographies with vulnerable
workforces, in particular with respect to the rights of the
site-based workforce, i.e. those employed by contractors
and their subcontractors.

This phase of the project includes publication of the
following complementary guidance and tools:
l

l

l

l

l

Responsible recruitment and employment
(this document): a guidance document covering
considerations on responsible recruitment and
employment in the oil and gas industry. The
document outlines key labour rights issues to be
addressed during a project life cycle, and
identifies risks, emerging good practice and
considerations for effective management.
Labour rights assessment:
guidance on the design and implementation of an
on-site labour rights assessment, outlining approaches
for conducting an on-site audit and assessment of
contractors following contract commencement. The
document also provides examples from oil and gas
companies and other industries.
Worker grievance mechanisms:
guidance on developing and implementing effective
worker grievance mechanisms across oil and gas
workplaces and project sites. The document provides
examples of good practices from IPIECA members
and other industries, that have enabled workers to
speak up and have their concerns acknowledged and
addressed.
Key steps for carrying out an on-site labour rights
assessment: a quick reference tool based on the
comprehensive Labour rights assessment guidance
document and Labour rights assessment toolkit.
Labour rights assessment toolkit:
a detailed set of tools for comprehensive on-site
labour rights assessments (Microsoft™ Excel®
spreadsheet format).

The complete set of guidance documents and tools can
be downloaded from the IPIECA website at:
http://www.ipieca.org/resources/goodpractice/company-and-supply-chain-labour-rightsguidance/
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Introduction

This guidance provides an introduction to understanding
labour rights issues in the oil and gas industry. The aim is
to help readers understand and identify risks to workers,
and to know how to prioritize these risks and develop
effective mitigating actions, in line with the approach
proposed under the United Nations Guiding Principles on
Business and Human Rights (UNGPs).1 The guidance
gives practitioners in the oil and gas sector an overview
of how they can better identify, assess and address their
labour rights risks.

This guidance is particularly applicable to practitioners
working on large projects in sensitive geographies with
vulnerable workforces, focusing on the rights of site-based
contractor and subcontractor workforces in upstream oil
and gas activities. It is primarily aimed at oil and gas
companies and engineering, procurement and construction
(EPC) contractors that operate in the sector, although the
information and principles should be relevant to any
company working in the industry. Table 1 provides an
overview of the contents of this document to help readers
identify the sections that are most relevant to them.

Table 1 An overview of the content of this guidance

GUIDANCE

APPENDICES

BACKGROUND INFORMATION ON LABOUR RIGHTS AND WHY THEY’RE IMPORTANT
l

Understanding why it is important for companies to do more on labour rights

l

An overview of key labour rights

Page 6
Pages 6–7, 34

CARRYING OUT A RISK ASSESSMENT
l

Common indicators of labour rights risk

Page 10

l

Common types of labour rights risks at different project stages

Page 11

The types of risks faced by a typical vulnerable migrant worker across his/her
employment journey

Page 12

Standards and regulations—understanding the roles they play in managing labour rights,
and how they relate to risk

Page 13

Prioritizing risks that require the most urgent attention

Page 14

l

l

l

Appendix 1

Appendices 2 and 3

AN OVERVIEW OF THE ACTIONS THAT INDIVIDUALS WITH DIFFERENT RESPONSIBILITIES CAN TAKE

1

l

An overview of good practice actions

Pages 16–17

l

Good practices for individuals with compliance responsibilities

Pages 16–17

Appendix 4

l

Good practices for individuals with contract management responsibilities

Pages 16–17

Appendix 4

l

Good practices for individuals with responsibility for setting standards and assessing risks

Pages 16–17

Appendix 4

l

Good practices for individuals with procurement responsibilities

Pages 16–17

Appendix 4

l

Good practices for individuals with responsibility for workforce relations

Pages 16–17

Appendix 4

A set of guidelines for states and companies to prevent, address and remedy negative human rights impacts caused by business activities.
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Section 1

Understanding
labour rights

Michael Jung/Shutterstock.com

This section sets out the context for the more
detailed guidance that follows. It describes
what labour rights are, and sets out six key
principles relating to worker rights.
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Section 1

Understanding labour rights

WHY FOCUS ON LABOUR RIGHTS?

WHAT ARE LABOUR RIGHTS?

There are good business reasons for improving the
management of labour rights for an oil and gas project.
Tangible outcomes might include: more efficient
onboarding of workers; reduced absenteeism; lower
turnover; fewer accidents; efficient delivery of the
project within the time and cost agreed; better
productivity; and improved morale. All of these factors
can also support the reduction of operational and legal
liability costs.

The term ‘labour rights’ encompasses a range of
principles. While countries may define various labour
rights differently in relation to specific issues, there are
internationally-recognized definitions of these rights (see
the Resources section on page 34). To better understand
what labour rights are, Table 2 on page 6 presents six
examples of key principles relating to labour rights,
together with a number of questions that can be asked
in relation to each principle; if the answer to any of these
questions is ‘yes’, there may be a violation of the
corresponding principle.

Failure to manage labour issues may also result in
labour unrest and industrial action, and could lead to
considerable reputational damage, especially for oil and
gas operating companies as they are the public face of
their projects. Cases of serious labour neglect or abuse
may attract scrutiny from governments, international
organizations, local communities, global customers, civil
society, non-governmental organizations, unions,
investors or shareholders. This scrutiny is likely to
sharpen the focus on existing labour rights standards
and management procedures, and where these are
lacking, this may have significant commercial
implications for a project.
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Understanding labour rights

Table 2 Six key principles relating to workers’ rights2

PRINCIPLE
Prohibition of child labour and
protection of young workers

Elimination of worker
discrimination

Elimination of forced labour and
human trafficking

QUESTION
l
l

l

Compliance with minimum wage
regulations

l

Are workers prevented from terminating their employment?

l

Are workers prevented from leaving their work/accommodation premises when they
wish to do so?
Are workers in debt because of fees paid to secure work or because of the need to
repay loans from their employer?

l

Are workers unable to form and join unions of their choosing without interference?

l

Are workers prevented from participating in the activities of such organizations?

l

Does the state control/sponsor the trade union?

l

Are workers paid below the minimum/sectoral wage level?

l

Are wages delayed, withheld or not paid?

l

l

l

2

Are specific groups of workers given preferential treatment during the recruitment
process or when employment decisions are being made, including promotions,
allocating roles and tasks, and deciding on pay levels or who to dismiss?
Is this preferential treatment based on workers’ race, sex, religion, gender identity, etc.?

l

Observing working time
regulations

Are any activities carried out by workers under the age of 18?
If so, do they work at night or undertake any hazardous work?

l

l

Upholding freedom of
association (FOA)

Are there workers on-site that are below the age of 15?

