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The public relations industry can 
make an important contribution to 
human rights initiatives. Specifically, it 
can use its communications expertise as 
an effective vehicle to promote targeted 
public service messages, programmes 
and community action. The industry 
is able to, and should be responsible 
for, developing programmes addressing 
contemporary issues and demonstrat-
ing how principled communication is 
an essential component of corporate 
social responsibility, which encompasses 
corporate efforts to meet the financial 
and non-financial expectations of various 
stakeholder groups. Corporate responsi-
bility goes beyond philanthropy and legal 
compliance.9  Ketchum CEO Ray Kotcher 
simply says, “What it all means is that 
the old aphorism that an organization 
can do well by doing good still applies.” 

Ketchum and the industry as a whole 
have recognized the importance of reputa-
tion management and that client cam-
paigns can be enhanced with the aid of 
open, honest and accessible communica-
tion. Ketchum’s ethics programme and re-
vised disclosure guidelines are a concrete 
example of this commitment. Having 
these guidelines equips the industry with 
the credibility to represent clients whose 
interests are related to social issues such 
as human trafficking. Additionally, in the 
HHS case, Ketchum further refined its 
principles to address the specific concerns 
of human trafficking victims. 

It is imperative that the industry 
work to empower communities around 
the world–including within the United 
States–to effectively communicate to 
individuals, organizations and the media 
the objective of protecting human rights 
and affirming the industry’s full support 
of human rights. Going forward, public 
relations companies should continue to 
provide socially responsible services and 
that have a positive effect on society and 
the promotion of human rights. 

 

Annex 1: REVISED KETCHUM  
DISCLOSURE GUIDELINES (10)

1.	 When pitching the media, always 
identify the client you represent.

2.	 Be forthright with information 
about our clients’ sponsorship 
of information, spokespeople or 
events.

3.	 In all written materials, clearly 
articulate the client, product or 
service being represented.

4.	 In booking an interview, conduct 
a straightforward discussion of 
messages the spokesperson wants 
to communicate. This helps ensure 
that everyone’s expectations are 
clear (the producer, the spokesper-
son and the client).

5.	 In preparing spokespeople for me-
dia interviews, create messages and 
provide training that allows them 
to be transparent and to portray 
accurately who they represent.

6.	 In video news releases (VNRs), b-roll 
and audio news releases (ANRs), 
disclose fully to TV or radio stations 
that produced and paid for it. Writ-
ten identification of sponsorship 
should be placed on packaging and 
on slates throughout the VNR.

7.	 When producing a VNR, the narra-
tor will not use the word “report-
ing” or refer to themselves as a 
reporter.

8.	 Websites should disclose clearly 
their ownership, private or public, 
name their parent company and/or 
sponsors, and reveal any relevant 
business relationships, including 
sponsored links to other sites.

9.	 When blogging, use your real 
name, be clear who you are, and 
identify for whom you work.

10.	 We encourage word-of-mouth advo-
cates to disclose their relationship 
with marketers in their communica-
tions with other consumers. We will 
not blur identification in a man-
ner that might confuse or mislead 
consumers as to the true identity 
of the individual with whom they 
are communicating, or instruct or 
imply that others should do so. 

Annex 2: REPORTER GUIDELINES FOR 
INTERVIEWING VICTIMS OF HUMAN 
TRAFFICKING (8)
When conducting interviews with victims of 
human trafficking–as with any victim of a 
violent crime–it is important to empathize 
with what they have gone through and to 
understand their mindset, which may be 
molded by coercion, violence and intense 
fear at the hands of their traffickers. 

1.	 Human trafficking victims were of-
ten lured to the United States with 
promises of a better life, marriage 
and/or a good job so they could 
provide for their families back 
home. These promises and dreams 
quickly turned to nightmares 
as the victims found themselves 
trapped in the sex industry, the 
service industry, in sweatshops or 
in agricultural fields–living daily 
with inhumane treatment, physi-
cal and mental abuse, and threats 
to themselves or their families 
back home. 

2.	 Trafficking victims have been 
through brutal physical and psy-
chological trauma, often suffering 
long-term or permanent damage 
to both their physical and mental 
wellbeing. Their recovery pro-
cess takes a long time, and many 
victims find it extremely difficult 
and troubling to talk about their 
ordeal. Because telling their story 
forces them to relive their night-
mare, it is extremely difficult to 
find trafficking victims who have 
progressed sufficiently in their re-
covery process that they are willing 
to talk with reporters–even if they 
understand that by telling their 
story, they can help other victims 
of trafficking.

3.	 Traffickers are ruthless criminals 
who subject their victims to re-
peated violence and threats against 
themselves and their family. 
Therefore, trafficking victims often 
fear reprisals against themselves 
or their family back home should 
they talk with reporters. And even 
if their traffickers are behind bars, 

Ketchum and the Rescue & Restore Victims of Human Trafficking Programme    155

C
ase stu

d
ies – C

om
m

u
n

ication
s



In
tr

od
u

ct
io

n
 a

n
d

 A
ck

n
ow

le
d

g
m

en
ts

trafficking networks still exist 
and the victim’s safety or the 
safety of their family could still 
be in jeopardy. Therefore, you 
often will be asked to not reveal 
the victim’s identity (name, like-
ness or voice) in your story.

4.	 Trafficking victims fear au-
thority figures and are only 
beginning to trust others. The 
individual they trust the most 
is their social worker, who has 
been working diligently with 
them in their recovery process. 
Therefore, the social worker 
should be consulted on how 
to best approach the interview 
with the trafficking victim. We 
recommend an initial inter-
view with the social worker to 
receive a general overview of 
the victim’s case. During this 
initial interview, the social 
worker will want to discuss 
the types of questions you may 
want to ask the victim–and 
most importantly–identify any 
overly sensitive questions that 
could hurt the victim’s recovery 
process. It is vital that the social 
worker is then present for the 
actual interview with the victim 
to provide emotional support 
for the victim and to be alert to 
situations that may be harmful.

5.	 Many trafficking victims do 
not speak English and do not 
understand American culture or 
how the American media oper-
ate. Therefore, it is vital even 
for victims with some English 
skills to have a skilled translator 
available during the interview–
ideally, a translator who both 
speaks the victim’s language 
and understands the victim’s 
culture. In many cases, the best 
translator will be the victim’s 
social worker, who has achieved 
a measure of trust with the traf-
ficking victim and can screen 
out and/or soften potentially 
sensitive question areas. If an 

independent translator is used, 
the social worker should still be 
present for the interview.

6.	 Interviews can be intimidating 
for even media-savvy individu-
als. However, interviews with 
an unknown reporter can be 
utterly daunting and frighten-
ing for a trafficking victim. Be 
sensitive to their fear of author-
ity figures–and yes, you will 
be seen as an authority figure–
and reassure victims that you 
have their best interests in mind 
and that you are conducting 
the interview to let the public 
understand the scope of the 
human trafficking problem, 
thereby helping other victims 
escape this devastating human 
rights violation.

7.	 Avoid negatively worded or 
accusatory questions that will 
likely intimidate, frighten 
and cause the victim to shut 
down. Sensitivity is especially 
important when talking with 
sex trafficking victims, who 
may be extremely hesitant and 
ashamed to discuss their situa-
tion and what they were forced 
to do. 

8.	 Sometimes trafficking victims 
feel that it was their fault they 
became enslaved. As a result, 
it is important to not reinforce 
this guilt by insinuating that 
they should have known better 
or somehow avoided becoming 
a trafficking victim. Above all, 
understand that this individual 
is a victim, not a criminal, and 
should be treated with the 
respect and understanding they 
deserve. Trafficking victims 
should not be made to feel they 
have done anything wrong.

Endnotes
1  Intermediaries are defined by Ketchum as 

groups on the frontlines of reaching victims, 
e.g., faith-based organizations, health care 

providers, social services organizations, 
ethnic communities, and law enforcement.

2  The Trafficking Victims Protection Act of 
2000 (TVPA), passed on 28 October 2000, 
marks the most comprehensive US law to 
address the various aspects of trafficking in 
persons both internationally and domesti-
cally. The TVPA aims to combat trafficking 
by establishing measures to prevent traf-
ficking, protect its victims, and prosecute 
those accountable for trafficking. http://
www.theirc.org/media/www/trafficking_vic-
tims_protection_act_of_2000.html.

3  J. Doorley and H.F. Garcia, Reputation 
Management, the Key to Successful Public 
Relations and Corporate Communication, 
(New York: Routledge, Taylor & Francis 
Group, 2007).

4  This estimate does not include U.S. citizens 
who are trafficked within the United States 
or exported.

5  One current example of the failure to fully 
disclose the underlying client is Ask.com, 
where the campaign did not disclose that 
the guerilla campaign to promote the site 
was actually hired by the public relations 
firm to advertise the search engine. 

6  The Public Relations Council, which repre-
sents 100 firms in the United States alone, 
contributed to the writing of the guidelines.

7  J. Doorley and H.F. Garcia, Reputation 
Management, the Key to Successful Public 
Relations and Corporate Communication, 
(New York: Routledge, Taylor & Francis 
Group, 2007). 

8  http://www.prsa.org/awards/
	 “The Silver Anvil, symbolizing the forging of 

public opinion, is annually awarded to orga-
nizations that have successfully addressed 
a contemporary issue with exemplary 
professional skill, creativity and resource-
fulness. In the over 50 years that these 
citations have been made, more than 1,000 
organizations have been awarded Silver 
Anvils for excellence in public relations.”

9  J. Doorley and H.F. Garcia, Reputation Man-
agement, The Key To Successful Public 
Relations and Corporate Communication, 
(New York: Routledge, Taylor & Francis 
Group, 2007) Pg. 357.
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Abstract

This case study in-
vestigates how an 

extractive company 
develops and imple-
ments a human 
rights policy within 
its everyday business 
operations. 

The case study highlights the strengths 
and weaknesses of Newmont Mining Cor-
poration’s Five Star Integrated Manage-
ment System in the context of its opera-
tions at the Yanacocha mine in Peru. The 
Five Star Programme allows the company 
to monitor and review compliance with 

its corporate social responsibility poli-
cies on an annual basis. This case study 
focuses on the Community and External 
Relations Standards (CER Standards) of 
the Management System, as these focus 
primarily on human rights and aim to 
implement Principles 1 and 2 of the UN 
Global Compact. The case study includes 
a review of the findings of an external 
audit of the company’s activities in 
Yanacocha. The study concludes that 
while Newmont has a strong conceptual 
commitment, in practice there are limita-
tions that must be acknowledged.