Are workers unaware of their benefits and deductions, or are they not
paid in full?
Is overtime compensated at the normal rate?
What are normal working hours each week?
Is there a limit on how many hours workers can work each week?
Are these in line with national law?
Do workers work more than 60 hours each week, including overtime (averaged over
a full work period)?

l

Are workers permitted to enjoy a minimum rest period every week?

l

Is there a system in place to record working time?

It is important to note that this list is not exhaustive, and is only a summary of the principles that are most relevant to the oil and gas sector.
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Section 2

Assessing labour
rights risks

Nick Eyes/Shutterstock.com

This section sets out the principles of a labour
rights assessment, outlines the key risks to
consider at various stages of the project life cycle,
and presents a staged process that a company
can follow to assess and prioritize risks.
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Section 2

Assessing labour rights risks

COMMON INDICATORS OF RISK
Identifying labour rights issues, even serious issues such
as forced labour or discrimination, can be difficult for
even the most trained practitioners. Rather than trying to
examine every activity a company is engaged in or all
business partners to identify all instances of labour rights

abuse, it is instead useful to focus on indicators of risk
that may signal a heightened risk of violations occurring.
Figure 1 presents eight common indicators of labour
rights risks. Where these risks are associated with a
particular project, further investigation may be required
to verify the specific risk issues.

Figure 1 Eight common indicators of labour rights risks
Low-skilled workers are more vulnerable to exploitative
recruitment and employment practices because they may
have low awareness of their rights, and their contract terms may
be less favourable than those of higher-skilled employees; hence
they will likely have less
bargaining power.
Foreign and internal
migrant workers are
more vulnerable to being
charged recruitment fees,
being misled about their
employment terms
during the recruitment
process, having their
personal documents
retained, and being
housed in poor
accommodation.

Cost reductions increase the risks of large numbers of
workers being retrenched as projects are left with reduced
budgets, requiring changes in workforce and operations.
These retrenched workers may not receive the benefits or
wages that they are entitled to.

Cost
fluctuations

Low-skilled
workers

Worker
origin

Worker
characteristics
Indicators
of risk

Management systems
may not be suitable for
Poor
Management
identifying and managing
management
practices
labour risks. Common gaps
systems and
include: insufficient labour
practices
rights coverage in internal
policies; lack of specific labour
rights-related clauses in contracts
Widespread
with third parties; failure to monitor/
subcontracting
audit labour practices, including
wage payments; and the
absence of, or failure to
implement, a
Increased tiers of
legitimate grievance
subcontracting make it harder for
mechanism.
the operator or EPC company to ensure

that each contracted party is able to
adequately manage labour risks. Common risks associated with
many layers of subcontracting include delayed or non-payment
of wages, excessive working hours, and poor safety conditions.
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Workers based in remote
locations (offshore or other
isolated areas) may be more
vulnerable to exploitative
practices such as long working
hours without sufficient rest,
or poor living arrangements,
as these areas are subject
Work in
to less oversight from
remote
labour inspectors and
locations
other monitoring parties.

Contextual
risks
Poor legal
protection

Widespread
discrimination

A countryÕs legal
framework may not have
adequate protections for
workers, and/or the laws
may not be properly
enforced. For example,
there may be no legal
minimum wage, or no
protections in place for
young workers.

Many countries have prevailing
attitudes that result in workers from
specific groups being discriminated against in the employment
relationship. Examples include female workers being employed
on worse terms than their male counterparts, and discriminatory
practices against workers from different cultural/ethnic groups.

Section 2
Assessing labour rights risks

THE LEVELS OF RISK FACED BY WORKERS OVER THE PROJECT LIFE CYCLE
Table 3 provides an overview of the different stages of an
oil and gas project life cycle, broken down by activity,
workforce type, types of actors involved and the level of
risk faced by workers.

For more information on the types of risks that workers
face at each stage see Appendix 1.

Table 3 The different stages of a project life cycle, and the corresponding levels of risk faced by workers

PROJECT STAGE

ACTIVITIES

WORKFORCE

ACTORS

RELATIVE
RISK LEVEL

EXPLORATION
l
l
l
l
l

Locating reservoirs
Laboratory analysis
Drilling exploration wells
Seismic surveys
Logistics

l

l

Largely specialized
workforce
Lower skilled workers
in logistics and
ancillary services

Some specialist
technical contractors
operate alongside
company employees

Largely specialized
workforce

Some specialist
technical contractors
operate alongside
company employees

Large labour input
from low-skilled
workers including
internal and foreign
migrants
Workers engaged in a
wide variety of roles
Ancillary services likely
to be provided by lowskilled workers

Large numbers of
contractors and
subcontractors, from
highly specialist to
more informal
contractors
providing large
numbers of lowskilled workers

!

DEVELOPMENT
Feasibility,
concept, frontend engineering
and design (FEED)
Engineering,
procurement,
fabrication,
assembly

l
l

l

l

l

Feasibility studies
Development of
technical or financial
options
Transporting
materials to site
Infrastructure
development
On-site assembly

l

l

l

Construction

l
l

l

Excavation
Construction of
facilities
Ancillary services

l

!

!

!

!

!

!

OPERATION
l
l

Extraction of oil or gas
Maintenance, repairs

l

l

Wide variety of roles
and skills
Depends on nature of
operations, e.g.
offshore operations
may have more skilled
contractors

l

l

Large labour input,
over the longer term
Some contractors
also required

!

!

!

!

DECOMMISSIONING
l
l
l

Dismantling facilities
Cleaning, de-pollution
Site-rehabilitation
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l

l

Older sites can include
low-skilled workforce
Offshore sites more
likely to involve
higher-skilled/
specialized workforce

l

l

Contractors more
likely to be used when
decommissioning
older sites
A mix of direct
employees also likely
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THE JOURNEY OF A VULNERABLE MIGRANT WORKER
Figure 2 sets out a high-level overview of the risks posed
to the enjoyment of labour rights by workers across
different phases of their employment, from preemployment activities such as recruitment and
transportation, through the time a worker is employed, to
a worker leaving employment and contracts being

terminated. The risks highlighted are primarily those
faced by low-skilled migrant workers on projects
involving numerous subcontractors, though these are
also relevant to other workers that may be vulnerable to
poor employment practices.

Figure 2 The potential risks posed to the enjoyment of a worker’s labour rights

1 FINDING WORK

2 RECRUITMENT/SELECTION
Agents and employers use discriminatory
practices when selecting workers.
Employers hire underage workers, as they
do not verify the ages of candidates
during the selection process.
Workers receive offer letters and
contracts in languages they do not
understand. Candidates may sign
contracts that they think offer more
money and better conditions than they
eventually receive.

Workers take out loans from informal
money lenders to pay significant fees to
brokers or recruitment agents to secure
work, putting themselves into debt and
making themselves more vulnerable to
exploitative practices when in work. This
particularly affects foreign and internal
migrant workers.
Agents mislead candidates about their
future terms and conditions of employment
(e.g. wages, benefits, conditions etc.).

4 ACCOMMODATION
Employer-provided
accommodation is unhygienic,
cramped and in isolated locations,
and transport to and from the
worksite may also be unsafe.
Workers may not have adequate
means of communicating with their
families. This is particularly a
problem for foreign migrant
workers.

7 FAIR TREATMENT
Female workers may be subject
to gender-based discrimination
and/or sexual harassment. This
can be a particular risk for
female workers providing
ancillary services (e.g. cooking
and cleaning).
Workers from different
countries may be subject to
different minimum wage levels
for carrying out exactly the
same work.

5 WAGES
WorkersÕ wages are not paid on time, are
withheld, and/or are subject to deductions.
This can contribute to workersÕ indebtedness
if they are unable to repay loans, and can
have a negative impact on families who are
dependent on the workersÕ wages.
Workers do not receive payslips, or their
payslips do not clearly explain their wages.
This can lead to misunderstanding and
frustration among workers.

8 WORKER ENGAGEMENT
Employers may refuse to engage with trade
unions, and may actively discriminate against
union members or workers trying to organize
union membership at their workplace.
The lack of an adequate grievance mechanism
impedes workersÕ ability to raise issues, and
makes it difficult for employers to identify
concerns and remediate instances of abuse.
Workers resort to industrial action and striking
where there are no clear avenues to resolve
grievances. This can lead to a harsh crackdown
by state security forces.
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3 ARRIVAL AT WORK
No formal induction is given
to workers to inform them of
their workplace rights.
WorkersÕ contracts may be
substituted, and workers
forced to sign contracts with
less-favourable terms than
originally agreed, often in a
non-native language.

6 WORKPLACE CONDITIONS
Working hours are excessively long,
with insufficient breaks for rest.
Workers may not receive adequate
training on health and safety or be
provided with adequate personal
protective equipment (PPE). Risks
of accidents increase when there
are tight project timelines and
workers are expected to work
longer hours.

9 TERMINATION
Workers are forced to pay a penalty
for ending their contract early or
workers may need to receive the
express consent of their employer
before leaving or finding new work.
At the end of a contract or during
retrenchments, workers may not
receive back-pay benefits. This can
impede their ability to pay off debts,
and can have a negative impact on
families who are dependent on the
workersÕ wages.

Section 2
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WHAT ARE THE STANDARDS THAT APPLY TO A PROJECT?
The UNGPs place obligations on the state to ‘protect’
human rights, and on companies to ‘respect’ human
rights. Through signing international conventions and
translating these into domestic laws that are adequately
enforced, states should protect people from human
rights abuses by others. Companies should also respect
people’s rights through implementing policies and
practices relevant to their operations and supply chains.
When doing so, companies should be aware of the
relevant standards and enforcement mechanisms.
Table 4 provides an overview of common types of
standards and enforcement mechanisms that may be
relevant. Note that some standards which are not
specific to workers could be relevant in some contexts.
It should be noted that, where state mechanisms are
inadequate, company controls and mechanisms play an
even more important role in promoting and respecting
the rights of oil and gas industry workers.

While oil and gas companies and EPCs should comply
with national laws governing labour rights, going beyond
national legal requirements is often important when
managing labour rights during a project. Companies
should therefore treat local laws as the baseline and aim
to set higher standards when integrating labour rights
into their own management systems.
For example, in relation to contractor and agency
workers, oil and gas companies and EPCs can develop
and implement standards through a range of
interventions including company policies, procurement,
codes of conduct and clauses in service contracts with
third parties, which target specific issues and any known
gaps in the national regulatory system. These gaps can
also be addressed in partnership with other companies
by engaging in dialogue with national governments.
Ultimately, companies should hold a clear picture of their
legal obligations, and should develop appropriate
company standards and mitigation measures in light of
those obligations.

Table 4 Overview of common types of standards and enforcement mechanisms

RELEVANT NATIONAL/INDUSTRY REGULATIONS
OR STANDARDS GOVERNING WORKERS’ RIGHTS
l

Labour legislation

l

Collective agreements

l

Migration policy

l

l

l

Licensing schemes (often used to regulate private
employment agencies)
Memoranda of understanding (MOUs) between
sending- and receiving-country governments
Investor standards (often apply where there is
financing by investors)
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ENFORCEMENT
BY PUBLIC BODIES
Gaps in enforcement of
regulations mean that legal
protections may be more apparent
than real. The economic benefits
of migration, especially
remittances, may deter vigorous
enforcement in sending countries,
while a lack of political will,
inadequately resourced labour
inspectorates, and even corruption
may result in a lack of
enforcement in both sending and
destination countries.

COMPANY CONTROLS
TO MITIGATE RISKS
l

Company policies

l

Codes of conduct

l

Contractual clauses

l

Grievance mechanisms

Section 2
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PRIORITIZING RISK FACTORS
Figure 3 sets out a staged process that a company can
take to assess and prioritize risks that lead to taking
specific actions.
Figure 3 Prioritizing risks and taking action

1 UNDERTAKE INITIAL RISK ASSESSMENT
The risk assessment can start by undertaking a desk-based review of key sectoral and country
level risks, giving a company an overview of where to provide more focus on labour rights due
diligence activities. The indicators and examples of risk set out on pages 10Ð11 and page 20 can
be used to support this assessment stage. Examples of data sources that can be used in the risk
assessment process are provided in Appendix 2.

2 IDENTIFY SALIENT RISKS
Following the initial risk assessment, it is useful to assess the severity (irremediability and scale)
of the potential negative impact and the likelihood of the impact occurring. This can be done
using a diagram such as the example provided by Figure A1 in Appendix 3. It may be that, after
conducting this exercise, more information may be needed to verify whether the risks are likely
to materialize in those areas identified as the most salient. Potential further investigation could
include an audit or follow-up with the project(s), or supplier(s) etc. in question.