Company profile
Newmont Mining Corporation is a 
public company, founded in 1921 and 
headquartered in Denver, Colorado, that 

*  Diego Quiroz-Onate is a Lecturer in the Department of Law at Aberdeen Business School in the United Kingdom, where he teaches Public International Law, Law of Business 
Organizations and Delict. He is also teaching a course in Human Rights and Development for the M.A. Programme in Peace Development Studies at The Universitat Jaume I in 
Spain. Currently he is writing his PhD dissertation on the Evaluation of Corporate Social Responsibility via International Standards. Diego has also been involved as a researcher for 
the United Nations Secretary-General’s Special Representative on Business and Human Rights. Peer review of this case study was provided by Dr. Olga Martin Ortega of the Centre 
on Human Rights in Conflict, University of East London, United Kingdom. The data presented is mostly from non-public documents provided to the author by Newmont in conjunc-
tion with numerous interviews with management at the company. No funding was accepted from Newmont for the preparation of this case study. The author would like to thank 
Helen Mcdonald and Abhishek Agarwal for their comments. The author would also like to thank Mhairi Aitken for her editorial assistance. The complete version of the case study, 
including additional references and charts, is available on the UN Global Compact website at www.unglobalcompact.org. 

Newmont Mining Corporation: Embedding  
human rights through the Five Star Integrated 
Management System		  Diego Quiroz-Onate* 

Human rights issues addressed
•	 Complicity
•	 Human rights and the environment
•	 Resettlement and compensation of affected communities
•	 Security and conflict
•	 Indigenous people
•	 Social investment and community development
•	 Sphere of influence

Human rights management practices discussed
•	 Policy
•	 Measuring impact and auditing
•	 Reporting 

Human rights standards, tools and initiatives mentioned (beyond the UN Global Compact)
•	 Voluntary Principles on Security and Human Rights
•	 Universal Declaration of Human Rights
•	 10 Principles of Sustainable Development (ICMM)
•	 Extractive Industries Transparency Initiative
•	 Partnering Against Corruption Initiative
•	 Global Sullivan Principles
•	 Council for Responsible Jewellery Practices
•	 Fund for Peace Human Rights & Business Roundtable
•	 Global Reporting Initiative
•	 ISO 14001
•	 AA1000
•	 OHSAS18001 
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operates in copper, oil and gas and gold 
mining. It is the world’s third largest 
copper producer, with interests in eight 
global copper operations. Newmont’s oil 
interests include more than 70 blocks in 
the Louisiana Gulf area and oil and gas 
production in the North Sea. In February 
2002, Newmont completed the acquisi-
tion of Normandy Mining Limited and 
Franco-Nevada Mining Corporation Lim-
ited to become the world’s second largest 
gold producer. 

For the 2005 financial year, the 
company had revenues of approxi-
mately US$4,406 million and reported 
record industry gold reserves of 93.2 
million equity ounces. As of December 
2005, Newmont employed 33,794 peo-
ple, the majority working at mine sites 
in the United States, Australia, Peru, 
Indonesia, Canada, Uzbekistan, Bolivia, 
New Zealand and Mexico.1  Newmont’s 
Annual Reports as well as its Corporate 
Sustainability Reports are available on 
the company’s website. 

Introduction
Mining is carried out in almost all 
imaginable locations, ranging from 
tropical jungles to the high Arctic, 
from 4,000 meters above sea level to 
circa 4,000 meters below surface. It is 
a high risk-reward industry, requiring 
large capital expenditure and sunk 
costs. The numerous risks range from 
operational-management to politi-
cal and legal. For example, extractive 
companies often conduct operations 
in environments where security is an 
important concern or where armed 
attacks are routine.

Expansion in the mining industry 
has increased markedly since 1989 
when over 75 countries, many catego-
rized as developing, liberalized their 
investment regimes. Economic and 
political reforms have unlocked new 
opportunities for the mining industry 
in previously blocked areas. As a result, 
investment in the mining industry con-
stitutes a significant portion of the total 
increase in direct foreign investment in 
developing countries.2  And, in 2004, 

almost two thirds of mining industry 
foreign direct investment occurred in 
South America, Africa and Asia, where 
most developing countries are located.3 

In a number of these countries, 
environmental and labour regula-
tions, as well as social policies, are 
weakly developed or enforced. This 
constitutes a crucial difference when 
compared to the history of mining in 
the industrialized world. The lack of 
effective democratic institutions and 
relevant regulations in these countries 
can increase social conflict, expand 
corruption and displace investments 
in human capital.4  On the other hand, 
in these circumstances there is a pos-
sibility that companies could develop 
their own models of environmental 
and social responsibility that go beyond 
narrowly defined legal obligations.5 

Industry performance in regards to 
environmental and social responsibil-
ity varies from responsible operations 
to those that exhibit no concern.6  In 
some developing countries, natural 
resource exports represent up to 85% 
of GDP7 making the extractive industry 
a significant actor in terms of economic 
growth for these nations. Mining 
companies have been linked publicly 
to interference in sovereign affairs, 
redistribution of wealth, poor labour 
conditions, corruption, transfer pric-
ing, environmental degradation and 
disregards of human rights.8  

Regulatory pressures and public 
interest concerns regarding environ-
mental and social issues have arisen 
over the last 25 years. The industry 
needs to define robust strategies both 
to achieve its financial goals and to 
adjust to its environmental and social 
responsibilities. Corporate social re-
sponsibility provides an opportunity for 
mining companies to respond to public 
concerns and to leverage technological 
and organizational innovation for their 
competitive advantage. Wayne Murdy, 
former Chairman and CEO of New-
mont, said: “[S]ecure access to natural 
resources depends on environmen-
tally and socially sustainable business 

practices… Enhancing the impact of 
mining on development requires joint 
action and new forms of partnership 
between governments, companies, civil 
society and international development 
agencies.” Mining, like other extractive 
industries, needs the cooperation of 
other businesses as well as governmen-
tal and civic participation to transform 
corporate social responsibility ideals 
into actions that promote sustainable 
development.9  Here the importance of 
international initiatives such as the UN 
Global Compact becomes clear.

This case study illustrates how one 
of the world’s largest mining corpo-
rations implements the United Na-
tions Global Compact’s human rights 
principles and discusses whether the 
company’s operations are performed 
in a manner that respects, protects 
and supports human rights. The case 
study concentrates on Principles 1 and 
2 of the Global Compact.10  These two 
broad principles embody almost all 
the specific rights and can apply to all 
businesses, regardless of size, industry, 
location or level of experience with 
corporate citizenship. The Community 
and External Relations Standards (CER 
Standards) of the company’s “Five Star 
Integrated Management System” (Five 
Star Programme) serve as a framework 
for this analysis and the data presented 
is mostly from Newmont’s Yanacocha 
Operations in Peru in 2006. 

The social and environmental 
commitment
A corporate responsibility approach 
based solely on compliance with 
national laws does not fit Newmont’s 
needs. Mining operations cross the 
boundaries of national laws and busi-
ness, involving multifarious activities 
and disciplines, such as concession, 
exploration, operation, international 
trade, closure, labour rights, human 
rights and the environment. Newmont 
intends to be one of the world’s most 
trusted, respected and valued natural 
resource companies, and the leader 
in the gold industry.11  To achieve this 
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goal, since 2002, the company has public-
ly devoted itself to a number of initia-
tives regarding Corporate Social Respon-
sibility (CSR) and sustainability as shown 
below in the timeline of Newmont’s 
Environmental and Social Evolution. 

Newmont’s environmental and  
social evolution 
Newmont has developed an integrated 
system to identify and manage risks and 
to provide accurate information to sup-
port effective decision making, participa-

tion and training.  This system demon-
strates an understanding of the demands 
and opportunities in human rights 
compliance, and, most importantly, since 
2002, the company has increased its com-
mitment and implementation to respon-
sible and sustainable business practices, 
as demonstrated by the accompanying 
timeline. 

Newmont has formally endorsed 
numerous voluntary human rights 
initiatives, including the Global Compact 
in 2004. The company subsequently 

publicly pledged to operate its business 
in ways that are consistent with, and 
promote the principles articulated in, the 
Universal Declaration of Human Rights.12  
The company’s Director of Community 
Relations and Social Development ex-
plained that “[T]he Five Star Programme 
and assessment process had their genesis 
in a conscious commitment to under-
standing and desire to develop a set of 
standards that addressed a company’s 
global human rights risks.”13  

Source: Newmont Corporate Sustainability Report Now & Beyond, 2005

Newmont’s sustainability organizational chart 
Source: Newmont 2006 
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Values 
Newmont’s corporate values are to 
reward entrepreneurial spirit, but an 
essential part of them is also dedicated 
to leadership in safety, stewardship of 
the environment and social responsi-
bility; as the company puts it “to act 
with integrity, trust and respect” in 
everyday operations.14  In this respect, 
the company has adopted a social and 
environmental policy and has enacted 
a Code of Business Ethics and Conduct 
(Code). The responsibility policy is 
expressed through a series of environ-
mental and social commitments such 
as sustainable development, protection 
of human life, health and the environ-
ment, as well as adding value to the 
communities in which they operate. 
The company intends to use the Code 
as an effective programme to prevent 
and detect violations of law as well as 
an educational tool for staff members. 

The Code applies to all of Newmont 
Mining Corporation’s subsidiaries. All 
Newmont’s employees must sign an 
annual declaration that they have read 
and understood the Code. It is worth 
observing that the final part of the 
Code contains a waiver procedure.15  
Contractors are not covered by the 
code, although they are committed to 
certain ethical standards through the 
terms of their contracts.

For the most part, Newmont’s 
adherence to sustainable business 
practices is transformed to operational 
reality via its commitment to different 
national and international initiatives. 

The company has also adopted and 
participates in a number of international 
sustainable development schemes such 
as The Extractive Industries Transparency 
Initiative (EITI); The “Publish What You 
Pay” campaign; The World Economic 
Forum’s Partnering against Corruption 
Initiative (PACI); The Global Sullivan 
Principles; The Council for Responsible 
Jewellery Practices (CRJP); and The Fund 
for Peace Human Rights & Business 
Roundtable. However, it is the Five Star 
Programme (discussed below) that helps 
to ensure Newmont’s compliance with 

these schemes and particularly with the 
Global Compact principles.

Within the extractive industry, New-
mont works to be a leader in environ-
mental and social responsibility. In 1999, 
nine of the world’s largest mining com-
panies, including Newmont, launched 
the Global Mining Initiative, which 
culminated in 2002’s Breaking New Ground 
report. The International Council on 
Mining & Metals (ICMM) was formed to 
take forward the agenda identified in the 
report, including the creation of a “viable 
mining, minerals and metals industry 
that is widely recognized as essential for 
modern living and a key contributor to 
sustainable development.”16  

The company works to ensure that 
these various international policies 
and principles are implemented by 
their staff. Training for employees, a 
fundamental tool for dissemination 
and implementation of policies, is 
carried out on a regular basis. In 2005, 
14 of the 18 Newmont sites undertook 
human rights training with employees 
and contractors working in security 
and other areas of operations. The 
company also set up a compliance line 
(phone line), which allows employees 
to report suspected violations of the 
Code of Business Ethics and Conduct, 
non-conformance with company poli-
cies, and any other concerns. 

Newmont has a comprehensive 
reporting scheme, enabling share-
holders and other stakeholders to 
better understand the company’s 
operations, including non-financial 
issues. In addition to the company’s 
Corporate Sustainability Report, which 
is assembled in accordance with the 
Global Reporting Initiative (GRI) and 
measured against the Institute of 
Social and Ethical Accountability’s 
AA1000 standards, individual reports 
for each of the mine sites are on the 
company’s website. The company also 
reports annually in accordance with 
the Global Compact Office policy on 
communicating progress made regard-
ing the implementation of the Global 
Compact principles.17 

Newmont’s human rights commit-
ments are broadly laid out in its Social 
Responsibility Policy and Guidelines. 
They include: 

The company has also developed 
a community consultation process, 
illustrated below, to help implement 
these guidelines and ensure stakehold-
er input. Such an approach enables 
managers to make better informed and 
more accurate decisions with regards to 
the interests of stakeholders.

 The social policy relates to a vari-
ety of standards ranging from human 
rights commitments to environmental 
management principles. These stan-
dards of social responsibility guarantee 
consistency with the principles under-
lying various international instruments 
(e.g. UDHR), including the UN Global 
Compact, and also assure that the 
company is not otherwise complicit in 
human rights abuses.

•	 Develop and use systems to identify and 
manage risks, and provide accurate infor-
mation to support effective decision making. 

•	 Train our people and provide the re-
sources to meet our social responsibility 
objectives and targets. 

•	 Respect the Universal Declaration of Hu-
man Rights in its business operations. 

•	 Respect the social, economic and cultural 
rights of indigenous people. 

•	 Adopt policies and standards and 
operating practices that ensure ongoing 
improvement. 

•	 Wherever appropriate and feasible, set 
operating standards that exceed the 
requirements of the local law. 

•	 Assess our performance against our poli-
cies and standards. 

•	 Demand leadership in social responsibility 
from all our people. 

•	 Seek to share our success by partnering 
with stakeholders in appropriate com-
munity development programmes. 

•	 Consult stakeholders in matters that af-
fect them. 

•	 Strive to communicate our performance in an 
accurate, transparent and timely manner.

Source: Newmont’s Social  
Responsibility Policy and Guidelines
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In order to implement this policy a 
set of Social Responsibility Guidelines 
have been put in place with regard to op-
erating goals, compliance standards and 
engaging stakeholders. These three areas 
will be identified in the next section of 
this case study. 

Newmont’s Five Star Inte-
grated Management System
The Five Star Programme is put in place 
to ensure effective management pro-
cesses and to address health and safety, 
and community and environmental 
responsibilities. The Five Star Programme 
was previously reviewed and improved in 
2004 and is under current revision. It is 
aligned with the requirements of the In-
ternational Organization for Standardiza-
tion (particularly ISO14001), the Institute 
of Social and Ethical Account Ability’s 
AA1000 Framework regarding stakehold-

er engagement, and occupational health 
and safety management systems (OHSAS 
18001). Newmont recognizes that its re-
sponsibility extends beyond its workforce 
to encompass its broader impact in host 
communities and the environment. Thus, 
the Five Star Programme covers core op-
erations, business partners, host commu-
nities and certain types of advocacy. 

Composition
The Five Star Programme consists of 
the (1) Community and External Rela-
tions (CER) Standards, (2) environmental 
standards and (3) health and safety and 
loss prevention standards, all very similar 
to ISO 14001. They must be met at all 
levels on an annual review basis and are 
assessed by external auditors. 

Each Newmont operation’s standards 
are measured using the Five Star Assess-
ment Criteria. The measurement looks 

at both the management systems and 
the performance, with one star indicat-
ing an absence of system procedures and 
the need for significant improvement 
and five stars indicating formal systems 
and an excellent performance. The star 
rating system was restructured to better 
measure conformance to the intent of the 
standard in 2004.

	
Community and External  
Relations (CER) Standards
This case study focuses on the CER Stan-
dards, which are intended to assist the 
company’s operations within a frame-
work that ensures respect for human 
rights, including land access, indigenous 
issues, security forces management and 
resettlement. In designing the CER Stan-
dards, the company relied on interna-
tionally recognized guidelines, including 
the Global Reporting Initiative and the 

Source: Newmont Corporate Sustainability Report Now & Beyond 2005: 29
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Institute of Social and Ethical Account-
ability standard on stakeholder engage-
ment (AA 1000). The CER Standards 
are accompanied by a regular monitor-
ing of the site performance, and are 
designed to reduce actual or potential 
harm of operation, in accordance with 
relevant norms and principles of prior 
informed consultation, mutual respect, 
integrity, and transparency. 

Internationally recognized prin-
ciples are made part of the strategy, 
culture and day-to-day operations 
of the company via these standards. 
Auditors assess each item based on its 
intent. A review of the CER Standards, 
in practice, is examined in the follow-
ing section in relation to the Yanacocha 
operations in Peru and based on an 
external audit report of the site from 
June 2006.

Engaging with communities
Mutually beneficial, trusting and long-
lasting relationships can only be built 
upon ethical commitments, principles 
and law. The quality of a company’s 
relationships with its stakeholders, 
including the communities surround-
ing its operations, is important to its 
human rights performance. 

Burke & Logsdon18 argue that “by 
becoming more aware of the benefits 
to both the firm and its stakeholders, 
managers can make better decisions 
about CSR activities.” Along the same 
lines, Freeman19 calls for a “name-and-
face approach” to stakeholder man-
agement. Such an approach enables 
managers to make better informed and 
more accurate decisions with regards 
to the true interests of stakeholders. 
A chart in the version of this case 
study on the Global Compact website 
illustrates the community consultation 
process utilized by Newmont as part 
of its Five Star Integrated Management 
System. It shows an appreciation of the 
value of stakeholder engagement.

The CER Standards currently 
include fourteen specific issues.20 The 
standards cover a broad range of topics 
of concern to communities affected 

by mining operations. These include, 
among other things, preservation of 
important community sites; support 
of community businesses and employ-
ment; performing social impact assess-
ments; and creating plans for mine 
closures and resettlements:

1. Management of sites with cul-
tural and/or religious significance 
Standard’s intent: To assist each 
Newmont managed facility with 
properly respecting and adequate-
ly protecting all sites with cul-
tural or religious significance for 
Indigenous peoples in the facility’s 
sphere of influence. 
  The performance assessment 
is based on the significant num-
ber of incidents during a period 
of time (a year) and the proactive 
steps that are taken to preserve 
and provide appropriate access to 
significant sites.

2. Management of heritage sites
Standard’s intent: To assist each 
Newmont managed facility to take 
the necessary steps to properly 
respect and adequately protect all 
sites with heritage significance or 
potential heritage significance in 
the facility’s sphere of influence. 
  The performance assessment is 
dependent on the significant num-
ber of incidents during a period 
of time (a year) and the proactive 
steps that are taken to preserve 
and provide appropriate access to 
significant sites.

3. Land access and acquisition
Standard’s intent: To assist with the 
acquisition of the necessary permits, 
permissions and land titles before 
any exploration, mining and other 
related activity commences.
  The performance assessment is 
conditional on the number of com-
plaints and incidents related to land 
acquisition and access issues and the 
effective resolution of complaints 
during the assessment period. 

 4. Local community investment
Standard’s intent: To assist each 
Newmont facility to have a strate-
gic programme based on a needs 
analysis, for financial and in-kind 
assistance that delivers sustainable 
benefits to the local communities.
  The performance assessment 
contemplates local community 
investments made by the opera-
tion based on a needs-analysis 
developed through consultation 
and once the investment is made, 
the sustainable contribution of it 
to the community’s development 
after the life of the mine.

5. Indigenous employment and 
business support
Standard’s intent: To provide proac-
tive steps towards employment 
and business opportunities to local 
Indigenous stakeholders thereby 
ensuring inclusion, wherever pos-
sible, in opportunities provided by 
the facility’s presence.
  The performance assessment 
considers the effort made by the 
facility to maximize opportunities 
for Indigenous employment and 
business support. The perfor-
mance will be excellent when the 
targets are industry norms and are 
exceeded.

6. Media relations
Standard’s intent: Proactive relations 
with local media are expected to 
be well established in order to ob-
tain a balanced coverage of issues.
  The performance assessment 
depends on efforts to engage 
in proactive media relations to 
achieve positive news coverage 
and the sustained media coverage 
of local initiatives. 

7. Staff and Contractor 
Behaviour
Standard’s intent: To provide steps 
to assist with addressing the im-
pact that employee and contrac-
tor behaviour can have on the 
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relationships that exist between the 
facility and the local community. 
  The performance assessment 
scrutinizes the number of incidents 
during the assessment period. New-
mont requires contractors to meet 
standards similar to those to which 
the company is committed.

8. Government relations
Standard’s intent: To assist Newmont 
managed facilities with a proactive 
approach to government relations.
  The performance assessment 
rests on the degree of communica-
tion that the facility has with most 
levels of government. For a very 
good performance, the facility has 
to demonstrate its involvement 
with some level of government 
raising community relevant issues 
and the benefits for the community 
and the facility emerging from that 
relationship. 

9. Social impact assessments
Standard’s intent: To promote the prac-
tice of social impact assessments and 
their maintenance and use to inform 
the operation’s risk assessment and 
external relations strategic planning.
  The performance assessment 
looks at any specialist study or social 
impact assessment developed by the 
facility. The study should cover not 
only the impact during the time of life 
of the mine, but also after its closure.

10. Human rights awareness
Standard’s intent: To assist Newmont 
managed facilities to have internal 
processes for raising human rights 
awareness, including identification 
of human rights issues and impacts. 
  The performance assessment is 
based on the identification of hu-
man rights responsibilities, derived 
from UN instruments, and issues 
which can arise from the operation 
of the facility. 

11. Local employment and  
business support
Standard’s intent: To provide proac-
tive steps for providing employment 
and business opportunities to local 
stakeholders thereby ensuring their 
inclusion, wherever possible.
  The performance assessment 
focuses on the effort made by the 
facility to maximize opportunities 
for local employment and business 
support.

12. Security forces management
Standard’s intent: To assist Newmont 
managed facilities to provide safety 
and security within a framework 
that conforms to the Voluntary Prin-
ciples on Security and Human Rights 
(The Principles).
  The performance assessment 
depends on the number of cases of 
human rights abuse and awareness 
of human rights responsibilities 
under The Principles. The ultimate 
aim is to promote respect for human 
rights by security forces. 

13. Closure
Standard’s intent: To promote the 
effective identification and man-
agement of potential closure and 
post-closure risks and opportunities 
throughout the mining life-cycle.
  The performance assessment en-
sures that the facility has conducted 
a post-closure plan in conjunction 
with stakeholders and takes into 
account the possible contributions 
to meeting community needs. “Sites 
must assess the potential social and 
environmental impacts of closure 
and begin planning for closure right 
from the start of a project” (New-
mont 2005a: 34).

14. Resettlement
Standard’s intent: To assist Newmont 
operations to develop and imple-
ment resettlement plans that offset 
the short and long term adverse cul-
tural and socio-economic impacts. 