3 IDENTIFY RESPONSIBILITY AND LEVERAGE
Once the saliency exercise has been carried out, it is useful map the most salient issues against
the available leverage to help identify the appropriate level of action to take. Key to this process
is understanding the extent to which a situation can be influenced to reduce the potential of the
negative impact. Identifying which salient risks can be influenced by the company can be
undertaken using a diagram such as the example provided by Figure A2 in Appendix 3.

4 TAKE STEPS TO MITIGATE RISKS
By this stage it should be clear what the most salient labour rights risks are and to what extent
the company is able to leverage an improvement in the situation. This is the stage at which
appropriate and tailored strategies to mitigate the risks can be developed. These strategies
should focus on reducing the likelihood of the negative impact occurring, or on reducing the
severity of the potential impact, and thus lowering the risk level. See the following section for
examples of good practices to mitigate labour rights risks, as appropriate for the different areas
of accountability.
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Section 3

Implementing
labour rights
standards

Opsormen/Shutterstock.com

This section presents examples of good
practice for mitigating labour rights risks.
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Section 3
Implementing labour rights standards

Implementing labour rights standards

SUMMARY OF GOOD PRACTICES
Table 5 on page 17 summarizes good practices that can
be adopted by individuals working in different areas of
accountability in oil, gas and EPC companies. These
practices aim to improve the management of key labour
rights risks, at pre- and post-contract stages and in
relation to (sub)contractors and recruitment agents.
A more detailed breakdown of these practices is
presented in Appendix 4.
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It should be noted that, as all companies and projects
are likely to be structured differently, the responsibilities
of individuals working in different areas of
accountability may vary and/or overlap. For example, an
individual responsible for procurement may also be
involved in setting standards and assessing risks,
although this will by no means be the case in every
company or for every project.

Section 3
Implementing labour rights standards

Table 5 Good practices to mitigate key labour rights risks, by area of accountability

COMPANY AREA
OF RESPONSIBILITY
Compliance

Contract
management

GOOD PRACTICES TO IMPROVE THE MANAGEMENT
OF KEY LABOUR RIGHTS RISKS
l

Ensure that the company meets all legal requirements.

l

Monitor legal developments relating to labour rights.

l

Prepare contractual standards on labour rights.

l

Ensure that the labour standards of all companies engaged on a project are aligned.

l

Have a clear understanding of the project’s labour standards and key risks.

l

Provide support to colleagues where needed.

l

Engage with joint venture partners to ensure that project labour standards are not reduced.

l

Setting standards
and assessing risks

Procurement

l

Incorporate reporting on labour practices and conditions into standard reporting mechanisms.

l

Monitor (sub)contractor and agency compliance with labour standards set out in the contract.

l

Undertake labour risk assessments to develop an understanding of key risks.

l

Collaborate with others to better understand labour rights risks.

l

Oversee the development of standards and processes before projects commence.

l

Organize training and workshops for colleagues and third parties on labour rights risks.

l

Monitor on-site working conditions of direct, (sub)contractor, and agency workers.

l

Provide ongoing support to colleagues to put in place remedial measures when issues are found.

l

Perform pre-qualification assessments to evaluate third parties’ ability to meet labour rights standards.

l

Include labour rights standards in tenders, being as specific as reasonably possible.

l

Assess bidders’ ability to meet the required labour standards.

l

Workforce
relations

Open ongoing dialogue between the oil and gas company and public bodies to support
improvements in, and enforcement of, labour standards.

Incorporate labour rights standards in contracts with contractors and agencies, including some as
performance bonds.

l

Include remediation activities in the contract, gap closures plans, etc.

l

Require contractors to include these practices in contracts with their subcontractors.

l

Manage workforce relations.

l

Develop standards and guidance for recruiting and managing on-site workforces.

l

Monitor the on-site working conditions of direct, (sub)contractor and agency workers.

l

Monitor contractor and agency recruitment and employment practices.

l

Engage with worker representatives and resolve worker grievances.

l

Utilize independent, skilled mediators/third parties to help resolve intransigent disputes. between
workers (and organizations) and management.

17 — Responsible recruitment and employment

This page is intentionally blank

Appendices
Appendix 1: Example risks by
project stage

20

Appendix 2: Identifying and
prioritizing labour risks

22

Appendix 3: Prioritizing risks

23

Appendix 4: Examples of
good practice

24

19 — Responsible recruitment and employment

Appendices

Appendix 1:
Example risks by project stage
Table A1 Examples of worker-related risks at different project stages 3

PROJECT STAGE

EXAMPLE RISKS

EXPLORATION
l

l

l

Drilling contract workers employed on short-term employment contracts and working
excessively-long hours without sufficient rest periods between rotations.
Geological and surveying work is short term, engaging skilled staff who are often employed
directly. Potential gender and cultural/discrimination risks may be present.
Crowded and unhygienic accommodation.

DEVELOPMENT
Feasibility,
concept, frontend engineering
and design (FEED)

l

Highly-skilled workers with limited exposure to the proposed project site. Potential gender and
cultural/discrimination risks may be present.

In general, the risks of labour rights impacts are higher at the stages below, and at the operation and decommissioning stages:
Engineering,
procurement,
fabrication,
assembly

Construction

l

l

l
l
l

Specific groups of workers (e.g. foreign nationals, lower castes, religious minorities, etc.) subjected
to discriminatory practices.
Migrant workers in situations of bonded labour borrow money to pay fees to secure work, and
once in employment have their documentation taken from them. They are therefore unable to
leave work without their employer’s permission, leaving them dependent on their employer to be
able to pay off their debt.
Excavation
Construction of facilities
Ancillary services
continued …

3

Note that this is an illustrative overview only and does not attempt to cover all potential risks.
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Appendix 1
Example risks by project stage

Table A1 Examples of worker-related risks at different project stages (continued)

PROJECT STAGE

EXAMPLE RISKS

OPERATION
l
l
l

l

l

l

Overcrowded and unhygienic accommodation provided to low-skilled foreign migrant workers.
Bullying or harassment of female workers, in particular those providing ancillary services.
Workers being denied the right to join unions, or workers that seek to organize being actively
discriminated against, either by their employer, or security services.
Ancillary service providers hiring young or child workers to carry out cleaning jobs at worker
accommodation sites.
Workers on vessels or offshore being required to work excessively long hours without sufficient
rest periods.
Harm being caused to workers due to lack of or inadequate routines; or a company culture where
routines are not followed, or where companies have unrealistically high production goals which
force workers to take shortcuts and avoid compliance with safety rules.