  The performance assessment 
peruses the number of complaints 
submitted by displaced persons, the 
resolution of these cases and the 
short and long term adverse impacts 
of the resettlement. 

Five Star Rating System–Assessment 
regarding the CER Standards 
In relation to the CER Standards, the 
Five Star Assessment Criteria supplies a 
yardstick against which each Newmont 
operation’s Community and External 
Relations can be measured. The measure-
ment looks at both the management 
systems and the performance. Each star 
corresponds to a certain level of perfor-
mance as follows:

1 Star (*) = Significant improvement required. 
Comment: No system procedures developed.

2 Stars (**) = Improvement required.
Comment: Informal or incomplete system 
procedures.

3 Stars (***) = Target requirement.
Comment: Formal system procedures imple-
mented.

4 Stars (****) = Very good performance.
Comment: Formal system procedures 
implemented with effective internal auditing, 
internal reviews and continual improvement. 

5 Stars (*****) = Excellent performance.
Comment: Formal system procedures imple-
mented with sustained continual improvement 
and being integral to site culture.

Five Star Community and Ex-
ternal Relations Assessment:  
Yanacocha operations
This section reviews how the CER Stan-
dards in Newmont’s Five Star Programme 
have been implemented at the Yanaco-
cha gold mine in Cajamarca, Peru. The 
key findings in this section come from 
Minera Yanacocha Five Star Assessment 
2006 (the Yanacocha Assessment), a 
non-public internal document that refers 
exclusively to conformance with the CER 
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Standards.21  A number of key findings 
and opportunities for improvement are 
summarized below. 

Peru
Peru is the third largest country in 
South America, with a population 
of approximately 28 million. It has 
abundant natural reserves of copper, 
silver, lead, zinc, natural gas and gold. 
Extractive industries have played a 
major role in Peru’s history since the 
Spanish conquest in 1533; however, 
they have not generated a broad base 
for development. The failure of govern-
ments to deal with social and economic 
inequality has held back the country’s 
progress. Poverty is concentrated in 
the highlands and forests, where much 
mineral extraction takes place. 

During the 1980s, Peru experi-
enced one of its most horrid economic 
crises, worsened by political violence 
and the denial of rights. A central-
ized authoritarian regime pulled the 
country out of its economic chaos in 
the 1990s, and the economy sustained 
a 7% growth rate from 1993 to 1997. 
Economic growth has slowed consid-
erably since then. By 2000, poverty 
indicators climbed back to their 1994 
rates (UNDP 2004), while inequality 
and corruption persist.

Deep-rooted problems, such as in-
efficiency of the judiciary, poor work-
ing conditions, deprivation of rights 
and discrimination against women 
and indigenous peoples, present an 
intricate human rights challenge. A 
company must not only reconcile 
environmental and social responsibil-
ity concerns that may be created by its 
business operation, but also be able to 
understand the social and economic 
challenges that have been generated 
by history and respond adequately 
through its business activities. 

Yanacocha
Minera Yanacocha is the biggest mine 
in Latin America and the second larg-
est in the world.22  It covers around 
22,000 acres and contains five open pit 

mines and processing facilities, two of 
which are active.23  Newmont holds a 
51.35% ownership, Compania de Minas 
Buenaventura S.A. owns 43.65%, and 
the World Bank indirectly holds the 
remaining 5%. The mine is expected to 
be productive until 2018.24  

The mine operates in an envi-
ronmentally sensitive area made up 
of farms that rely on water from the 
mountains in the mine area. About 
32,000 people live in communities near 
Yanacocha and around 120,000 people 
live in Cajamarca. Local communi-
ties have repeatedly threatened legal 
action, citing disregard for their rights 
and environmental damage, including 
mercury spills.25 

In 2004, in the face of community 
contest, the company withdrew the ex-
ploration permit for Cerro Quilish mine. 
Newmont maintains that it will not mine 
Quilish without community support. 

The situation has recently improved 
as a result of the social responsibility 
policy Newmont formalized after 2002. 
In 2004, Newmont prepared a human 
rights assessment of the Yanacocha 
operation against the UN Norms on the 
Responsibilities of Transnational Cor-
porations. It concluded that Newmont 
needed to raise awareness of human 
rights and increase accountability. In 
response to this assessment, an action 
plan was developed in 2005 to identify 
potential human rights issues and verify 
compliance, performance and reporting 
against Newmont standards. 

The implementation of the Five Star 
Programme has contributed to signifi-
cant progress towards Newmont’s envi-
ronmental and social commitments. Ac-
cording to the Yanacocha Assessment,26 
this programme establishes a functional 
system that improves the site’s external 
relations risk management. 

Key findings and opportunities  
for improvement
The independent assessor observed 
that Yanacocha’s employees exhibit 
a greater sense of ownership and 
understanding of the elements and 

benefits of the CER Standards. This new 
sentiment is attributable to corporate 
efforts oriented towards finding ways 
to illustrate in simple and quantitative 
terms the site’s social performance. 
Improvements are particularly associ-
ated with CER Standards 4, 6, 8, 10 and 
11: the company prioritized stakeholder 
engagement and increased support for 
local employment; the site staff worked 
towards developing formal objectives 
and indicators for individual areas; they 
have also developed community proj-
ects with local authorities and organi-
zations; management has emphasized 
human rights training; and the current 
complaint system provides mechanisms 
for raising human rights issues.

Despite these advances, the analy-
sis noted diverse complaints among the 
community members. These ranged 
from concerns over the water supply 
and land degradation to the complaint 
system and closure plan. The most 
common stakeholder complaints 
regard contractor behaviour and the 
perceived lack of corrective action 
taken by Newmont in response. 

An examination of the complaint 
system confirmed that registered 
stakeholder complaints produce scant 
corrective action. In the assessor’s view, 
this was due to several factors: a lack 
of analysis of the underlying cause of 
complaints; an absence of formal entry 
of corrective actions; and internal au-
dits and management review that were 
neither traceable nor carried out in 
great depth. Further evaluation of this 
process will clarify whether the com-
plaint system is accessible and trusted 
by external stakeholders. 

The Yanacocha Assessment also 
noted deficiencies in CER Standards 
13 and 14—closure and resettlement, 
respectively. While CER Standard 13 
has only been in place for one year 
and is not developed at the site, the 
company has committed itself to mak-
ing comprehensive post-closure plans, 
taking into consideration the needs of 
stakeholders. However, with reserves 
expected to last only until 2018, less 
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than 12 years remain to assist the devel-
opment of a sustainable community.27  
Ideally, such a challenge necessitates 
action at the earliest stages (exploration), 
including social impact assessment (CER 
Standard 9) with stakeholder engagement 
and government participation (CER Stan-
dard 8). The Yanacocha site also has not 
created a formal resettlement plan under 
CER Standard 14 for projects requiring 
the purchase of land.

The assessor observed that the top 
regional management remains distant 
from the Five Star Programme. Senior 
managers need to improve their under-
standing of the process; in particular they 
lack explicit goals in their Performance 
Management Tracker (PMT) relating to 
external affairs. Consequently, some key 
areas such as standard operational proce-
dures, management review and auditing 
are operational but not fully functional.

Conclusion 
The public responsibilities of the extrac-
tive industries mean that it is essential 
for the mining industry to develop a 
system that assists in incorporating social 
and environmental aspects into the deci-
sion-making process of the organization, 
including the regular monitoring of their 
performance. To this effect, Newmont, 
conscious of the global risks of its opera-
tions, has committed itself to minimis-
ing the negative impacts of mining via 
leadership in safety, stewardship of the 
environment and social responsibility. 

Newmont’s strengths
It is expected that the implementation 
of social and environmental policies 
into the day-to-day business operations, 
inter alia, secure human rights, mitigate 
the propensity of conflict and improve 
dialogue between the company and the 
community. Newmont’s commitment to 
environmental and social responsibility 
has a number of strengths, most signifi-
cantly, the following three: 

a) CEO engagement
Newmont’s leaders have, over time, made 
a number of explicit statements on the 

importance of Newmont’s social and 
environmental performance. This is crucial 
because the engagement of a company’s 
leadership is fundamental for social 
responsibility development and policy. 
In the last quinquennium, Newmont has 
expressed its commitment to a variety 
of international instruments that can 
guarantee, if followed, an adequate level 
of human rights compliance. Newmont 
understands that a corporate responsibility 
approach based solely on compliance with 
national laws does not fit its needs. Mining 
operations cross the boundaries of national 
laws and business, involving multifarious 
activities and disciplines such as conces-
sion, exploration, operation, international 
trade, closure, labour rights, human rights 
and the environment. CEO initiatives are 
aimed at gaining an understanding of how 
the mining sector can better contribute 
to sustainable development. Accordingly, 
Newmont has developed into a mature 
organization, which incorporates environ-
mental and social dimensions within its 
decision-making process. The CSR structure 
is aligned and is consistent with its policy, 
making possible the implementation of 
Newmont’s social commitments.

b) Awareness 
The company has demonstrated a deep 
awareness of the human rights implica-
tions of its activities. Newmont has de-
veloped a system (the Five Star Integrated 
Management System) that integrates 
social concerns into its business strategy. 
Such awareness is not restricted to the 
recognition of such responsibilities, but 
is accompanied by a desire to improve 
the Five Star Programme (which was 
reviewed in 2004 and is scheduled for 
its next review soon) and an acknowl-
edgement of its weaknesses. In 2005, for 
example, 14 of the 18 Newmont sites 
undertook human rights training with 
employees and contractors working in 
security and other areas of operations. 
In modern times, companies have to bal-
ance their need for safety while ensuring 
that their actions are consistent with the 
protection of human rights.

c) Transparency
Transparency, which entails the full and 
timely disclosure of information, is a 
basic element of social responsibility and 
one that was observed when discussing 
the key issues of this case study with the 
company. Transparency enables share-
holders and other stakeholders to have a 
better understanding of a company’s op-
erations, including non-financial issues. 
Newmont has adopted a comprehensive 
scheme of reporting, which is notable in 
this respect. In terms of communication 
with stakeholders, this has increased 
considerably and consequently the 
perception of stakeholders in relation to 
the company’s image has improved (2006 
Yanacocha Five Star CER Assessment).

Newmont has demonstrated an 
increased social commitment over the 
last five years, but progress in some key 
areas seems overdue considering that the 
Five Star Programme has existed for four 
years. Newmont, like all companies, risks 
having its social responsibility manage-
ment systems become mere guidelines on 
community relations if it does not fully 
develop tools to measure performance, 
train employees, give stakeholders the 
opportunity to participate, conduct man-
agement reviews and audits, and make 
the social responsibility programmes 
prescriptive. Effective implementation 
of Newmont’s social policies will require 
such actions.

Cross-referencing data and analysing 
historical performance of Newmont’s sites 
may provide an opportunity to identify 
practical changes that would improve 
management systems and target deficient 
areas. For example, from 2004 to 2005, 
the company’s Community Relations & 
Development Discipline-Specific Standard 
shows no substantial improvement in sev-
eral areas, such as indigenous employment 
and business support and local community 
investment (Newmont 2005a: 37). As the 
Five Star Programme continues to evolve, 
current shortcomings might be resolved 
through improvements in these areas. 