DECOMMISSIONING
l

l

Insufficient advance notice given to workers, leading to potential economic difficulties for those
workers.
Contractors or the direct workforce having their employment contracts terminated without
entitlements paid out at the end of a project.
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Appendix 2:
Identifying and prioritizing labour risks
Many tools are available to help oil and gas companies
better understand and prioritize their risks. While these
may work for some companies, there is also demand
from companies in the sector to develop more tailored
risk assessments.

IDENTIFYING RISKS
A number of useful publicly available information sources are
available to help a company identify whether there are risks
associated with labour practices in a given sector/country.
Table A2 sets out some useful, publicly-available third-party
data sources that can be used by companies to better
screen labour rights risks across their supply base.

Table A2 Examples of publicly-available third-party data sources that can help with the identification of labour rights risks

INFORMATION SOURCE

EXPLANATION

US Department of State (2018).
Trafficking in Persons Report, June 2018.
https://www.state.gov/j/tip/rls/tiprpt/

Assigns countries to a tier category based on whether antitrafficking efforts (laws, enforcement and victim rehabilitation)
are in line with international norms.

Fund for Peace (website).
‘Fragile States Index: Group Grievance.’
http://fundforpeace.org/fsi/indicators/c3

This indicator can be used as a proxy for minority rights and
vulnerability at the national level. It ranks countries based on
the existence of discrimination, powerlessness, ethnic violence,
communal violence, sectarian violence and religious violence.

ITUC (2017). The ITUC Global Rights Index: The world’s worst
countries for workers.
https://www.ituc-csi.org/ituc-global-rights-index-2017

Assigns a score to countries based on the degree to which
workers’ rights are protected.

World Bank (website and downloads): ‘Worldwide Governance
Indicators’ (WGI) Voice and Accountability index.
http://info.worldbank.org/governance/wgi/#home

This index can act as a proxy for the existence of any barriers to,
or restrictions on, worker organizations or trade unions in the
context of civil liberties in each country.

World Economic Forum (2017).
The Global Gender Gap Report 2017.
http://reports.weforum.org/global-gender-gap-report-2016/

An index composed of 14 indicators that track the relative gaps
between men and women in the areas of health, education, the
economy and politics.

Desk research

Using the internet to search for particular labour or human
rights issues in a specific country and/or reading NGO reports
from the region can provide contextual information about
potential risks. Some useful online resources include the
Business and Human Rights Resource Centre, Human Rights
Watch and LabourStart.

External stakeholders

Engagement with multi-stakeholder initiatives, civil society,
trade unions, community groups and/or government agencies
can help to better understand conditions of work in a particular
country or sector.

IPIECA membership

Engagement with IPIECA members can help to identify which
member companies are engaged in similar activities and countries,
and to get better intelligence on the types of labour risks.
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Appendix 3:
Prioritizing risks
Figures A1 and A2 provide examples of charts that
companies can use to help them identify the most
salient risks (Figure A1) and, of those that are the most
salient, to identify those which can be influenced by the
company (Figure A2). The aim is for companies to be able
to identify the most appropriate response, while giving a
clear framework that justifies why certain actions have
been taken in specific situations.

To illustrate how these charts can be used, three example
scenarios are provided across the two figures.

Figure A1 Identifying salient risks

Likelihood

high

E.g. directly employed staff on a
refinery working longer hours
than stipulated in their contract

E.g. an agency providing an ancillary
service provider with workers refuses
to engage in collective bargaining
with the workers

Less salient
low

E.g. contracted
workers on shipping
vessels have not been
paid in three months

Potentially
salient

medium

Most salient

low

medium
Severity

high

Figure A2 Identifying high risks and leverage

Saliency

high

E.g. contracted workers on
shipping vessels have not
been paid in three months
E.g. an agency providing an
ancillary service provider with
workers refuses to engage in
collective bargaining with the
workers

medium

low

Medium risk
Action: management

E.g. directly employed staff on a
refinery working longer hours
than stipulated in their contract

Lower risk
Action: active engagement
low
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High risk
Action: active
management

medium
Leverage

high
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Appendix 4:
Examples of good practice
Table A3 Examples of good practices applicable to different areas of company responsibility

GOOD PRACTICES

PRE- / POST- OIL AND GAS/
CONTRACT
EPC

COMPLIANCE RESPONSIBILITIES
Review national labour standards against international, company and investor benchmarks
to identify gaps in national law.

Pre-contract

Oil and gas,
EPC

Work with the procurement team to ensure that contracts with (sub)contractors and
agencies are in compliance with national law in the country of operation, with company
codes of conduct and policies, and with investor standards (where relevant).

Pre-contract

Oil and gas,
EPC

When engaging in a joint venture, engage with colleagues responsible for contract
management and procurement to ensure that labour standards are not reduced as a result
of the partnership.

Pre-contract

Oil and gas,
EPC

Contractually require all (sub)contractors to pay outstanding wages and benefits in full
when a worker leaves employment, before they leave the country of work in the case of
migrant workers.

Pre- and
post-contract

Oil and gas,
EPC

Monitor developments in legislation that impact on labour standards.

Post-contract

Oil and gas,
EPC

Engage with the client to agree on alignment between the company’s standards on labour
rights and the overall project standards.

Pre-contract

EPC

Engage with joint venture partners to encourage the incorporation of the company’s labour
standards into a project. Where there is resistance, consider addressing this subject
indirectly with reference to policy positions or through broader discussions on
environmental and social performance, and aim to take contractual responsibility for
implementing these standards.

Pre-contract

Oil and gas,
EPC

Where operating in high-risk locations, participate in training on labour rights risks.

Pre- & postcontract

Oil and gas,
EPC

Use status as a major investor in a country, or as joint venture partner, to open a dialogue
with national governments on labour rights, and to be an example of good practice.

Pre- & postcontract

Oil and gas

Report potential risks and actual issues, if identified, to colleagues with procurement,
human resources (HR) and health, safety, security and environment (HSSE) responsibilities.

Post-contract

Oil and gas,
EPC

Engage with colleagues from different teams whose accountabilities are varied to
understand labour issues on a project, and where necessary, use leverage over
(sub)contractors to influence actions when other teams require support.

Post-contract

Oil and gas,
EPC

CONTRACT MANAGEMENT RESPONSIBILITIES

continued …
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GOOD PRACTICES

PRE- / POST- OIL AND GAS/
CONTRACT
EPC

SETTING STANDARDS AND ASSESSING RESPONSIBILITIES
Brief senior management on the operational risks associated with unethical recruitment
and employment to get buy-in on the importance of ethical recruitment and employment.