Overall, Newmont’s Five Star Pro-
gramme has set the foundations for the 
development of a corporate culture that 
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takes into account international hu-
man rights (Global Compact Principle 
1). Ensuring that the company is not 
complicit in human rights abuses 
related to its activities (Global Compact 
Principle 2) is somewhat more complex 
and will depend largely on operational 
factors, accountability and continuous 
auditing.

Endnotes
1	 Complete 2005 Information Handbook, 

available at http://www.newmont.com/en/
investor/infohandbook/index.asp, visited on 
2006-10-13.

2	 A. Warhurst 1998, Corporate Social Respon-
sibility and the Mining Industry, available 
at http://www.mineralresourcesforum.org/
docs/pdfs/merncsr.pdf, visited 2006-12-15.

3	 Euromines 2004 Annual Report, available at 
http://www.euromines.org/downloads/An-
nual_Report_2004.pdf, visited on 2006-09-
05.

4	 T. Power 2002 Digging to Development?  
A Historical Look at Mining and Eco-
nomic Development, available at http://
www.eldis.org/cf/search/disp/docdisplay.
cfm?doc=DOC10561&resource=f1, visited 
2006-08-31.

5	 A. Warhurst & A. Lunt, 1997. Corporate 
Social Responsibility: A Survey of Policy, 
Research and Consultancy Activity World 
Business Council for Sustainable Develop-
ment, London.

6	 UNEP, 2001. Mining available at http://www.
uneptie.org/pc/mining/index.htm, visited 
2006-09-12.

7  J.D. Sachs & A.M. Warner, 2001. “The Curse 
of Natural Resources” European Economic 
Review 45(4): 827-838.

8  For cases and opprobriums linking global 
mining companies with human rights abuses, 
see: http://www.business-humanrights.
org/Categories/Sectors/Naturalresources/
Mining.

9  This case study defines sustainable develop-
ment as development that “meets the needs 
of the present without compromising the 
ability of future generations to meet their 
own needs.” (Brundtland Report, 1987).

10	 The selected Global Compact Principles:
	 Principle 1: Businesses should support and 

respect the protection of internationally 

proclaimed human rights.
	 Principle 2: Businesses should make sure 

that they are not complicit in human rights 
abuses. 

11  Murdy, former Chairman and CEO of New-
mont, 2005 at Complete 2005 Information 
Handbook available at http://www.newmont.
com/en/investor/infohandbook/index.asp, 
visited on 2006-10-13.

 12	 See the company’s 2006 pronouncement 
in The Standards We Adhere To, visited on 
2006-09-08.

13	 Personal Correspondence, October 2006.
14	 Newmont 2006, Vision and Values, available 

at http://www.newmont.com/en/about/vi-
sion/index.asp, visited on 2006-11-08.

15  Code of Business Ethics and Conduct 
2006:14 at Vision and Values available at 
http://www.newmont.com/en/about/vision/
index.asp, visited on 2006-11-08.

16  For more about the ICMM, see http://www.
icmm.com.

17	 Three key challenges emerged recently for 
Newmont: resettlement in Ghana, allega-
tions of pollution from tailings in Indonesia, 
and community protest over Cerro Quilish in 
Peru. These issues have been addressed in 
the 2005 Corporate Sustainability Report, 
which provides a breakdown of the informa-
tion of Newmont’s mining operations in these 
three geographic areas, as a response to 
stakeholders’ concerns around these issues. 
Furthermore, the Report incorporated an 
independent assurance and included visits 
to operating locations in Ghana, Indonesia, 
Nevada, Peru, and to the corporate Head-
quarters in Denver. 

18	 Burke & Logsdon 1999: 499.
19	 Freeman 2005: 61.
20	 Newmont’s website, Five Star Management 

Programme, available at http://www.new-
mont.com/en/social/fivestar/community/
index.asp, visited on 2006-17-08.

21	 The data presented in this part of the case 
study is based on Yanacocha Five Star Com-
munity & External Relations Assessment–
Report Version Final, June 2006. 

22	 As measured by physical size and workforce 
size.

23	 In 2005, Minera Yanacocha sold 3.3 million 
consolidated ounces of gold. Proven and 
probable reserves contained approximately 
32.6 million ounces of gold and 3.2 billion 

pounds of copper. For the same year, Minera 
Yanacocha workforce included 2,987 em-
ployees and 7,126 contractors. (Newmont 
Corporate Sustainability Report Now & 
Beyond 2005: Minera Yanacocha).

24	 Newmont Corporate Sustainability Report 
Now & Beyond 2005: Minera Yanacocha, 
Peru available at http://www.newmont.com, 
visited on 2006-11-16.

25	 Corporate Sustainability Report Now & 
Beyond 2005: available at http://www.new-
mont.com, visited on 2006-09-08; ALDHU 
2003 http://www.aldhu/pages/fs_legal/
legal_ac.htm, visited on 2006-11-17: Earth 
Rights International (2003) International 
Right to Know: Empowering Communities 
Through Corporate Transparency, available 
at http://www.earthrights.org/, visited on 
2006-11-17.

26	 Above, n. 21.
27	 In relation to this goal, see Thomas Enos, 

Senior Vice-President, Operations in New-
mont Corporate Sustainability Report Now 
& Beyond 2005, available at http://www.
newmont.com, visited on 2006-09-08.

166  Newmont Mining Corporation: Embedding human rights through the Five Star Integrated Management System 
C

as
e 

st
u

d
ie

s 
– 

M
ea

su
ri

n
g

 im
p

ac
t 

an
d

 a
u

d
it

in
g



In
trod

u
ction

 an
d

 A
ckn

ow
led

g
m

en
ts

Contents in brief
Abstract
Company profile
Introduction
Sustainable development and CSR  
  at Volkswagen
How the better health and safety for  
  suppliers project unfolded
Implementation and results in  
  different countries
Key recommendations

Abstract

This case study  
examines a  
collaborative effort  
undertaken by  
Volkswagen AG,  
the International  
Labour Organization 
(ILO) and the  
German Corporation 
for Technical  

Cooperation (GTZ)  
to improve  
occupational  
health and safety  
in Volkswagen’s  
supply chain. 

Approximately 270 million occupational 
accidents occur each year, and there are 
some 160 million incidents of occupa-
tional diseases. Occupational health and 
safety is an important human right and 
labour issue, and efforts to tackle it help 
advance Global Compact Principle 1: the 
support and respect of internationally 
proclaimed human rights. The project ex-
amined in this case study is called “Better 
Health and Safety for Suppliers.” 

Company profile
The Volkswagen Group (Volkswagen) is 
one of the world’s leading automobile 
manufacturers and the largest carmaker 
in Europe. The company was founded in 
1937 and its headquarters are in Wolfs-
burg, Germany. Volkswagen develops, 
manufactures and markets automobiles 
and services. Volkswagen AG is the par-

ent company of the Volkswagen Group. 
Volkswagen includes Volkswagen Passen-
ger Cars, Volkswagen Commercial Vehi-
cles, Audi, SEAT, Skoda, Bentley, Bugatti 
and Lamborghini. Each brand retains its 
own identity and operates independently 
in the marketplace.1   As of 30 September 
2006, the number of people employed by 
Volkswagen was 329,075. Fifty-two per-
cent of these employees were working at 
Volkswagen companies in Germany, and 
48% at Volkswagen companies abroad.2  
Volkswagen operates 44 production 
plants worldwide, in eleven European 
countries and seven countries in the 
Americas, Asia and Africa. Volkswagen 
sells its vehicles in over 150 countries.

In the first nine months of 2006, 
Volkswagen sold 4.264 million ve-
hicles, had annual sales revenues of 
€77 billion, and had after-tax profits of 
€1.2 billion. These numbers correspond 
to a 9.5% share of the world passenger 
car market. Volkswagen has 19.6% of 
the passenger car market in Western 
Europe, 11.7% in Central and Eastern 
Europe, 2.8% in North America, 18.7% 
in South America and South Africa, 
6.3% in Asia-Pacific and 11.2% in re-
maining markets. 

Introduction 
According to ILO statistics, approxi-

*  Maria Kristjansdottir is a graduate student at Fordham University School of Law. At the time of writing this case study, she was a Masters student at the Reykjavik University, 
School of Law. Peer review of this case study was provided by Gerhard Albracht, Senior Specialist in Occupational Safety and Health and Head of the Labour Inspection Unit, ILO, 
Geneva. The case study was researched and written without any financial support from Volkswagen. The complete version of this case study, including references and additional 
annexes, is available on the UN Global Compact website at www.unglobalcompact.org.org. 

Better health and safety for suppliers: A partnership 
project between Volkswagen, ILO & GTZ		  Maria Kristjansdottir*

Human rights issues addressed
•	 Occupational health and safety
•	 Supply chain 
•	 Working conditions

Human rights management practices discussed
•	 Getting started
•	 Strategy
•	 Policy
•	 Processes and procedures
•	 Communications
•	 Training 
•	 Measuring impact and auditing

Human rights standards, tools and initiatives mentioned (beyond the UN Global Compact)
•	 ILO Conventions
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mately 270 million occupational ac-
cidents occur each year, and there are 
some 160 million incidents of occupa-
tional diseases. The ILO estimates that 
4% of the world’s Gross Domestic Prod-
uct (GDP) is lost with the cost of injury, 
death and disease through absence from 
work, treatment for sickness, disability 
and survivor benefits.3  The statistical 
results vary by region. Depending on the 
country, the industry, and the organi-
zational structure and conditions of the 
workplace, Occupational Safety and 
Health (OSH) poses different challenges.

Specific factors contributing to the 
high incidence of work-related acci-
dents and occupational diseases prob-
lems are weak health and safety laws, 
lack of enforcement mechanisms,4 
and unsatisfactory implementation 
measures at the company level. Health 
and safety precautions at the workplace 
itself are frequently insufficient. In 
developing and threshold countries, 
there is an additional risk that oc-
cupational accidents or illness-caused 
absences may result in job loss and/or 
other loss of income, which can in turn 
lead to greater poverty due to a lack of 
adequate social security systems. 

Occupational health and safety is 
both a human right and a labour issue 
that is addressed in international hu-
man rights and labour instruments.5  
Unhealthy working conditions may 
undermine the enjoyment of human 
rights stated in the Universal Declara-
tion of Human Rights (UDHR), such 
as the right to life and security of the 
person (Article 3) and the right to 
favourable conditions of work (Article 
23), as well as rights found in the Inter-
national Covenant on Economic, Social 
and Cultural Rights, including the right 
to safe and healthy working conditions 
(Article 7) and the right to the highest 
attainable standard of physical and 
mental health (Article 12). The ILO has 
developed and maintained a system of 
International Labour Standards.6 The 
standards have the objective of promot-
ing opportunities for women and men 
to obtain decent and productive work 

in conditions of freedom, equity, secu-
rity and dignity. They include standards 
on occupational health and safety. 
Efforts to improve occupational health 
and safety are examples of implemen-
tation of Global Compact Principle 1: 
supporting and respecting internation-
ally proclaimed human rights.