Pre-contract

Oil and gas,
EPC

Ensure that the company understands the importance of meeting higher costs related to
ethical recruitment and employment. Use the business case with regard to reduced
absenteeism, turnover, accident rates, and better nutrition, productivity, etc.

Pre-contract

Oil and gas,
EPC

Undertake an assessment of labour risks prior to contracting, so that service contracts
with (sub)contractors and agencies address the salient issues. This can be incorporated as
part of the company’s existing due diligence on health and safety, corruption, etc.

Pre-contract

Oil and gas,
EPC

Work with colleagues that have procurement accountabilities to ensure that ethical
recruitment principles are included as performance requirements in service contracts with
agencies.

Pre-contract

EPC

Engage with all project partners to identify other (sub)contractors that meet the
company’s ethical standards.

Pre-contract

Oil and gas,
EPC

Collaborate with experts to better understand and address risks in migrant sending
countries. Reinforce the importance of employers paying for recruitment of all
(sub)contractors, along with the benefits of ethical recruitment and remediation of
worker-paid fees (e.g. workforce retention, increased productivity).

Pre- & postcontract

Oil and gas,
EPC

In high-risk geographies, map existing initiatives on labour rights to understand how to
contribute to addressing identified risk issues.

Pre- & postcontract

Oil and gas,
EPC

Develop a project-wide plan to monitor work and accommodation sites, to collect reports
and to manage a complaints mechanism.

Pre- & postcontract

Oil and gas,
EPC

Engage with the embassies of sending countries in the destination country to understand
types of grievance being raised from specific groups of workers, and with NGOs, trade
unions and other international rights organizations to develop adequate remediation
issues when they are identified.

Pre- & postcontract

Oil and gas,
EPC

Run training and capacity building sessions for selected agencies to improve their ability
to manage recruitment more responsibly. Engage with the contract management team
to ensure that all labour rights principles are clearly communicated to all (sub)contractors.

Post-contract

Oil and gas,
EPC

Adopt a worker accommodation policy, applicable to all (sub)contractors, in line with
international best practice (see the Labour rights assessment toolkit for further guidance).

Pre-contract

Oil and gas,
EPC

Include labour monitoring requirements in the responsibilities of staff with responsibility
for overseeing the project’s compliance with occupational health and safety (OHS)
requirements at the project site.

Post-contract

Oil and gas,
EPC

In high-risk locations, convene workshops for (sub)contractors and business partners and
hold inductions to help them understand the company’s labour rights standards and
expectations. Use this as an opportunity for (sub)contractors to share good practice and to
include insights from external experts.

Post-contract

Oil and gas,
EPC

continued …
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GOOD PRACTICES

PRE- / POST- OIL AND GAS/
CONTRACT
EPC

PROCUREMENT RESPONSIBILITIES
Engage with colleagues responsible for assessing labour risks, and undertake an adequate
assessment of labour risks prior to contracting so that service contracts with
(sub)contractors and agencies address the salient issues. Include non-procurement
colleagues who are involved in risk assessments in this process.

Pre-contract

Oil and gas,
EPC

Carry out labour cost modelling to identify appropriate costs associated with labour
(including recruitment and accommodation) on a project.

Pre-contract

Oil and gas,
EPC

In line with the above, require contractors and agencies to include specific bill of quantity
lines in their proposals for the costs of recruiting workers, costs associated with employing
the workers (wages, benefits, etc.) and costs of housing the workers (where appropriate).
This should be assessed against the cost model that the company has developed for a
project to see whether the costs are sufficiently high to meet worker’s needs.

Pre-contract

Oil and gas,
EPC

Include a clause in the tender prohibiting agencies from charging fees and using informal
labour brokers to find workers.

Pre-contract

EPC

Ensure that all bid teams on high-risk projects include individuals that understand the
importance of labour costs (this could include existing HSSE functions).

Pre-contract

Oil and gas,
EPC

Aim to reduce the number of intermediaries involved in the recruitment of workers, and
where possible, have direct relations with employment agencies.

Pre-contract

EPC

Include ethical recruitment and employment issues as performance bonds within service
contracts with (sub)contractors and agencies. This should include details relating to the
prohibition of recruitment fees, document retention and wage payments.

Pre-contract

Oil and gas,
EPC

Require that relevant (sub)contractors and agents are responsible for the transport of
migrant workers to and from their homes at the start and end of their employment. All
workers’ employment contracts should contain provisions guaranteeing the safe and
timely return home at the end of the contract or when work has been stopped due to
extenuating circumstances, e.g. political, economic or other.

Pre-contract

Oil and gas,
EPC

Undertake adequate due diligence on, and pre-screening of, contractors and agencies to
ensure that they are reputable and have policies and practices in place to meet ethical
standards. Make it a requirement of the company’s own contractors that they undertake
adequate due diligence on contractors and agencies that they engage with. This should
include, at a minimum, a reflection of company standards in the contractor’s service
contracts with third parties.

Pre-contract

Oil and gas,
EPC

Contractually require all (sub)contractors to disclose their accommodation sites used to
house workers employed on the project.

Pre- & postcontract

Oil and gas,
EPC

Engage with agencies and (sub)contractors to understand how they select candidates.

Pre- & postcontract

EPC

Require due diligence on recruitment agencies from your own (sub)contractors.

Pre- & postcontract

Oil and gas,
EPC

Post-contract

EPC

For agencies supplying low-skilled labour, assess their capacity to mitigate ethical recruitment
risks and check that they have borne the costs of recruitment, in line with the ‘employer pays’
principle. Records to be assessed could include purchase orders, electronic transfers of
payments, receipts and detailed itemisations of costs, and evidence of all other expenses
incurred in the recruitment process. In cases where an agency does not stop charging fees,
cease doing business with them and prohibit other parties to the project from using them.

continued …
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GOOD PRACTICES

PRE- / POST- OIL AND GAS/
CONTRACT
EPC

WORKFORCE RELATIONS RESPONSIBILITIES
Develop a clear position on ethical recruitment, with the expectation that the employer
should pay for recruitment, and develop detailed guidance for interviewers to reduce
discrimination in the recruitment process.

Pre-contract

EPC

Require all (sub)contractors and agencies to provide workers with employment contracts in a
language they understand before accepting a job and on arrival. A verbal explanation should
be given to workers if there is anything they do not understand or if they are illiterate.

Pre-contract

EPC

Take steps, or seek advice, to assess appropriate wage levels; require (sub)contractors to pay
this minimum level, and prohibit deductions from salaries that reduce wages below the
legal minimum.

Pre-contract

Oil and gas,
EPC

Develop an independent, transparent and fair worker grievance mechanism, in line with
international good practice, and extend this to all (sub)contractor workers on a project.

Pre-contract

Oil and gas,
EPC

Prohibit (sub)contractors and agencies from retaining workers’ documents. Should workers
wish to give the documents to the employer, or where this is in contravention with national
law, ensure that there is a clear and simple process for returning documents to workers
when they require them. Employers should retain a written record of the worker’s consent,
and ensure that workers are given a scanned copy of their documentation. Provide a
secure place for workers to keep their personal documents.

Pre- & postcontract

Oil and gas,
EPC

Develop posters and other forms of literature in languages understood by the workers, to
communicate rights and responsibilities to all workers on-site. Include pictorial posters to
ensure that illiterate workers are adequately accommodated.

Pre- & postcontract

Oil and gas,
EPC

Develop a written handbook on labour rights standards so that risks faced by workers are
better understood by employees responsible for supervising and managing
(sub)contractors. This should include guidance on handling and raising sensitive issues (e.g.
discrimination, union membership, etc.) for supervisory staff.

Pre- & postcontract

Oil and gas,
EPC

Develop written commitment to freedom of association, prohibiting any form of reprisal
against a worker participating in such activities. Distribute this to all (sub)contractors on-site,
including (sub)contractor workers. Where your company has a collective bargaining
agreement with your own staff on a project site, require (sub)contractors to extend the
conditions of this agreement to their workers on your projects.

Pre- & postcontract

Oil and gas,
EPC

In geographies that limit trade union rights, respect the self-organization of workers, and
facilitate access to collective worker organizations (e.g. translation facilities available for
migrant workers, health and safety committees).

Pre- & postcontract

Oil and gas,
EPC

Appoint designated and qualified individual(s) on-site to act as a central point of contact for
workers for managing complaints. This will help to communicate the mechanism and build
trust with workers using it.

Pre- & postcontract

Oil and gas,
EPC

Participate in the final round of interviews for a sample of agency workers so that they are
asked questions relevant to your ethical recruitment principles. Also carry out these
interviews with a sample of workers once they have arrived and at quarterly intervals
thereafter. Ask workers for evidence of contracts, receipts and other documentation related
to fees paid to brokers or agents, to help verify risks.

Post-contract

EPC

continued …
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GOOD PRACTICES

PRE- / POST- OIL AND GAS/
CONTRACT
EPC

WORKFORCE RELATIONS RESPONSIBILITIES (continued)
Ensure that a project induction is provided to all workers, which has a dedicated session on
workplace rights. This should include information about their wages, hours, health and
safety, recruitment fees and document retention, and should inform workers of complaints
processes.

Post-contract

Oil and gas,
EPC

Develop a system to monitor the compliance of agencies and (sub)contractors with the
contract, including regular and/or random visits to their offices to carry out audits on their
payroll and personnel files. Consider appointing a designated individual to do this. This is
particularly applicable to high-risk sites.

Post-contract

Oil and gas,
EPC

Make sure that all workers (irrespective of sex, gender identity, religion or ethnic origin) are
comfortable raising complaints or grievances through the appropriate channels. Review
existing procedures and amend if necessary, for example by allowing workers to report a
concern to someone other than their direct supervisor in the event that their supervisor is
involved in the complaint, or if the worker would be more comfortable speaking with a
woman.

Post-contract

Oil and gas,
EPC

Require (sub)contractors to submit periodic reports on labour and working conditions of
workers under their supervision. This should include data on hours worked, rest periods,
leave, wages (including deductions) and social security, disputes and/or grievances raised,
accidents and near-misses, and any information on freedom of association.

Post-contract

Oil and gas,
EPC

Where possible, insert a clause in employment contracts that explicitly permits workers to
change employment following the completion of their first contract or after two years
(whichever is less). Also, prohibit (sub)contractors from penalizing workers for ending their
employment early (except where established in the original contract).

Post-contract

EPC

Engage skilled independent mediators/third parties to facilitate negotiations between
workers and/or their representatives and the company during seemingly intransigent
disputes.

Post-contract

Oil and gas,
EPC
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Destination country

The country in which labour is carried out by a worker.

Document retention

The practice whereby employers retain a worker’s passport, identity documents,
certificates, bank cards or other personal possessions for the duration of their employment
relationship. The retention of employees’ documents is linked to workers not being able to
leave their job or change employer freely, and makes them more vulnerable to
exploitation.

Employment contract

An agreement between an employer and a worker on the terms and conditions of their
employment.

‘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. See Recruitment fees below.
EPC Contractor

Engineering, procurement and construction contractor—the primary contractor on an oil
and gas project, responsible either fully or in part for designing and implementing labour
rights standards on a project site.

Labour rights
good practices

Actions that practitioners can take to reduce the likelihood of specific negative labour
rights impacts occurring. These are aligned with international good practice on ethical
recruitment and employment.

Human rights
due diligence

An ongoing risk management process to identify, prevent and mitigate human rights
impacts, and account for how a company addresses these impacts. It includes four key
steps: assessing actual and potential human rights impacts; integrating and acting on the
findings; tracking responses; and communicating about how impacts are addressed.

Performance bonds

A contractual arrangement wherein the parties agree that meeting certain key labour
rights requirements (e.g. timely payment of wages) is a condition precedent for full
payment of consideration under the contract. This might involve paying a contractor 50%
of a contract’s value with a commitment to paying the remaining 50% after a defined
period once it has been confirmed that certain labour rights requirements have been met.

Recruitment agent

Refers to any third party contracted to supply labour that is hired directly by an oil and gas
company. Also referred to as a recruitment broker.

Employment agent

Any third party contracted to supply workers to a worksite, where the agent, rather than
the company that oversees the work, remains the employer of the worker. The EPC
contractor may direct the worker on the worksite but the employment relationship
remains with the employment agency.

Recruitment fees

The costs borne by a worker to secure a job. They include the costs of securing interviews,
medical tests, skills tests, passports or visas, international transportation, residency permits
etc. Recruitment fees are often associated with workers accruing debts, which make them
more vulnerable to exploitation. See ‘Employer pays’ principle, above.
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Risk

The potential for workers’ rights to be negatively impacted because of the activities of oil
and gas companies, EPC contractors and their business partners. This applies to any
workers on an oil and gas project. This is separate to reputational risks to the organization,
though the latter may arise where worker’s rights are negatively impacted.

Risk mitigation

Steps taken to prevent identified risks from having a negative impact on workers.