The “Better Health and Safety for 
Suppliers” project, which is the subject 
of this case study, is aimed at improv-
ing occupational health and safety in 
Volkswagen’s supply chain. The project 
was launched in June 2004 and will be 
concluded in mid-2008. This case study 
was written at the beginning of 2007 
and takes into account the status of the 
project at that time. It examines what 
actions had been taken up to that point 
and how they have worked, as well as 
lessons learned and next steps.

The project entailed asking selected 
Volkswagen suppliers in Brazil, Mexico 
and South Africa to participate in audits 
with respect to OSH in their workplace. 
Based on the findings of these initial 
audits, recommendations were made 
to the suppliers and used to generate a 
checklist for a second review (conducted 
up to six months after the initial audit). 
A report was then created that docu-
mented the audit findings, including 
any improvements observed during the 
second review. When all the suppliers 
have been assessed, general best prac-
tices will be developed and collected for 
an online network. This network will 
provide guidelines on health and safety 
for other countries and enterprises to 
follow. The ultimate goal of the project 
is to develop international guidelines 
for OSH and supply-chain management. 
The online network will be accessible to 
those who require advice regarding OSH 
and will provide information about best 
practices and lessons learned. 

Sustainable development 
and CSR at Volkswagen
In 2003, Volkswagen signed off on 
seven Group Values as a guideline for 
their employees. Sustainability is one 
of the Group Values. According to the 

vision of Volkswagen, sustainability is 
founded on the following principles:

•	 maintaining a long-term bal-
ance between economic, envi-
ronmental and social systems; 

•	 taking responsibility for one’s 
own actions at all levels: re-
gional, national and global;

•	 ensuring transparent commu-
nications and fair cooperation.7

These principles are consistent, 
and work in tandem, with the UN 
Global Compact’s Ten Principles and 
the ILO Declaration on Fundamental 
Principles and Rights at work and of 
promoting decent work8 via an enter-
prise approach. Successful coopera-
tion with employees’ representatives 
is a key component of Volkswagen’s 
approach. This cooperation was in-
ternationalized with the creation  
of the European Group Works Coun-
cil in 1992 and again in 1999 when 
Volkswagen became the first com-
pany in the car industry to establish 
a Global Group Works Council. 
The Global Group Works Council 
meets at least once a year with the 
Management Board and interna-
tional human resources managers 
to discuss important issues, such as 
employment situations at the various 
locations, development of working 
conditions and cross-border produc-
tion movements. 

In February 2002, Volkswagen 
and the Global Group Works Council 
signed the “Declaration on Social 
Rights and Industrial Relations” (the 
Social Charter).9 The Social Charter 
commits the company and its employ-
ees to social rights and corporate poli-
cies that seek to link globalization 
with social responsibility. The Charter 
is partially based on the conventions 
of the ILO and makes a social com-
mitment to certain core social rights 
that apply to Volkswagen worldwide. 
These core rights include freedom of 
association, free choice of employ-
ment and rules governing OSH Protec-
tion.10   In order for the Social Charter 
to be as effective as possible, Volkswa-
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gen has taken the step of publicizing it 
at all of its locations, ensuring that the 
workforce knows its rights. The Global 
Group Works Council monitors charter 
compliance. Any indication that the be-
haviour code has been violated is taken 
seriously and investigated.

Volkswagen is dedicated to de-
veloping fundamental principles and 
obligations on OSH to assure proper 
health care for the employees in the 
Volkswagen Group. The main emphasis 
of Volkswagen’s OSH approach is on 
preventative measures. 

In 1999, the company developed 
“Guidelines on Health Protection and 
Health Promotion in the Volkswagen 
Group” (Group Guidelines).11 The Group 
Guidelines contain general recommen-
dations, binding minimum standards 
and obligatory directions for action. As 
set forth in the Group Guidelines: “A 
company is as healthy and efficient as 
its workforce... The protection and pro-
motion of the health of the employees 
is therefore not only a social obliga-
tion but also an economic necessity.” 
Furthermore, the holistic perspective to 
OSH taken by Volkswagen can be seen 
in the Guidelines’ preamble:
	 Health protection and health 

promotion are pursued within 
the framework of an active health 
policy in the form of holistic health 
management covering the working 
situation, the workforce, the com-
pany as a whole, the products and 
the environment of the company.12

In September 2004, Volkswagen 
introduced an Occupational Safety 
Policy. The policy provides a far-sighted 
basis for the strategic direction and 
objectives of occupational safety activi-
ties for the company’s different brands 
and regions. All measures designed to 
preserve and promote the health and 
safety of the workforce are based on 
this policy.13 

The company’s health management 
system in Germany has been recog-
nized as a “Model of Good Practice” by 
the European Network for Workplace 
Health Promotion.14

How the better health and 
safety for suppliers project 
unfolded
The Better Health and Safety for Sup-
pliers project is a partnership project 
between Volkswagen, ILO and the Ger-
man Corporation for Technical Coopera-
tion (GTZ).15 The project was launched 
in July 2004 and will be concluded in 
June 2008. The partners’ common goal 
is to establish a health and safety culture 
at work by means of improving labour 
standards. Volkswagen chose to address 
this issue because the company wanted 
to strengthen its policy in Health Protec-
tion, Promotion and Occupational Safety. 
One of Volkswagen’s major aims of the 
project is to improve the overall OSH 
knowledge and to identify best practices 
through project activities and the social 
partner network.

 The project’s origins can be traced 
back to 2004, when the ILO approached 
Volkswagen regarding cooperation in the 
area of OSH. The ILO cited the company’s 
innovative policies and progressive think-
ing on OSH protection and promotion as 
reasons why Volkswagen should consider 
getting involved. 

Under the project, a high-level tripar-
tite committee composed of representa-
tives of the three partners—Volkswagen, 
ILO, GTZ—the Overall Steering Com-
mittee (OSC), gives broad direction and 
approves the general work plan, the 
process optimization approach to OSH, as 
well as any progress made in this regard. 
The OSC also approves the composition 
of the National Steering Committees 
(NSC) for each country in the project. 
The NSC for each country is the national 
body that approves the project work plan 
and provides direction to the project 
activities. It is composed of government, 
representatives of employers and workers 
and representatives from Volkswagen, 
ILO and GTZ.16

Selected members of the Volkswagen 
supplier chain in Brazil, Mexico and 
South Africa were selected and asked 
to join the project. By participating, the 
suppliers aimed to offer themselves as 
examples of firms using best practices. 

The results will be collected and dissemi-
nated through a competency network. 
By communicating their results to the 
community at large, these example 
firms will provide information on health 
and safety for the countries and compa-
nies involved. 

Once the suppliers taking part in 
the project had agreed to participate, 
Process Optimizing Teams (POTs) were 
sent to each supplier to conduct an audit 
and assess OSH in their workplace. The 
members of the teams consisted of a 
national project coordinator, who served 
as the head of the team, a representative 
from Volkswagen Group (OSH expert), 
two representatives from Volkswagen in 
the relevant country (process optimiz-
ing expert and OSH), two labour inspec-
tors from the relevant country and, in 
some instances, a representative from 
ILO. These first visits were called Process 
Optimizing Consultations (POCs), and 
were conducted with the purpose of 
identifying the strengths and weaknesses 
of the suppliers with regard to their 
OSH practices. The teams then provided 
suggestions for improvement. The POCs 
were conducted within defined time-
frames for each country in the project. 
The POCs were conducted in South Africa 
in August 2005, in Mexico in February 
and March 2006, and lastly in Brazil in 
August and September of 2006. 

Before the POC consultation took 
place, preparatory workshops were con-
ducted in each country. There were two 
kinds of workshops, one for the suppliers 
and one for the teams conducting the au-
dits. The main aim of the workshops was 
to brief the participants on the project’s 
goals and methods and the consultation. 
The project’s partners wanted to provide 
uniform information about the project 
and give participants a chance to absorb 
that information. 

The procedure for the POC was that 
the teams spent approximately two 
days at each supplier conducting their 
audit. On the first day, POT performed an 
inspection of the supplier’s premises and 
interviewed representatives of the suppli-
ers. On the second day, POT reviewed the 
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reports generated from the inspec-
tion and interviews, and agreed upon 
results for the supplier’s situation. 
POT then met the supplier’s repre-
sentatives and conducted a feedback 
discussion, which included sharing 
their recommendations. 

The inspection checklist used in 
the POC procedure was based on a 
checklist already in use by Volkswa-
gen in Germany, but was adjusted to 
fit this specific project. The checklist 
of issues included:

•	 condition of the workplace
•	 condition of the storage facility
•	 condition of social rooms
•	 operation of machinery
•	 all forms of hazards
•	 notices on display about OSH 

issues17

A standard questionnaire was used 
for the interviews.18 Those interviewed 
were the Chief Executive Officer, a 
representative from senior manage-
ment, a representative of the em-
ployees, trade union representatives, 
occupational safety experts, in-house 
or external (as required), and medical 
doctors (as required).

On the basis of the results of the 
inspections and the answers in the 
interviews as well as the consultants’ 
personal impressions, POT produced a 
report on the findings that described 
the present situation and gave recom-
mendations. The list of recommenda-
tions will be used as a checklist for a 
review that is conducted four to six 
months after the initial consultation by 
the same team. The improvements that 
have taken place at that supplier will 
be documented by photos, and a sec-
ond report will then be written. When 
all the suppliers have been assessed 
and audited, and the second reports 
have been written, the next phase of 
developing best practices can begin. 

The preventative service system 
The ultimate goal of the partnership 
project is to develop international guid-
ance for OSH and supply chain man-
agement. These guidelines are called 

the Preventative Service System (PSS). 
The aim of the PSS is to provide expert 
knowledge regarding the implementa-
tion of OSH standards to small and 
medium-sized enterprises by setting up 
an information and consultation net-
work. This network will be guided by 
a global health and safety culture and 
will be accessible to those who need 
advice on OSH problems. The network 
will provide information and knowl-
edge about specific national issues, best 
practices and lessons learned.19 

Project financing 
The project is a public-private partner-
ship between the three partners (Volk-
swagen, the ILO and GTZ). The project 
allocation is partly drawn from the 
German Federal Ministry for Economic 
Cooperation and Development’s “2015 
poverty reduction fund.” The estimated 
cost for the project is approximately 
€1.1 million. Volkswagen contributes 
€300.000, GTZ contributes €600.000, 
and the ILO contributes €200.000. The 
costs cover staff time, travel expenses, 
materials, preparation workshops, and 
document translation. 

Implementation of the project
First, the relevant national representa-
tives of the governments, unions and 
Volkswagen plants were asked to par-
ticipate in and support the project. It 
quickly became clear that the project’s 
partners did not agree on the number 
of the suppliers that should participate 
in the project. Some of the partners 
wanted to include all of Volkswagen’s 
suppliers in the respective countries. 
The partners created a list of indicators, 
which was used as a criterion for the 
selection of suppliers, and eventually 
agreed on eight to twelve suppliers 
from each country. 

The next step was to create a list of 
questions to ask each supplier, formu-
late the checklists used in the inspec-
tions, and decide on the agenda for the 
workshops to be held for the suppliers 
in each country.

 

Implementation and results 
in different countries
As mentioned above, the implementa-
tion of the project is now well under 
way, with the projected conclusion 
of the project set for June 2008. This 
section will lay out the results of the 
project thus far.20 Performance was 
considered “Excellent” if the supplier 
received a score of 85% or greater; 
“Good” if they received a score of 70% 
to 84.99%; 55% to 69.99% was consid-
ered “Satisfactory”; 40% to 54.99% was 
“Poor”; and any score less than 40% 
was considered “Disastrous.”

South Africa
South Africa was the first country to 
receive a POC consultation. The audits 
were conducted in August 2005. Eight 
Volkswagen suppliers from South 
Africa, with 28 to 900 employees each, 
were selected to take part in the proj-
ect. The audit scores in South Africa 
ranged from 31% to 70%, the average 
being 54.44%. 

The initial audits revealed that 
there was a significant lack of OSH pro-
tection. None of the audited suppliers 
had a comprehensive policy that was 
formulated through social dialogue, 
which would have ensured effective 
communication between manage-
ment and worker representatives. The 
elements of risk assessment were not 
well-articulated, and comprehensive 
guidelines had not been formulated 
and distributed to ensure proper risk 
assessment. All of the suppliers 
provided personal protective cloth-
ing and equipment against hazards 
to their employees. This was done, 
however, through a somewhat haphaz-
ard system. The team found that there 
was no standard method of collecting 
occupational accident statistics. In ad-
dition, suppliers’ CEOs were generally 
not aware of their responsibility with 
regard to OSH. Overall, the audit of the 
suppliers in South Africa revealed that 
there was room for improvement in 
process optimization and cost saving. 
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The suppliers in South Africa dis-
played a willingness to implement the 
POT recommendations. One of the rec-
ommendations made by POT was that the 
suppliers should provide comprehensive 
guidance for the Department of Labour 
Inspectorate of South Africa by defining 
ways to measure OSH programme perfor-
mance. POT also recommended that sup-
pliers establish an inspection system that 
would focus on proactive compliance 
through implementation of preventive 
OSH intervention programmes. 

In November 2005, POT conducted 
follow-up visits to the suppliers to 
determine the progress made since the 
initial audits. With the exception of one, 
all of the suppliers had made significant 
progress towards the formulation of a 
comprehensive policy. All of the sup-
pliers had established and documented 
information on the occupational hazards 
through a systematic risk assessment 
process. The suppliers had implemented 
a system for recording and investigating 
occupational accidents, injuries and ill-
nesses with special emphasis on prevent-
ing reoccurrences. POT also found that 
there had been a visible increase in the 
use of personal protective clothing and 
equipment by employees. 

In the second half of 2006, the Over-
all Project Steering Committee initiated 
a pilot phase of the PSS in South Africa 
in cooperation with the South African 
Department of Labour. The concept for 
the pilot PSS is based on KomNet,21 a 
consulting system from the Ministry of 
Employment, Health and Social Affairs of 
North Rhine-Westphalia.

The methodology used for imple-
menting the pilot phase of the PSS 
included the compilation of an initial in-
ventory of major web-based information 
and communication systems providing 
support and advice on OSH. Although 
different approaches are used in these 
systems, the comparison of the informa-
tion revealed some main features that 
were common to all web-based service 
systems, such as toll-free accessibility, use 
of different interfaces or channels, provi-
sion of individual answers and anony-

mous interaction. As a result, any worker 
or employer can contact the helpdesk by 
phone, fax or the Internet. The helpdesk 
officer will take note of the question 
and transmit it to a group of experts. All 
questions and answers will be collected 
in the database and later made available 
to everyone.22  

Mexico
The initial audits of the suppliers taking 
part in the project in Mexico took place 
between February and April 2006. Twelve 
suppliers from Mexico with 75 to 1,550 
workers were selected to take part in the 
project. The audit scores ranged from 
62% to 97%, the average being 80.31%. 

The initial audits showed that a 
management system was already in 
place. In addition, the documentation 
on occupational accidents and diseases 
was excellent. However, there was no 
systematic communication between man-
agement and workers and no practical 
implementation of OSH policy. POT’s 
overall finding was that there was room 
for implementation of practical and 
efficient OSH practices. The suppliers 
indicated a willingness to implement the 
recommendations made on the basis of 
the audit’s results. 

The follow-up visits to the suppliers in 
Mexico took place in December 2006. Sig-
nificant progress had been made towards 
implementing the recommendations 
given by POT following the initial audits. 
Of the 192 recommendations made, 121 
(63%) had already been implemented, 54 
(28%) were in the process of being imple-
mented and only 17 (9%) were not yet in 
the process of being implemented. 

Brazil
The initial audits of the participating sup-
pliers in Brazil were conducted in August 
and September 2006. Seven suppliers 
from Brazil with 110 to 300 workers were 
selected to take part in the project. The 
audit scores ranged from 53% to 86%, the 
average being 70.06%. 

Shortly before the initial audits, the 
Brazilian government decided not to 
take part in the audits with their labour 

inspectors as originally planned. Nev-
ertheless, all of the selected suppliers 
except one participated in the project. 
A two-day workshop was held for OSH 
experts of SMEs (small or medium-sized 
enterprises), and the suppliers expressed 
a willingness to accept the recommenda-
tions. As of January 2007, the follow-up 
visits have not yet taken place in Brazil. 

Key recommendations 
ILO has compiled a summary list of the 
key recommendations emerging from the 
POC consultations in the three countries 
participating in the project:23   

•	 There is a need for review of the 
national inspectorate approach 
with regard to the proactive ap-
proach.

•	 The inspectors need to provide 
technical guidance on com-
pliance with legal provisions 
through promoting implementa-
tion of the remedial action plans 
based on a proactive thrust.

•	 Businesses have clearly acknowl-
edged the need to be given 
technical guidance on the im-
provement of working conditions 
through comprehensive struc-
tures sustained interventions 
that are based on proactive OSH 
programmes.

•	 The inspectorate needs to adopt 
an attitude of providing the 
essential technical advice, as-
sistance and auditing to ensure 
that enterprises develop and 
implement long-term sustained 
intervention proactive opera-
tional programmes in the world 
of work.

•	 The Departments of Labour in 
each country countries needs 
training on the ILO Conventions 
and Technical Guidelines on OSH.

•	 There is a need to review the 
overall OSH inspectorate ap-
proach to OSH to ensure that the 
proactive approach is implement-
ed and promoted to realize the 
principles of social dialogue and 
integrated labour inspection.24
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•	 Labour inspection can play a 
key role in promoting decent 
work and implementing labour 
standards at the workplace. 
Close cooperation between 
labour inspectorates, trade 
unions, and employers’ orga-
nizations can be an important 
and cost-effective means of 
strengthening compliance. 

Achievements to date
The recommendations, which are 
based on international and Volkswagen 
standards, can be easily and affordably 
implemented, and the reviews of sup-
pliers indicate that the recommenda-
tions have, in most cases, already been 
implemented. 

Advantages for participants
The main advantage for Volkswagen of 
participating in this project has been 
the strengthened connection to the UN 
Global Compact and the implementa-
tion of the Social Charter. Furthermore, 
the goals of improving quality and 
productivity in the supply chain and 
ensuring timely delivery by taking 
measures to prevent occupational ac-
cidents and work-related diseases have 
been realized, at least in part.

Suppliers enjoy many benefits from 
their participation in the project. The 
employees enjoy a safer and healthier 
work environment. The suppliers 
receive free consultations to optimize 
processes, which lead to a better qual-
ity of life, higher economic productiv-
ity, and improved health and safety at 
the workplace. In the long term, the oc-
cupational safety risks will be reduced, 
leading to fewer accidents, fewer work-
hours lost, reduced costs, higher moti-
vation in the workforce, and increased 
competitiveness for the suppliers. In 
order to establish and implement occu-
pational health and safety programmes 
at the national level, active participa-
tion of national labour inspectors with 
a project-oriented training programme 
is important. 

Challenges and lessons learned
One of the primary challenges so far 
has been to form a team of experts 
from varying backgrounds. Explain-
ing the project to the suppliers and 
persuading them to participate has 
also been a challenge. The prepara-
tory workshops held in each country 
proved to be successful in providing all 
suppliers with the same information 
regarding the project, but it was also 
important for Volkswagen, ILO and GTZ 
to see and understand each country’s 
specific needs and conditions. Other 
challenges were quickly dealt with and 
appropriate solutions were found. For 
example, when the Brazilian govern-
ment withdrew its participation in the 
audits on short notice, Volkswagen 
and the partners were able to make 
alternative arrangements via e-mail 
and telephone. 

Final remarks
Professional competence, cooperation, 
support and open communication 
are essential elements of a good OSH 
programme. The lessons from partici-
pation in the project thus far will influ-
ence Volkswagen’s Occupational Safety 
audit system. 

Volkswagen’s experience described 
in this study confirms that cooperative 
behavior and communication improves 
collaboration between governments 
and companies. When there are irregu-
larities and problems with OSH issues, 
SMEs need support from the govern-
ment officials. 

The outlook for the remaining part 
of the project is very promising. The 
initial audits conducted demonstrate 
that the suppliers are willing to accept 
the recommendations. The follow-up 
visits that have taken place show the 
recommendations are already well on 
their way to being fully implemented. 
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Annex 1
Inspection checklist

Part 1
What is the condition of workplaces?
In what state are the exterior spaces/

floors and storage areas?
Are there any notices displayed regarding 

occupational safety issues? How would 
you rate this information?

Are escape routes, emergency routes and 
rendezvous points marked?

Are the escape and emergency routes 
kept clear?

Is personal protection equipment in 
place?

Part 2
Are there instructions on working 

safely and are they actually adhered 
to (hazardous substances, in particular 
machines and plants)?

What is the condition of the storage facil-
ity (e.g. stacking height)?

Are defective containers used? 
Is production material located at the 

workplace?
Is the safety equipment sufficiently safe? 

Part 3
Are areas with particular hazards la-

belled with warning or prohibition 
signs (e.g. warnings about explosive 
substances, hazardous substances or 
smoking bans)?

Are areas in which personal protection 
equipment (e.g. eye protection) is re-
quired marked in an appropriate way?

What is the condition of transport vehicles 
(e.g. elevating trucks and forklift trucks) 
and how are they used?

Part 4
Are critical process variables (substance 

concentrations, pressure, fill levels, 
temperature, etc.) recorded (e.g. qual-
ity, occupational safety and environ-
mental protection)?

Are critical process variables monitored 
by the plant operator, and is it pos-
sible to intervene?