Saliency

The degree to which labour rights are at risk from negative impacts (based on how
widespread, serious or irremediable the impact is) as a result of a company’s activities or
business relationships. All companies in a contracting or supply chain can undertake an
exercise to assess saliency, though it is particularly useful to large companies that have
numerous operations and suppliers across different geographies.

Sending country

The country of which a foreign migrant worker is a citizen. Also referred to as country of
origin.

Service contract

A legally-binding agreement between two companies setting out the terms of
engagement for one entity providing goods or services to the other.

Site

All parts within the boundaries of a project’s physical location.

(Sub)contractor

Refers to contractors and/or subcontractors that may be contracted to carry out tasks on a
project.

Supplier

Any business that directly or indirectly provides material goods to an oil and gas company
or EPC contractor.

Third party

Any company contracted to provide a service or labour on an oil and gas project.

Worker

Any individual hired to carry out activities on, or related to, an oil and gas project. This
includes individuals hired directly by an oil and gas company and individuals hired through
third parties such as contractors, subcontractors, labour agencies and suppliers. It includes
individuals in both high- and low-skilled positions.
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LABOUR RIGHTS REFERENCES
Child labour and young workers
International Labour Organization (ILO) Minimum Age Convention, 1973 (No.138); and
ILO Worst Forms of Child Labour Convention, 1999 (No.182).
Worker discrimination
ILO Convention Concerning Discrimination in Respect of Employment and Occupation,
1958 (No.111).
Forced labour and human trafficking
ILO Forced Labour Convention, 1930 (No.29);
ILO Abolition of Forced Labour Convention, 1957 (No.105); and
Palermo Protocols on suppressing trafficking in persons, 2000.
Freedom of association (FOA)
ILO Freedom of Association and Protection of the Right to Organise Convention, 1948 (No.87);
and
ILO Convention on the Right to Organise and Collective Bargaining, 1949 (No.98).
Wages
ILO Protection of Wages Convention, 1949 (No.95);
ILO Convention Limiting the Hours of Work in Industrial Undertakings, 1919 (N.1); and
Ethical Trade Initiative (ETI) Base Code
Working time
ILO Convention Limiting the Hours of Work in Industrial Undertakings, 1919 (N.1); and
ETI Base Code.

FURTHER READING
European Commission (2013). Oil and Gas Sector Guide on Implementing the UN Guiding
Principles on Business and Human Rights. https://ec.europa.eu/antitrafficking/sites/antitrafficking/files/oil_and_gas.pdf
Focus on Labour Exploitation (FLEX), Accountability Hub: http://accountabilityhub.org/
ICCR (2017). Best Practice Guidance on Ethical Recruitment of Migrant Workers. Interfaith
Center on Corporate Responsibility, New York.
http://www.iccr.org/best-practice-guidance-ethical-recruitment-migrant-workers-0
ILO (website). ‘Working conditions’.
http://www.ilo.org/global/topics/working-conditions/lang--en/index.htm
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ILO (website). ‘Introduction to Labour Standards’.
http://www.ilo.org/global/standards/introduction-to-international-labour-standards/lang-en/index.htm
ILO (2010). Working conditions of contract workers in the oil and gas industries.
ILO Working Paper No. 276.
http://www.ilo.org/sector/Resources/publications/WCMS_161194/lang--en/index.htm
ILO (2016). Ways forward in recruitment of low-skilled migrant workers in the Asia-Arab
states corridor. International Labour Organization white paper.
http://www.ilo.org/beirut/publications/WCMS_519913/lang--en/index.htm
ILO (2016). Migrant work and employment in the construction sector.
http://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/--migrant/documents/publication/wcms_538487.pdf
NYU Stern (2017). Making Workers Pay: Recruitment of Migrant Labor Force in the Gulf
Construction Industry. NYU Stern Center for Business and Human Rights, New York.
http://www.stern.nyu.edu/experience-stern/faculty-research/making-workers-payrecruitment-migrant-labor-force-gulf-construction-industry
UNHRC (2011). Guiding Principles on Business and Human Rights: Implementing the United
Nations ‘Protect, Respect and Remedy’ Framework. United Nations Human Rights Council.
http://www.ohchr.org/Documents/Publications/GuidingPrinciplesBusinessHR_EN.pdf
UNICEF/UN Global Compact/Save the Children (website). ‘Children’s Rights and Business
Principles’. http://childrenandbusiness.org/

TOOLS
European Commission (2013). Employment & Recruitment Agencies Sector Guide on
Implementing the UN Guiding Principles on Business and Human Rights.
https://ec.europa.eu/anti-trafficking/sites/antitrafficking/files/employment_and_
recruitment_agencies.pdf
IHRB (website). ‘Dhaka Principles for Migration with Dignity’.
Institute for Human Rights and Business, 2017. https://www.ihrb.org/dhaka-principles/
IHRB (2016). Six Steps to Responsible Recruitment. Implementing the Employer Pays Principle.
https://www.ihrb.org/uploads/member-uploads/Six_Steps_to_Responsible_Recruitment__Leadership_Group_for_Responsible_Recruitment.pdf
IHRB (2017). Responsible Recruitment: Remediating Worker-Paid Recruitment Fees.
https://www.ihrb.org/uploads/reports/IHRB%2C_Remediating_WorkerPaid_Recruitment_Fees%2C_Nov._2017.pdf
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IPIECA-IOGP (2014). Operating Management System Framework for controlling risk and
delivering high performance in the oil and gas industry. IPIECA and the International
Association of Oil & Gas Producers. http://www.ipieca.org/resources/goodpractice/operating-management-system-framework-for-controlling-risk-and-deliveringhigh-performance-in-the-oil-and-gas-industry/
Stronger Together/CIOB (2017). Tackling Modern Slavery in the Construction Sector Toolkit.
Produced in association with the Chartered Institute of Building (CIOB).
http://stronger2gether.org/construction/
Verité/Manpower Group (2012). An Ethical Framework for Cross-border Labor Recruitment: An
Industry/Stakeholder Collaboration to Reduce the Risks of Forced Labor and Human Trafficking.
https://www.verite.org/wp-content/uploads/2016/12/ethical_framework_paper.pdf
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IPIECA is the global oil and gas industry association for advancing environmental and social performance. It
develops, shares and promotes good practice and knowledge through industry collaboration. IPIECA convenes
a large portion of the global oil and gas industry across the value chain and is the industry’s principal channel
of communication with the United Nations.
Through its member-led groups and executive leadership, IPIECA brings together the collective expertise of oil
and gas companies and associations. Its unique position within the industry enables its members to contribute
effectively to the sustainable development agenda.
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