What is the condition of social rooms 
(e.g. washrooms, toilets and lounges)? 

How is the safety-conscious behaviour of 
employees rated?

Part 5
How ergonomically are workplaces 

designed with regard to lighting, air 
conditioning, noise, vibration, ambi-
ent air, etc.? 

Are work processes designed ergonomi-
cally (e.g. with regard to working 
posture, work routes, lifting and car-
rying)? 

 
Annex 2
POC questionnaire

Responsible Chief Executive Officer 
(Chief, CEO) - Part 1
In your company, who is responsible for 

occupational health and safety?
What are your specific tasks with respect 

to occupational health and safety?
Do internal or external experts provide 

your company with support in regard 
to occupational health and safety?

Do you investigate hazards at the work-
place?

Do employees have information about 
hazards at the workplace?

Responsible Chief Executive Officer 
(Chief, CEO) - Part 2
When was the last process and quality 

audit specified by Volkswagen carried 
out and what was the result?

Have work accidents occurred in your 
company?

How often are your employees sick?
Is advice on specific health topics avail-

able to employees?
Are regular occupational health and 

safety inspections carried out in your 
company?

In your opinion, are there ways in which 
occupational health and safety protec-
tion in your working environment can 
be improved?

Operational managers (senior manage-
ment) - Part 1
In your company who is responsible for 

occupational health and safety?
What are your specific tasks in respect of 

occupational health and safety?
Do internal or external experts provide 

your company with support with 
respect to occupational health and 
safety?

Who is your contact person for matters 
relating to occupational health and 
safety?

Do you investigate hazards at the work-
place?

Do employees have information about 
hazards at the workplace?

Operational managers (senior manage-
ment) - Part 2
If you notice opportunities to improve 

skills, and manufacturing and work 
processes, what do you do?

Have work accidents occurred in your 
company?

Are regular occupational health and 
safety inspections carried out in your 
company?

In your opinion, are there ways in which 
occupational health and safety protec-
tion in your working environment can 
be improved?

Personnel (employee)
Are there hazards at your workplace?
Have you been informed about hazards 

at your workplace?
If you notice opportunities to improve 

skills, and manufacturing and work 
processes, what do you do?

In your opinion, are there ways in which 
occupational health and safety protec-
tion in your working environment 
could be improved?

Occupational safety (Occupational 
Safety Manager)
In your company who is responsible for 

occupational health and safety?
What are your specific tasks with respect 

to occupational health and safety?
Do you investigate hazards at the work-

place?
Do employees have information about 

hazards at the workplace?
If you notice opportunities to improve 

skills, and manufacturing and work 
processes, what do you do?
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Are regular occupational health and 
safety inspections carried out in 
your company?

In your opinion, are there ways in 
which occupational health and 
safety protection in your working 
environment can be improved?

Medical personnel, company doctor 
(Medical)
Do you investigate hazards at the 

workplace?
Do employees have information about 

hazards at the workplace?
If you notice opportunities to improve 

skills, and manufacturing and work 
processes, what do you do?

In your opinion, are there ways in 
which occupational health and 
safety protection in your working 
environment can be improved?

Workers representative (Union)
Do internal or external experts provide 

your company with support with 
respect to occupational health and 
safety?

If you notice opportunities to improve 
skills, and manufacturing and work 
processes, what do you do?

Have work accidents occurred in your 
company?

Are regular occupational health and 
safety inspections carried out in 
your company?

In your opinion, are there ways in 
which occupational health and 
safety protection in your working 
environment can be improved?

Endnotes

 1	  Volkswagen Sustainability Report 2005–
2006, p. 4. 
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4	 Effective labour inspection is vital in imple-
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example, Ilise Levy Feitshans “Occupational 
health as a human right” available at http:// 
http://www.ilocis.org/en/default.html.
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protection. It also means sufficient work, in 
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high road to economic and social develop-
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compromising workers’ rights and social 
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ing participation and democratic process, and 
a means of achieving all the other strategic 
objectives of the ILO. The evolving global 
economy offers opportunities from which 
all can gain, but these have to be grounded 
in participatory social institutions if they are 
to confer legitimacy and sustainability on 
economic and social policies.” Decent Work, 
Report of Mr. Jean Somavia, ILO Director-
General, 87th session of the International 
Labour Conference, 1999. See http://www.ilo.
org/public/english/dialogue/actrav/genact/
employmt/decent/index.htm.

9	 The Social Charter can be viewed online, 
including at: http://www.imfmetal.org/main/
files/Sozialcharta_eng3l.pdf.
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sponsibility, p. 5. 
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www.volkswagen-sustainability.com. 
14	 More information can be found at http://www.

enwhp.org. The same website notes that “At 
Volkswagen AG a 1% rise in the health rate 
led to a corresponding increase in produc-
tivity costs of 1%. This represents savings 

amounting to € 45 million. By implementing 
health promotion measures, the company 
has increased the health rate between 1988 
and 1999 by 4.3% achieving savings in per-
sonnel costs of over € 190 million.”

15	 See further www.gtz.de/social-ecological-
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safework/li_suppliers/prevention/index.htm.
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tion on the system is available on http://www.
komnet.nrw.de/index.php. 
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lesTable of human rights issues addressed
Human rights issues addressed	  Case study

Access to medicine AREVA

Child labour Asocolflores, MAS

Collective action Achilles, Asocolflores

Complicity Newmont, Sasol

Diversity and/or non-discrimination in employment AREVA, Asocolflores, Barloworld, Eskom, Sasol
Starbucks, Titan

Fair labour practices NIKE

Forced labour Ketchum, NIKE, Starbucks

Freedom of association/collective bargaining Asocolflores, Barloworld, NIKE, Novartis, Starbucks

HIV/AIDS AREVA, Barloworld, Sasol

Human rights and the environment ABB, Newmont, Starbucks, Westpac

Human trafficking Ketchum

Indigenous people’s rights Newmont, Westpac

Living wage Asocolflores, Novartis, Starbucks

Occupational health and safety Asocolflores, NIKE, Starbucks, Volkswagen

Privacy AREVA, Sasol

Resettlement and compensation of affected communities ABB, AngloGold Ashanti, Newmont, Sasol

Right to education Barloworld

Right to food BASF

Right to health BASF, Ipek

Security and conflict ABB, Newmont, Shell

Social investment and community development ABB, AngloGold Ashanti, AREVA, BASF, Barloworld, Ipek, MAS, New-
mont, Sasol, Titan

Sphere of influence AngloGold Ashanti, AREVA, Newmont, NIKE, Novartis, Sasol, Star-
bucks

Supply chain Achilles, Asocolflores, Eskom, NIKE, Starbucks, Volkswagen

Trade union rights Asocolflores

Women’s rights MAS

Working conditions Barloworld, MAS, Volkswagen

Working hours Asocolflores

 

Table of human rights management practices discussed 
Human rights management practices discussed Case study

Getting started ABB, Achilles, AngloGold Ashanti, AREVA, Asocolflores, Barloworld, 
BASF, Eskom, Ipek Kagit, Ketchum, MAS, NIKE, Novartis, Sasol, 
Volkswagen, Westpac

Strategy ABB*, Achilles, AngloGold Ashanti, AREVA, Asocolflores, Barloworld, 
BASF*, Eskom, Ipek Kagit*, MAS, NIKE*, Novartis, Sasol*, Shell*, 
Volkswagen, Westpac

Policy Achilles, AREVA, Asocolflores, Barloworld, BASF, Eskom, Ketchum, 
MAS, Newmont, NIKE, Novartis, Sasol, Starbucks, Volkswagen, 
Westpac

Processes and procedures Achilles, AngloGold Ashanti, AREVA, Asocolflores, Barloworld, BASF, 
Eskom, Ipek Kagit, Ketchum, MAS, Novartis, Sasol, Shell, Starbucks, 
Titan, Volkswagen

Communications ABB, Achilles, AREVA, BASF, Ketchum, MAS, Sasol, Shell, Volkswa-
gen, Westpac

Training BASF, Ketchum, MAS, Sasol, Shell, Volkswagen

Measuring impact and auditing Achilles, Asocolflores, BASF, Ipek Kagit, Newmont, NIKE, Novartis, 
Sasol, Volkswagen

Reporting BASF, Newmont, NIKE, Novartis, 
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Table of human rights standards, tools and initia-
tives mentioned (beyond the UN Global Compact)

  Human rights standards, tools and initiatives mentioned  
  (beyond the UN Global Compact)

  Case study

Business Leaders Initiative on Human Rights ABB, AREVA, BASF

CERES NIKE

Council for Responsible Jewellery Practices Newmont

Danish Institute for Human Rights Compliance Assessment Sasol

Danish Institute for Human Rights Country Risk Assessment Shell

Danish Institute for Human Rights Quick Check Shell

Draft UN Norms for Transnational Companies ABB

Equator Principles Sasol

Extractive Industries Transparency Initiative AREVA, BASF, Newmont

Fair Labor Association NIKE

Flower Label Program Code of Conduct Asocolflores 

Fund for Peace Human Rights and Business Roundtable Newmont

Global Alliance for Improved Nutrition BASF

Global Business Coalition on HIV/AIDS AREVA, BASF

Global Reporting Initiative ABB, Achilles, Barloworld, Newmont, NIKE, Westpac

Global Responsible Leadership Initiative Barloworld

Global Sullivan Principles Newmont

ICMM 10 Principles of Sustainable Development Newmont

IFC’s Performance Standard on Involuntary Relocation AngloGold Ashanti

ILO Standards and Conventions Asocolflores, Novartis, Volkswagen

Institute of Social and Ethical Accountability AA 1000 Newmont

International Covenant on Civil and Political Rights Sasol, Shell

International Covenant on Economic, Social and , Cultural Rights BASF, Sasol, Shell

ISO 14000 Asocolflores

ISO 14001 Newmont

Milieu Programma Sierteelt (MPS) Certification Program for the Cut-
Flower Industry

Asocolflores

Millennium Development Goals Ipek

Multi-Fiber Agreement NIKE

OECD Guidelines Novartis

OECD Guidelines for Aid Agencies on Involuntary Displacement and 
Resettlement in Developing Projects

AngloGold Ashanti

OHCHR Briefing Paper, The Global Compact and , Human Rights: Under-
standing Sphere of Influence and Complicity

Sasol

OHSAS 18001 Newmont

Partnering Against Corruption Initiative Newmont

Universal Declaration of Human Rights Barloworld, Ipek, Newmont, Novartis, Sasol, Shell, Westpac

Voluntary Principles on Security and Human Rights Newmont, Shell

World Bank Guidelines on Involuntary Resettlement (OP/BP 4.12) AngloGold Ashanti

World Bank policies and procedures Sasol



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
Principle 3 	 Businesses should uphold the freedom of association and the effective recognition of 			 

	 the right to collective bargaining; 

Principle 4 	 the elimination of all forms of forced and compulsory labour;

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 are asked to support a precautionary approach to environmental challenges;

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.
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